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APA Modifications List 
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Font. To mimic EM Technologies' style guide and to increase the accessibility for its 
multigenerational workforce, this ADP is designed with the following font types and 
sizes: 
 

• ITC Clearface size 20 for headings 
• Montserrat size 16 for subheadings 
• Montserrat size 11 for standard text  
• Montserrat size 9 for figure and table note text  
• Montserrat size 9 for footnote text  

 
Footnotes. Located at the bottom of select pages, footnotes provide clarifying 
information. They are single-spaced and indicated by Roman numerals (e.g., i, ii, iii).  
 
Figures and Tables. Figure and table numbers and titles appear below each and are 
single-spaced. The label is bolded. By design, not all tables are consistently formatted. 
 
Headings. APA heading levels were modified for aesthetic purposes and the use  of 
EMT-branded colors:  
 

• Level 0: blue, bold, left justified, title case 
• Level 1: blue, bold, left justified, title case 
• Level 2: black, bold, left justified, title case  
• Level 3: black, bold, left justified, italicized, title case 
• Level 4: black, bold, left justified, italicized, title case, level with paragraph   
• Level 5: black, bold, indented, title case, level with paragraph, ending in a period 
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Italics. Various emphases in the study are shown in italics. 
 
Page Numbering. Arabic page numbers were used throughout.  
  
Spacing. Single-spacing is used throughout this ADP, with double-spacing in 
between paragraphs. 
 
Table of Contents. Only Level 0 and Level 1 headings are listed in the Table of Contents.  
 
Text Alignment. To aid in the professional, accessible overall appearance of the 
consulting report, paragraphs are justified rather than left-aligned. 
 
Third Person. First-person pronouns are not used in the report. Instead, the author is 
referred to in the third person.  
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Executive Summary 
 
EM Technologies (EMT) is a small but growing high-tech manufacturing and 
engineering firm in Jamestown, NY.  The company specializes in custom-made 
precision metalworking and fabrication and the design and development of military-
grade antennas for federal, state, and local government entities. For a period of 10 
years, the firm was managed by the family attorney of the former owner, who had 
passed away. During that time, the leadership’s main goal was to mitigate risk in order 
to protect the value of the company until it eventually sold. Consequently, all change 
and innovation efforts were discouraged, as those things were considered too risky. 
The firm was acquired in 2021. EMT’s new ownership has a grand vision for the 
organization. The new leadership knows the organization must embrace change and 
innovate to compete in the rapidly advancing high-tech manufacturing sector. The 
organization anticipates that this study will aid that goal and provide evidence-based 
solutions to help leadership motivate individuals to welcome change and innovation. 
 

Significance and Purpose of the Study 
As Aduku et al. (2021) highlighted, readiness to accept change is one of the crucial 
factors in enhancing employee performance. But more than change readiness is 
needed: The firm must do and make things in new and better ways. According to one 
of the leading consulting firms in the world, U.S. industrial-technology companies are 
playing a crucial role in driving innovation and promoting sustainable and inclusive 
growth in a rapidly changing economy and workforce (Borden et al., 2022). High-tech 
manufacturing is a vital component of the broader manufacturing sector in the 
United States. However, it is a vulnerable industry that needs to adapt to keep pace 
with the exciting developments of the Fourth Industrial Revolution, or Industry 4.0. 
 
EMT’s leaders face a persistent challenge to motivate their employees and teams to 
be more adaptable to change. In addition, they have not yet discovered the most 
effective way to encourage innovation, essential to maintaining a competitive edge in 
a competitive market. The organization, its teams, and its employees must embrace 
change and engage in innovative practices to fulfill ownership’s newfound mission 
and vision and support the company’s growth.1 This study focused on the 
relationships among individual contributors, teams, and upper-level management at 
EMT to identify leadership and management initiatives that could positively impact 
employee readiness for change and their willingness to engage in new and better 
ways of working. The aim of this project was to explore and provide concrete, 
evidence-based solutions that enable change and innovation within a high-tech 
manufacturing environment. 
 

Research Question 
Rapid technological developments and the utilization and integration of advanced 
technologies throughout the manufacturing process characterize Industry 4.0. This 
requires firms to be ready for change and welcome it as an opportunity to learn and 
grow. Because of the rapid pace of change, firms must also engage in innovative 
processes throughout the manufacturing process to remain competitive in an 
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industry quickly adopting new technologies like artificial intelligence, machine 
learning, and automation. Simply put, successful organizations in Industry 4.0 are the 
ones that adapt, welcome change, and embrace new and better ways of working. This 
study aimed to assist EMT in thriving in Industry 4.0 by providing the organization 
with specific strategies for motivating change and innovation. The study was guided 
by the following research question: 
 

How can EMT’s leadership motivate individuals and teams to embrace 
change, product and process innovation, and new ways of working to fulfill 
the recently acquired high-tech firm’s newfound mission, vision, and values? 

 
To discover the answer to the research question, the researcher developed several 
guiding questions that focused on the alignment of strategy, structure, culture, and 
human capital management throughout high-tech manufacturing organizations, as 
well as effective motivation theories and leadership styles, best practices, 
benchmarks, and potential methodologies to investigate the problem at EMT.  
 

Data Collection and Methodology 
After a comprehensive review of the relevant scholar-practitioner literature revealed 
a great deal about strategy, structure, culture, and human capital management best 
practices and benchmarks, attention turned to EMT itself to close the remaining 
knowledge gaps surrounding the organization’s roadblocks in the way of change and 
innovation. To that end, two identical surveys were conducted among EMT’s leaders 
and employees to evaluate how each stakeholder group perceived the organization 
and its practices, giving immense insight into the organization's current state. 
 
Using the quantitative and qualitative data, the researcher analyzed the survey results 
to determine if and to what extent there was a perception gap between how the 
leaders and employees viewed the current state of the organization’s strategy, 
structure, culture, and human capital management. Then, the researcher identified 
several potential solutions derived from the literature and survey data. Finally, the 
solutions were evaluated using a holistic framework based on multiple perspectives, 
including gap analysis, fulfillment of organizational goals, and the be, know, do model 
heralded by highly effective organizations like the U.S. Army (1999). Notably, the model 
is a keystone of the DeVoe School of Business, Technology, and Leadership’s virtuous 
business model, a holistic approach to leadership and organizational development 
that stresses the ethical advancement of economic, social, and spiritual (i.e., 
existential) capital (Indiana Wesleyan University, 2024). 
 

Recommended and Selected Solution 
The researcher used the data analysis and multiple perspectives approach to devise 
the following recommended multi-part solution package: 
 

• Involve frontline management to regularly communicate the firm’s new 
mission, vision, and values since the survey revealed employees have a 
great deal of trust in their direct supervisors. 



 

 
14 Empowering High-Tech Manufacturing in Industry 4.0 

• Operationalize the mission, vision, and values by fully integrating them 
into the employee lifecycle. 

• Train leaders on servant, adaptive, and virtuous leadership since those are 
the styles that support change and innovation, according to the literature. 

• Regularly update employee training programs to keep up with industry 
trends. 

• Empower employees as consumers, giving them the opportunity to 
identify and help create their own training programs.  

• Form a compensation task force to identify total rewards improvements to 
better incentivize change and innovation and a continuous improvement 
task force to recommend process and product innovations. 
 

Sponsors from EMT’s leadership team unanimously and wholeheartedly approved the 
solutions package since they understood the imperative to change and the 
roadblocks standing in the way.  
 

Limitations and Generalizability 
This study focuses on a particular organization that has approximately 50 full-time 
employees working in a specific niche of the high-tech manufacturing sector. It only 
considers a specific point in time in the organization's long history. Therefore, the 
findings may not broadly apply to the whole manufacturing sector, other industries, 
or other phases in an organization's history or development. Still, the study provides 
insight on using a multiple perspectives approach, research-based solutions, and 
practical frameworks that may be beneficial for scholar-practitioners across industries 
and in academia. 
 

Change Management Plan 
For change to stick, it must be carefully and thoughtfully planned. To that end, the 
researcher developed a step-by-step change management plan using Lewin’s (Raza, 
2019) flexible and adaptive unfreeze, change, refreeze model. The plan contains a 
proposed change management team, communication plan, step-by-step 
implementation steps, evaluation measures, scenario planning, and strategies to 
reinforce the change. Each aspect of the change management plan provides detailed 
information about the specific action required, who is responsible for the change, and 
a timeframe for each step. The proposed start date for the plan is in the early first 
quarter of 2024 and will continue through the end of the year, although some aspects 
will continue indefinitely. Because of the intentional and systematic approach 
suggested in the change management plan, EMT will be set up for success as it moves 
into the next phase of its organizational life.  
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Section 1: Problem Identification & Investigation 
 
EM Technologies is a high-tech manufacturing firm located in Jamestown, New York. 
See Figure 1 for an aerial view of the plant. They are part of the broadcasting and 
communications equipment manufacturing industry in the North American Industry 
Classification System Code 334220. The organization has two divisions: RF antenna 
engineering (EM-AD); and contract manufacturing and metal fabrication (EM-CD). 
After the death of the former owner, the company entered into a trust managed by 
the family's attorney. During this time, executive leadership prepared to sell the 
organization by reducing the risk of devaluation. A significant way they aimed to 
accomplish risk mitigation was to disincentivize change and discourage innovation of 
the company's products and design/manufacturing processes. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Once new ownership purchased the organization in the spring of 2021, nearly $2 
million of new investments into new product development, upgraded software and 
machinery, high-quality talent, and major building improvements brought a fresh 
mission to EMT.2 Executives insisted on change and encouraged innovation to 
support these new investments. However, despite leadership's best efforts, individuals 
and teams continue to resist change and innovation, which poses a significant risk to 
the viability of the organization's ability to produce favorable returns on investment.  
 
Identified in this study are the long-term effects of disincentivizing change and 
innovation. Also presented are the attitudes and behaviors of leadership and 
management that can encourage change and inspire change and innovation efforts 
by employees and teams. Utilizing the DeVoe School of Business, Technology, and 
Leadership’s (2019) problem-based learning model, the study presents a solution to 
prepare EMT's leadership and management to act as change and innovation agents 
as the organization grows and develops. Section 1 includes an organizational and 
problem scenario overview, discovery, identification, and significance of the problem, 
as well as this project's broader implications, purpose, and significance. 

 
 
 

Figure 1. EM Technologies’ Building in Jamestown, NY. 
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Organizational Overview 
Founded in 1963, EM Technologies is located in Jamestown, New York—just under an 
hour west of Albany, NY. The organization has two divisions: EMT—Antennas Division 
(EMT-AD) and EMT—Contract Manufacturing Division (EMT-CM).3 Its legal form of 
business is an S-Corporation.4  
 
EMT-AD is the oldest division of EM 
Technologies and designs, 
assembles, and calibrates military-
grade RF antennas used by the 
military, law enforcement, and 
intelligence agencies. This division 
makes hundreds of products that 
are sold and used globally.5 
 
EMT-CD is a specialized metal 
fabrication and machine shop. This 
division manufactures or fabricates 
many components that go into EMT 
Antennas' products and has its own 
book of business, including several 
Fortune 500 organizations.6 The 
division's assets include almost two 
dozen manual and programable 
machines such as brake presses, 
waterjets, CNC lathes, and a new 
state-of-the-art laser cutter.7 
 

Brief History of EM 
Technologies 
The organization began operations 
in Amsterdam, NY—a former 
industrial hub of Upstate New York 
(City of Amsterdam, n.d.). EM 
Technologies focused solely on 
designing and manufacturing RF 
receivers, not today's sophisticated 
RF antennas. The company 
continued to grow for a few decades, 
eventually adding the contract 
manufacturing division as a line of 
business when they moved to their 
current location in Jamestown, NY, 
in the mid-1990s.8 
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The company operated under a 
trustee for five years (2017–2021) due 
to the previous owner's death. 
During that period, ownership 
reinvested little to nothing in the 
business. Surprisingly, EMT operated 
without a sales and marketing 
budget.9 Despite that, the company 
continued to grow and generate 
profits. In March 2021, an investor 
specializing in scaling small- and 
medium-sized manufacturing firms 
purchased the company. The new 
owner has made significant 
investments in new machines and 
people. As a result of these 
investments, the first full year under 
new ownership was the best year 
ever for sales and profits.10 
 
The company has over 50 employees 
today—and counting. The new 
owner desires to grow rapidly—with 
a projected annual growth rate of 
22%.11 Ownership started investing in 
sales and marketing, culture and 
people, and upgraded the 
technology and business systems. As 
EMT enters its sixth decade in 
operation, it strives to remain a great 
workplace, and the community is 
taking notice. Recently, the local 
newspaper, the Albany Business 
Review, highlighted the fast growth 
rate and new investments in people, 
equipment, and technology (Cooper, 
2023). 
 

Problem Description 
For five years, EM Technologies 
existed under a family-owned trust 
that wanted to sell the organization; 
therefore, during that period, 
ownership discouraged change and 
innovation because they believed 
those efforts could potentially fail 
and, consequently, result in the 
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devaluation of the company.12 Surprisingly, though, the company continued to 
produce marginal profits, even while it did not reinvest in the organization and 
disincentivized change or innovation.13 Following the organization's acquisition in 
2021, new ownership prioritized change and innovation—and invested and reinvested 
millions of dollars in new technology, equipment, and high-quality talent. Yet, with 
few exceptions, individuals and teams seemed hesitant to engage in change activities 
and initiatives. Individuals and teams have also been reluctant to pursue innovation 
of processes or products. A common phrase throughout the organization has been, 
"That is how we have always done it, so why would we change or improve it?"14  
 
This phenomenon surprises executives and leadership because of the new 
ownership's emphasis on growth through change and innovation activities. This low 
readiness for change and reluctance to innovate processes or procedures poses a 
serious risk to the organization's viability, especially considering the rapid growth new 
ownership expects as a result of millions of dollars of reinvestment into the 
organization. It negatively impacts the organization's morale, manager-employee 
relationships, productivity, and customer service. 
 
Suppose the organization can discover and successfully implement a solution to this 
problem. In that case, it can be well-positioned to experience much more than the 
marginal financial growth it has experienced in previous years and take advantage of 
the exciting new investment in the organization from new ownership, as well as 
federal, state, and local investments into high-tech manufacturing as a result of recent 
legislation.  
 

Questions From EM Technologies' Leadership 
There are several interrelated questions associated with the problem:  
 

• What is the effect of long-term disincentivizing of change and innovation on 
individuals and teams?  

• What is the relationship between management's attitudes/behaviors and 
employees'/teams' change readiness and innovation efforts? 

o If there is a relationship, what are the attitudes or behaviors of 
managers that can motivate change readiness and innovation?  

• What initiatives can executives and senior leaders implement to encourage 
and incentivize change and innovation within individuals and teams?  

 

Problem Scenario 
Other factors have presented the opportunity for change and innovation, particularly 
the unfortunate death of the company's president, who was with the organization for 
over 40 years.15 He was a brilliant man who worked his way up from an entry-level 
engineer, and the former president was known for his hands-on management 
approach. However, due to directives from former owners, antenna design efforts and 
measures to streamline and modernize the organization did not occur. While the 
entire organization mourned his passing, they saw the time following his death as an 
opportunity to reimagine the organization holistically. 
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Post-acquisition leadership took radical steps to reduce the bureaucracy and increase 
the efficiency of the organization and engender trust between leadership and 
employees, such as 
 

• reduction of executives' direct reports, creating a new class of upper-level 
managers who were empowered to make day-to-day decisions; 

• creation of functional teams that are responsible for various business units 
based on shared key performance indicators (KPIs); 

• cancellation of lengthy, formal annual performance reviews, replacing them 
with quarterly, conversational feedback sessions between management and 
employees; and 

• solicitation of an anonymous survey of employees about their supervisor. 
 

Discovery and Identification of the Problem 
The problem remains anecdotal and situational, arising through various interactions 
between leadership, management, and employees. For instance, a major conflict 
arose when the new vice president of EMT Antennas attempted to digitize that 
division's hard copy blueprints to make them more accessible for remote or hybrid 
employees. Many employees hesitated at this idea, citing how the company filed 
these documents traditionally. This is only one of many examples of similar conflicts 
arising from attempts to change or innovate company processes.  
 
Despite leadership's best efforts, the new investments, upgrades, and 
encouragement to change and innovate have not translated into widespread 
adoption of change readiness or innovation. The following quote from a recent 
employee survey perfectly captures the sentiment among many employees.16 
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Significance of the Problem 
The significance and scope of EM 
Technologies' problem go far beyond 
the company's reach. If the problem 
goes unchecked, it can negatively 
impact the company and the high-
tech manufacturing industry at large, 
various stakeholders, and the global 
economy. While the context of the 
problem resides with EMT, it is not 
unique to this one organization but is 
experienced industry-wide in a global 
setting. Nejati et al. (2017) determined 
there is a measurable "moderating 
effect" (p. 163) of change resistance on 
company culture in manufacturing 
settings. Adegbite and Govender 
(2021) also note that resistance to 
change and innovation are barriers to 
a manufacturing organization's profitability. Therefore, the lessons learned can be 
applied and transferred throughout the industry and possibly into other industries. 
 
Significance for EM Technologies 
EM Technologies' leadership have not been able to discover how to motivate more of 
its employees and teams to embrace change. Nor has leadership been able to spur 
innovation to grow and maintain its competitive advantage in the marketplace. It is 
crucial for the organization, its teams, and its employees to welcome change and 
engage in innovation to perform to the level expected by leadership and demanded 
by the organization's growth. As Aduku et al. (2021) note, change readiness is one of 
the primary ways to improve employee performance. Supposing the organization 
discovers and successfully implements a solution to this problem, it can be well-
positioned to experience much more than the marginal financial growth it has 
experienced in previous years. Further, the organization could take advantage of the 
exciting new investment in the organization from new ownership, as demonstrated 
in Appendix A. EMT could also capitalize on federal, state, and local investments into 
high-tech manufacturing as a result of recent legislation. 
 
Significance for the Industry 
As one of the foremost consulting companies in the world writes, "U.S. industrial-
technology companies . . . are driving innovation and sustainable and inclusive 
growth" (Borden et al., 2022, para. 1). High-tech manufacturing, like broadcasting and 
communications equipment manufacturing, is a vital part of the more significant 
manufacturing sector within the United States. Yet, it is a vulnerable industry that 
needs to adapt to meet the exciting moment in which it finds itself. In general, 
manufacturing has been central to the American economy. A boom in the mid-to-late 
19th century, as economists note, boosted manufacturing to effectively constitute 20% 
of the American labor force (Blackburn & Knoll, 2011). After surging during WWII and 

Econom
y-wide 

Problem

Industry
-wide 

Problem

EMT's 
Problem
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subsequent years, American manufacturing slowly declined, losing 35% of its 
workforce over the past forty years (Harris, 2020, para. 1).  
 
However, the industry is experiencing another boom. The substantial bi-partisan 
support for large-scale investments in American manufacturing—especially high-
tech manufacturing—has led to a period of its highest growth in decades under the 
Biden administration. Remarkably, the sector has added 349,000 new jobs and is 
receiving billions of dollars of investments to build high-tech manufacturing facilities 
in those areas hit hardest by past declines and offshoring (Peters & Woolley, 2022). 
Travelers (n.d.), one of the leading insurance and risk management firms in the world, 
says it well when they assess that ". . . high-tech manufacturers can mitigate their 
exposure from international operations through careful study and planning" (para. 1). 
The high-tech manufacturing industry is certainly more than suitable for fresh inquiry 
and innovation provided by consultative scholar-practitioner assessment. 
 

Broader Implications of the Problem 
Frankly, when manufacturing does well, society and the economy do well. Moreover, 
high-tech manufacturing is the future of American manufacturing (McKinsey & 
Company, 2022). Many factors of society benefit when the broadcasting and 
communications equipment manufacturing industry operates properly, including 
good-paying, sustainable jobs, new jobs away from the U.S. coasts, jobs for the 
underserved or disadvantaged, and national security.   
  
Provides Good-Paying Jobs  
Society benefits from the good-paying jobs the industry provides when functioning 
efficiently and effectively. The National Association of Manufacturers reports that the 
average worker in the manufacturing sector earns over $95,000 per year (National 
Association of Manufacturers, n.d.). Likewise, with a move toward a high-tech 
economy, high-tech manufacturing jobs pay more and are growing faster than their 
non-manufacturing counterparts, according to the Austin Chamber of Commerce 
(Kerr, 2022).   
  
Provides Sustainable Jobs  
In the face of the global climate crisis, society benefits when high-tech manufacturing 
operates in a high-functioning capacity. For example, many firms within the industry 
design and/or manufacture critical components that go into other technologies that 
help fight the global climate crisis. Notably, Raytheon Technologies (2021) has 
committed to addressing the global climate crisis by designing and manufacturing 
aviation products that lower emissions—and sustainably manufacturing them. 
Therefore, the jobs within this industry are sustainable in that they contribute to 
whole-of-industry efforts to curb emissions and fight the global climate crisis. 
 
Provides Technology Jobs Away from the Coasts  
A recent Brookings Institute report states that half of the new jobs within the 
technology sector are centralized within eight "superstar cities" located on the 
coasts—apart from Austin, Texas (Muro & You, 2022). But what about people who live 
outside of those cities? Jobs in high-tech manufacturing provide society with the 



 

 
22 Empowering High-Tech Manufacturing in Industry 4.0 

benefit of having good-paying jobs in manufacturing firms across the country, not 
located within the popular coastal cities usually associated with the technology sector 
(Rouhandeh, 2022).   
  
Provides for National Security  
The United States benefits when American-made manufacturing, especially high-
tech manufacturing, is positioned to compete in such a way as to bolster national 
security. There are undoubtedly certain benefits to globalization. However, nations like 
China are beginning to compete with American manufacturing, threatening national 
security. The concern for national security was central to the bi-partisan effort to pass 
the CHIPS and Science Act of 2022 to counter China's dominance over the production 
of critical parts that go into communications equipment.i Notably, the U.S. Chamber 
of Commerce (2022) endorsed the bill to "safeguard our national security" and its 
economic benefits.   
 
Provides Jobs for the Underserved  
A highly-functioning high-tech manufacturing industry also enriches society by 
providing good-paying jobs for all—specifically good-paying jobs for those who are 
underserved and disadvantaged by the skills gap resulting from the rapid 
"techification" of the economy (Hendrikse et al., 2021, p. 59; Lodewick, 2022). To address 
the skills gap and prepare for investments in high-tech manufacturing, the CHIPS and 
Science Act of 2022 addressed the need to ensure equity in the industry (The White 
House, 2022). As reported in a fact sheet from The White House (2022), the law creates 
new workforce development initiatives aimed at providing "more people from all 
backgrounds and all regions and communities around the country, especially . . . 
under-served . . .  communities, . . .  education and training opportunities" (Drive 
Opportunity and Equity section) to prepare them for jobs in high-tech manufacturing. 
 

Purpose of the Project 
This project includes an investigation of organizational citizenship behaviors like 
resilience and innovation within a high-tech manufacturing setting through the lens 
of organizational effectiveness and development (OED) and organizational behavior. 
It also presents the correlation of these organizational citizenship behaviors to specific 
leadership norms that encourage employee change readiness and innovation (Willer 
et al., 2019). 
 
Further, this applied doctoral project (ADP) focuses on the relationships between 
individual contributors, teams, and upper-level management at EM Technologies' 
facility in Jamestown, NY, to identify the leadership and management initiatives that 
can positively impact employees' readiness for change and willingness to innovate 
processes. Finally, the project also presents proposed concrete actions EM 
Technologies can take to train managers in these practices.  
 

 
i The historic CHIPS and Science Act of 2022 funds the reshoring of high-tech manufacturing in the United States 
and passed with widespread bipartisan support in Congress (The White House, 2022). For more information, see the 
fact sheet available from The White House (2022).  
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Significance of the Project 
A significant outcome of this study is the identification of leadership and 
management practices that can positively impact employees' readiness for change 
and willingness to innovate processes and practices in order to 
 

• provide a favorable return on investment (ROI) from capital investments, 
• achieve stated financial growth goals, and 
• reach its vision of being a premier high-tech manufacturer. 

 
Since change readiness is one of the major keys to improving employee performance 
(Aduku et al., 2021), a significant outcome of the project is the identification of 
management attitudes and behaviors (both positive and negative) that impact 
employee change readiness and innovation efforts positively and negatively that then 
support either positive or negative organizational performance. 
 
The researcher seeks to positively impact the partner organization by supporting its 
vision and goals and contributing to the knowledge available to strategic human 
capital management professionals throughout the high-tech manufacturing sector 
and other industries.  
 

Summary 
EM Technologies is a vibrant, growing communications equipment manufacturing 
firm with a rich and successful history. After a period where former ownership, 
unfortunately, disincentivized change and innovation, new ownership is investing 
considerable time and capital to reinvigorate the organization and prepare it to 
sustain its present growth. However, despite leadership's best efforts, employees' 
readiness for change and willingness to innovate remains elusive. 
 
Yet, for EM Technologies, the high-tech manufacturing industry, and society at large 
to fully benefit from the renewed vigor within American manufacturing, a solution is 
needed to equip managers and leaders with the knowledge, skills, and abilities to 
encourage change and inspire innovation amongst their teams and employees. In 
response to the need, this study Identifies those attitudes and behaviors of leadership 
that can encourage change and inspire innovation. An analysis of these attitudes and 
behaviors and their relationship to employee attitudes and behaviors will be shared, 
along with the proposal of concrete initiatives to equip and empower managers and 
leaders to act as coaches and mentors, encouraging change and inspiring innovation. 
First, there is much more to know about the diagnosis of the problem, as presented  
in the next section.
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Section 2: Diagnosing the Problem 
 
Providing an evidence-based solution to EM Technologies' leadership team is 
imperative to help them inspire individuals and teams to respond to change and 
engage in innovation efforts positively. The organization's problem was introduced in 
the prior section; however, it requires a clear and comprehensive overview to deliver 
the most compelling case possible for any solution. Therefore, this section presents a 
detailed problem statement, overarching question, and guiding questions to 
contextualize the problem at hand. 
 
Several analyses are needed to better inform the problem statement and associated 
questions. This section provides environmental, industrial, and organizational 
analyses that explore the complex situation in which the organization finds itself. 
Section 2 also includes the known facts, assumptions, and knowledge gaps associated 
with the problem.  
 

Presenting Problem 
For years, the former owners of EM Technologies discouraged change and innovation. 
With a lofty goal to grow the business at a 22% annual rate following its acquisition in 
March of 2021, the ownership invested nearly $2 million to upgrade its machinery and 
technology.17 Due to these substantial investments, leadership knew that change and 
innovation would be critical to the organization's success. However, despite their best 
efforts, the organization’s leadership has been unable to help individuals and teams 
react positively to change. Similarly, leaders have not discovered an effective way to 
encourage innovation effectively. The presence of the problem is reflected in 
employee surveys, anecdotes from middle management, regular complaints, and 
project delays. If the problem is not solved, the organization will be unable to provide 
consistent returns on investment and will be unable to achieve its stated goal to grow 
at a 22% annual rate.18  
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Further, suppose an effective solution to the problem remains elusive. In that case, 
EMT cannot take advantage of the ongoing boom and national, state, and local 
investments in the high-tech American manufacturing industry. To better examine 
the problem, environmental, industrial, and organizational analyses are needed. 
 

Environmental Analysis At-A-Glance 
Socio-Cultural Factors 
Several socio-cultural factors impact the environment in which high-tech 
manufacturing operates. For example, the industry is not immune from the 
significant nationwide demographic shift. The U.S. Census Bureau analyzes that the 
nation's non-white population will continue to grow up to 200% in the coming 
decades (Vespa et al., 2018, p. 4). 

 
 

However, as Figure 2 shows, racial and ethnic minorities only make up 10% of 
manufacturing jobs (Deloitte, n.d., p. 5). Further, recent estimates from the Census 
Bureau show that women make 
up almost 30% of the workforce 
in manufacturing but are nearly 
half of the total population 
(Laughlin & Christnacht, 2017, 
para. 2). As Reyes et al. (2021) 
state, socio-cultural diversity is 
vital to the national effort to 
regain the remaining 41% of jobs 
lost during the COVID-19 
pandemic. Strikingly, there are 
now more generations in the 
workplace than ever, presenting 
new management challenges 
for business leaders (Purdue 
Global, n.d.). Automation is also a  
factor, as indicated in Figure 3. 
 
 

Figure 2. Diversity Data U.S. Versus Manufacturing Sector. 

Figure 3. Automation Risk by Race (Zippia, 2022, Automation 
section). 
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Technological Factors 
The impact of technological advancements on the national environment cannot be 
overstated. Due to the rise in consumer demand for connected and high-speed 
devices, firms must increase production (Straits Research, n.d.). Further, automation 
technology will replace an estimated 20 million jobs by the decade's end (Cellan-
Jones, 2019, para. 1). Unfortunately, ethnic and racial minorities bear an outsized 
burden of the risk of job replacement caused by automation (Zippia, 2022). The 
combined effect of the national labor shortage and increased demand makes the 
impact of technological factors even more substantial, as all firms face increased 
pressure to incorporate automation to reduce costs while keeping up with demand. 
 
Economic Factors 
There are many high-impact economic factors impacting the national environment. 
Historic inflation, labor shortages, rising labor costs, and aggravating supply chain 
disruptions resulting from the COVID-19 pandemic negatively impact all firms 
(Anderson & Murray, 2022). See Figure 4 for historic inflation rates. Due to historic 
inflationary pressures, focus on economies of scale is paramount (Bureau of Labor 
Statistics, n.d.). Improved processes and the innovative use of technology provide for 
economies of scale. As firms grow, they can invest in more advanced technology and 
production processes to increase productivity and lower costs (McGrath & Hoole, 1992). 
For example, they may use automation and robotics to streamline production or 
invest in research and development to create new, more efficient production 
processes. These improvements can reduce costs by increasing efficiency and 
reducing the number of mistakes made during production.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Environmental Factors 
Increased pressure on all firms to consider the environmental impact of their 
operations is exceptionally high. The U.S. Environmental Protection Agency (2022) has 
specific regulations on the communications equipment manufacturing sector, 

Figure 4. U.S. Inflation Rate by Year (Davis & Benson, 2023, Inflation Rates Chart). 
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ranging from greenhouse gas emissions 
to air toxins, ozone-depleting chemicals, 
and many others. Beyond government 
regulations, all firms must also heed 
consumers' demand for environmentally 
friendly products (First Insight, 2022). 
Considering the manufacturing sector is 
the third largest industrial contributor to 
greenhouse gas emissions, firms in this 
industry have a long way to go (Roberts, 
2020). 
 
 
Political Factors 
After years of a political impasse preventing federal investments into the nation’s 
technology infrastructure, firms are now enjoying fresh political steam due to recent 
bipartisan legislation. The CHIPS and Science Act of 2022 is a historic investment into 

the tech economy, allocating $11.2 billion to 
advanced technology research and 
development alone (Ambrose et al., 2022, 
Agency Authorizations section). However, due 
to the Republican takeover of the U.S. House 
of Representatives following the 2022 
midterm elections, plans for massive spending 
cuts were reported (Rappeport, 2023). 
Accordingly, the long-term sustainability of 
the bipartisan political support for continued 
investments such as the CHIPS and Science 
Act is uncertain.  
 

 
Legal Factors 
The ever-evolving legal landscape 
continually impacts all organizations. Legal 
issues such as data and privacy breaches, 
rapidly increasing international 
regulations, workplace safety, variances in 
state-by-state employment law, and 
product liability put immense pressure on 
firms (University of Southern Indiana, 
2022). In 2022, there were over 22,000 
OSHA violations from the top 10 offenses 
alone (Bullard, n.d., The Top 10 section). 



 

 
28 Empowering High-Tech Manufacturing in Industry 4.0 

Ethical Factors 
Many ethical factors impact 
the national business 
environment. Most pressing 
is the rising concern about 
the role of artificial 
intelligence and automation 
in society (Pazzanese, 2020). 
There are also growing 
concerns about waste and 

sustainable water use throughout the economy (Silverglate et al., 2021). Ethically 
Produced (n.d.) describes a simple and compelling framework for ethical business as 
“People + Planet + Product” (para. 1), as shown in Figure 5. 
 

Industry Analysis At-A-Glance 
Overview 
EM Technologies is a high-tech communications equipment manufacturing firm with 
the NAICS code 334220. This industry is described as 
 

compris[ing] establishments primarily engaged in manufacturing radio and 
television broadcast and wireless communications equipment. Examples of 
products made by these establishments are transmitting and receiving 
antennas, cable television equipment, GPS equipment, pagers, cellular phones, 
mobile communications equipment, and radio and television studio and 
broadcasting equipment. (U.S. Census Bureau, n.d., para. 2) 

 
Fact Sheet 
Recent industry data highlights the key metrics (SICCodes, 2021, NAICS Code 34220 
Description section).  

Figure 5. Manufacturing Ethics Framework (Silverglate et al., 2021). 
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Major Industry Trend: Innovative Innovation 
According to a recent study, a few notable major entrants into the communications 
equipment industry demonstrate a significant industry trend toward product—and 
especially service—innovation (ABI Research, 2019). One might call this "innovative 

innovation" as it goes beyond traditional product improvement to 
process innovation. Some of these organizations are long-existing 
companies that are modernizing or filling gaps in the industry through 
innovation, and some are new entrants promising to disrupt an already 

crowded field (ABI Research, 2019). Disruptive companies like Fractal Antenna 
Systems and Metawave are among the organizations leading these efforts. 
 
Fractal Antenna Systems' new products and innovative approach to 5G-enabled 
antennas make them a formidable major entrant into the industry. They are 
impressive, not because they are necessarily new—they were founded nearly 30 years 

ago—but because their technology 
and offerings introduce novel and 
cost-effective solutions to the 
industry (Fractal Antenna Systems, 
2023). Founded in 1995, Fractal 
holds only a .00389% market share 
based on its latest self-published 
information (Zoom Info, n.d.). If 
Fractal is not necessarily a "new" 
entrant, and its market share is 
relatively small, why should it be 
included among major players in 
the industry?  
 
The company is capitalizing upon 
technology to help them to act as if 

they are, in fact, new to the field. Many of their notable products and services could be 
named, but Fractal's recent disruptive entrance into the 5G field is nothing short of 
pioneering. Fractal was an early entrant in the 5G market. It was selected to install its 
cutting-edge products in large sports stadiums because of their offerings’ 
comparatively small size and ability to have only one installation technician on a 
project (Business Wire, 2019). The company's approach to 5G technology recently led 
them to expand their production capabilities—indispensable to maintain economies 
of scale (Fractal Antenna Systems, 2021)—to keep up with increasing demand in early 
2023. The company might be well-established, but its focus on scalability fills a niche 
in the market, allowing its customers to receive cutting-edge technologies at a 

competitive price and decreased installation time. As Mankins 
(2022) elaborates, in an increasingly challenging world and 
workplace, organizations must adapt and innovate in order to 
maintain their competitive advantage. Fractal Antenna 
Systems is an innovative player in the high-tech 
manufacturing industry and is a model to be followed.  
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Further, Metawave is another new entrant within the communications equipment 
manufacturing industry. Founded in 2017 by Dr. Maha Achour, a leading expert in the 
semiconductor and RF fields, the company is already disrupting the industry with its 
vehicle and aerial imaging technology(CB Insights, n.d.). The organization holds a 
.0267% market share, which is still impressive for a company under 10 years old (CB 
Insights, n.d., Financials section). Despite its relatively young age as an organization, 
Metawave enjoys notable competitive advantages over other established 
competitors. For example, its "building-block architecture approach" enables greater 
flexibility and adaptability for its products, unlike a one-size-fits-all approach taken by 
competitors (Metawave, n.d.-a). Like Fractal, Metawave focuses on updating and 
streamlining its infrastructure and installation processes, keeping costs low for the 
organization and its customers (Metawave, n.d.-a). The company also prioritizes public 
visibility, with its appearance at the Detroit Auto Show and its founder's inclusion on 
an influential "50 over 50" list (Metawave, n.d.-b). As with Fractal, Metawave is a model 
new entrant to follow due to its rapid growth, innovative and scalable product 
offerings, and public visibility. 
 
Porter's Five Forces 
Rivalry Intensity  Rivalry intensity is one way to determine the level of competition in 
an industry (The William and Anita Newman Library, 2023). According to recent 
industry research, there is a great deal of variance in rivalry intensity in the broadcast 
and communications equipment manufacturing industry—largely dependent upon 
the industry's segment and geography, 
which is much of the new intensity in Asia 
(Mordor Intelligence, n.d.). The same 
analysis determined that there is moderate 
rivalry intensity while experiencing a 
somewhat fragmented, competitive 
environment. Interestingly, a significant 
factor enhancing the level of competition 
within the industry is the continued 
proliferation of and demand for streaming 
services of live events like sports and 
concerts; smaller, less powerful firms such 
as the two mentioned above are 
competing and succeeding against larger 
firms (Mordor Intelligence, n.d.). Several factors increase competition within the 
industry, especially the rapidly growing demand for high-speed internet connectivity 
worldwide. A recent Pew study showed rising demand for internet connectivity, 
especially within large emerging economies where many industry firms compete, 
specifically in Asia (Poushter, 2022). 
 
Meanwhile, a major moderating factor that keeps the industry's consolidation at bay 
is the rapid commoditization of the industry's products (D’Aveni, 2015). Many of the 
same types of products made by a well-established firm could be purchased on 
Amazon and other e-commerce sites (Amazon, n.d.). As described above, successful 
firms are combating the trend toward commoditization by offering more innovative 
and cost-effective installation and infrastructure solutions. In other words, product 
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innovation is giving way to process innovation. The industry is well-suited for 
competition since such rivalry intensity increases the need for firms to continue 
prioritizing product and service innovation.  
 
Barriers to Entry  Significant barriers to entry in the broadcast and communications 
equipment manufacturing industry include government regulations, high start-up 
and operating costs, and existing competitor advantage.  
 
First, government regulations pose a significant barrier to entry because of the 
complexity and fluid nature of federal, state, and local regulatory environments. At the 
federal level, the U.S. Federal Communications Commission, U.S. Occupational Safety 
and Health Administration, U.S. Environmental Protection Agency, and other 
regulatory bodies are responsible for regulating the communications equipment 
manufacturing industry. For example, 
 

• The FCC sets standards and regulations for the production, distribution, and 
use of communications equipment to ensure that they do not cause harmful 
interference with other equipment. (U.S. Federal Communications 
Commission, 2022). 

• OSHA regulates the set-up, maintenance, and use of heavy machinery in 
manufacturing settings (U.S. Occupational Safety and Health Administration, 
n.d.). 

• The EPA regulates the environmental impact of manufacturing operations 
and seems to only accelerate these efforts under the current administration 
(Davenport, 2021). 

 
In addition to federal regulations, each state may have unique and varying numbers 
of rules, and local municipalities may also have their own regulations and 

requirements. It is difficult to estimate the 
total number of regulations that a 
communications and broadcast 
equipment manufacturing company may 
need to comply with, as it can depend on 
many factors, including the size and 
location of the company, the specific 
products it produces, and other factors. 
Companies in the communications and 
broadcast equipment manufacturing 
industry need to be aware of the 
regulations that apply to their specific 
operations and to ensure that they comply 

with all relevant regulations to avoid penalties or harm to their brands due to 
increased social awareness of corporate ethics and compliance (Siemens, n.d.). 
 
Further, another barrier to entry into the communications equipment manufacturing 
industry is the high start-up and operating costs. These costs can make it difficult for 
new companies to enter the market and compete with established players who often 
have greater access to capital. High start-up costs include acquiring and setting up a 
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manufacturing facility, purchasing equipment and software licenses needed to drive 
a high-tech manufacturing operation, and obtaining the permits and licenses 
required to start a business. These high costs may deter new companies from entering 
the market. Operating costs are also high in the industry, as high-tech manufacturing 
requires specialized equipment, skilled workers, and ongoing research and 
development to keep up with the pressure to innovate. These costs can increase the 
financial burden on prospective new entrants and make it difficult for them to 
compete with established firms. 
 
Finally, existing competitor advantage, or incumbency advantage, can act as a 
significant barrier to entry into the communications equipment manufacturing 
industry. Powerful players in the industry often have solid customer relationships, 
economies of scale, a strong brand reputation, and advanced technology (MacMillan 
& Selden, 2008). A recent report predicts that the global communications equipment 
market will continue to grow significantly, driven by the increasing demand for 
advanced networking solutions and high-speed internet (Acumen Research and 
Consulting, n.d.). Those already well-established firms can more rapidly and effectively 
innovate and go to market, keeping new entrants at bay. Further, since the 
communications equipment market is only moderately competitive, established 
firms have a significant advantage due to their scale, which allows them to invest 
more in research and development (R&D) and marketing and to offer lower prices 
than new entrants. 
 
In conclusion, the intense regulatory environment, high start-up and operating costs, 
and existing competitor advantage are substantial barriers to entry in the 
communications equipment manufacturing industry. 
 
Threat of Product and Service Substitutes There is a moderate threat of product 
substitutes in the communications equipment manufacturing industry due to the 
rapid commoditization of many of the 
industry's products, as described 
previously. Notable substitutes exist for 
some products, such as voice-over IP 
systems, which often replace traditional, 
antenna-based systems. However, the 
commoditization of the industry's products 
limits the threat of substitutes. Because of 
the industry's rapid growth due to 
increased consumer demand for 
ubiquitous high-speed internet access and 
the rise of live event streaming services, 
service substitutes are a more significant 
threat than product substitutes. As 
described in one analysis by Acumen Research and Consulting (n.d.), major players in 
the industry are focusing on developing and innovating infrastructure and installation 
efforts to differentiate themselves from competitors. 
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Supplier Power  There is moderate supplier power in the communications equipment 
manufacturing industry. Suppliers within the industry may have significant influence 
if they are the sole providers of crucial components or materials or if they have 
developed unique and differentiated materials that are difficult for manufacturers to 
obtain elsewhere. For example, suppliers of specialized chips or components used in 
the production of communications equipment may have significant bargaining 
power if they have a limited number of competitors. Conversely, if there are many 
alternative suppliers available, the bargaining power of individual suppliers is likely to 
be weaker. Additionally, using substitute materials or components may also reduce 
the bargaining power of suppliers, as manufacturers have more options available to 
them due to the rise of e-commerce. 

 
Interestingly, Lacoste and Blois (2015) 
describe how suppliers' perception of 
power can impact their relationships with 
their key customers. Arguably, suppliers' 
power has increased substantially due to 
the global supply chain crisis due to 
COVID-19. As a result, supplier power in the 
high-tech communications equipment 
manufacturing industry can vary greatly 
depending on the specific circumstances 
and the supplied materials or components. 
 
Buyer Power Due to the surge in e-

commerce resulting from the COVID-19 pandemic and its subsequent impact on 
traditional supply chains, all consumers and buyers have significant power (Chapple 
et al., 2022). Other factors like the presence 
of many suppliers, the high level of 
commoditization of products, and the 
availability of alternative sources of supply 
provided by e-commerce platforms. This 
results in increased competition among 
suppliers, which puts pressure on them to 
offer more satisfactory terms to buyers. In 
addition, the increasing use of e-
commerce solutions has enabled buyers 
to understand the market better and 
compare prices, products, and services 
offered by different suppliers. As a result, 
buyers in the communications 
equipment manufacturing industry have significant bargaining power, allowing 
them to negotiate lower prices, improved quality, and more favorable delivery terms. 
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Organizational Analysis At-A-Glance 
EM Technologies' Mission, Vision, and Values 
In the early summer of 2022, the company's leadership came to an agreement— that 
one of the main ways to transform the organization was to adopt a mission, vision, and 
set of values by which to operate, as found in Figure 6.19 These were to guide the 
company into the post-acquisition like a game plan, a True North. EM Technologies 
decided to capture two realities within these statements. First, the mission, vision, and 
values were to capture the customer-centric mindset that guided the company 
through its six decades in operation. The leadership believed that the level of service 
the company offered was vital to the past success of EM Technologies and that it 
would guide the company forward.20  

 
However, the leadership wanted to capture something that was not explicit within EM 
Technologies' culture, namely, an employee-centered culture. The leadership believed 
previous administrations had wrongly put profits over people and operations over 
employees. Therefore, EM Technologies’ leadership made it abundantly clear that the 
company's future would be simultaneously customer-focused and employee-
focused. To put it another way, leadership believed the company could be explicitly 
employee-focused for the sake of its customers.  
 
 
 
 
 
 

Figure 6. EM Technologies Mission, Vision, and Values Statement (EMT, 2023). 
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Organizational Structure 
Figure 7 displays EMT’s organizational structure adopted in 2021. The company has 
gone to great lengths to flatten the organizational structure since the recent 
acquisition, as flat organizational structures lower bureaucracy and increase 
employee motivation by reducing management layers, empowering individuals and 
teams, and focusing on results (Pal, 2014). This type of organizational structure seems 
to flow naturally from EM Technologies' new mission, vision, and values. Shortly after 
reorganizing the management structure, the organization’s senior leaders conducted 
a SWOT analysis to understand how each leader perceived the new organization and 
inform strategies for the future. That SWOT analysis can be found in Figure 8.21  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 Figure 8. EM Technologies' SWOT Analysis (EMT, 2023).  

Figure 7. EM Technologies' Organizational Structure (EMT, 2023). 



 

 
36 Empowering High-Tech Manufacturing in Industry 4.0 

Demographic Breakdown 
Workplaces are frequently thought of as a family. As with any family, organizations 
often consist of one or more generations. In fact, EM Technologies’ workforce consists 
of four of the five generations present in the workforce today, as shown in Figure 9.22 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
                                                                                                                                                             
 
The average tenure of employees is seven years; 62% of employees have worked at the 
organization for less than 2 years; 19% have worked for the organization between three 
and seven years; and 19% have worked at EMT for eight or more years.23 
 
Competitive Advantages 
While much smaller than its competitors, EM Technologies Corporation is certainly a 
competitor within the communications equipment manufacturing industry. Because 
they are not a publicly traded company, there is no public information on its revenue 
or profits. However, since this organization employed the researcher, data was readily 
available. With a posted revenue for 2021 of $10 million,24 EM Technologies managed 
a .0034% market share (CSIMarket, 2023). Remarkable, however, is the fact that for 
2023, EMT is expected to net a nearly 40% growth in revenue and significant profit 
margins compared to other similarly sized organizations. This growth estimate was 
due to several factors: a recent acquisition by a private equity firm, reinvestments of 
nearly $2 million in new technologies and state-of-the-art machinery, and key hires in 
operations, engineering, sales, marketing, and finance.25  
 
EM Technologies also has a critical competitive advantage: Its second line of business 
is contract manufacturing. This second line allows EM Technologies to act as its own 

Figure 9. EM Technologies' Generational Breakdown. Note. This data was collected in April 2023. 
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supplier for most components that go into its products. The contract manufacturing 
division is a subcontractor for its competitors and Fortune 50 organizations. So, along 
with defense subcontracts, EM Technologies has other reliable revenue streams to 
protect cash flow and insulate it from the bulk of the supply chain shortages 
experienced by competitors. Another competitive advantage of EM Technologies is 
its small size—approximately fifty employees—which allows it to operate in a lean 
capacity.26 It also has long-standing relationships with local community colleges and 
workforce development agencies to provide the necessary staffing level to support its 
recent growth, somewhat insulating the organization from the labor shortage 
experienced by many of its competitors. While EM Technologies is much smaller in 
terms of market share, its growth rivals its competitors.  
 

Diagnosing the Problem 
A flourishing, high-performing manufacturing industry benefits local communities 
that benefit from these firms' presence and the sustainable employment they bring. 
As detailed above, the national economy also benefits when high-tech manufacturing 
performs at a high level. 
 
After a long period of decline in American manufacturing, recent investments into the 
sector have led to a renewed vigor upon which all firms must capitalize. The 
manufacturing industry is quickly changing, utilizing automation and other cutting-
edge technologies to increase productivity and profits. Similarly, product and process 
innovation is a key competitive advantage for major competitors in the high-tech 
manufacturing sector.  
 
The above environmental, industry, and organizational analyses show the utter need 
for firms in the industry to adapt to economic and technological changes and to focus 
on product and process innovation. However, EM Technologies is behind the curve 
regarding change readiness and innovation efforts to remain at parity with its 
competitors, who are, in fact, succeeding in those two areas. 
 
After a long period in which the former leadership of the organization disincentivized 
change or product/process innovation, new ownership has invested considerable 
amounts of capital into the organization to update technology and machinery, hire 
top talent, and improve systems and processes—all aimed at increasing the 
organization’s ability to swiftly and creatively solve the problems associated with 
product/process change and innovation. To support these investments and provide 
favorable ROI, organizational leaders have begun to prioritize change and 
encouraged teams to focus on innovation. 
 
The following sections identify the known facts, assumptions, and knowledge gaps 
associated with the problem, supporting the development of a problem statement 
and the guiding questions to aid the completion of secondary research. 
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Known Facts, Assumptions,  Identification of Knowledge Gaps, and Possible Solutions 
Known Facts  Several facts about the organization and its problem are clear. First, it is 
obvious from informal conversations with long-tenured employees that previous 
owners desired to protect the 
organization's valuation to 
prepare for potential 
acquisitions. Because they 
desired to mitigate risk, 
executives ordered managers 
to halt any change that could 
potentially negatively impact 
the organization. They also 
discouraged individuals and 
teams from pursuing product 
and process innovations that 
required capital investments 
in order to maintain positive 
cash flow through a potential 
acquisition.  
 
Further, it is also well-known that new ownership invested significant capital into the 
organization post-acquisition to improve EMT’s systems, machinery, and technology. 
New executives and upper-level management consistently reiterate the need to 
change and innovate.27 Yet, despite these investments and encouragements from 
executives and upper-level management, change and innovation efforts have been 
incredibly slow at best. Evidence of this phenomenon includes  
 

• anecdotes from frontline managers, who report conflicting instances in which 
employees generally support new ownership, but issue criticisms like the one 
above that change and innovation are not needed; 

• increased emotional outbursts and insubordination, as demonstrated in 
Appendix B; 

• a higher turnover rate compared to the industry average;28 
• poor responses in the company's annual employee survey regarding the 

proposed changes to the company's processes and efforts to innovate; and 
• failed or stalled initiatives aimed to increase and aid innovation and new ways 

of working to embrace technology.29 30 
 
In these ways, it can be reasonably said that EMT’s problem, as described here, is a 
strategic wicked problem, a seminal concept among strategists, as it meets each of 
the framework’s criteria: 
 

• many stakeholders with varying priorities, 
• complex and interrelated variables, 
• fluid and eludes solutions, and 
• little to no precedent to gauge it (Camillus, 2008). 
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Assumptions  There are at least three assumptions associated with the problem. First, 
the former ownership's actions had a long-term effect on current employees, which 
the principles of industrial-organizational psychology might help to explain. Second, 
executives and upper-level management genuinely desire to foster an environment 
where employees succeed and flourish. Third, as rational human beings, EMT's 
employees have the capability to learn, change, and grow as long as they work in a 
rewarding and supportive environment. 
 
Knowledge Gaps Several knowledge gaps exist surrounding the problem. Additional 
investigation is needed to determine the long-term impact of discouraging change 
and innovation. Perhaps this is the reason why many employees and teams insist on 
following the status quo. Industrial-organizational psychology concepts like 
organizational behavior and design thinking could be explored to contextualize the 
problem scenario. Further, it is unclear why there is a stark disconnect between 
executives' commitment to change and innovation and employees' resistance to the 
same. Could there be a missing piece to their approach, leadership attitudes and 
behaviors, or communication style? Finally, it is still unclear whether there is a 
connection between management attitudes and behaviors within specific 
organizational units and those units' or individuals' responses to change and 
innovation efforts. Further investigation and research are needed to close the 
knowledge gap in those areas.
 
Possible Solutions Associated With the Problem  Two hypotheses and potential 
solutions were identified at the start of the study, ahead of conducting the secondary 
and primary research as part of the problem-based approach to the research. 
Following completion of the study, both proved to be logical early assumptions.  One 
proposition related to the lack of intrinsic motivation and resistance to change among 
employees at EM Technologies and the likelihood that it was primarily due to a deep-
rooted organizational culture prioritizing risk mitigation and profit sustainability over 
innovation and adaptation. This enculturation was further reinforced by the previous 
management's focus on maintaining the status quo, leading to employees 
developing a sense of complacency and aversion to change. Research findings 
supported the anticipated resolve: To address this issue, EM Technologies' new 
leadership must implement a comprehensive, multi-pronged approach that involves 
a shift in organizational culture, targeted training and support, and a transparent 
communication strategy to increase employee engagement, motivation, and 
willingness to embrace change and innovation. This hypothesis is well-founded on the 
research surrounding organizational development. For example, Willer et al. (2019) list 
psychological factors among the six elements needed to maximize ROI within 
organizations by enabling the processing of new information and solving problems. It 
was also hypothesized that there is a missing step between leadership's consistently 
stated desire to change and innovate and teams'/individuals' actual efforts to do so. A 
review of organizational behavior principles and best practices was expected to be 
informative of leadership's attitudes and behaviors. As initially thought, the secondary 
and primary research findings pointed to what was missing to effectuate the desired 
change. The specifics are detailed in Sections 3 and 4. 
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Problem Statement 
High-tech manufacturing firms are facing many challenges, such as rapid 
technological advancement, increasing competition and commoditization, and 
pressure to scale operations due to recent public investments. On the national front, 
the White House (2022) has recognized the need to boost manufacturing in the 
United States as a means to support the economy and remain competitive globally. 
To that end, legislation has been enacted. The Bipartisan Infrastructure Law will 
“provide $550 billion over fiscal years 2022 through 2026 in new Federal investment in 
infrastructure, including . . . roads, bridges, mass transit, water infrastructure, 
resilience, and broadband” (U.S. Department of Transportation, n.d., para. 1). Also, the 
CHIPS and Science Act of 2022 invests more than $50 billion into high-tech 
manufacturing and $1.5 billion to bolster communications equipment manufacturing 
alone (The White House, 2022, para. 8). However, while the legislation is favorable to 
manufacturing, high-tech manufacturing organizations are grappling with scaling 
operations in response to recent investments. The challenge for high-tech 
manufacturers is to become more digitally savvy and invest in innovation to remain 
viable and scale operations to handle these investments in the new American 
manufacturing renaissance (McKinsey & Company, 2022).  
 
The accelerating pace of technology puts pressure on manufacturing firms to 
continuously learn and innovate (Pisano, 2015), but the ability to scale operations 
accordingly is quite slow. In response, over 100 leading manufacturers around the 
world have joined together to showcase best practices for the Fourth Industrial 
Revolution (Global Lighthouse Network, n.d., What is the Global Lighthouse section) 
in recognition that sustaining a focus on cross-functional collaboration and adopting 
new innovation strategies are crucial for harnessing the creation of new knowledge 
in the Industry 4.0 age (Obradović et al., 2021). Still, it can take significant time for 
smaller manufacturers to reap those same benefits as they have limited resources to 
expend for collaboration, which has its own risks. Meanwhile, competition in the 
communications equipment manufacturing sector has intensified both in the United 
States and abroad (Mordor Intelligence, n.d.), and this increased level of competition, 
together with the commoditization of industry products, present existential 
challenges for firms that struggle to embrace change or innovate (De Selding, 2022). 
There are also disruptive firms in the industry, such as Fractal Antenna Systems, that 
strategically embrace technological change and have begun to focus on product and 
process innovation to maintain their competitive edge (Fractal Antenna Systems, 
2023). The general problem is that lagging high-tech manufacturing firms are at risk 
due to rapid technological advancements, increasing global competition and product 
commoditization, and the pressure to scale operations. Moreover, the rising factor 
costs related to sustainability, automation, and supply chain disruption may erode or 
flatline the margins of nonresponsive or lagging firms over time (Fursaro & Rahilly, 
2022). EMT may miss out on the new American manufacturing renaissance if they 
cannot effectively and rapidly respond to and embrace change and innovation 
(Rastegar, 2021).  
 
EM Technologies' specific problem is that despite their best efforts, EMT’s leadership 
has not discovered the most effective way to motivate individuals and teams to 
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embrace change, product and process innovation, and the new ways of working 
required to fulfill the high-tech firm’s newfound mission, vision, and values.31 
Organizations cannot lag behind change and innovation due to rapid technological 
development (Verganti et al., 2020), especially in the high-tech manufacturing 
industry. However, for several years before its 2021 acquisition, EMT’s employees and 
teams were disincentivized to change and innovate. Instead, they were required to 
mitigate risk and safeguard the organization’s ability to earn sustainable profits 
without the prior owners making further investments. EM Technologies' new 
leadership strategy is for the organization to adapt to the market and scale through 
product and process innovation, but employees are resisting. For example, an 
organization-wide effort to implement team and individual KPIs failed, with many 
employees objecting to the efforts to set and track goals.32 Despite multiple training 
sessions and hands-on workshops, teams or individuals have not widely adopted the 
major investment in cloud-based collaboration and productivity software, with only 
10% adoption.33 Similarly, implementation of the powerful task and project 
management platform remains sluggish, with just 25% of employees using the 
system.34 These and other significant initiatives were designed to increase 
productivity, communication, and accountability as the organization undergoes 
change and innovation efforts, but they have not been widely accepted or successful. 
Moreover, absenteeism is now up 52% since 2021,35 and turnover (42.5%)36 is higher 
than the national average for manufacturing (39.9%; U.S. Bureau of Labor Statistics, 
n.d.). EM Technologies must find an effective solution to this problem to foster a 
positive and productive workplace environment for its employees, provide favorable 
ROI to new ownership, and remain competitive in the rapidly changing high-tech 
industry. 
 

Overarching Question 
This study investigated why EMT's post-acquisition leadership has yet to be effective 
at inspiring change readiness and innovation. Further, an evidence-based solution 
and change management plan will be provided to bridge the gap between the 
organization's current and desired states to apply the research findings of this study 
to EM Technologies’ leadership. The following overarching research question guided 
this study: 
 

How can EMT’s leadership motivate individuals and teams to embrace change, 
product and process innovation, and new ways of working to fulfill the recently 
acquired high-tech firm’s newfound mission, vision, and values? 

 

Guiding Research Questions 
This inquiry proposed an in-depth investigation and analysis of the actions leaders can 
take to encourage change and innovation. Specific guiding questions focused the 
investigation, analysis, and exploration of potential solutions, keeping the study within 
scope and helping identify the means to bridge the gap between current and desired 
organizational states:  
 

• What lessons can be learned about successful post-acquisition attempts to 
change the strategy, structure, culture, and human capital of an organization?  
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• How can leaders best motivate individuals and teams to embrace change, 
product and process innovation, and new ways of working?  

• What role does leadership style play in motivating individuals and teams to 
embrace change, product and process innovation, and new ways of working? 

• How do cross-functional collaboration and knowledge sharing contribute to 
fostering an environment that supports change, innovation, and new ways of 
working? 

• How does the level of employee engagement and commitment influence 
their willingness to embrace change, innovation, and new ways of working? 

• How can organizations create and sustain a learning culture that supports 
continuous improvement, change, and innovation? 

• What are the key competencies, skills, and behaviors required for employees 
and leaders to adapt to and promote change and innovation effectively? 

• How can an organization design and implement a total rewards strategy that 
motivates individuals and teams to embrace change and innovation? 

• What benchmarks have other manufacturing firms used to successfully 
navigate change and innovation challenges, inclusive of change readiness 
and innovation measures? 

• How have other studies used gap analyses like the Nadler-Tushman model 
and others to help organizations understand how to bridge the gap between 
current and desired states of leadership and employee attitudes/behaviors 
related to change readiness and innovation efforts? 

 

Scope 
To provide an effective change management plan to increase change readiness and 
innovation among EMT's employees, the scope of the study needs to be elaborated 
upon. The scope includes assumptions, limitations, and delimitations to establish 
adequate boundaries and focuses of the inquiry within the context of the research 
problem and the overall aims of the study. 
 
Assumptions 
Outlining the assumptions of a doctoral-level study is essential to ensuring the 
weaknesses of the research are mitigated as much as possible to provide actionable 
research for management practitioners (Ford et al., 2005). With that in mind, a few 
assumptions were identified in this study. First, it was reasonably assumed that 
executives genuinely wished to embody their vision and mission and, accordingly, 
provided accurate and unbiased information to the researcher. Second, because the 
researcher served in the role of the senior human resources leader in the organization, 
it was assumed there would be some level of bias involved in the analysis of the 
organization. Therefore, to mitigate the inherent bias, the scholarly distance between 
the researcher and participants was intentionally established when planning the 
methodology. Third, the researcher strived to objectively analyze the organization 
through the lens of an outside consultant, aided by scholarly reviewers. A fourth 
assumption is that the organization wishes to adapt and change to succeed in the 
marketplace and will make every effort to apply the research findings and implement 
the recommendations of this study accordingly.  
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Limitations  
Research limitations are "constraints placed on the ability to generalize from the 
results [of a study]" (University of Southern California, 2022, Limitations of the Study 
section). Hence, these limitations must be described at the onset of a study to inform 
the research analysis. This ADP focused on one organization with approximately 50 
full-time employees within a specific niche of the high-tech manufacturing sector at 
one point in time in the organization's long history. Therefore, the results may not be 
widely generalized to the entire manufacturing sector, other industries, or other 
points in an organization's history or lifecycle. Moreover, as displayed in Figure 8, just 
over 10 percent of the employees are members of Gen Z, while other generations have 
nearly double or triple the representation. Therefore, a second limitation of the study 
is that any insights from employees could lack critical information from the youngest 
employees. Notwithstanding, the continual aim of this study was to provide research-
based solutions to inform practitioners within the industry and across other sectors as 
well as scholars in the field, and to be inclusive regarding participant representation 
and input.  
 
Delimitations  
Research delimitations are those self-imposed assumptions and shortcomings of 
researchers that can impact a study (Theofanidis & Fountouki, 2018). This study’s 
delimitations include efforts to focus on the relationships between leaders/managers 
and employees at one organization: EM Technologies. Therefore, this study may not 
be generalizable to another organization of the same size or NAICS code because 
these relationships are built upon decades of interpersonal history. However, this 
study strives to provide research-based solutions that can inform other scholar-
practitioners as much as possible. 
 

Summary 
This section detailed the environmental, industry, and organizational analyses in order 
to provide the most detailed information about the context of the problem as possible. 
Major entrants into the industry showed the importance of product and process 
innovation and informed the diagnosis of EMT's wicked problem, overarching 
question, and guiding research questions. Lastly, this section concluded with the 
scope of the study, as well as the assumptions, limitations, and delimitations, to inform 
the review of the literature and further research following in the next sections.  
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Section 3: Exploring Potential Solutions 
 

Exploring the Problem 
The previous section outlined the problem statement and guiding questions 
necessary to explore potential solutions to persistent opposition to change and 
innovation among EM Technologies’ employees. This section contains a 
comprehensive literature review that examines the questions in depth to gain a better 
understanding of the problem and insights into potential solutions based on scholarly 
and practitioner literature. Various relevant sources, including scholarly research, 
industry, and practitioner resources, have been used in this review.  
 

Perspectives on the Problem  
EM Technologies’ leadership is wrestling with a workforce resistant to change and 
innovation, which is adversely impacting the company’s growth and competitiveness 
in the rapidly evolving high-tech manufacturing industry. This problem has resulted 
in numerous operational challenges, including low adoption rates of new 
collaboration tools, productivity software, and project management platforms.37 It has 
also led to the organizational struggles of increased absenteeism and a high turnover 
rate. EM Technologies must develop an effective strategy to nurture a positive, 
change-ready, and innovation-apt work environment to address this problem and 
ensure a consistently favorable ROI to new ownership. This comprehensive review will 
address several guiding questions to clarify EM Technologies’ problem and provide 
compelling actions to inform potential solutions. 
 

Change in Strategy, Structure, Culture, and Human Capital 
To ensure the successful integration of organizations throughout an M&A, it is 
essential to consider changes in strategy, structure, organizational culture, and 
human capital that occur post-acquisition. As the business environment rapidly 
changes, M&As have long been a popular growth strategy for firms seeking to expand 
their market reach, capabilities, and resources (Cartwright et al., 2012). In fact, 
according to PwC (2023), despite a pandemic-era slowdown, manufacturing M&As 
have already returned to pre-COVID levels—even amid the uncertain economic 
environment. See Figure 10. Consequently, organizations involved in M&A activities 
must clearly understand the factors contributing to post-acquisition success and the 
challenges and strategies for managing organizational change effectively. For ease of 
reference, Appendix C includes a table to categorize and summarize the specific 
lessons discovered during the literature review, as expounded on in this section. 
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Integration of Strategy and Structures 
Execution of the M&A integration process, first and foremost, begins with the 
realization that it is an ongoing leadership activity. Integration is indeed ongoing—not 
a one-off or discreet process (Ashkenas et al., 1998). Not only is it an ongoing process, 
but ensuring integration efforts' success is primarily the role of senior leadership 
(Zhang et al., 2014), who then prepares functional managers to execute the M&A 
strategy (Clarke et al., 2020). Doherty et al. (2016) also argue that the success or failure 
of an M&A largely depends on the actions of M&A leaders. Again, a successful M&A is 
“contingent upon . . . leadership” (Berkow, 2017, p. 10). Clearly, leaders are responsible 
for ensuring M&A success. To that point, O’Neill (2017) argues that one of the primary 
challenges leaders face during an M&A is ensuring that new organizational structures 
align with the new culture and strategy. 
 
Similarly, Birkinshaw et al. (2000) determined that successful M&As result from the 
integration of the human elements and task elements of organizations. Human 
elements, like culture and strategy, must integrate with task elements, like processes 
and procedures, to ensure a successful M&A. By integrating strategy and structure 
post-acquisition, organizations can avoid common pitfalls of poorly integrated 
M&As—such as loss of morale, harm to culture, negative responses to change, and an 
exodus of key talent (O’Neill, 2017). But what lessons exist about leadership actions to 
inform a successful unification of the strategy and structures of the pre- and post-
acquisition organization?  
 
Lessons from M&A failures provide considerable insights, as much is known about 
how leadership actions can negatively impact an M&A. Between 70% and 90% of M&A 
deals fail, mainly due to a lack of leadership effort to ensure an M&A integrates with a 

Figure 10. M&A Deal Volume 2018–2022 (PwC, 2023, Industrial and Services Deal Volume section). 
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specific strategic goal from the outset of the deal (Christensen et al., 2011, para. 1). 
Viegas-Pires’ (2013) meta-analysis of nearly five decades of empirical research noted 
that adverse M&A outcomes—such as conflicting intra-organizational conceptions of 
teamwork, leadership, and cooperation—did require “specific management actions” 
(p. 362) to integrate them. A member of the Forbes Council argues that most M&A 
failures result from upper-level leadership’s unfounded assumptions that the pre- and 
post-acquisition organization’s strategies are fully integrated (Garrison, 2019). One 
notable example of an unsuccessful M&A due to lack of integration—specifically 
technology integration—is the 2012 failure of Santander to effectively incorporate 
technology in its ongoing merger with a Lloyds Banking Group business unit (Barnes, 
2018, Vital to Include Key Team section). The importance of integration is 
demonstrably quantifiable: Doherty et al. (2016) provide data to show that, of the top 
four M&A activities, integration is the most considerable difference between high and 
low performers (see Exhibit 1). The literature indicates thus far that unsuccessful M&A 
outcomes are mainly due to a lack of integration of pre- and post-acquisition 
organizations. So, if integration post-M&A is the chief responsibility of top leadership, 
and most M&As fail due to lack of integration, what actions must leaders take? 
 
Successful M&A integration attempts start with articulating a new and compelling 
vision or strategy for the organization. Gomes et al. (2012) maintain that establishing 
clear strategic expectations can help develop effective leadership, lead to a more 
successful integration process, and improve organizational performance. Of Ernst & 
Young’s top nine M&A success steps, vision and strategy integration are number one 
on the list (Hoebarth et al., 2021). The importance of vision-making is also articulated 
by one of the leading M&A associations, which they describe as “defin[ing] the future 
state [of the organization]” (East et al., 2012, Ten Critical Success Factors section). 
Whether redefining the vision of the post-M&A organization or visualizing the future 
state of the two organizations, successful post-acquisition outcomes require that 
firms integrate their visions and strategies. Cisco provides an excellent case study 
indicating the crucial role strategy and vision integration plays in successful M&A. 
While celebrating its 200th M&A, Cisco’s now former chief strategy officer detailed how 
their organization prioritizes strategy and vision to ensure success (Romanski, 2017). 
He argues that to streamline operational challenges when they arise, Cisco focused 
on strategy integration from the outset of a deal (Romanski, 2017). Similarly, Boston 
Consulting Group (BCG, 2021) describes how they navigated a very complex merger 
between two large, highly regulated European energy companies, including creating 
and communicating a compelling merger story as central to the deal’s success. Both 
examples demonstrate that successful M&As require strategy integration as a 
proactive effort that allows organizations to streamline other challenges. 
 
Yet, the actual approach organizations should take to integrate strategies largely 
depends upon the organizational context, according to Van Oorschot et al. (2022), 
including product-focused, people-focused, and structure-focused approaches. 
When pre- and post-merger organizations work on the same products but in different 
locations, they can use a product-focused strategy for integration. This strategy 
emphasizes collaboration and the similarities between the organizations. If the 
organizations operate together, a people-focused approach is used to build trust and 
familiarity among people. A structure-focused approach prioritizes innovation and 
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collaboration when pre- and post-M&A organizations complement each other but 
work separately (Van Oorschot et al., 2022). Organizations must help employees 
understand their new organizational context in this approach to mitigate 
misunderstandings and misalignment. 
 
Therefore, it is incumbent upon organizations that wish to foster change and 
innovation to focus on structural integration as well. Cartwright et al. (2012) define 
these organizational structures as the formal decision-making processes in an 
organization that must align with the goals of the newly formed entity. Lest leaders 
assume these integration efforts can be achieved easily or quickly, Hyde and Paterson 
(2001) maintain that organizational leaders must be explicitly proactive in managing 
the structural integration process—generally and specifically. Generally, this process 
may involve reevaluating and refining existing strategies, eliminating redundancies, 
and identifying opportunities for cooperation and new value creation (Gomes et al., 
2013). Specifically, changes in the organization’s structure, such as the consolidation 
of departments, allocation of resources, and the establishment of new reporting lines, 
are vital for facilitating effective integration; these activities also foster a unified 
organizational identity around a shared post-acquisition mission (Graebner et al., 
2017). 
 
Apple is a prime example of how an organization should be structured to foster 
innovation and change readiness. Podolny and Hansen (2021) highlight how Apple’s 
organizational structures are aligned around the company’s various functions, each of 
which is led by a functional leader who is empowered to make critical operational 
decisions. The authors also stress the importance of competent and detail-oriented 
leaders, arguing that those two factors are critical to the level of collaboration needed 
to support agility and innovation. Whichever way organizations wish to integrate 
structures post-M&A, Ashkenas et al. (1998) implore leaders to announce any 
structural changes—like layoffs and changes to reporting relationships—as early as 
possible to avoid debilitating uncertainty and anxiety, as those negative emotions can 
harm effective culture management. 
 
Culture Management 
Another critical factor that influences post-acquisition success is the effective 
management of organizational culture. In his seminal work, Edgar Schein (1985) 
defines organizational culture as 
 

a pattern of basic assumptions—invented, discovered, or developed by a given 
group as it learns to cope with its problems of external adaptation and 
internal integration—that has worked well enough to be considered valuable 
and, therefore, to be taught to new members as the correct way to perceive, 
think, and feel in relation to those problems. (p. 9)  

 
Schien’s (1985) concept of culture assumes that changes will occur outside the 
organization; an organization’s culture is an internal force that either allows or inhibits 
its ability to react and adapt to those changes. By locating an organization’s culture 
squarely within the context of its adaptability to problems and challenges, Schein’s 
definition suggests culture is not an entirely intangible concept; it is the invisible—
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albeit practiced and perceived—environment in which an organization responds and 
adapts to real-time situations. One author concisely summarizes Schein’s concept of 
culture by highlighting internal cultural factors such as generating a shared 
organizational language, defining group boundaries, distributing power and 
authority, developing norms of interpersonal behavior, defining punishment and 
rewards, and providing language to explain the inexplicable (Cecil, 2013). Clearly, 
company culture is far more than ping-pong tables and pizza parties (Hanlon, 2021). A 
healthy organizational culture is an enabler of change. 
 
Because culture enables or inhibits an organization from reacting to change, the role 
of organizational culture in post-acquisition integration has been widely recognized 
as a critical determinant of M&A success or failure (Luthans et al., 2015). Differences in 
the understanding of an organization’s culture can present significant challenges, as 
they may lead to misaligned values, practices, and behaviors that hinder the effective 
integration of the organizations (Schweiger & Goulet, 2005). In fact, one study found 
that 65% of M&A leaders said cultural issues prevented value creation during the M&A 
(PwC, n.d., para. 1). 
 
Consequently, firms need to identify and understand the cultural disparities between 
the organizations and develop strategies to bridge the gap between intangible 
culture and real-world interpersonal interactions. This could involve promoting 
transparent communication, as Ashkenas et al. (1998) suggested, participating in 
initiatives that facilitate cultural integration (Hanlon, 2021), or engaging in any other 
activity to enhance cultural adaptability (Luthans et al., 2015). Again, Cisco is an 
excellent standard for demonstrating successful cultural management: Culture 
management is successful only by ensuring that the intangible aspects of culture 
actually impact real-world interactions between stakeholders (Boynton, 2020). 
Similarly, Viegas-Pires’ (2013) meta-analysis includes specific management insight 
into how culture influences interpersonal interactions in an M&A context. The author 
insists that leaders bear the greatest responsibility when it comes to managing 
culture and calls for M&A leaders to ensure  
 

• an “us versus them” mentality does not foment, 
• one party does not feel inferior to the other, 
• one party understands the ways of the other party to prevent undue conflict, 
• balanced merging of both parties’ cultures, and 
• a cooperative approach resulting in one unified culture (Viegas-Pires, 2013). 

 
As with integration efforts, all the above culture management efforts require leaders 
to be proactive cultural forces (Fuhrer et al., 2017). In this way, an organization’s culture 
is designed and maintained to enable employees and teams to solve problems and 
creatively enhance organizational performance (Luthans et al., 2015). As Razzetti 
(2023) put it, when pre- and post-M&A cultures are not effectively managed, they often 
result in a “match made in hell” (Is Alignment Possible section), such as the now-
infamously botched Time Warner and AOL merger in which the two organizations 
had cultures like oil and water. The literature makes it abundantly clear that it is 
incumbent upon leadership to strive to proactively integrate and protect 
organizational culture to ensure positive M&A outcomes. To ensure long-term 
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success, leaders must commit to supporting stakeholders throughout the entire 
change process (BCG, 2021).  
 
Human Capital Management 
Since successful M&A attempts require the things described above—organizational 
restructuring, reporting relationship changes, and cultural management, among 
others—the human resources function is an essential part of the process as those 
activities are all within the scope of HR (Willer et al., 2019). However, the human 
resources function was found by one study to be tied for the second-lowest synergy 
achiever during an M&A—meaning HR was second-to-last in its ability to cooperate 
and add value to an M&A (Fuhrer et al., 2017). 
 
Unfortunately, HR is often overlooked or undervalued during an M&A. But since 
employees frequently represent an organization’s most vital and expensive resources 
(Miller, 2023) and M&As are becoming increasingly prevalent (PwC, 2023), the HR 
function is becoming increasingly crucial to the success of M&As. Employee retention, 
involvement, and performance in the post-acquisition stage can substantially 
influence the overall success of the integration process; staff turnover and opposition 
to change are typical occurrences (Kempton & Sarala, 2021). Consequently, 
organizations must develop and implement effective strategies for managing the 
human capital implications of the acquisition (Graebner et al., 2017). In a recent survey 
conducted by the Society for Human Resources Management (2023), HR professionals 
evaluated the effectiveness of their organizations in the top 25 human resources 
areas; the average effectiveness rating they gave was only 36.8%, down by 2.5% from 
the previous year (p. 6). This is not entirely surprising considering the complex and 
multi-faceted nature of the human resources function, which is responsible for so 
much, including but not limited to 
 

• recruitment, selection, and employee lifecycle management, 
• job analysis and training, 
• compensation and benefits, 
• employee motivation and retention, 
• ethics and compliance, and 
• conflict management and employee communication (Awu, 2022). 

 
Regarding mergers and acquisitions, the HR function plays a crucial role throughout 
the entire process. This includes addressing any employee relations concerns, 
proactively addressing organizational challenges, evaluating the talent requirements 
of the new entity, and utilizing people analytics to measure the deal's effectiveness 
after it has been finalized (Sayed, 2022). In a case study conducted by Rodríguez-
Sánchez et al. (2019), researchers also found that HR plays a vital role in the success of 
an M&A from start to finish. The study emphasized the importance of HR in creating 
comprehensive plans for due diligence, cultural integration, communication, and 
training to ensure a successful outcome. Bagdadli et al. (2014) and Rodríguez-Sánchez 
et al. (2019) refer to several activities HR professionals should consider during an M&A. 
However, Bagdadli et al. (2014) stress that an M&A requires a tailored approach, and 
HR should act in various roles depending on the unique organizational situation. 
These roles include strategic partner, administrative expert, employee champion, and 
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change agent; HR utilizes all of them but should deploy different tactics depending 
on the type of M&A, according to the researcher's value (Bagdadli et al., 2014).  Without 
this kind of effective human resources function, an M&A is more likely to fail and less 
likely to create value (Bagdadli et al., 2014).  
 
Clearly, organizations cannot shy away from effective and impactful HR during an 
M&A, but where do they start? A study of several major organizations experiencing 
complex issues with post-acquisition growth, including Microsoft, Allianz, and Bayer, 
lists several practical lessons for human capital management to ensure success: 
 

1. Design compelling experiences with, not for, employees. 
2. Leverage enterprise technology to use future-oriented data. 
3. Transform HR into a technology-powered operation center. 
4. Use technology-powered HR to scale processes strategically and efficiently. 
5. Revisit organizational goals and adjust success measures regularly (at least 

quarterly). 
6. Streamline systems and experiences across functional areas (The Josh Bersin 

Company, 2022). 
 
Barba-Aragón and Jiménez-Jiménez (2020) determined that effective, strategic 
human resources management directly and positively impacts employee innovation 
and reception of change. To ensure HR functions effectively and according to known 
best practices, organizations should adopt the standards provided by professional 
organizations, such as the Society for Human Resources Management (SHRM) and 
the Human Resources Certification Institute (HRCI). These standards cover various 
crucial aspects of HR, such as employee recruitment, management, training, 
compensation, benefits, motivation, ethics, compliance, and conflict management 
(HRCI, 2022; SHRM, n.d.). By aligning HR functions with these standards, organizations 
can ensure that crucial aspects of M&As are handled proficiently and, ultimately, more 
successfully (SHRM, n.d.). To measure proficiency and success, HR professionals 
should benchmark themselves and their organizations according to professional and 
industry benchmarks, like those defined by the Academy to Innovate Human 
Resources, which are designed to “increase business impact” (van Vulpen, n.d., 
Benefits of HR Benchmarking section). 
 

Motivation Theories for Change and Innovation 
Building upon the need for strategic human resources management in facilitating 
successful M&A outcomes and value creation, a related imperative exists for 
understanding how to motivate individuals and teams to embrace change and foster 
innovation. This requirement ranges from the strategic level to the granular aspects 
of individual and team dynamics. To that end, exploring the existing literature on 
employee motivation theories and goal-setting practices offers promising insights. 
Especially within the realm of strategic human resource management, the ability to 
catalyze change and innovation by motivating individuals and teams has been 
recognized as pivotal—and essential to operational success (Jackson et al., 2014). This 
is particularly relevant following mergers and acquisitions, where integration 
challenges may necessitate reevaluating motivation and incentive strategies (Zhang 
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et al., 2014). Seminal and current works on employee motivation and goal setting 
provide valuable insights in this context. 
 
Motivation Theories 
Ryan and Deci’s (2017) groundbreaking exploration of self-determination theory (SDT) 
offers a comprehensive understanding of human motivation that is highly relevant to 
change and innovation in organizational contexts. They propose that intrinsic 
motivation, which comes from the inherent satisfaction derived from one’s work or 
task, is essential for stimulating change and innovation—leading to what they refer to 
as “willingly cooperative [and] innovative . . . interpersonal and group functioning” (p. 
622). According to SDT, people are either satisfied or unsatisfied with a task, 
influencing their motivation to do or not to do similar things. If they derive satisfaction 
from a task, they will be more motivated to do it again—or at least a similar task. The 
converse is also true. This aligns with Amabile and Pratt’s (2016) work, which argues 
that intrinsic motivation, such as financial incentives, can stimulate creativity and 
innovation more effectively than extrinsic motivators. It is worth noting that they 
distinguish between organic innovation and M&A-related innovation—with the latter 
not explicitly tied to intrinsic or extrinsic motivation (Amabile  &Pratt, 2016) . Fischer et 
al. (2019) support this claim, detailing the statistically significant relationship between 
intrinsic motivation and innovation performance. Nevertheless, effectively 
encouraging intrinsic motivation requires an organizational culture that fosters 
autonomy, competence, and relatedness (Pink, 2009), which signifies the importance 
of a highly supportive environment as an intrinsic motivator in facilitating change and 
innovation since feeling supported by an organization would be considered intrinsic 
rather than extrinsic.  
 
Some other various theories and frameworks can help leaders motivate individuals 
and teams. One such theory is Herzberg’s two-factor theory, which is well-suited for 
the dynamic and complex context of M&As or other high-change environments 
(Luthans et al., 2015). According to this theory, there are two various factors involved 
in motivation—hygiene and motivators. Hygiene factors, like pay or supervision, only 
decrease dissatisfaction; they do not actually motivate employees (Luthans et al., 
2015). On the other hand, motivating factors, like recognition and rewards, do, in fact, 
motivate employees; however, organizations should focus on both to create a truly 
high-performing environment, according to Syptak et al. (1999). Table 1 lists the most 
researched hygiene issues and motivators. It is important for leaders to address 
hygiene issues that may demotivate employees and effectively manage and 
implement programs and policies that enhance motivating factors. 
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Contingency theory is another concept that further illuminates how to motivate 
employees to adapt to change and engage in innovation. Contingency theory 
suggests there is no universal approach to structuring, organizing, or managing an 
organization. Instead, the most effective way to do so depends on the specific 
environment in which the organization operates (Luthans et al., 2015). It is a simple 
concept, but it has been applied in many helpful ways. For instance, Prajogo (2016) 
states that an organization’s activities are contingent upon its environment, which 
can be dynamic or competitive. Organizations respond to rapid changes in dynamic 
environments by focusing on product innovation. On the other hand, they respond to 
competitive environments by focusing on process innovation. In either case, an 
organization’s ability to innovate effectively is contingent upon its ability to react to 
and adapt to its environment. Darvishmotevali et al. (2020) also support the idea that 
there is no universal method for structuring an organization as it must adjust to its 
specific surroundings. To motivate innovation, leaders must seek to minimize 
bureaucracy and other barriers to organizational agility, which is the capacity of an 
organization, teams, and individuals to respond to new information and adapt to 
environmental obstacles. The authors assert that being agile, or able to foresee and 
respond to change efficiently, is crucial for cultivating an innovative environment 
(Darvishmotevali et al., 2020). It is no wonder that iterations of contingency theory 
have proven to motivate better individual and group collaboration and performance 
(Northouse, 2019).  
 
Importance of Goal Setting 
Complementing motivation theories, the role of goal setting in driving change and 
innovation is well-established, particularly by Locke and Latham’s (2002) seminal 
review of 35 years of related literature, which has been cited over 2,000 times. Latham 
and Locke’s (2006) later research further validates this perspective, asserting that clear 
yet challenging goals stretch and motivate an employee, enhancing performance, 
stimulating innovation, and leading to new and better ways of working (Article Metrics 
section). Likewise, Doan (2020) conclusively determined that having an explicit 
innovation goal increases innovative performance and motivates employees to 
participate in processes to share and gain new knowledge. Field data concurs: The 
most innovative and adaptable organizations establish and consistently review clear 
goals that include opportunities for employees to stretch and expand their skills, 
according to Bersin’s (2021) findings. Indeed, the power of goals to motivate 
employees is immense, and leaders should strive to cultivate a goal orientation 
throughout their organizations. For goals to be effective and motivating, leaders must 

Hygiene Issues (Dissatisfiers) Motivators (Satisfiers) 
Company and administrative policies Work itself 
Supervision Achievement 
Salary Recognition 
Interpersonal relations Responsibility 
Working conditions Advancement 

Table 1. Hygiene Issues and Motivators (Syptak et al., 1999, Two Dimensions of 
Employee Satisfaction section). 
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involve employees in setting them, connect individual goals with organizational goals, 
and ensure that goals can adapt to real-time environmental changes or challenges 
(Chowdhury & Hiou, 2017).  
 
However, the motivational power of goals is not relevant to employees in general; goal 
setting is also crucial to motivating teams. O’Leary-Kelly et al. (1994) emphasize the 
motivational power of group goal-setting to enhance group performance. In their 
meta-analytic study, the researchers stress that participative goal setting is crucial to 
motivating teams since it can increase a sense of goal ownership. By involving team 
members in setting their own goals, organizations can increase innovation, 
commitment to new ways of working, and, ultimately, performance. However, the 
practical application of goal setting requires nuanced adaptation to the specific 
context of an organization (Johns, 2006). According to Alexander and Van 
Knippenberg (2014), setting goals as a group can be particularly motivating. They 
suggest that goals that can be adapted to the challenges faced by the team in real 
time are especially effective in promoting radical innovation. As promulgated by a 
pioneering human capital management software company, group goals motivate the 
group to collaborate and solve problems together (Workhuman Editorial Team, 2023). 
The platform suggests the following steps for leaders to create motivational group 
goals: 
 

1. Understand the short-term and long-term goals of the company. 
2. Collaborate with the team to develop a strategy to meet these goals. 
3. Set SMART goals. 
4. Tie individual goals with incentives and the overall goals of the company. 
5. Set timelines to achieve the goals. 
6. Track the progress. 
7. Review the goals regularly (Workhuman Editorial Team, 2023, Steps to Set 

section). 
 
A summary of relevant concepts related to motivation and associated management 
or leadership actions is provided in Table 2. 
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Table 2. Summary of Motivation Concepts. 
 

Leadership Styles in Promoting Change and Innovation 
Equally pivotal and interrelated to employee motivation is the role of leadership style 
in encouraging change and innovation. Leadership is a critical predicting factor in 
workplace innovation among individuals, teams, and organizations (Hughes et al., 
2018). With the right kind of leadership, individuals and teams are guided and 
nurtured to reach their full potential, creating an environment conducive to change 
and innovation (Bass & Riggio, 2006). Several studies have illuminated the positive 
effects of leadership style—particularly servant and adaptive leadership—on fostering 
innovation and change. The social capital aspect of the virtuous business model (VBM; 
Indiana Wesleyan University, 2024) also lends helpful insights.  
 
 
 

Concept Leadership Actions Sources 
Self-
Determination 
Theory (SDT) 

Foster an organizational culture that 
supports autonomy, competence, and 
relatedness. Create a supportive 
environment that encourages intrinsic 
motivation. 

Amabile & Pratt 
(2016), Fischer et al. 
(2019), Pink (2009), 
Ryan & Deci (2018) 

Herzberg’s 
Two-Factor 
Theory 

Address hygiene issues that may 
demotivate employees. Manage and 
implement programs and policies that 
enhance motivating factors like 
recognition and rewards. 

Luthans et al. (2015), 
Syptak et al. (1999) 

Contingency 
Theory 

Adapt strategies and organizational 
structures to the specific environment. 
Minimize bureaucracy and other barriers 
to organizational agility. React and adapt 
to environmental changes to foster 
innovation. 

Darvishmotevali et 
al. (2020), Luthans et 
al. (2015), Northouse 
(2019), Prajogo (2016) 

Goal Setting Set clear, challenging goals that stretch 
and motivate employees. Involve 
employees in setting goals. Connect 
individual goals with organizational goals. 
Adapt goals in response to real-time 
environmental changes or challenges. 

Chowdhury & Hiou 
(2017), Doan (2020),  
The Josh Bersin 
Company (2022), 
Locke & Latham 
(2002), Latham & 
Locke (2006) 

Group Goal 
Setting 

Involve team members in setting team 
goals. Adapt goals in real-time to respond 
to team challenges. Use SMART goals. Tie 
goals and incentives to organizational 
goals.  

Alexander & Van 
Knippenberg (2014), 
Johns (2006), 
O’Leary-Kelly et al. 
(1994), Workhuman 
Editorial Team (2023) 
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Servant Leadership 
Articulated by Greenleaf (2002), the servant leadership style has received considerable 
scholarly attention due to its unique emphasis on supporting, encouraging, and 
empowering followers. The central principle of servant leadership is prioritizing team 
members’ needs and focusing on supporting and empowering followers’ personal 
and professional growth (Greenleaf, 2002). Due to its focus on empowering and 
supporting followers, servant leadership has been recognized for its significant 
contribution to fostering change and innovation within organizations (Zeng & Xu, 
2020) as well as individuals and teams (Hugues et al., 2018).  
 
By placing followers’ personal and professional needs at the forefront, servant leaders 
create environments that are more receptive to change, according to Oliveira (2012). 
Faraz et al. (2019) also determined that servant leaders create a sense of psychological 
empowerment among their followers, increasing their propensity for innovative 
behaviors. This research goes along with another important concept—psychological 
safety. A construct widely studied by Edmondson (1999), psychological safety refers to 
a shared belief held by team members that the group is safe for interpersonal risk-
taking and idea generation. It empowers team members to voice new ideas and 
challenge the status quo without fear of negative consequences. Faraz et al.’s (2019) 
work demonstrates why servant leadership “works” to enable change-ready and 
innovative followers. These types of follower-oriented leaders promote a sense of 
psychological safety and empowerment among team members, allowing them to 
take risks to attempt to offer new and innovative ideas. 
 
Further, Sousa and van Dierendonck (2014) found that servant leadership positively 
impacted engagement during a merger when employees are forced to undergo a 
period of high demand and uncertainty. Similarly, Erkutlu and Chafra (2015) found a 
positive correlation between servant leadership and innovation. Conclusively, Eva et 
al.’s (2019) comprehensive review of 20 years of research on servant leadership adds 
weight to these claims. The authors provide evidence of the positive impact of servant 
leadership on innovation at both the individual and team levels. Their research 
strengthens the assertion that servant leadership, which focuses on supporting and 
empowering follower growth and psychological safety, can foster change readiness 
and stimulate innovation (Eva et al., 2019). 
 
Putting these sources together, it becomes clear that servant leadership presents a 
powerful approach to promoting change and innovation. By placing followers’ needs 
at the forefront, creating an environment of psychological safety and empowerment, 
and supporting team members’ personal and professional growth, servant leaders 
can effectively cultivate a change-ready and innovative culture within their teams and 
organizations. 
 
Adaptive Leadership 
Another approach to leadership that promotes change and innovation is adaptive 
leadership. Uncertainty is inevitable and can lead to creativity and innovation if 
embraced (Prigogine, 2019). Conceptualized by Heifetz et al. (2009), adaptive 
leadership involves leaders supporting and guiding their followers' adaptive work in 
the face of uncertainty and change. In their seminal work, Heifetz’s group of 
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researchers present adaptive leadership as a critical response to the unprecedented 
and complex challenges organizations face in a rapidly changing environment. They 
argue that these adaptive challenges require both technical solutions and changes in 
values, beliefs, roles, and relationships, which are often disruptive and uncomfortable. 
Another seminal study by Heifetz and Laurie (2001) further develops their perspective. 
They argue that adaptive leaders mobilize people to tackle tough challenges and 
thrive in change. The primary role of such leaders is not to provide solutions to 
followers per se but to create an environment where problems are identified, and 
solutions are co-created by the team, leading to innovative outcomes. Northouse 
(2019) further describes adaptive leadership as encouraging followers to adapt to 
challenges and changes, often necessitating a shift in values, beliefs, and behaviors. 
This leadership style emphasizes resilience in the face of complexity and uncertainty, 
creating a sense of stability that fosters innovation—balancing the need to innovate 
but not leaving behind followers who are more hesitant to change (Heifetz et al., 
2009). Adaptive leaders anticipate the future and its challenges and articulate them 
to their followers to gain support for action, adaptation, and accountability 
(Ramalingam et al., 2020).  
 
Yukl and Mahsud (2010) state that adaptive leadership promotes innovation and 
adaptation, adding that adaptive leaders are particularly effective in this regard, as 
they “articulate an appealing vision of the likely benefits from proposed changes” (p. 
87). This point is essential to stress: Supportive, adaptive leaders must not 
automatically assume that all followers share the leaders’ perception of the 
magnitude or importance of change, as there might be misalignment between 
leaders’ and followers’ perceptions. Adaptive leadership requires a great deal of 
emotional awareness and interpersonal skills, so adaptive leaders must develop 
cultural and interpersonal intelligence to enhance their ability to enact transformative 
change and adaptation (Azevedo & Jugdev, 2022). 
 
Northouse (2019) further validates the role of adaptive leadership in stimulating 
innovation by facilitating an environment conducive to adaptation and resilience. 
Adaptive leaders enable their teams to learn, grow, and innovate in response to 
evolving circumstances. It is apparent that adaptive leadership provides a powerful 
approach to promoting change and innovation since it enables leaders to effectively 
cultivate a culture of innovation within their teams and organizations by fostering an 
environment that encourages adaptation, resilience, and co-creation of new 
knowledge. Notably, it also augments and complements the servant leadership 
approach as they both focus on supporting followers’ growth and adaptation to 
change. 
 
Virtuous Business Model 
The virtuous business model, though not a leadership style per se, provides a valuable 
framework that stresses the role of leaders’ virtuousness in organizational settings 
(Indiana Wesleyan University, 2024). Hein and Wilkinson (2015) articulated that the 
DeVoe School of Business’ distinctive take on virtuous leadership involves the ethical 
development of three organizational capital forms: economic, social, and spiritual (i.e., 
transcendent). In particular, the virtuous development of social capital informs how 
leaders can promote change and innovation. As the literature shows thus far, for 
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leaders to encourage change and innovation, they must support the needs of their 
followers (servant leadership) and promote resilience and growth in response to 
changing circumstances (adaptive leadership). With this in mind, the virtuous 
business model’s emphasis on developing relationships (or social capital) with 
followers is “to provide for the relational needs . . . of people” (Hein & Wilkinson, 2015, 
p. 12). These leaders also create a culture for “open discussion . . . fostered throughout 
the organization” (Hein & Wilkinson, 2015, p. 13). Further, the virtuous approach to 
leadership continues to benefit an organization—especially in the face of substantial 
change (Snider et al., 2019). According to Chen and Hou’s (2016) empirical study, when 
leaders foster a culture of innovation, ethical leadership has a positive effect. Cameron 
et al. (2004) provide further support for operating a business virtually when stating 
that qualities such as trust, empathy, and courage [similar to those identified in the 
VBM] can enhance organizational performance, innovation, quality, and employee 
retention. Implicit in the virtuous business model is that organizations can create a 
nurturing, flexible environment that encourages change and innovation by fostering 
a virtuous culture. 
 

Cross-Functional Collaboration and Knowledge Sharing 
Cross-functional collaboration is a cornerstone of innovative organizations, a critical 
area of exploration to understand how to foster adaptation to change and encourage 
innovation. But what is it? Essentially, cross-functional collaboration is a way of 
working that reduces silos (Coppola, 2023) and solves challenging problems (Kitch, 
2023) by involving members of various teams to work together on a task or project 
(Laoyan, 2022). For example, a team consisting of a marketing director, human 
resources executive, and finance manager who work together to propose a new 
employee wellness program would be a cross-functional collaborative team.  
 
Rezvani et al. (2018) elaborate on this concept, describing cross-functional 
collaboration as the interaction between diverse teams or functions, which fosters 
communication, coordination, and a broadening of perspectives as a way to improve 
collective work outcomes. They claim that cross-functional collaboration is a powerful 
way of working together that promotes diverse viewpoints, facilitates resource 
sharing, and generates unique solutions, thereby fostering an environment that 
supports change and innovation (Rezvani et al.). Other researchers also tie cross-
functional collaboration directly and explicitly to innovation and change (Bai et al., 
2017; Brettel, 2011; Laurent & Leicht, 2019). 
 
Practitioners know the change- and innovation-enabling power of cross-functional 
collaboration as well. By working together across various functions, cross-functional 
teams can yield positive organizational outcomes by dismantling silos and enabling 
group problem-solving, as per Dunlap's (n.d.) findings regarding how Amazon Web 
Services leverages collaboration to solve challenges and innovate for their customers. 
Cisco’s former CEO states clearly and compellingly how cross-functional collaboration 
enables change and innovation: 
 

Our teams working at different levels are cross-functional in nature. This has 
lent Cisco speed, scale, flexibility, and rapid replication. We had made the shift 



 

 
58 Empowering High-Tech Manufacturing in Industry 4.0 

to this type of organizational structure in 2001 and had refined it in 
subsequent years. We had reorganized to break free of the silo culture in the 
company prior to 2001 so that it could remain agile and innovative in a rapidly 
changing industry. (Chambers, n.d., as cited in Cascade Team, 2022, How 
Cross-Functional Teams Help Cisco section). 

 
The mediating role of knowledge sharing also provides helpful insight into how 
collaboration can enhance adaptation to change and increase innovation. Cross-
functional collaboration involves sharing and exchanging knowledge, as Kashyap 
(2023) notes, and it requires that professionals from diverse backgrounds and 
experiences work and learn to solve problems together, which enables the creation of 
innovative solutions that may not be achievable in a more isolated or homogenous 
context. Joo and Lim (2009) analytically establish a positive correlation between 
knowledge sharing and organizational learning, resulting in greater comfort with 
change and innovation. Edmondson and Lei (2014) further underscore the 
significance of psychological safety, trust, and open communication in creating a 
collaborative environment that enables innovation and organizational performance. 
In this context, knowledge sharing is more than a simple exchange of information or 
working on tasks together; it is a collaborative process where individuals and teams 
learn from each other, cultivating an entirely new collective shared intelligence 
(Edmondson & Lei, 2014). This practice fosters a culture of continuous learning and 
adaptation, which is essential for navigating change and sparking innovation. 
 
As demonstrated in Figure 11, such an environment is fertile and dynamic ground for 
innovation, especially for process innovation, since coworkers interact and observe 
how one another does their jobs, learning new ways of working. These high-quality 
collaborative relationships, centered on knowledge sharing, encourage the free flow 
of ideas and promote a culture of creative experimentation and risk-taking to support 
organizational performance.  
 
 
 
 
 
 
 
 
 
 
 
 
 

However, cross-functional collaboration and knowledge sharing are not without their 
challenges. When diverse people work and share knowledge together, conflict can 
arise because each person has their own perspective, interests, and potential for 

Figure 11. Knowledge Sharing and Organizational Outcomes. Note. From  Edmondson and 
Lei (2014, p. 29). Used with permission of Annual Reviews, Inc., from Psychological Safety: 
The History, Renaissance, and Future of an Interpersonal Construct, Edmondson, Amy C.; 
Lei, Zhike, 1, 2014; permission conveyed through Copyright Clearance Center, Inc. 
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misunderstandings (Kashyap, 2023). Carmeli et al. (2013) suggest that leaders have an 
important role in establishing an environment where cross-functional collaboration 
and knowledge sharing happen, which requires open communication, transparency, 
and a willingness to share power with others. Lencioni (n.d.) underscores the 
importance of trust in fostering collaboration and a results-oriented approach within 
teams with as little unhealthy conflict as possible. In Lencioni’s model, trust, clarity, 
and commitment between team members are foundational to building a results-
oriented team. Lencioni (2010) also believes leaders can help their team overcome the 
fear of conflict and engage in healthy debate by creating trust, boosting open 
dialogue, and promoting clarity to solve problems. To create greater harmony among 
knowledge-sharing and cross-functional teams—especially teams charged with 
innovation—Coradi et al. (2015) incite leaders to ensure these teams work in close 
proximity and with a shared common language. Yet, the concept of shared proximity 
takes on an entirely new meaning with the rise of remote work and other workplace 
technologies, so modern teams should utilize the whole host of digital collaboration 
and communication tools at their disposal, according to the Indeed Editorial Team 
(2023b). Similarly, Luthans et al. (2015) encourage leaders to promote vertical (top-
down) and horizontal (peer-to-peer) communication, as well as the use of group 
norms, to ensure effective group interactions. Carmeli et al. (2013) also encourage 
leaders to follow norms that guide cooperation. Indiana Wesleyan University (n.d.) lists 
helpful (and alliterative) norms of collaboration: 
 

1. Pause after asking a question to allow others to speak and reflect. 
2. Paraphrase what one hears to ensure clarity and organization of one’s 

thoughts. 
3. Probe to understand meaning, making the abstract more concrete. 
4. Pursue a balance between advocating for one’s stance and inquiring 

about others’ stances. 
5. Presume positive intentions of others. 
6. Pay attention to oneself and others. 
7. Present measurable, observable, and specific ideas on the table to broaden 

others’ understanding. 
 

Influence of Employee Engagement 
Transitioning from the previous discussion on cross-functional collaboration and 
knowledge sharing, this segment will focus on the impact of employee engagement 
and commitment on an individual’s willingness to embrace change, innovation, and 
new ways of working.  
 
Employee engagement is a perennially difficult human capital management issue 
since it is a well-known problem for organizations but notoriously difficult to define, 
according to a literature review by Kular et al. (2008). Forbes Council member Dr. 
Camille Preston (2018) agreed a decade later, stating that one challenge in defining 
employee engagement is the difference between how employees and organizations 
define it. This creates difficulty in reaching a common understanding or approach to 
address it. Sinclair (2022) also notes that employee engagement is difficult for 
practitioners to tackle because it must be conceived in relation to the unique 
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organization and its own issues. It is essential to address employee engagement, as 
only one in five employees report feeling engaged at work; not to mention, it is a 
significant problem for the global economy, costing nearly $8 trillion (Pendell, 2022, 
para. 1). In a post-COVID world, where change is frequent and unpredictable, 
employee engagement is becoming even more crucial (IQPC Editorial Team, 2022). 
Undoubtedly, understanding what employee engagement means and how to 
improve it is absolutely essential. 
 
At its core, employee engagement involves an employee's emotional and intellectual 
commitment to both their individual role and the larger organizational objectives 
(Shuck & Wollard, 2009). Employee engagement is a dynamic and fluid experience for 
an employee, involving a deeply-rooted commitment to one’s work and workplace 
that permeates every aspect of an employee's professional life—as a state of mind, a 
personality trait, and real-world behaviors (Macey & Schneider, 2008). Yet, 
engagement is not static or one-dimensional, as engagement-focused human capital 
management platform LumApps (2023) describes. Rather, engagement is the specific 
emotional response and motivational state an employee experiences, which are 
directly influenced by the organizational support and job demands they encounter, 
leading to either low or high engagement levels.  
 
Another way to frame employee engagement is by viewing it through the lens of 
commitment. Shuck and Wollard (2009) emphasize the positive impact of employee 
engagement on affective commitment—employees’ emotional attachment to their 
organization. Their quantitative study found a significant positive correlation between 
engagement and affective commitment, suggesting that engaged employees are 
more likely to be committed and motivated to contribute to their organization’s goals 
and vision. Hence, committed employees are engaged employees who are more open 
to change and innovation if an organization sets those two goals or includes change 
and innovation as part of its vision—highlighting the importance of goal setting. 
 
Companies with engaged employees experience various advantages, like lower 
turnover rates, better job performance, increased profits, and higher customer 
satisfaction (Harter et al., 2002). MacLeod and Clarke (2009) also write that 
organizations with higher levels of engagement also enjoy higher levels of innovation 
activity and adaptability to change, citing copious examples from British companies. 
Harter et al. (2002) found that individuals and business units with higher employee 
engagement levels outperformed those with lower engagement in terms of customer 
satisfaction, productivity, profit, employee turnover, and safety incidents. In this way, 
employee engagement is vital to positive organizational outcomes, including 
readiness for change and innovation. Davis (2016) also writes that companies with 
high levels of engagement experience 80% higher productivity and performance, 22% 
higher income, and 15% higher innovation activities (Benefits of Higher Levels section). 
Especially important in a post-COVID world, companies with higher levels of 
engagement also experience higher levels of employee wellness (Gallup, 2022). 
 
However, employee engagement impacts more than organizational performance in 
general. In particular, the relationship between employee engagement and 
organizational performance is critical to fostering a change-ready and innovative 
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organizational culture, as investigated by Mone and London (2018). The researchers 
assert that engaged employees tend to be more satisfied and dedicated, exhibiting 
higher discretionary effort, which can significantly contribute to more positive 
performance outcomes. This assertion is also well-supported by empirical evidence 
from the field in the work of Harter et al. (2002). Likewise, Saks and Gruman (2014) 
discovered that highly engaged employees tend to be more receptive to change. They 
found that high work-related energy levels often translate into a willingness to invest 
more effort into tasks, even in the face of change, lending a similar perspective to 
Mone and London’s (2018) claim. Saks and Gruman’s (2014) study suggests that 
promoting job engagement can potentially result in employees demonstrating 
higher levels of job satisfaction and commitment, ultimately encouraging a 
willingness to embrace change and explore innovative solutions—given favorable 
organizational conditions. 
 
Numerous authors have emphasized the significance of individual and organizational 
factors that contribute to increasing organizational engagement levels. According to 
Saks and Gruman (2014), important factors contribute to engagement, including 
strong leadership that empowers employees, clearly defined roles, a positive and 
supportive workplace culture, and opportunities for growth, learning, and 
development. Many authors assert that improving engagement is a responsibility that 
falls within the purview of management and leadership (Gallup, 2022; Harter et al., 
2002; MacLeod & Clarke, 2009). While recognizing that the particulars of employee 
engagement are unique to each organization (Sinclair, 2022) and that there is not one 
singular silver bullet to improve engagement, there are several practical steps leaders 
can take, including 
 

• tying workers’ jobs to the larger organizational vision, 
• offering clarity to employees, 
• appreciating and rewarding employees’ efforts and contributions, 
• allowing employees to voice their opinions, 
• ensuring favorable work-life balance to prevent burnout, and 
• training managers to act as coaches (MacLeod & Clarke, 2009). 

 

Learning and Sustaining Learning Organizations 
To fully understand how to create and maintain a culture of learning that supports 
continuous improvement, change, and innovation, it is crucial to review relevant 
literature on learning organizations, continuous improvement, and strategies for 
creating and sustaining a learning culture. The importance of a learning culture for 
continuous improvement and innovation is supported by López et al. (2004). They 
argue that a learning culture inspires continuous improvement in an organization 
because it cultivates an environment where employees feel safe to experiment, make 
mistakes—and learn from them—which is quite reminiscent of the importance of 
psychological safety. Their empirical study of Spanish firms found that organizations 
with a strong learning culture have relatively higher levels of innovation. They 
concluded that fostering a learning culture can, in fact, drive organizational change 
and innovation. Similarly, Shi and Zhang (2018) also found that organizations with 
higher levels of organizational learning have better innovation performance. As 
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Fenwick (2005) makes abundantly clear, organizational learning is key to change and 
innovation since it aids in “generating innovation, integrating new technologies, 
improving existing processes, predicting and adapting to turbulent conditions, . . . and 
improving performance” (p. 448). 
 
Learning in Adulthood 
Before attention turns to creating and sustaining an organization where learning 
thrives and supports change and innovation, it is important to highlight the unique 
ways in which adults learn. In fact, adult learning must be addressed since it guides 
change and innovation within organizations (Mirci & Hensley, 2010). Underpinning 
adult learning is the notion that the means of learning are equally important as the 
ends of learning (Knowles, 1978). In a now seminal work, Knowles (1984) developed the 
concept of andragogy—or adult learning theory—arguing that adults learn in vastly 
different ways than children and require unique approaches and environments to be 
able to learn effectively. He argued that since adults’ brains are more fully developed 
and have more life experience than children, adults learn more effectively through 
hands-on, self-directed, practical learning practices. But adult learning theory does 
not only inform adult higher education; it is also extremely relevant in the workplace. 
McClean (2006) encourages incorporating adult learning principles into workplace 
training programs so employers can create a more effective and engaging learning 
environment for their employees. Merriam and Baumgartner (2020) also stress the 
importance of the learning environment to enable adult learning—especially in light 
of rapid demographic and technological change. So, how is an organization created 
where learning thrives? 
 
Creating a Learning Organization 
In their seminal work, Organizational Learning: A Theory of Action Perspective, Argyris 
and Schön (1978) describe that “organizational learning occurs when members of the 
organization act as learning agents of the organization, responding to changes in the 
internal and external environments of the organization by detecting and correcting 
errors” (p. 16). Their description explicitly details how learning organizations are 
created when challenges and changes are confronted, learned from, responded to, 
and mitigated (Argyris & Schön, 1978). This definition makes it clear that organizational 
learning is tied inextricably to an organization’s ability to respond to change and 
innovate due to what they learned from their interaction with change. Therefore, to 
create a learning organization, leaders must make it clear that change is part of the 
organization and must be adapted to (Indeed Editorial Team, 2022).  
 
Similarly, Garvin et al. (2008) explore creating a learning organization in their Harvard 
Business Review article, emphasizing that learning organizations are characterized by 
an environment that fosters continuous learning, encourages exchanging ideas, and 
promotes adaptability in response to changes. This environment, they argue, is 
essential for supporting continuous improvement, adaptability, and innovation. They 
also make it clear that this type of environment is directly related to innovation: “When 
leaders demonstrate a willingness to entertain alternative points of view, employees 
feel emboldened to offer new ideas” (Garvin et al., 2008, Building Block 3 section). 
Specifically, the authors propose three building blocks for creating a learning 
organization: 
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1. a supportive learning environment where leaders encourage psychological 
safety, appreciation of diverse perspectives, and openness to new ideas. 

2. concrete learning processes and practices, in which experimentation meets 
generation and collection of new ideas. 

3. leadership that reinforces the importance of learning by listening to 
employees and identifying problems (Garvin et al., 2008). 

 
Further, to create a learning organization, it is crucial for organizational leaders to 
develop systems thinking (Indeed Editorial Team, 2022). Systems thinking is a holistic 
mindset and approach to investigating the interactions among various factors 
contributing to any given outcome (Morganelli, 2020). In order to support 
organizations that are ready for change and encourage innovation, it is important to 
adopt systems thinking. This concept has been studied extensively for over 30 years, 
especially in the work of Senge and Sterman (1992). They found that the organizations 
of the future are those that prepare for change and constantly improve by developing 
systems thinking, which allows for real-time organizational learning. As Mirci and 
Hensley (2010) write, “Leaders wishing to achieve sustainable innovation need to 
develop into systems thinkers” (p. 10).  
 
Sustaining a Learning Culture 
Creating a learning culture is one thing; sustaining it to maintain continuous learning 
and improvement is another. Organizations must adopt strategies that consistently 
encourage organizational learning to support a learning culture. Ellinger and Ellinger 
(2014) examine continuous learning within the supply chain function and argue that 
organizational learning can be achieved through initiatives that reward learning and 
encourage open communication, highlighting the importance of leadership in 
creating and sustaining a team learning culture. They suggest that leaders who model 
learning behaviors and provide learning opportunities for their employees can foster 
an environment that values continuous learning and improvement (Ellinger & Ellinger 
(2014) . Ghazali et al. (2015) also assert that the sustainability of a learning organization 
results from the trifold interaction between the protection of learning culture, 
effective leadership, and open dialogue. Similarly, Garvin (1993) stresses the 
interrelated nature of interpersonal and intrapersonal learning dimensions that 
sustain a learning culture. Hussain et al. (2020) tie together many of the themes 
discussed thus far, insisting that a sustainable and innovative learning organization 
must balance knowledge sharing and management, organizational culture, and 
organizational learning. 
 
To better understand how to maintain a learning culture, a recent case study by the 
Society for Human Resources Management highlights Coca-Cola's approach. They 
provide regular and tailored feedback to encourage learning, focus on near-term work 
for individual contributors, and offer employee awards for innovative actions 
sponsored by executives and the board (Chandele, 2020). Another example can be 
found in Exco, an Australian manufacturing firm that created a sustainable learning 
organization by encouraging personal mastery balanced with continuous 
improvement, standardizing team-based learning, and building, adopting, and 
communicating a shared vision from the top down of the organization (Quantic, 2021). 



 

 
64 Empowering High-Tech Manufacturing in Industry 4.0 

Although every organization is distinct and applies the concepts of learning 
organizations in their own manner, Marsick and Watkins (2005, as cited in Merriam & 
Baumgartner, 2020) have identified certain features that characterize a thriving 
learning organization. These researchers argue that such organizations consistently 
pursue open organizational boundaries, collaboration, and competitor 
benchmarking. Additionally, resilience and adaptability to change, knowledge 
creation and sharing, and building a culture, systems, and structures that capture 
learning and reward innovation are fundamental. 
 

Essential Competencies, Skills, and Behaviors 
Transitioning from focusing on the leadership’s role in fostering a learning culture, it 
is essential to examine employees’ and leaders’ competencies, skills, and behaviors to 
adapt to and promote change and innovation effectively. This is a critical area of 
research, as individuals’ abilities and behaviors directly influence an organization’s 
capacity to respond and adapt to change (Dragoni et al., 2009). In other words, 
competencies (what people know or learn), skills (people’s abilities), and behaviors 
(how people act and react) are key to understanding how to support change and 
innovation. Appendix D displays a summary of these items for ease of reference. 
 
Competencies—What People Know or Learn 
Dragoni et al. (2009) underscore the role of both employee and leader competencies 
as they experience and undergo organizational change. They suggest that certain 
personal attributes, such as openness to experience new things, readiness for 
ambiguity, and emotional intelligence, are vital for employees to adapt to changes in 
the workplace. These researchers also acknowledge that these competencies are 
learned in practice, so encouraging a hands-on approach is critical. Leaders, in 
particular, need to possess these competencies as they guide the organization 
through the change process, model adaptive behaviors, and support employees in 
adjusting to change. Similarly, Northouse (2019) focuses on three competency areas:  
 

• problem-solving competencies, by which sensemaking and visioning enable 
one to understand and solve problems; 

• social competencies, in which people’s skills are mobilized to address 
organizational challenges and problems; and  

• knowledge-making competencies, through which data is understood, 
utilized, and shared to solve problems. 

 
Further, the practitioner literature also supports the role of competencies in change 
and innovation. The University of Colorado Boulder (n.d.) has identified key 
competencies it promotes through its performance management program. These 
competencies are guidelines for employees and leaders to align their behaviors and 
attitudes with the university’s innovative culture and vision, including integrity, 
inclusion, collaboration, and communication (University of Colorado Boulder, n.d.). In 
Kaplan’s (2019) article for the American Management Association, there are five 
competencies identified as crucial for change and innovation: 
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• a catapulting mindset, in which new ways of thinking are launched toward 
reinventing products, services, and—especially—processes; 

• boundary-pushing, by which individuals push themselves out of their comfort 
zones; 

• data and intuition integration, through which individuals use data available to 
them but trust their instincts to make decisions; 

• adaptive planning, through which organizations celebrate learning and view 
setbacks as opportunities to learn; and 

• surprise savoring, in which the unexpected is embraced and seen as an 
opportunity for value creation. 

 
Finally, since the crucial role of effective human capital management within the HR 
function was established earlier in the comprehensive review, it seems necessary to 
include HR-specific competencies. A few key areas arise based on the Society for 
Human Resources Management’s competencies required for senior professional 
certification are shared by Willer et al., 2019. First, effective human capital 
management depends upon business acumen competency, which allows HR leaders 
to understand and apply business tools and analysis to an organization’s strategic 
direction. Business acumen enables strategic HR leaders to understand operations, 
their industry, and how organizational metrics display the value of the human 
resources function. Next, HR leaders need to be competent in the consultative 
approach to leadership, which is critical within the change management process. 
Consultative-oriented HR leaders are competent in identifying problems, designing 
solutions together with key stakeholders, and supporting organizational change. 
Finally, HR leaders must be highly competent in critical evaluation, using evidence-
based decision-making to advocate for, gather, analyze, and deploy data to make or 
inform decisions confidently. These competencies offer the necessary knowledge to 
facilitate change and innovation. However, more information is required to 
understand how to implement them in terms of skills and behaviors. 
 
Skills—What People Do 
Creativity Plucker and Dow (2010) emphasize the crucial role of creativity in promoting 
innovation. They define creativity as the ability to generate new and valuable ideas by 
combining one’s competencies, processes, and environment. In the context of 
education, the researchers assert that creativity requires a proactive individual or 
group who modifies their surroundings based on newly acquired knowledge. Zhou 
and Hoever (2014) further support this framework, asserting that creativity supports 
innovation and ignites a culture of innovation. They argue that a creative workforce is 
adept at breaking free from the status quo, leading to the generation of novel and 
useful ideas and solutions. Along with Plucker and Dow’s (2010) approach, Zhou and 
Hoever (2014) also maintain that creativity involves interacting with and adapting to 
one’s environment to create and apply new knowledge. In addition to supporting 
change readiness, creativity also encourages innovation. To this point, Lewis (2019) 
argues that creativity is one of the central skills needed to support innovation since 
“Creative ideas form the basis for innovation” (para. 6). Innovation is supported when 
creative ideas are not just generated but also put into practice and deployed to solve 
problems (University of Colorado Boulder, 2019). 
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Problem-Solving While some sources categorize problem-solving as a competency 
due to its knowledge-based nature (AACRAO, n.d.; U.S. Department of Health and 
Human Services, n.d.), the literature depicts it as a learned and applied skill. It is a 
process that demands understanding the root of a problem, generating potential 
solutions, making decisions, implementing solutions, and evaluating outcomes 
(Willer et al., 2019). Jonassen’s (2010) work further underscores the role of problem-
solving in managing and adapting to change effectively. Jonassen argues that, as 
organizations learn to solve dynamic, interrelated problems as they arise, they learn 
to interact with their environment to learn valuable lessons, which can be applied to 
help manage change and foster innovation in organizations—particularly concerning 
design innovations, which tend to be the most complex innovations an organization 
will undertake. To this point, Graham-Leviss (2016) highlights that the ability to 
examine problems related to business opportunities and strategic advantages is 
central to innovation as organizations learn to solve their own problems. 
 
Yet, it is crucial to involve stakeholders in the process of identifying and solving 
problems—especially related to enacting change and engaging in innovation 
(Loureiro et al., 2020; Ozdemir et al., 2020). Fastenal is a stellar example of how 
involving stakeholders in the problem and solution identification process is key to 
achieving efficient, innovative results. As an industrial innovation leader, Fastenal 
worked with one of its manufacturing clients to involve its employees in process 
improvement. Consequently, their client developed better and more innovative ways 
of carrying out tasks to enable workers to concentrate on more impactful work (Trnka, 
2023). It is essential for organizations to involve stakeholders in their problem-solving 
processes, as demonstrated by Fastenal. By leveraging the knowledge and experience 
of employees and other stakeholders, organizations can identify problems and 
develop innovative solutions that enhance efficiency and drive results (Loureiro et al., 
2020; Ozdemir et al., 2020). 
 
Critical Thinking As a widely recognized aspect of effective decision-making, critical 
thinking involves systematically processing information and seeking insights with a 
balanced level of objectivity and creativity (Paul & Elder, 2006). It allows one to analyze 
unfamiliar ideas and situations to generate solutions to address complex problems 
(Sasson, 2021). Unlike other types of thinking, critical thinking is a systematic process 
involving many steps: (a) clarify, (b) question, (c) identify, (d) analyze, (e) evaluate, and 
(f) create (Monash University, 2022, para. 4). 

 
With this in mind (i.e., analyzing unfamiliar ideas and situations), critical thinking has 
been identified as a catalyst for change and innovation. Carmeli et al. (2013) found a 
positive correlation between critical thinking, creative performance, change, and 
innovative behavior in their study. They argue that by promoting a critical thinking 
mindset, organizations can foster innovation as individuals are more likely to 
challenge the status quo and propose novel ideas (Carmeli et al., 2013). Further, Dwyer 
et al. (2014) expand upon this connection between critical thinking and innovation. 
They suggest that critical thinking skills—such as analyzing information, questioning 
assumptions, and making evidence-based decisions—can spur adaptation to change 
and innovative thinking and behavior. Lastly, Graham-Leviss (2016) encourages 
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leaders to develop a sense of critical thinking and curiosity to stimulate new ways of 
thinking and working.  
 
Communication Effective communication skills are extremely crucial in creating a 
conducive environment that fosters change and innovation within organizations. 
Northup (2023) defines communication as the giving and receiving of verbal, non-
verbal, visual, and written information and encourages communicators to be 
intentional, simple, and considerate. Research by Johansson et al. (2014) underscores 
the importance of communication skills for leaders to promote innovation. These 
researchers argue that innovation-enabling leadership requires communication 
involving active listening, supportive feedback, and fostering a culture of openness 
and involvement. In the realm of organizational change, it is essential to communicate 
in such a way that minimizes uncertainty. For example, Luthra (2015) highlights the 
critical role of clear, compelling, and consistent communication in reducing 
uncertainty. Similarly, communication should focus on both the “what” and “how” 
according to Bansal and King’s (2020) recommendation that effective 
communication should be timely, accurate, sufficient, and fair. Scott (2019) 
emphasizes the importance of communication in achieving organizational, team, and 
individual results in her book Radical Candor. She advises leaders to avoid the 
organizational pitfalls of poor communication by challenging others directly while 
also caring for them personally (Scott, 2019) . Communicating in such a fashion creates 
an effective balance that fosters clear, honest, and respectful organizational 
communication. 
 
Behaviors—How People Act and React  
Interpersonal Behaviors Clearly, change and innovation require a multitude of 
interpersonal behaviors. Yet, interpersonal behaviors are essential in all human 
interactions, especially in the workplace, as Kumar et al. (2014) describe. They argue 
that interpersonal behaviors significantly shape a team and organization's overall 
performance and social dynamics. These behaviors encompass various facets, 
including empathy, self-reflection, and other emotionally adaptive factors associated 
with emotional intelligence (Blair, 2022). In their book The Talent War: How Special 
Operations and Great Organizations Win on Talent, Sarraille et al. (2020) share their 
experiences in military special forces observing how high-functioning teams operate. 
They note that the most successful and innovative teams exhibit certain behavioral 
traits like drive, adaptability, empathy, and self-confidence. 
 
Further, Odoardi et al. (2015) underscore the significance of several interpersonal 
behaviors that specifically encourage change and innovation. They suggest the 
following behaviors are key: teamwork and collaboration, knowledge sharing, and a 
participative and proactive leadership approach. They argue further that contextual 
factors like teamwork, information sharing, and leadership style directly impact how 
a group perceives itself, making it feel motivated or not to innovate. Fortunately, 
interpersonal behaviors are not permanent or fixed. According to Luthans et al. (2015), 
these behaviors can be improved by increasing one's interpersonal interactions, using 
open communication channels, and participating in team-building workshops. 
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Resilience  Additionally, resilience is also critical for managing and thriving amidst 
change. A well-studied principle of positive organizational psychology, resilience is the 
individual and organizational “capacity to recover from and adjust to adverse 
situations” (Northouse, 2019, p. 317). It is one of the aspects of highly performing, 
innovative, and change-ready teams described by Sarraille et al. (2020). Sutcliffe and 
Vogus (2003) suggest that resilience equips individuals and organizations with the 
capacity to respond effectively to change, turn adversity into growth and learning 
opportunities, and actually increase performance under pressure. Similarly, Lewis 
(2019) encourages bouncing back from mistakes following an unsuccessful risk-taking 
activity to support innovation. Resilience as a concept is so crucial to supporting 
adaptation to change and supporting innovation within organizations, as it interacts 
with and enhances teamwork, goal setting, employee engagement, commitment, 
and organizational learning (Luthans et al., 2015)—all concepts that have been 
discussed throughout this literature review. Unsurprisingly then, resilient workers 
were 31% more productive and 22% more innovative, and the most innovative 
organizations were nearly 2x as resilient compared to comparatively non-resilient 
peers, according to an early COVID-era study (Wu, 2020, Data image). Another recent 
study conducted by BetterUp (2023) found that more resilient organizations boast 
nearly 4x higher ROI, over 15% higher team agility to change, and over 20% higher 
individual innovation activity (Measurable section). 
 
Resilience, adaptation to change, and innovation go hand-in-hand. As Luthans et al. 
(2015) put it, “Turbulence and instability have become the norm in today’s business 
environment, and only organizations that can rejuvenate their adaptational systems 
and bounce back to respond to their ever-changing environments swiftly are likely to 
improve or even survive” (p. 192). But can resilience be measured, and if so, can it be 
improved? BetterUp (2023) states that resilience is a behavior that can be learned and 
measured. They offer a resilience index survey that identifies seven actionable 
measures of resilience, providing improvement in these areas. They also offer a digital 
solution called BetterUp Care™, which provides one-on-one coaching, support, and 
personal and professional development designed and demonstrated to increase 
resilience, engagement, and growth (BetterUp, n.d.). 
 
Organizational Citizenship Behaviors Finally, organizational citizenship behaviors—a 
widely researched area of organizational behavior and industrial-organizational 
psychology—also provides useful insights. According to Luthans et al.’s (2015) seminal 
work, organizational citizenship behaviors are discretionary actions and reactions 
employees take that benefit an organization and are not necessarily formally 
recognized in a reward system—but certainly are not forbidden from being included 
in one. These behaviors include but are not limited to 
 

• altruism, or going beyond the call of duty for the sake of one’s organization 
without the promise of reward; 

• conscientiousness, or being mindful of one’s responsibilities; and 
• courtesy, or displaying empathy and kindness (Luthans et al., 2015).  

 
Essentially, organizational citizenship behaviors can be thought of as simply being a 
good team member, a concept Lencioni (2016) referred to as the ideal team player. In 
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his ideal team player framework, the type of employee that organizations want to hire, 
retain, and promote within an organization displays all three of the following 
behaviors: 
 

• humility, or the lack of pridefulness and the ability to admit mistakes; 
• hunger, or the willingness to go above and beyond their duties for the sake of 

their team and organization; and 
• technical and people smarts, or the capacity to be technically capable of 

doing one’s job and apt to interact well with others (Lencioni, 2016). 
 

Total Rewards for Change and Innovation  
It is essential to bring together the key points discussed thus far at this critical juncture 
in the comprehensive review. The literature has emphasized the importance of 
integration, motivation and goal setting, leadership style, and the required 
competencies, skills, and behaviors for supporting change and innovation after M&A. 
However, a challenge still needs to be addressed concerning integrating these 
concepts to enable organizations to embrace change and innovation. This segment 
focuses on how an environment that encourages change and innovation can be 
fostered by effectively designing and implementing a total rewards strategy. The two 
major types of rewards are explored in addition to how an organization can best utilize 
them to motivate employees. 
 
Total Rewards 
As a fundamental driver for motivating individuals to adapt to change and to innovate, 
a total rewards strategy can be powerful if designed and implemented intentionally 
and thoughtfully. According to the Society for Human Resources Management’s 
standards, total rewards can be thought of as a general term for an organization’s 
approach to a wide-ranging list, such as compensation, benefits, work-life balance, 
recognition, performance management, and talent development (Willer et al., 2019).  
 
This review utilizes the term total rewards to encompass both monetary and non-
monetary incentives, which Appendix E summarizes. Total rewards are frequently 
discussed in scholarly literature when identifying employee motivators. Within total 
rewards, two specific categories of incentives are recognized as particularly effective 
in driving change and innovation: 
 

• Non-wage/salary monetary incentives, like commissions, bonuses, and equity; 
and 

• Non-monetary incentives, like rewards and recognition (Willer et al., 2019). 
 
For example, Kosfeld et al. (2016) emphasize that monetary and non-monetary 
incentives can stimulate motivation and meaning, which motivate employees to 
engage in positive work behavior accordingly. While an earlier study suggests—
except for positive feedback—extrinsic rewards like money can undermine intrinsic 
motivation (Deci et al., 1999), others argue that if carefully managed, extrinsic 
motivation can complement intrinsic motivation and effectively drive performance 
(Cerasoli et al., 2014). This claim is also supported in an earlier work by Frey (1997), who 
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argues that a well-designed incentive system that does not involve money alone—but 
includes both monetary and non-monetary rewards—could generate employee 
commitment towards organizational goals, fostering an environment conducive to 
creativity and innovation. In their quantitative study, Grebeniuk and Ipatov (2018) 
conclusively determined that incentives can spur adaptation to organizational 
change and transformation. Similarly, Bodell (2019) details how top companies like 
Samsung, Westin, and Intuit creatively utilize monetary and non-monetary incentives 
to stimulate innovation among their workforces. But what kinds of incentives are best, 
and how should they be deployed to support change and innovation?  
 
Monetary Incentives  First, non-wage/salary monetary incentives, like commissions, 
bonuses, and forms of equity, have, in fact, been found to be especially powerful 
motivators. Luthans et al. (2015) outline the general categories of non-wage/salary 
monetary incentives: 
 

• individual incentive compensation plans, in which an individual’s regular pay 
is largely dependent upon their own performance (e.g., commissions); 

• bonus incentive plans, in which an organization offers employees a sum of 
money for extraordinary performance, either as a planned or discretionary 
part of their total compensation; and 

• stock options, in which an organization provides employees with a certain 
percentage of equity in the company. 

 
In general, these types of monetary incentives can be very motivating for change and 
innovation. It is debated whether external motivators, such as money, can harm 
motivation (Deci et al., 1999). However, economists have long held that financial 
incentives do inspire individuals (Becker, 1978). This suggests that employees would 
feel motivated to support change and innovation if they received financial rewards. A 
seminal work in the organizational behavior literature adds weight to this claim, 
arguing that monetary incentives increase individual, group, and organizational 
performance—as long as they are properly designed and aligned with organizational 
strategies and goals (Luthans et al., 2015). Likewise, Willer et al. (2019) maintain that 
financial compensation is the “lifeblood of the employment relationship between the 
worker and the employer” (p. 205). 
 
Even if the scholarship were to discourage monetary incentives—and it does not—
recent data from the field would not allow it. According to a recent survey, nearly 70% 
of employees report carefully reviewing their company’s financial rewards—up almost 
10% from the prior year (Morgan Stanley, 2023, Financial Benefits section). Clearly, 
employees value and pay close attention to financial incentives, and organizations 
must subsequently carefully evaluate the various forms of financial incentives.  
 

Individual Commissions. Commissions have been a consistently popular and 
effective form of monetary reward for sales-related roles in particular (Coughlan & 
Joseph, 2012). With commissions, an employee’s regular individual pay is directly tied 
to their performance, serving as a potent motivator to excel (Luthans et al., 2015). 
However, the motivational effects of commissions for change and innovation are little 
to none. Although pay-for-performance has become commonplace, one study 
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determined that individual commissions can even dampen innovation in particular 
because they can distract employees from the goal of change or innovation with 
potentially selfish motivations (Bachall, 2019). Suppose organizations wish to foster 
change and innovation through collaboration (Odoardi et al., 2015) and psychological 
safety (Edmondson, 1999) and wish to see employees exhibit altruistic behaviors 
(Luthans et al., 2015). In that case, these organizations should steer away from using 
commissions as a part of a total rewards strategy. 
 

Bonuses. Further, bonuses can also motivate employees to go above and 
beyond their basic duties to adapt and innovate. Research indicates that bonuses—
variable, periodic sums of money given to employees—can only effectively stimulate 
innovative behavior if they are explicitly tied to clear, innovation-focused performance 
metrics and goals at the group level, according to Curran and Walsworth (2014). These 
researchers argue that, unlike individual bonuses, group bonuses can encourage both 
individual and group commitment to achieving shared goals, like adaptation to 
change and innovation. Similar to how commissions can de-motivate employees to 
innovate due to the risks involved, group-based bonuses—rather than individual 
bonuses—allow employees to feel safe to take risks to achieve group innovation goals 
(Silverman, 2014). Since knowledge sharing, collaboration, and altruism are key to 
adaptation and innovation, organizations should consider offering bonuses to teams 
for their ability to change and achieve innovation goals (Curran & Walsworth, 2014; 
Siverman, 2014). 
 

Stock Options. Finally, well-designed stock and equity options also provide 
employees with a direct stake in the company’s performance and success by giving 
individuals a certain percentage of ownership in the company, which aligns their 
interests with those of the organization, as Hall and Murphy (2003) explain. Yet, the 
authors stress that a stock or equity option needs to be done ethically to avoid 
potential pitfalls. With stock or equity options, when employees perceive that their 
personal financial success is integrated with the success of the organization, they are 
more likely to exhibit behaviors that further the organization’s strategic objectives, 
including adaptation to change and innovation—so long as the employee ownership 
does not become so concentrated that it leads to risk-averse and entrenched 
management (Frydman & Jenter, 2010).  
 
Moreover, stock options can also be a powerful tool for retaining and motivating high-
performing, innovative employees and sustaining a growth-oriented culture, 
according to one of the leading employee ownership administration companies 
(Wellman, 2022). Recent field data further supports these claims. According to the 
National Center for Employee Ownership (2022), organizations that utilized stock 
options were 4x more likely to retain staff and 18% more likely to increase revenue—
even during the COVID-19 pandemic (Employee-Owned Firms section). However, 
these plans can often be prohibitively costly for small organizations, requiring 
expensive transaction fees (National Center for Employee Ownership, 2022). Yet, 
organizations that wish to support change readiness and innovation through 
teamwork, collaboration, and knowledge sharing should seriously consider 
implementing a form of employee ownership. 
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Non-Monetary Incentives  Especially crucial are non-monetary incentives when 
organizations seek to encourage complex behaviors such as change readiness and 
innovation, which require creativity, risk-taking, and comfort with ambiguity (Amabile, 
1997). According to Ryan and Deci’s (2017) self-determination theory, intrinsic 
motivators, such as an employee’s satisfaction from performing fulfilling work, can be 
as influential as extrinsic motivators in driving innovative behavior. Non-monetary 
incentives such as rewards and recognition can complement monetary rewards in 
promoting change innovation and are worthy of more detailed investigation. 
 

Rewards. While monetary incentives are clearly key to motivating change and 
innovation, non-monetary rewards are also vital to any incentive strategy. But what 
are non-monetary rewards? The TriNet Team (2023) describes non-monetary 
incentives as non-cash awards or perks that employees find valuable. They list 
personalized things like prizes, trips, and experiences as particularly valuable. In an 
article for Salary.com, a leading compensation management platform, Reynolds 
(2019) describes non-monetary rewards as non-cash incentives given to and valued by 
employees, including fringe (i.e., non-health) insurance, more time off from work, and 
career development opportunities. Gilbert (2019) lists leadership development 
opportunities among the most incentivizing non-monetary rewards. Putting these 
sources together, non-monetary incentives can be considered any tangible, non-cash 
reward a company gives its employees that is perceived as valuable.  
 
But are non-monetary rewards essential to supporting change and innovation? Non-
monetary reward systems are undoubtedly indispensable in cultivating an 
organization that is receptive to change and conducive to innovation, according to 
Markova and Ford (2011). Researchers also argue that organizations that desire to 
foster an adaptive and innovative culture should utilize non-monetary rewards as 
these systems recognize individual contributions and team efforts, which stimulates 
cross-functional collaboration and knowledge sharing (Wang et al., 2021). This 
perspective is further supported by the work of Svetlik and Ilič (2006), who emphasized 
that a supportive culture and rewards for individual and collaborative efforts are 
critical for enhancing innovation. Strebel (1996) argues that employees often resist 
change because the financial rewards do not outweigh the potential risks. Similarly, 
Boulakis (2018) found that rewards positively impacted employees’ resistance to 
change while recognizing the need for further research to determine the statistical 
significance of the relationship. Consequently, leaders must deploy rewards that 
employees genuinely feel are valuable to encourage them to respond to change 
positively and engage in innovation (Dragoni et al., 2009). 
 
Finally, the organizational behavior literature lends helpful insights into the crucial 
role of rewards in motivation. Motivated employees are more apt to change and 
innovate (Ryan & Deci, 2018), so how can leaders effectively motivate employees? 
Luthans et al. (2015) stress the importance of developing self-efficacy—the employee’s 
awareness that they have the power to do what is expected of them if they have done 
it before. They concluded that employees with a high level of self-efficacy are more 
motivated, respond better to stressful situations, and can figure out complex 
problems—and thus react more positively to change and are more apt to innovate. 
But how can leaders ensure their employees have a high level of self-efficacy? 
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According to Schunk (1984) and Malik et al. (2014), reward it. Luthans et al. (2015) 
perfectly summarize the role of rewards: “One way to put [the] importance of 
organizational rewards as simply as possible is to remember: you get what you 
reward!” (p. 72). 
 
 Recognition. Lastly, recognition is also an incredibly—and often overlooked—
potent motivator that promotes innovation and adaptation to change within 
organizations. If an organization wants engaged employees, they need to recognize 
them: Well-recognized employees are nearly 2.7x more engaged than their non-
recognized peers (Wickham, 2023, What is the Importance section). However, 
according to a joint survey of 1,000 employees conducted by BambooHR and 
Quantum Workplace (n.d.), only a little over half of the employees report receiving 
valuable recognition from their supervisor or peers (Employees Who Receive section). 
However, employees desire recognition more than financial compensation alone 
since recognition fulfills a basic psychological need as employers increasingly require 
employees to adapt, change, and find new and better ways of working, as Brun and 
Dugas (2008) note. As such, recognition of individual and team accomplishments can 
be a powerful tool for enhancing motivation to change and fostering an innovation-
friendly environment. However, before the motivating effects of employee 
recognition can be reviewed, it is important to detail what recognition is and how it 
should be offered by supervisors and peers alike. 
 
In the workplace, recognition refers to acknowledging and giving explicit attention to 
an employee’s actions, efforts, behavior, and performance outcomes, according to 
Brun and Dugas (2008). Employee recognition can take various forms, including 
tangible items like plaques, trophies, or gifts, and intangible forms like public praise 
and positive feedback, as explained by Beams (2023), a company specializing in 
employee recognition software. Recognition is a type of communication that conveys 
to both the employee and the organization the value that the employee brings to the 
organization (Bersin, 2021). It can be offered privately and publicly through formal 
programs such as employee-of-the-month programs or through informal, 
spontaneous interactions between employees such as a simple ‘thank you’ or ‘good 
job’ (Bersin, 2021).  
 
Further, the sources of recognition are also important—whether it comes from a 
supervisory figure or one’s peers. A survey conducted by BambooHR and Quantum 
Workplace (n.d.) revealed that employees have varying preferences regarding 
recognition. Some prefer to be recognized by their leaders, while others prefer 
recognition from their peers. When a supervisor acknowledges an employee’s efforts, 
that recognition can validate their work and show that the organization values it—
even complementing and reinforcing the impact of cash rewards (Long & Shields, 
2010). Conversely, recognition between peers can also create a more collaborative 
work environment, strengthen team relationships, and promote greater mutual 
respect among colleagues (Bersin, 2021). As peers often have a direct view of an 
employee’s day-to-day actions, peer recognition can capture and acknowledge 
contributions that supervisors may notice (Wickham, 2023). According to Nextbee 
(n.d.), a recognition software company, when peers recognize each other’s efforts and 
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achievements, it can build trust and encourage collaboration, fostering an 
environment that is ideal for promoting innovation (Odoardi et al., 2015). 
 
As Luthans et al. (2015) point out, recognition is a powerful motivator. They argue that 
recognition reinforces an organizational culture responsive to and even welcomes 
change and innovation—citing how organizations like Zenith Electronics embed 
recognition into their change-ready and innovative culture. Recognition of 
employees, especially from peers and superiors, instills a sense of achievement, 
reinforces organizational values, and increases motivation (Wickham, 2023), 
encouraging their pursuit of innovative and creative activities as long as the employee 
perceives the recognition to be valuable (Malik et al., 2014). The importance of 
recognition is further supported by another study which suggests that the perception 
of being recognized increases employees’ job satisfaction and intrinsic motivation and 
increases organizational performance—even in the face of rapid changes during 
challenging times (O’Flaherty et al., 2021). Based on research by Amabile and Pratt 
(2016) and Fischer et al. (2019), there is a strong correlation between intrinsic 
motivation, change readiness, and innovation. It can be reasonably inferred that 
recognition increases change readiness and innovation by boosting intrinsic 
motivation. 
 
Total Rewards Implementation Best Practices 
HMI Press (2016) details how there is a substantial gap between the high level of 
perceived importance of incentives and companies’ actual implementation of them. 
A comprehensive monetary and non-monetary reward system can foster a supportive 
environment for employees to learn to embrace change and innovation. However, 
regardless of which incentive strategy an organization wishes to deploy, any 
successful total rewards program is first dependent upon its alignment with the 
organization’s goals and values to be genuinely effective in stimulating adaptive and 
innovative behavior. 
 
The importance of alignment absolutely cannot be overstated. Luthans (2015) broadly 
describes, “Organizations have to offer incentives for desirable outcomes” (p. 95). In 
the context of an M&A, what are these outcomes? If a significant struggle of an M&A 
is to integrate strategy, structures, and culture with the new mission and vision of the 
post-M&A entity, then HR leaders should design incentives to reinforce this objective 
from the top of an organization down. For example, one meta-analysis of 327 M&A 
instances showed a statistically significant relationship between CEO incentives and 
their M&A effort measures (Grinstein & Hribar, 2003, p. 119). But incentives must align 
down the organization as well. For example, Chao et al. (2020) stress that incentives 
and rewards should align with organizational objectives to retain high-quality talent 
post-acquisition. As a critical part of human capital management, incentive programs 
that align with organizational objectives serve two interrelated purposes, according 
to Galbraith’s (2014) notable work: Well-aligned incentive programs simultaneously 
motivate employees to perform and support organizational goals and strategies. As 
Luthans et al. (2015) note, when incentives are aligned with organizational goals, 
conflicts between the interests of owners and other agents in the organization are 
avoided. Yet, alignment does not merely happen independently or automatically; it 
results from intentional, systematic design from start to finish. 
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For example, the standards outlined for professional certification in the Society for 
Human Resource Management maintain that a strategically aligned incentives 
implementation includes four steps. 
 

1. Assessment, during which an organization surveys employees and 
determines the current state and desired state of their compensation 
strategy, asking questions about eligibility, the employees’ preferred type(s) of 
incentives, and funding 

2. Design, during which the best type of incentive strategy is selected to 
accomplish organizational goals best and reach the desired state based on 
the assessment report 

3. Implementation, during which an organization trains managers on the 
incentive strategy—who will actually implement it—to ensure the successful 
communication and implementation of the incentive strategy within the 
workforce itself 

4. Evaluation (during which success is measured) and necessary modifications 
are made (Willer et al., 2019). 

 
However, more is required to ensure the success of incentives than aligning the 
reward and incentive program with the organization’s mission, values, and goals. 
During the assessment stage, it is crucial to understand employees’ preferred type(s) 
of incentives (Willer et al., 2019). Organizations are comprised of diverse individuals 
with unique motivations, preferences, and interests. Therefore, incentives should also 
be personalized to match the unique motivators of different employees (Petruzzellis 
et al., 2006). Ahmed et al. (2020) offer an insightful concept by describing how it can 
be an effective approach to consider employees as consumers endowed with the 
power of choice. O’Boyle and Hogan (2019) agree, encouraging employers not to 
forget that employees have the power of choice to fulfill their individual needs and 
satisfy their own preferences. If employers offer personalized incentives, they can 
effectively treat employees as consumers, enabling them to use choice and tastes to 
pick the incentive that will better motivate them (O’Boyle & Hogan (2019). An 
innovative employee incentives software, Blueboard (n.d.), describes how their 
approach stimulates employee performance by offering personalized, experience-
based incentives to employees. 
 
Finally, incentive programs must balance individual and group incentives in 
organizations wishing to encourage positive responses to change and innovation. 
Because the efforts and behaviors of groups are key to innovation, group incentives 
play a critical role in fostering change readiness and innovation within organizations. 
As noted in previous sections, group behaviors significantly impact change and 
innovation—like teamwork, knowledge sharing, and vision-making (Odoardi et al., 
2015). Consequently, designing rewards and incentives to reinforce values such as 
these results can stimulate a team-oriented culture (Wickham, 2023). Still, Curran and 
Walsworth (2014) warn organizations against implementing individualistic incentives 
to reward innovation, as group incentives encourage risk-taking and are thus more 
effective. Similarly, Luthans et al. (2015) note how group incentives are particularly 
effective at increasing innovative and adaptive behaviors that benefit the team and 
the organization; the organization then shares the fruits of that labor with the group, 
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which, in turn, is then motivated to keep embracing change and innovation, thus 
creating a mutually beneficial cycle of innovation and reward as displayed by Figure 
11.  

 

Benchmarks for Change and Innovation in Manufacturing  
Within the context of organizational performance and management, benchmarks 
can be defined as standards set by industry leaders or reference points against which 
an organization’s performance is measured (Anand & Kodali, 2008). Moreover, 
benchmarks are often associated with key performance indicators enabling an 
organization to assess its progress toward strategic objectives with a focus on 
organizational improvement. They are thus key to strategic planning, decision-
making, and continuous improvement efforts within an organization (Elmuti & 
Kathawala, 1997). Key performance indicators include two types of metrics: leading 
indicators and lagging indicators, according to Watts (2019). Leading indicators are a 
metric that influences and predicts change, while lagging indicators display change 
results (Coetsee, 2022). But what leading and lagging benchmarks have other 
manufacturing organizations utilized to measure the success of change and 
innovation efforts?  
 
If benchmarks can come from the standards set by industry leaders, then 
manufacturing firms should rely heavily upon the Global Lighthouse Network, a global 
network of the manufacturing industry’s leading, innovative, and change-welcoming 
firms. These firms seek to provide best practices in order to speed up the technological 
transformation of manufacturing during Industry 4.0 (Global Lighthouse Network, 
n.d.). In a recent whitepaper, the World Economic Forum (2023) listed the following 
lagging indicators that demonstrate an organization is primed for change and 
innovation in Industry 4.0: 

Group 
innovates

Organization 
benefits

Group is 
rewarded

Group is 
motivated

Figure 12. Group Incentive Cycle. Note. Adapted from Luthans et al. (2015). 
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• Employee engagement at all levels of an organization 
• Transformation-minded positions at all levels of the organization 
• Widespread adoption of cutting-edge technologies, especially IoT 
• Productivity 
• Sustainability 
• Speed to market 

 
Betti et al. (2022) echo those benchmarks, highlighting how the Global Lighthouse 
Network’s benchmarks enable organizations to succeed in Industry 4.0 by providing 
clear and measurable ways for a manufacturing firm to measure transformation. 
Recent analysis detailed how organizations that utilized these benchmarks 
experienced remarkable effects, including but not limited to increased customer 
acquisition, lower product failure rates, higher labor productivity, and lower design 
lead time (World Economic Forum, 2023). 
 
Furthermore, there are also benchmarks other leading manufacturing firms have 
used to ensure and measure success through change and innovation efforts. For 
example, Somapa et al. (2018) describe how manufacturing firms can respond to a 
challenging environment by measuring the speed of the progress of adopting 
enterprise-level collaboration technology to increase performance and visibility—
signaling along with the World Economic Forum (2023) that the rate of technology 
adoption is a valuable benchmark. Likewise, according to Dewar et al. (2023), having a 
succession plan is an important benchmark for manufacturing companies that want 
to prepare for the future. They suggest that successful firms in the industry have a 
pipeline of new leaders ready for the future. In addition, Del Campo et al. (2022) posit 
other benchmarks manufacturing firms can utilize to be proactive in a rapidly 
changing environment in which the speed of innovation can quickly make an 
organization’s products or services obsolete. These benchmarks include increasing 
the firm’s supplier network, alternative sourcing for products, and product and 
process redesign efforts to lower costs (Del Campo et al., 2022).  
 
Yet, most of the benchmarks thus far have either been broad, loosely defined, or 
difficult to quantify. Gregolinska et al. (2022) provide several quantifiable KPIs as value-
creating industry benchmarks, including Inventory holding cost, labor productivity, 
machine downtime, throughput, forecasting accuracy, and cost of quality. Similarly, 
Jenkins (2022) details five recommendations from Netsuite—a commonly-used ERP 
software in manufacturing—for clear and measurable KPIs for manufacturing firms to 
utilize to guide transformation efforts, including production volume, production cost, 
on-time delivery, first-time quality, and revenue per employee.  
 
However, the benchmarks that have been included thus far have been leading 
indicators—not directly related to change and innovation specifically, but merely 
predicting and influencing them. So, what are some lagging indicators to benchmark 
an organization’s change readiness and innovation activity? Change and innovation 
efforts require substantial employee energy; when mismanaged, these efforts can 
often lead to opposition and turnover (Kempton & Sarala, 2021). Therefore, 
manufacturing firms should include the industry-average turnover rate as a 
benchmark to measure the success of change efforts. Abbas (2022) also lists KPIs like 
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the number of employees who successfully adopt change, the number of changes 
successfully implemented, and the number of employees who attend training 
sessions for new changes. On the innovation front, Staack and Cole (2017) detailed in 
PwC’s annual innovation report that nearly 70% of organizations claimed sales growth 
was the most important metric to measure innovation activity and success (p. 5). But 
Beetham (2016) also lists several other innovation benchmarks, like the percentage of 
time employees spend on innovative activities outside their regular duties, the 
number of innovative ideas per employee, and the size, value, and success of an 
intellectual property portfolio. Being that it is a major determinant of adaptability to 
change and innovation output, resilience can and should be measured, perhaps by 
utilizing a resiliency index similar to BetterUp’s model (2023). Finally, since it 
encompasses and combines multiple success factors—especially during an M&A—
return on investment on its own is often the sole KPI used to measure success (Fuhrer 
et al., 2017). 
 
Of course, the review has identified two dozen benchmarks and KPIs manufacturing 
firms can use to gauge the success of change and innovation efforts. Organizations 
could naturally feel overwhelmed and need clarification on which benchmarks to 
utilize. However, not all these benchmarks are necessary to adopt at once. Still, leaders 
should “[f]ocus on KPIs that encourage [their] business to improve process speed and 
quality, enhance customer experience . . . [and increase efficiency” (Jenkins, 2022, para. 
9). In other words, organizations should assess their own needs and pick a well-
rounded mix of benchmarks that can support their strategy, context, and goals. 
Leaders can also refer to Appendix F, which summarizes all the above benchmarks for 
ease of use and reference. 
 

Gap Analyses 
Adapting to internal and external change and fostering innovation often requires 
understanding the gap between leadership’s current and desired states and 
employee attitudes toward those initiatives. The Nadler-Tushman congruence model 
(NTCM) provides a strong framework for conducting gap analyses and allows 
organizations to design strategies to bridge these gaps (Nadler & Tushman, 1980). The 
model is based on a systems theory understanding of organizations, provides a 
general and transferrable framework for solving organizational problems, and centers 
around the interaction among an organization’s inputs (i.e., environment, resources, 
and history) and outputs (i.e., organizational, group and individual results; (Nadler & 
Tushman, 1980). The model also notably argues that the transformation process 
interacts with and is influenced by four interrelated strategic factors: tasks, formal 
organizational structure, people, and the informal organization (Nadler & Tushman, 
1980), as displayed in Figure 13.  
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According to the NTCM framework, transforming inputs into outputs involves an 
organization's strategic decision-making process. This includes managing tasks, 
informal and formal organizational arrangements, and individual factors such as 
knowledge, skills, needs, perceptions, and backgrounds. The goal is to determine 
whether the work being done in each area supports the others (Weller, 2018). It is 
especially helpful when organizations seek to understand internal or external changes 
and solve tricky and complex problems (Nadler & Tushman, 1980). To utilize the model, 
Nadler and Tushman (1980) outline several steps for organizations to take: 
 

1. Identify the symptoms of the problem. 
2. Identify inputs and organizational strategy. 
3. Identify actual and desired outputs. 
4. Identify problems, the gaps between actual and desired outputs, and the 

associated costs. 
5. Describe the components of tasks, informal and formal organizational 

arrangements, and individual factors. 
6. Assess the congruence between the components, using other models if 

necessary. 
7. Identify the root cause(s) of the gaps (problems). 
8. Recommend action steps to address the root cause(s). 

 
Other modifications of the model have made the application of the NTCM far simpler 
and easier to apply, like Lucidity’s (n.d.) three-step model: 
 

1. Analyze the attributes of each of the four components of the model. 
2. Map the relationships between the various components. 

Figure 13. Nadler-Tushman Congruence Model. Note. HiSlide.io © 2023 Used with permission. 
Presentation template by HiSlide.io.  
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3. Develop congruence between non-congruent components, deciding which 
changes are needed to impact organizational performance most. 

 
Many researchers have utilized the NTCM and its various components to solve tough 
organizational challenges. For example, Gholami et al. (2008) utilized the model to 
provide insight into how manufacturing organizations can adapt to changes and 
pursue innovation. They posit that the NTCM’s transformation concept can be 
reframed as multiple layers of flexibility, particularly strategic, tactical, and operational 
flexibility. Focusing on increasing these types of flexibility, Gholami et al.’s study 
provides an effective example of how the Nadler-Tushman model can identify gaps 
throughout an organization when it undergoes change. Further, Yoon et al. (2020) 
heavily relied on the Nadler-Tushman congruence model when conducting their 
empirical study within a manufacturing firm. They specifically utilized the concept of 
transforming and integrating organizational components to support adaptation to 
change and innovation, concluding conclusively that organizational foresight—an 
organization’s ability to anticipate and be proactive toward change—significantly 
impacted its innovation output (Yoon et al., 2020).  
 
Further, other forms of gap analysis are also useful, like a recent study conducted by 
Baicu et al. (2021) that substantially relied on the Nadler-Tushman model, particularly 
the concept of congruence and interrelatedness between organizational 
components. They used the model to inform a new diagnostic tool to investigate how 
effective and efficient an organization is at change and innovation, concluding that 
their tool can be used to inform strategic management decisions related to moving 
an organization toward the types of transformation required in Industry 4.0. While 
their model is novel, they note that it has been reliable and can offer implications for 
the future. The researchers’ model is particularly significant because a known 
weakness of the NTCM is its inability to provide answers for the future (Lucidity, n.d.).  
 
Further, the competing values framework (CVF) is an eminently helpful framework for 
analyzing organizational culture. Based on the principles of OED, the competing 
values framework can enable organizations to avoid unsuccessful change initiatives 
by ensuring they consider cultural variables (Lincoln, 2010). The model categorizes 
organizational culture into four types: clans, in which people have much in common 
and tradition holds people together; adhocracies, where employees are creative and 
bond by taking risks, experimenting, and innovating;  markets, in which results and 
winning keep people together; and hierarchies, in which formal structures, 
procedures, rules, and policies are bonding agents (Goldminz, 2020). The model fits 
nicely with the NTCM as it allows organizations to analyze gaps between the current 
and desired states, propose relevant solutions, and address any incongruences by 
providing clear action steps (Maher, 2000).  
 
When taken together, these studies provide invaluable insights into how the Nadler-
Tushman model and other forms of gap analysis can help organizations to better 
understand the gaps in attitudes towards change and innovation, ultimately enabling 
organizations to navigate their Industry 4.0 transformation journey effectively.  
 



 

 
81 Empowering High-Tech Manufacturing in Industry 4.0 

Identifying Potential Solutions 
Especially within the context of an M&A, successfully ensuring encouraging change 
and innovation is primarily the responsibility of organizational leadership (Ashkenas 
et al., 1998; Berkow, 2017; Doherty et al., 2016). It is utterly crucial, then, for organizations 
to begin any initiative with efforts to train and develop leaders to be change and 
innovation agents. Organizations could consequently conduct training seminars or 
workshops to cultivate change- and innovation-encouraging servants (Hugues et al, 
2018), adaptive (Ramalingam et al., 2020), and virtuous (Chen & Hou, 2016) leadership 
styles among its leaders, utilizing adult learning theory’s best practices to ensure the 
effectiveness of the training.  
 
Once leaders are adequately trained and developed on relevant leadership theories, 
they can then be well-equipped to implement initiatives to encourage change and 
innovation. However, they should choose solutions that align with motivation theories 
and other theoretical concepts discussed throughout the comprehensive review to 
best encourage organizational change and innovation. To effectively motivate 
individuals and teams to change and innovate, it is essential to choose initiatives 
tailored to their specific contexts and situations based on the contingency theory of 
motivation (Luthans et al., 2015; Northouse, 2019; Prajogo, 2016). It also involves  
 

• addressing both intrinsic and extrinsic motivation (Amabile & Pratt, 2016); 
• fostering employee satisfaction to encourage self-determination (Ryan & Deci, 

2018); 
• focusing on mitigating hygiene and cultivating motivation factors (Syptak et 

al., 1999);  
• concentrating on increasing employee engagement (LumApps, 2023; 

MacLeod & Clarke, 2009); and 
• encouraging cross-functional collaboration (Kashyap, 2023), knowledge 

sharing (Joo & Lim (2009), and learning (Argyris & Schön, 1978). 
 
With motivation theories and engagement squarely in view, the literature highlights 
many promising potential solutions to address change and innovation, like goal 
setting (The Josh Bersin Company, 2022), creating and sustaining a learning 
organization (Merriam & Baumgartner, 2020), or promoting collaboration through 
establishing group collaboration norms (Carmeli et al., 2013). In particular, two 
potential solutions could go hand in hand due to the research insights—a 
personalized support and development offering and a comprehensive total rewards 
strategy. 
 
First, change and innovation depend on employees feeling supported (BCG, 2021; 
Erkutlu & Chafra, 2015; Sousa & van Dierendonck, 2014) and being provided 
opportunities for growth and personal development (Saks & Gruman, 2014). Therefore, 
an organization could offer a digital solution like BetterUp Care™, which provides one-
on-one coaching, support, and personal and professional development designed and 
demonstrated to increase resilience, engagement, and growth (BetterUp, n.d.). This 
could be a powerful solution since resilience is a key determinant of adaptability to 
change and innovation activity (BetterUp, 2023). 



 

 
82 Empowering High-Tech Manufacturing in Industry 4.0 

Further, implementing a total rewards initiative stands out as an incredibly effective 
solution based on the research thus far. As Luthans et al. (2015) noted, organizations 
get what they reward. Organizations wishing to encourage change and innovation 
should reward and incentivize those things. Previous research by Frey (1997) supports 
the idea that an effective incentive system, including monetary and non-monetary 
rewards, can encourage employee commitment to organizational goals. This can lead 
to a creative and innovative work environment, especially if the potential solution 
focuses on individual and team incentives (Curran & Walsworth, 2014; Luthans et al., 
2015). Recent quantitative studies, like the one by Grebeniuk and Ipatov (2018), also 
confirm that incentives and rewards can help employees adapt to organizational 
change. Top companies like Samsung, Westin, Intuit, and Coca-Cola have successfully 
used both monetary and non-monetary incentives to inspire change and innovation 
among their employees, as reported by Bodell (2019) and Chandele (2020). The 
literature provides the following considerations for leaders to design a potential total 
rewards initiative. 
 
Personalization and Customization 
To create an effective total rewards strategy, it is important to recognize and 
appreciate the unique preferences of each employee. This means providing 
personalized rewards and incentives that align with their financial objectives (Strebel, 
1996) and other non-monetary preferences like career development or experiences 
(Blueboard, n.d.; Petruzzellis et al., 2006). Any solution(s) should also be customized to 
meet an organization's unique needs, per the contingency theory of motivation 
(Luthans et al., 2015; Northouse, 2019; Prajogo, 2016).  
 
Goal-Orientation 
A successful total rewards strategy should also motivate and acknowledge employees 
to achieve their goals. This goal-oriented strategy aligns individual and group 
objectives with the company's goals (Alexander & Van Knippenberg, 2014; The Josh 
Bersin Company, 2022; O’Leary-Kelly et al., 1994).  
 
Alignment with Mission, Vision, and Needed Competencies, Skills, and Behaviors 
Finally, it is essential for a potential rewards strategy to align with the organization’s 
mission, vision, and values and acknowledge the competencies, skills, and behaviors 
needed to foster change and innovation. Organizations can create a culture of change 
and innovation by aligning rewards and incentives with desired competencies, skills, 
and behaviors (Dragoni et al., 2009; Luthans et al., 2015; Malik et al., 2014; Schunk, 1984). 
Organizations could refer to Appendix D for a comprehensive list of change- and 
innovation-supportive competencies, skills, and behaviors. 
 

Need for Further Research and Potential Methodology 
Section 2 of the consulting report detailed many of the known and unknown factors 
within EM Technologies. Among the known factors, the organization is experiencing 
a wicked problem due to a long-standing risk-averse legacy, leading to change and 
innovation being avoided and discouraged among employees despite post-
acquisition efforts to the contrary. Even with the new ownership’s recent investments 
and leadership’s focus on embracing change and innovation, there is still widespread 
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resistance to change and little to no impetus to innovate. Yet, the extent to which a 
long-term and lingering impact of the former ownership’s vilifying change and 
innovation is unknown. Also unknown is why the new leadership’s efforts to 
encourage change and innovation have not taken hold or been fruitful. The literature 
review was beneficial as it offered valuable insights to tackle EMT's problem and 
provide solutions for leadership at all levels, including the organization itself, 
leadership, and teams and individuals. 
 
Strategy, structure, culture, and human capital integration at the organizational level 
is paramount, as usefully summarized in Appendix C. Especially after a merger or 
acquisition, organizational leaders are primarily responsible for ensuring that the new 
entity’s structure and strategies align with culture to avoid common pitfalls like a 
talent exodus, morale loss, and change resistance (O’Neill, 2017). Doherty et al. (2016) 
clearly detail how integration is the single most impactful factor distinguishing low 
and high-performing organizations post-M&A. Romanski (2017) explained how Cisco 
successfully conducted 200 acquisitions by focusing on strategy integration from the 
outset of a deal to prepare for and streamline any operational problem that would 
certainly arise along the way. The extremely valuable M&A research of Van Oorschot 
et al. (2022) would seem to lead EMT’s leadership to adopt a hybrid between a people-
focused and structure-focused post-M&A strategy since essential trust, collaboration, 
and innovation are lacking. Obviously, any solution must address the organization’s 
structure and people. And The Josh Bersin Company (2022) reminds organizations to 
design compelling post-M&A human capital solutions with, not for, employees.  
 
Additionally, the literature review revealed several lessons for leadership, offering 
insight into potential solutions. Again, it is right to prioritize and heavily focus on 
leadership because successful M&A and integration efforts are “contingent upon . . . 
leadership” (Berkow, 2017, p. 10). With that in mind, the leadership styles that are most 
supportive of change and innovation are servant leadership (Hugues et al, 2018), 
adaptive leadership (Yukl & Mahsud, 2010), and virtuous leadership (Chen & Hou, 2016). 
Since Lacerenza et al. (2017) determined that leadership training is almost always 
effective at accomplishing at least some level of positive change, there is compelling 
evidence that any solution should involve training to develop those leadership styles 
in EMT’s leaders.  
 
Finally, the literature offered valuable lessons on how a potential solution can best 
motivate and engage individual employees and teams. Setting goals and offering 
incentivizing rewards are both prescient. When creating goals, it is essential to 
challenge employees and involve them in the process, aligning individual and 
organizational objectives while being flexible and adaptive to any changes or 
challenges in the internal or external environment (Chowdhury & Hiou, 2017; Doan, 
2020; The Josh Bersin Company, 2022; Locke & Latham, 2002; Latham and Locke, 
2006). Shuck and Wollard (2009) tie together the concept of goal-setting directly with 
employee commitment and engagement, which are crucial to organizational change 
and innovation performance (Harter et al., 2002; Mone and London, 2018; Saks & 
Gruman, 2014) and can be increased by recognizing employee contributions and 
efforts (MacLeod & Clarke, 2009). In addition to recognition, other aspects of a total 
rewards strategy are also key to encouraging change and innovation, including the 
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various forms of monetary and non-monetary incentives (Bodell, 2019; Kosfeld et al., 
2016). Indeed, total rewards are clearly important to a potential solution. Yet, the 
strategy should be tied to individual and corporate goals (Workhuman Editorial Team, 
2023). Incentives should also be personalized to match the unique motivators of 
different employees (Petruzzellis et al., 2006) and designed to recognize and reinforce 
the competencies, skills, and behaviors a company values (Wickham, 2023). Refer to 
the list in Appendix D.  
 
Although the preceding solutions promise to encourage change readiness and 
innovation within organizations, many unknown factors still need to be discovered. 
Examples of these unknowns include whether or not there is, in fact, a disconnect 
between the leaders’ and employees’ perceptions of the new organization. After all, 
most M&A failures result from upper-level leadership’s unfounded assumptions that 
the pre- and post-acquisition organization’s strategies are fully integrated (Garrison, 
2019). Therefore, an analysis of the current and desired states of EM Technologies is 
necessary. The use of gap analyses may help identify misalignments or gaps between 
the current and desired states of leadership and employees at EM Technologies. 
However, gap analyses alone are generally insufficient, so they often include primary 
research such as focus groups or surveys, as a best practice (Agency for Healthcare 
Research and Quality, n.d.). 
 
A survey that offers open-ended questions about helpful and unhelpful aspects of EM 
Technologies’ strategy, structure, culture, and human capital could offer valuable 
insights to understand better how EM Technologies employees view the organization. 
It would also validate whether a proposed solution would be generally accepted 
among the organization’s employees. Finch et al. (2010) conducted a study to explore 
ways to make higher education more adaptable to change, in this case, using focus 
groups to help analyze and apply organizational theory to their specific context. 
Importantly, the researchers involve the group in the solution generation process; a 
focus group or another method can be used, however. Maher (2000) also detailed how 
a large manufacturing firm formed small teams that were trained in the new culture, 
formed action plans to address cultural change, acted as change agents, and assessed 
the success of change initiatives. Also, because there is a posited disconnect between 
leadership’s new vision and the willingness of employees to adopt it, conducting a 
survey seems fitting to better understand the issues from the perspective of EMT’s 
employees and to gauge their attitudes toward any proposed solutions arising from 
identified best practices and through use of the Nadler-Tushman or another form of 
gap analysis. Similar to how Lurie (n.d.) determined that upper-level leadership is often 
woefully out of touch with how they perceive human capital issues, a potential 
methodology could involve issuing an identical survey to leadership and employees 
to gauge any potential perception disconnect, as well as an open-ended follow-up 
survey for employees to offer their feedback.  
 
Understanding existing gaps is essential to answering the central question of how 
EMT’s leaders can best motivate individuals and teams to embrace change, 
innovation, and new ways of working to fulfill the firm’s newfound mission, vision, and 
values.38 When coupled with discoveries from the literature review, obtaining 
additional internal information could facilitate targeted actions to bridge the present 
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status quo to a more fully integrated post-acquisition strategy and culture. With EM 
Technologies’ diverse team of employees spanning multiple generations, it will be 
necessary to capture their unique perspectives regarding what prevents them from 
embracing change and how best to motivate them, such as knowing whether to 
focus rewards on culture, work, structure, or people factors in alignment with the 
NTCM. This approach is also supported by the contingency theory of motivation, 
which underscores that no one-size-fits-all solution exists for any given organization. 
Further, utilizing the Nadler-Tushman model or one similar could lend valuable 
insights into which solutions to pick and how to tailor them to ensure alignment 
between strategy, structure, culture, and human capital management. 
 

Summary 
This section explored different perspectives on the problem at hand and reframed it 
to ensure a comprehensive understanding of EM Technologies’ problem. Scholarly 
and practitioner literature was reviewed to answer guiding questions that offered 
insight into potential solutions. Further, industry benchmarks were examined to 
understand how to measure the effectiveness of change and innovation in the 
manufacturing sector. Lastly, potential solutions arising from the research were briefly 
discussed, as well as the need for further research and methodology. 
 
The next section will involve a multiple-perspective inquiry approach to conducting 
research, encompassing data collection, analysis, and the identification of viable 
solutions to address EM Technologies’ problem. 
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Section 4: Multiple Perspectives and Test Solution 
 
The previous section included a detailed review of the relevant scholarly and 
practitioner literature to answer the study’s guiding research questions. M&A 
integration, motivation theories, effective leadership styles, collaboration and 
knowledge sharing, employee engagement, and learning organizations were 
reviewed. Critical competencies, skills, and behaviors that enable change and 
innovation were identified. Additional valuable insights were provided from a review 
of how total rewards and other solutions can be leveraged to motivate individuals and 
teams to embrace change and engage in innovation. Finally, Section 3 concluded with 
an overview of the benchmarks for measuring change and innovation in 
manufacturing, several frameworks that can be used to identify potential solutions, 
and the need for further research and potential methodology for such research.  
 
Section 4 begins with a description of multiple perspectives associated with the 
overarching problem, literature, and organizational context, which guides data 
analysis and solution development. Then, the research design is outlined to describe 
the planned inquiry, a targeted employee engagement survey. Qualitative and 
quantitative data gathered from the research conducted at EM Technologies helps 
address the knowledge gaps found during the literature review. The section 
concludes with resolving any remaining knowledge gaps and a well-justified and 
evidence-based recommendation for the proposed test solution. 
 

Multiple Perspectives Framework 
A multiple perspectives inquiry (MPI) is “. . . the process of making long-term decisions 
that shape the course of an organization, while taking into account diverse 
perspectives” (Wainfan, 2010, para. 1). These inquiries are beneficial since there are 
often additional frameworks to conceptualize a problem, contextualize or analyze 
data, and inform a well-justified and evidence-based solution. Essentially, in an MPI, a 
researcher holds up a problem like a gemstone to light, observing the many facets 
that comprise the whole. This study addresses multiple perspectives on the problem, 
ethics, and social capital.   
 
Perspectives on the Problem 
Thus far in the study, it is more than apparent that EM Technologies has a wicked 
problem.39 40 For years before the 2021 acquisition, the company sat still—growing 
slowly but steadily, with the prior leaders actively discouraging change and innovation 
to protect its value as they sought to sell it. Yet, despite encouragement and pressure 
from new ownership and radically new mission, vision, and values, leadership has not 
been able to engender a lasting or pervasive embrace of change or innovation among 
individuals or teams. Foundationally, the solution must fully answer the driving 
research question: How can EMT’s leadership motivate individuals and teams to 
embrace change, product and process innovation, and new ways of working to fulfill 
the recently acquired high-tech firm’s newfound mission, vision, and values? To that 
end, it would be helpful to reframe the problem by looking at it from the perspective 
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of post-M&A integration and then realigning EMT’s values according to the NTCM and 
CVF. 
 
The Problem: Organizational Misalignment and Tension 
The comprehensive review revealed that the Nadler-Tushman Congruence Model is a 
valuable form of gap analysis that breaks an organization down into its parts: the 
organization’s inputs, people, work, formal and informal organizations, and 
organizational outputs (Weller, 2018). In this model, organizational outputs are 
impacted by the congruence or incongruence of the informal and formal 
organizations, work, and people—irrespective of the quality of the input. EMT’s leaders 
believe they are inputting positive things, such as millions of dollars in new 
investments and a seemingly compelling mission, vision, and values41 that they hoped 
would engender a widespread and lasting embrace of change and innovation. Yet, 
they are not receiving the desired output of change readiness, innovation, and 
subsequent return on investment. To better understand a problem, it is often helpful 
to break it down into individual parts to see if there are any new informative 
perspectives to examine and solve (Indeed Editorial Team, 2023a). 
  
Like Lin (2012), one can reframe the individual components of the NTCM to mirror the 
M&A alignment areas utilized throughout this study, as shown in Figure 14. When the 
NTCM is reframed in this way, it becomes clear that there is misalignment somewhere 
within EMT. Therefore, the data analysis should look for insights into how EMT can 
align the themes of the NTCM and M&A integration areas. 
 

 
 Figure 14. Reframing the NTCM Into Alignment Areas. 
 
Another approach to organizational integration and alignment is the CVF. This 
framework helps create and sustain successful change initiatives by ensuring they 
consider cultural variables within organizations (Lincoln, 2010). The model categorizes 
organizational culture into four types as outlined in Table 3, two or more of which may 
be present within an organization at any given time, which can result in organizational 
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tension. Notably, the model does not necessarily call any of the types of organizations 
good or bad; instead, the model suggests that the type of organization should fit the 
organization’s goals. What works for a small business may or may not work for a 
multinational corporation, and so on. Competing values of two or more groups within 
an organization lead to tension, a sense of uncertainty among employees at best, and 
conflict at worst that can impede organizational and cultural change (Reiman & 
Rollenhagen, 2012). 

 
Table 3. CVF Framework. Note. The content is based on Goldminz’s (2020) descriptions of the types of 
organizations.    
 
Until this point in the study, the two primary groups examined within the company 
have been leadership and employees. The tension between these groups has already 
been made clear: Leadership desires the change and innovation associated with an 
adhocracy culture, and, generally speaking, employees have yet to be compelled or 
motivated to do so. But what about other groups that may or may not be experiencing 
tension?   
 
As discovered in Section 3, post-M&A leaders must ensure that an us versus them 
mentality does not form (Viegas-Pires, 2013). Perhaps one has already formed 
between various groups within the organization, especially employees who have been 
with the company before the acquisition and those who were hired after it. While just 
under two-thirds of the organization started working for EMT after the 2021 M&A, over 
a third of employees have been with the company since the longsuffering period of 
stagnation when the company was held in a family trust. Notably, almost one in five 
employees (~20%) have been with EMT before and during the trust—when change 

Type Description Example 
Clan A strong sense of community and 

shared values characterize a clan 
culture. Employees feel like they 
are part of a family and are highly 
supportive of each other. 

Small and/or family-owned 
businesses, religious 
organizations 

Adhocracy A focus on creativity and 
innovation characterizes an 
adhocracy culture. Risk-taking and 
experimentation with new ideas 
are encouraged. 

Tech start-ups 

Market A focus on competition and results 
characterizes a market culture. 
Employees are rewarded for their 
individual performance and 
contributions to the bottom line. 

Large insurance brokerages 
and real estate firms 

Hierarchy A formal structure with clear lines 
of authority characterizes a 
hierarchy culture. Employees are 
expected to follow strict rules and 
procedures. 

Government agencies and the 
United States Army 
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and innovation were discouraged. The demographics make it apparent that at least 
two other groups—rather, segments of the larger Employee Group—exist in the 
organization: Those who worked for EMT before the M&A and those who started with 
the company after the M&A.42 43  The former can be conceived as holding to the 
historic clan culture, as described in the CVF, since these longer-tenured employees 
have in common their seniority, shared experiences of the organization’s history, and 
perhaps closely held traditions. The group of employees who joined after the 
acquisition can be framed as more associated with an adhocracy culture Goldminz’s 
(2020), a group of employees who have only known the new mission, vision, and 
values—and so these employees are potentially more open to taking risks associated 
with change and innovation. But this assumes both the pre- and post-M&A employees 
know, believe in, and live according to the company’s new direction—but at this point 
in the study, that is still unknown. 
  
There are five challenges of workplace culture change listed by Perucci (2023), which 
can lead to tension between those who get on board with change and those who do 
not, including resistance, lack of motivation and ownership, complacency, and 
capped potential. The lack of motivation for change and complacency toward new 
ways of working have been uncovered and discussed in previous sections. Potentially, 
though, there are other forms of resistance within the two employee segments. 
Resistance does not always look outwardly rebellious, such as public insubordination 
or outbursts. Resistance can also mean quietly spreading negativity, sowing mistrust 
in leaders, or rallying others behind divergent ideas. Especially with older employees, 
resistance to change can also look like quiet dissent. Perhaps longer-tenured 
employees, dissatisfied with the post-M&A changes, feel their closely held traditions 
or organizational history are not being honored, leading them to dig into the clan 
culture. There might also be a lack of ownership of the change and innovation push, 
leading to a stalled post-M&A strategy. Employees are a vital part of the change 
process and are responsible for changing company culture as well. What if the top-
down approach taken by EMT’s post-M&A leadership has not entirely created a sense 
of ownership among employees, such that they feel distant from or powerless to 
affect change, which can often happen during culture changes? Or, what if the well-
intentioned employee resource group created by leadership does not fully capture 
the general or widespread sentiment of the employees at large? Finally, change and 
innovation require new competencies, skills, and behaviors. Perhaps there is capped 
potential among EMT’s employees such that they are not yet well-equipped to 
engage in change and innovation, needing growth and learning opportunities to 
overcome this challenge to change. 
 
Finally, another group may have been left out of the equation thus far: frontline 
management. Leaders must continuously shepherd integration efforts for a merger 
or acquisition to succeed (Ashkenas et al., 1998; Doherty et al., 2016). But leaders alone 
will not make an M&A successful; frontline functional managers actually execute M&A 
strategies (Clarke et al., 2020). The problem investigation revealed that leadership’s 
labors to execute the company’s post-M&A strategy have not stuck—by no fault of 
their own. What if leadership has missed a step by going straight to employees 
without first involving frontline managers, who are ultimately responsible for strategy 
execution? 
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The Problem: The Scale and Pace of Change 
EMT has experienced foundational changes in rapid succession surrounding the 2021 
acquisition. Shortly after the M&A, the company hired a new COO tasked with 
shepherding the company through the transition and overseeing day-to-day 
operations. The COO knew that the M&A would only be successful if he surrounded 
himself with a well-rounded team of people to help with the integration efforts. Within 
a few months of the M&A, the COO hired a new human resources director, corporate 
controller, senior engineer, junior engineer, and other key roles. Each of these new 
roles was newly created as well. During this time, several new technologies and 
systems were implemented to handle the exponential growth the company was 
experiencing, as described in Section 1. Unfortunately, a few months after the M&A, 
the company’s longest-tenured employee and president passed away. Also, the EMT’s 
long-standing CFO retired, and a new vice president was hired to replace many of the 
late president’s duties, specifically overseeing the antenna division. Needless to say, 
there were several rapid and large-scale changes employees weathered during a 
short amount of time. 
 
Within a relatively short timeframe, EMT experienced five of the six most common 
events that led to organizational change listed by Perucci (2023). However, 
organizational change should not occur in rapid succession, especially significant 
change, which could take months to implement and for employees to adjust (Perucci, 
2023). Perhaps EMT’s employees are simply exhausted with the scale and pace of 
change. Therefore, any solution(s) should be implemented with that in mind and be 
implemented slowly and deliberately.  
 
Perspectives on Ethics and Adherence to Organizational Goals 
Any test solution must be held to the highest standard of ethics. Due to the nature of 
its work in government contracting, EMT is subject to a federally mandated code of 
ethics.44 In particular, the code of ethics requires EMT to ensure no deviations from 
project plans; therefore, when encouraging change and innovation, leadership must 
ensure that no change or innovation interferes with contractual product designs and 
specifications. If EM Technologies implements a solution involving compensation, it 
must abide by applicable laws that govern equal pay for equal work among men and 
women, such as regulations set by the Equal Employment Opportunity Commission 
(n.d.) and the New York State Department of Labor (n.d.).   
  
Further, EMT’s executives publish among its leadership team their business 
improvement goals (B.I.G.)—strategic initiatives that guide each department’s goals, 
as shown in Figure 15. The B.I.G. initiatives either stem from or directly support the 
organization’s mission, vision, and values. To support these strategic initiatives, any 
potential test solution(s) should directly or indirectly support one or more of these 
organizational goals.  
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Perspectives on the Social Capital Domain of the Virtuous Business Model 
There is a growing and widespread crisis of faith in capitalism as a good and positive 
economic model (McCarthy, 2020). Tuccille (2022) also describes this phenomenon, 
writing that, “When it comes to economic systems . . . a growing number of Americans 
don’t seem to believe in much at all” (para. 1). The VBM, pioneered by the DeVoe School 
of Business, Leadership, and Technology, was designed to address the growing, 
arguably justified, dissatisfaction with capitalism. 
 
Essentially, the VBM is a multi-faceted approach to leadership and organizations that 
emphasizes the integration and development of three forms of capital: economic 
capital, the financial aspect of leadership and organizations; spiritual capital (i.e., 
ethical or existential), which is the moral aspect of leadership and organizations 
(DeVoe School of Business, Technology, and Leadership, 2024); and social capital, 
which is the interpersonal aspect of leadership and organizations (Hein & Wilkinson, 
2015). Rather than focusing exclusively on turning profits quarter after quarter, the 
VBM encourages leaders and organizations to act and conduct their work ethically by 
building and developing relationships (social capital) and promoting integrity, service, 
and excellence (spiritual capital; Hein & Wilkinson, 2015). This study addresses all three 
forms of capital development. In particular, the importance of the social capital 
dimension of the VBM is evident throughout the report. By stressing the need to 
develop relationships with followers, as well as its emphasis on “provid[ing] for the 
relational needs of people” (Hein & Wilkinson, 2015, p. 12), social capital development 
is central to how any test solution should be conceived since much of the overarching 
problem depends on relationships between leaders and employees. 
 
With its four building blocks, the influence model will be used to evaluate the 
solutions from the VBM framework to improve the social capital needed to encourage 
organizational change. These building blocks are defined by Basford and Schaninger 
(2016) as the primary actions and behaviors needed to transform an organization 
successfully and include (a) role modeling, (b) fostering understanding and 

Figure 15. EMT's B.I.G. Strategic Initiatives (EMT, 2023). 
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conviction, (c) developing talent and skills, and (d) reinforcing change with formal 
mechanisms. 
   
Be, Know, Do 
One final aspect of the VBM is its use of the be, know, do (BKD) framework—which 
encompasses what organizations/leaders should embody or emulate, what they 
should know, and what actions they should take or behaviors they should display 
(Campbell & Dardis, 2004). The BKD framework, utilized by highly effective 
organizations like the United States Army (1999), ensures a holistic approach to 
generating or evaluating solutions, contributes to effective leadership and 
organizational development, and should thus inform the recommended test solution. 
 
Multiple Perspectives Triangulation 
Each perspective on its own helps to contextualize and reframe EMT’s problem and 
could certainly be utilized to inform data analysis and solution evaluation. However, it 
is helpful to triangulate the perspectives to streamline their use for data analysis and 

solution evaluation. Figure 16 
displays the multiple perspectives 
triangulation, which will be used to 
determine whether a solution is 
viable. The literature review 
highlighted many possible 
solutions, and more are sure to be 
discovered through the results of 
the planned inquiry.  
 
But more than just any solution is 
needed; an optimal solution 
combines the previously mentioned 
perspectives. To determine multiple 
recommended solutions, each 
recommendation doesn't need to 
meet all criteria as long as the 
package of solutions does. For 
example, in the event of three 
proposed solutions, one solution 

might address all three criteria, the second only two, and the third only one. Or. three 
smaller solutions that touch on each domain of the triangulation would also be 
considered a viable test solution package. If the solutions answered the driving 
research question by addressing the problem, then adhering to ethics by supporting 
organizational goals and increasing the social capital dimension of the VBM, the 
solutions would remain viable. 
 

Planned Inquiry 
After identifying a framework to analyze data and evaluate potential solutions, 
attention now turns to the planned inquiry. The inquiry was designed to address the 
remaining knowledge gaps and gain valuable insights from EMT's leaders and 

Figure 16. Multiple Perspectives Triangulation. 
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employees to aid in the post-M&A integration process. In Section 3, the extant 
scholarly and practitioner literature was thoroughly reviewed to answer the driving 
research question and guiding questions. Yet,  knowledge gaps remained, like how to 
integrate further the strategy, structure, culture, and human capital management 
and tailor the test solutions to meet the needs of EM Technologies. For those reasons, 
the planned inquiry was designed to gain valuable insights from EMT’s leaders and 
employees to aid EMT’s post-M&A integration of strategy, structure, culture, and 
human capital management. 
 
Alternative Methodologies 
Several methodologies could have been employed in the planned inquiry instead of 
the one described. Three examples of alternative methodologies have been identified. 
First, the study could have followed Finch et al.’s (2010) approach, which utilized focus 
groups to explore ways to make higher education more adaptable to change. A focus 
group approach could have been adapted to include both the Employee Group and 
the Leader Group separately or together. Second, the planned inquiry could have also 
utilized document analysis incorporating the organization’s prior three years of Best 
Places to Work survey data. The organization participates in the annual Best Places to 
Work survey, which yields insightful results about the same themes as this study. 
Third, the principal investigator could have conducted an observation or employed an 
interview method to understand the strategy, structure, culture, and human capital 
management of EMT firsthand (Scribbr, n.d.). However, the targeted employee 
engagement survey methodology was ultimately selected because targeted surveys 
offer descriptive data that allow researchers to collect information objectively and 
anonymously (Scribbr, n.d.). The selected method is also supported by the fact that 
there was the potential for conflict of interest in conducting focus groups, 
observations, or interviews, as pointed out by the IWU Institutional Review Board 
(IRB), because of the researcher’s position as the human resources director at EMT. 
Further, given the current state of the culture, it was imperative to offer the employees 
an opportunity to voice their views openly. 
 
Inquiry Design 
The overarching framework for the planned inquiry was a gap analysis informed by 
the NTCM and the CVF concepts. A gap analysis helps an organization understand 
how to move from the current state to the desired state (Leonard & Bottorff, 2022). 
The planned inquiry was explicitly designed to inform the selection and specifications 
of the test solutions to assist EMT in transitioning from the present state of opposition 
or apathy towards change and innovation to a state where they are embraced and 
encouraged to maintain competitiveness in Industry 4.0. 
 
To assist with and inform the gap analysis, the methodology used in the planned 
inquiry described below was a targeted employee engagement survey. Many similar 
studies noted in the comprehensive review utilized applied research to measure the 
effectiveness of organizations’ strategies, structures, cultures, and/or human capital 
management practices—usually in the form of surveys (BetterUp, 2023; Finch et al., 
2010; Lurie, n.d.; Morgan Stanley, 2023). To do the same, this study utilized applied 
research in the form of a mixed methods research survey. 
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Inquiry Method and Process 
There were two primary research methods in the inquiry: quantitative and qualitative. 
The quantitative data collection design included the distribution of Likert ratings for 
each question and in the aggregate from both groups: leadership and employees. The 
qualitative design included optional open-ended comments for each survey question 
from both groups, with the Employee Group survey also including three follow-up 
questions about EMT’s practices. Participants accessed the employee engagement 
survey through a link embedded in the emailed invitations. Refer to Appendices G and 
H. A total of 51 employees (8 leaders and 43 employees) were eligible to complete the 
survey. Neither the executive assistant—who was selected to send out the survey 
invitations—nor was the researcher eligible to take the survey. Participant consent 
was required before the survey instrument was made available in Microsoft Forms. 
See Appendices I and J for copies of the leadership and employee consent forms. 
Once surveys were completed, Microsoft Forms automatically compiled both groups' 
aggregate Likert ratings and open-ended responses.  
 
Research Instrument 
To strengthen the validity of the data collection, a modified version of the SHRM-
standard employee engagement survey detailed in Willer et al. (2019) was 
incorporated into the research instrument. The survey consisted of 15 statements that 
respondents rated on a 5-point Likert scale, as depicted in Figure 17. Open-ended 
response boxes followed each Likert scale item, allowing respondents to comment 
further on their answers.  
 

 
 
Figure 17. Likert Scale. 
 
The employee engagement survey content was identical for both groups, the Leader 
Group and the Employee Group, but there are also a few notable distinctions in what 
was provided to them. First, in recognition that upper-level leadership is often out of 
touch with how employees perceive human capital issues Lurie (n.d.), the Leader 
Group was explicitly instructed at the top of their survey to answer as if they were 
answering on behalf of the average employee. This was purposively done to gauge if 
there is a perception gap between leadership and employees.  
 
What distinguished the Employee Group survey is that, in addition to the employee 
engagement questions, it included three open-ended questions about what should 
be stopped, started, and continued at EMT to motivate change and innovation to help 
answer the study’s driving research question. The Leader Group did not receive the 
start, stop, and continue questions since the inquiry sought a secondary purpose: 

Agree Somewhat 
Agree Neutral Somewhat 

Disagree Disagree
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Gaining employee input on any proposed test solution. The approach also resulted in 
positive secondary implications of enhanced protection of confidentiality and 
impartiality for the smaller purposive sample. The insights from the field research 
helped to reduce the remaining ambiguity by collecting and analyzing the survey 
data and employee comments regarding the strategy, structure, culture, and human 
capital management practices of EM Technologies.  A copy of the survey instrument 
is located in Appendix K. 
 
Data Analysis To analyze the quantitative data, several tools were utilized to provide 
various metrics, analyze relevant descriptive statistics, and compare the data from 
both groups. These tools include Microsoft Excel and JASP, an open-source statistical 
analysis software. Qualitative data analysis was thematic in nature. Thematic analysis 
is a methodology for analyzing qualitative data, during which data is examined for 
themes and patterns, often mitigating confirmation bias by providing narratives and 
patterns from the data (Caulfield, 2023). The thematic analysis of the open-ended 
responses from both groups provided context to the narratives and patterns 
discovered in the quantitative data, visualized using ChartExpo (n.d.), an online data 
visualization platform.  
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Sample Size 
Two distinct groups within EMT 
were surveyed: the Leader Group 
and Employee Group. Eight senior-
level employees above the senior 
manager level in the organizational 
structure above the senior manager 
level  comprised the Leader Group.  . 
All remaining employees, regardless 
of tenure or classification, comprised 
the Employee Group, totaling 41. A 
sum total of 51 eligible participants 
were invited to participate in the 
study.  
 
Universe Characteristics  
Demographic information was not 
collected in the survey to protect the 
confidentiality of the  participants. 
However, several characteristics of 
the entire population of all eligible 
participants were extractable from 
the company’s HRIS system, as 
found in Table 4. EMT employs 37 
self-identified males and 14 self-
identified females, not including the 
researcher or executive assistant. In 
terms of age, EMT’s workforce 
includes employees from four of the 
five generations present in today’s 
workforce: Generation Z (13.7%); 
Baby Boomers (23.5%); Millennials 
(29.4%); and Generation X (33.3%). 
There are no Traditionalist 
generation employees. 
                                                                        Table 4. Potential Sample Characteristics. 
 
 
 
 
 
 
 
 
 
 
 

  

Characteristic Number % 
Self-Identified Gender    

Male 37 72.5% 
Female 14 27.5% 

Age    
Generation Z (1997–2012) 7 13.7% 
Millennials (1981–1996) 15 29.4% 
Generation X (1965–1980) 17 33.3% 
Baby Boomers (1946–1964) 12 23.5% 
Traditionalists (1928–1945) 0 0% 

Length of Service    
Less than 2 years 30 58.8% 
3–7 years 11 21.6% 
8–12 years 3 5.9% 
13+ years 7 13.7% 

Average Tenure (years) 6.5   
Hiring Timeline    

Pre-M&A 18 35.3% 
Post-M&A 33 64.7% 
Highest Education Level    
No high school diploma 2 3.9% 
High school diploma or 
GED  25 49.0% 
Some college, no degree 10 19.6% 
Associate's degree 7 13.7% 
Bachelor's degree 6 11.8% 
Master's degree 0 0.0% 
Doctoral degree 1 2.0% 

Department    
EMT Antennas 10 19.6% 
EMT Contract 
Manufacturing 14 27.5% 
EMT Administration 27 52.9% 
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Well over half (58.8%) of employees have worked for the company for less than two 
years. Nearly two-thirds were employed after the 2021 M&A. The average tenure is six-
and-a-half years. Nearly 90% of employees have less than a bachelor’s degree, while 
only 13.7% (7) have earned at least a four-year degree. Finally, over half (52.9%) of EMT’s 
workforce consists of administrative employees—traditionally white-collar workers—
followed by EMT-CM (27.5%) and EMT Antennas (19.6%). All surveyed employees live 
within approximately 50 miles of the company’s headquarters in Jamestown, NY. 
 
Researcher’s Role 
As the head of human resources at EMT, the researcher is a member of the Leader 
Group and Employee Group and, therefore, did not participate in either survey. The 
researcher’s role in data collection was limited and primarily hands-off. The company’s 
administrative assistant sent the invitation emails to the leader and employee groups 
with the link to the survey on the researcher’s behalf to put distance between himself 
and the study, to protect its integrity. However, as an employee and head of HR at the 
company, the researcher has a unique perspective as someone who has experienced 
the problem firsthand. Also, the researcher has been with the company since the early 
days of the acquisition and has conversations related to the problem with various 
stakeholders almost daily. This rich professional experience has given the researcher 
deeper knowledge of the problem and organization and prompted unique, valuable 
insights into the problem.  
 
Institutional Review Board 
The inquiry involved human research in the form of a survey, which was required to 
answer the driving research question fully and fill in the remaining knowledge gaps. 
To ensure the highest level of academic integrity and protect the research 
participants, the planned inquiry was evaluated and approved by Indiana Wesleyan 
University’s Institutional Review Board. The research approval by the IRB and SHRM’s 
copyright license for the survey can be found in Appendices L and M. The researcher 
was recused from participating in both surveys to address a potential conflict of 
interest and ensure the highest academic integrity. Additionally, the survey was 
administered electronically through Microsoft Forms. Confidentiality was maintained 
by not requiring respondents to provide personally identifying information or 
demographic data. Taking the survey was voluntary; employees were not required to 
participate, and participants could leave the survey at any time. The principal 
investigator will retain electronic copies of all data in a password-protected Microsoft 
OneDrive folder for a period of three years. Copies of all participant-signed consent 
forms were sent to the IRB after completion of the study. 
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Inquiry Execution and Findings  
Planned Inquiry Execution  
The research was conducted over a two-week period starting in September 2023. An 
invitation containing the link to the survey was sent to both groups on September 5, 
2023, and a reminder email one week later. Of the 51 eligible participants, 14 
responded to the survey (28%). Among the two groups, 50% of the eligible Leader 
Group (4 of 8) and 23% of the Employee Group (10 of 43) voluntarily participated in the 
survey. No participant in the Employee Group survey commented on the three follow-
up questions regarding what practices EMT should start, stop, or continue to support 
its new mission, vision, and values.  
 
Research Findings 
The full results from the quantitative and qualitative data can be found in Appendices 
N and O, respectively. Figure 18 summarizes the aggregate results of the survey Likert 
data in a visual format.  
 
 

 



 

 
99 Empowering High-Tech Manufacturing in Industry 4.0 

 Figure 18. Survey Likert Data.  
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Data Analysis 
Participation Rate Considerations  
During the survey period, 50% of the eligible Leader Group and 23% of the Employee 
Group participated in the survey, as shown in Table 5. Consequently, the Leader Group 
survey has a non-response bias of 50%, and the Employee Group survey has a non-
response bias of 77%. In sum, the planned inquiry had a 27% response rate and a 23% 
margin of error. Further, no participant in the Employee Group survey commented on 
the follow-up questions regarding what practices EMT should start, stop, or continue 
to support its new mission, vision, and values. 
  

  Leader Group Employee Group 
Eligible Participants 8 43 
Actual Participants 4 10 
Participation Rate 50% 23% 
 
Table 5. Participation Rates. 
 
Assuredly, it would have been ideal for more employees to participate in the survey 
since a higher participation rate can often indicate higher levels of employee 
engagement and yield more reliable and actionable results (Kailash, 2023; Jonas, 
2022).  If, in fact, the low participation rate for the survey for this study potentially 
indicates a low employee engagement rate, it would certainly align with the insights 
from the comprehensive review: Engaged employees exert more discretionary effort, 
such as participating in an optional employee survey (Davis, 2016; Saks & Gruman, 
2014). One could also argue that the lower participation rate and the lack of 
suggestions to improve the company’s practices mirror the lower levels of employee 
engagement, which aligns with the overarching problem of a lack of receptiveness to 
change and innovation. However, the Leader Group had over a 2x higher response 
rate than the Employee Group, which is notable and further indicates leaders’ 
willingness to be engaged. 
  
The lower-than-hoped-for participation rate does not necessarily invalidate the 
planned inquiry. One survey platform reports that their average response rate for a 
medium-length survey—one with more than 12 questions—is less than 10% 
(PeoplePulse™, n.d.), but yields informative data. Moreover, as Gartner author Jackie 
Wiles (2015) notes, “It’s far better to focus on the results of employee engagement 
surveys than the number of people who participated” (para. 1). Also, the leaders’ survey 
comments appear to indicate that they did not follow or understand the instructions 
on how to respond—that is, how they thought the average employee would respond. 
Instead, the leaders responded as they would to most other surveys—by answering 
the questions on their own behalf. Regardless, the open-ended survey responses 
yielded insightful findings that augmented the low participation rate. With that in 
mind, the quantitative and qualitative results of the research are undoubtedly 
enlightening and provide wonderful insights into the problem and potential 
solutions.  
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Perception Gap 
The primary goal of the inquiry was to answer the driving research question. Toward 
that end, it was crucial to determine if there was a perception gap between leaders 
and employees. The quantitative and qualitative data were analyzed, in part, from this 
perspective. The quantitative data analysis certainly offered valuable insights into 
whether and to what extent a perception gap exists between the two groups in the 
organization.   
  
The researcher modeled the quantitative analysis for this study after Rizwan et al.’s 
(2021) research. The researchers conducted a study to identify differences in how 
female engineering graduates and employers perceive graduates’ employability skills. 
They used a survey method similar to the planned inquiry of this study by giving the 
same survey to two distinct and targeted groups. Then, the researchers grouped the 
survey questions by M&A alignment category and gave the mean rating for each 
group to determine perception differences. It is important to note that the respective 
mean ratings of both groups were calculated only from the groups’ ratings on the 
highest Likert rating, in this case, the agree rating. This approach is based on one of 
the study’s primary goals: to determine to what extent the groups are aligned with 
how they view the organization. 
 
Using only the agree rating means is also in line with other studies. For example, 
Romney et al. (1986) used only the first and highest rating, in their case competent, to 
determine the level of cultural consensus in their study. Further, Dykema et al. (2022) 
note that agree ratings can and should be interpreted as the most “alignment with 
the construct” (Table 2) in subjective Likert evaluations when agree is the highest 
possible rating. Nyutu et al. (2021) utilized a similar approach to determine students’ 
perceptions of their lab environments based on gender and college major. Therefore, 
only the agree Likert ratings were applied in this study to determine what defines 
alignment, which is aligned with this study's goal and other similar studies. But it is 
also necessary, considering the distribution of the data.  
  
Notably, no participants in either group rated any question lower than neutral; all 
questions received agree, somewhat agree, or neutral at worst. In other words, as 
Figure 17 displays, most of the data is at the positive end of the Likert scale. To be clear, 
all ratings are valid and used throughout the analysis. But whereas the data was 
normally distributed with all five Likert ratings utilized, agree and somewhat agree 
could have been combined to form a general agreement rating. For example, if a 
group had rated a question with 20% agree, and 40% somewhat agree, one could 
determine that 60% of respondents generally approve of that item. Similarly, if 10% 
somewhat disagree and 30% disagree with a question, it could be determined that 
40% of respondents generally disapproved. In this instance, it is clear what percentage 
view the item the most positively (20%), positive but less so (40%), most negatively 
(30%), and negatively but less so (10%). However, since only the top three Likert ratings 
were used, only the agree ratings can be used to determine if a group approves of a 
topic since that rating alone is the highest. When 10% agree, 20% somewhat agree, 
and 30% neutral, which is most positive, less positive, or most negative? If no 
respondents rated an item as disagree or somewhat disagree—the typically lowest 
ratings on a Likert scale—then the meanings of the ratings are entirely different. Agree 
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remains the highest possible rating, somewhat agree would become the neutral 
rating, and neutral becomes the rating indicating the least agreement on the scale. 
Sure, all ratings would then be assumed to be positive overall, but when determining 
the least positive ones, neutral would effectively become the least favorable rating for 
analysis purposes.  
 
This phenomenon is known as a ceiling effect, which occurs when surveys that utilize 
a scale produce data close to the upper limit, in this case, the agree option (Chyung 
et al., 2020). For example, if the data had spread throughout each Likert rating, the 
difference between agree and somewhat agree would not have been crucial. Instead, 
the difference between agree and somewhat agree is crucial because the worst rating 
on any question was the neutral option. In other words, normally distributed Likert 
scale data would mean that agree would be the most positive and disagree would be 
the most negative. Because no respondents rated any question less than neutral, it 
can be reasonably inferred that neutral would be the most negative rating. A ceiling 
effect makes the difference between agree and somewhat agree all the more 
important to determine a perception gap. 
 
Notwithstanding, this project consciously interpreted the data as it is, not as desired 
or assumed. Moree (2018), writing about research among marginalized communities 
for the Oxford Research Encyclopedia, cautions researchers against assuming that 
research participants—especially marginalized ones—are helpless victims. Instead, 
researchers are to view them as “agents able to tell their own stories” (para. 1). She also 
alerts researchers to the antagonism often found in research results, a phenomenon 
that occurs when research participants often choose between the two extremes of a 
scale when presented with a decision they have to make during the course of the 
research (Moree, 2018). It appears that an antagonism phenomenon is also present in 
this study's results. The researcher presumes research participants made a conscious 
decision when selecting among the ratings for each question. Such agency was 
reiterated by the fact that survey participants had a choice to take the survey or not, 
walk away anytime during the survey, and answer to the best of their knowledge 
regarding what they perceived to be the average employee’s view. 
 
Quantitative Analysis 
The survey data provides insightful revelations about the groups’ perceptions of EMT’s 
strategy, structure, culture, and human capital management. While the quantitative 
data shows evidence of strong consensus and alignment between the groups, there 
are also areas where alignment is far less pronounced, and that present a foundation 
for targeted interventions.  
 
Following Rizwan et al.’s (2021) model data analysis, the questions were categorized 
by theme, which can be found in Table 6.  
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Category Question 
Number Question 

Strategy 8 People believe in what they (and/or the organization) 
provide to their customers. 

Strategy 13 People buy into where the company is going. 
Structure 3 People are able to easily work with other teams or 

colleagues without barriers. 
Structure 4 People from diverse backgrounds and opinions are able to 

collaborate. 
Structure 14 Managers support their teams to be successful. 
Culture 1 People are able to act on their own authority and innovate 

on the job. 
Culture 5 People believe in and trust their senior leaders. 
Culture 9 People feel they are adequately recognized and 

appreciated. 
Culture 12 People feel like they can achieve a work-life balance as an 

employee of the company. 
HCM 2 There are opportunities for people to grow and develop in 

the company. 
HCM 6 People feel they’re compensated fairly. 
HCM 7 People feel the company’s benefits meet their needs. 
HCM 10 People have the right tools (computers, systems, etc.) to 

do their job. 
HCM 11 People feel that there are enough people on their team to 

support their workload. 
HCM 15 People feel they have the training they need to do their 

job. 
 
Table 6. Survey Questions by Category. Note. HCM equates to human capital management. 
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Based on the data, several general observations can be made about the comparisons 
and contrasts between and within the groups, which are also helpfully visualized in 
Figure 19. 

 
As indicated in the visualization, there is high alignment between the Leader and 
Employee groups in certain areas, most notably in their unanimous agreement on the 
potential for growth and development within the company (Q2) and belief in what the 
company provides to its customers (Q8). This suggests a shared positive perception of 
company growth opportunities and customer value. The alignment of having the 
right tools for the job (Q10) and buying into the company's direction (Q13) is strong but 
shows a slight discrepancy, with leaders more in agreement than employees by a five-
point gap in both questions. These minor gaps may indicate areas where leaders 
perceive the situation more positively than employees. 
 
There is total agreement within the Leader Group on growth opportunities (Q2), 
customer value (Q8), recognition (Q9), and work-life balance (Q12), showing strong 
consensus on these aspects. Conversely, there are more varied opinions among 
leaders regarding compensation (Q6), benefits (Q7), and management support (Q11), 
where 50% agree, and the rest are split between somewhat agree and neutral. This 
suggests that leaders are not consistently convinced about compensation, benefits, 

Figure 19. Ratings Comparison Between Groups. 
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and management support, indicating potential areas for potential solutions. Within 
the Employee Group, there is also notable consensus on company and customer value 
(Q2 & Q8), collaboration (Q4), management support (Q14), and work-life balance (Q12). 
However, there are divergent opinions on compensation (Q6), management support 
(Q11), and company direction (Q13), with a spread across agree, somewhat agree, and 
neutral responses, highlighting these as potential areas for improvement from an 
employee perspective. 
 
The results indicate significant gaps between the Leader and Employee Groups 
regarding recognition (Q9) and compensation fairness (Q6). The gap is particularly 
large in the case of recognition, with a 30% difference between the two groups. This 
suggests that the Employee Group has a more critical view of these issues than the 
Leader Group. On the other hand, both groups are aligned on customer value (Q8), 
recognition (Q9), tool adequacy (Q10), work-life balance (Q12), and managerial support 
(Q14). The areas with the most somewhat agree and neutral ratings include autonomy 
and innovation (Q1), collaboration across teams (Q3), compensation (Q6), benefits (Q7), 
and training adequacy (Q15). These areas require greater attention from the 
organization to address the lack of alignment. 
 
Overall, the findings indicate that while there is strong alignment in certain areas, 
there are evident discrepancies in others, which could indicate underlying concerns 
that may need to be addressed to improve overall satisfaction and alignment within 
the company. But can further quantitative analysis by category help to understand 
perception gaps and areas for improvement? 
 
Category Analysis 
Also, the means and standard deviation were calculated by category to analyze the 
survey data, which then enabled the perception gap to be quantified and ranked 
highest to lowest by absolute value, following Rizwan et al. (2021). This analysis can be 
found in Table 7 below.  
  

Category  Leaders Agree 
Rating Mean  

Standard 
Deviation  

Employees Agree 
Rating Mean  

Standard 
Deviation  

Gap 
(Absolute 

Value) 
Rank  

Strategy 0.875 0.177 0.85 0.212 0.025 4 
Structure 0.75 0 0.8 0.173 0.05 2 
Culture 0.6875 0.289 0.625 0.252 0.0625 1 

HCM 0.6697 0.238 0.7 0.223 0.033 3 
 
  Table 7. Survey Data Analysis by Category.  
 
But how was this data calculated, and—more importantly—what does it mean? First, 
using JASP, an open-source statistical analysis software, each group’s agree ratings 
were added and divided by the number of questions for each category. For example, 
the culture category means were calculated by adding the agree ratings for the 
culture-related questions (see Table 5). Then, the sum of the ratings was divided by 
the number of ratings, producing a mean of .6875 (or 68.75%) and .625 (or 62.5%) for 
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the leader and employee groups, respectively. This data essentially translates to the 
average rating for each group by category. Comparing the means of each group is a 
way to assess how each is aligned and related to the other in a given category.  
 
But what about how to determine the alignment within the groups themselves? The 
standard deviation (SD) measures the average variability within a dataset (Bhandari, 
2023). A standard deviation of zero would indicate no variance in the data; relatively, a 
higher SD indicates that the values are more spread out, while a lower standard 
deviation indicates that the values are closer to the mean. For example, 75% of the 
Leader Group agreed on all structure-related questions, resulting in an SD of 0. That 
would mean there is perfect alignment within that group for that given category. 
However, on culture-related questions, there was an SD of .289 for the Leader Group, 
meaning the ratings could skew by 28.9% from question to question or respondent to 
respondent.  
 
Next, the gap measures the difference between groups by category and is calculated 
by subtracting one group’s mean from the other. Since the number is the same no 
matter which group’s mean is subtracted from the other, thus, the gap is presented 
as an absolute value. For example, structure-related questions had a gap of .05, 
meaning the groups were only 5% apart in that particular category.  
 
Finally, each category’s gap was ranked from greatest to least. The SD did not factor 
into the rankings since that number indicates intra-group misalignment, not inter-
group. While intra-group misalignment is valuable to observe and analyze, one of the 
goals of the survey was to determine misalignment between EMT’s leaders and 
employees. Therefore, the categories were ranked using the gap in means only. In 
other words, the larger the gap, the larger the misalignment between groups. In their 
study, Rizwan et al. (2021) used the same approach to determine the perception gap 
between the two groups. From another perspective, the larger the numerical gap, the 
more pronounced the perception gap in a given category. HCM-related questions 
were the most misaligned, followed by culture-related, structure-related, and 
strategy-related questions.  
 
The perception gaps and other insights become abundantly clear when the data is 
presented visually, as in Figure 20. 
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       Figure 20. Agree Rating Scatterplot by Group. 
 

In the scatterplot visualization, each dot represents the agree rating for each group 
by question, with yellow dots representing employees and blue dots representing 
leaders. Dots that are closer together indicate closer alignment between the groups 
on a particular survey item and vice versa, and green dots represent questions where 
both groups agree ratings were equal. Once the data were plotted, a few trends and 
insights rose to the surface. Based on the various ways to view the quantitative data, 
it became apparent that—while the data certainly skewed positively—there were 
notable differences in how each group viewed the various categories and specific 
questions. 
 
Analysis of the Quantitative Observations  
The responses above reveal that the area with the most robust alignment between 
and within the groups relates to EMT’s human capital management. For example, 
leaders and employees agree that there are opportunities for growth and 
development (Q2), indicating strong alignment on the company’s professional 
development efforts. On the other hand, there is a significant perception gap between 
the groups on the adequacy of EMT’s employee recognition and appreciation (Q9), 
compensation (Q6), and benefits (Q7).   
  
When looking at the data, it becomes clear that EMT has done a great job promoting 
a shared vision and offering growth opportunities to employees. However, some areas 
need attention, such as compensation, benefits, recognition, communication, and 
collaboration, to ensure everyone is motivated and working cohesively. Employees 
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and leaders are also not as aligned regarding employees’ ability or authority to 
innovate, a phenomenon that must be addressed to achieve leaders’ desires to scale 
the organization through innovation. To address these concerns, it may be helpful to 
implement leadership development programs that help leaders understand and 
listen better to their employees. Involving frontline management can also augment 
any solution since there is a high level of confidence in them among employees. 
Comprehensive compensation and benefits package reviews can also help ensure 
transparency and fairness. Finally, initiatives recognizing and appreciating employees' 
values and expectations can go a long way in boosting morale and motivation.  
 
Qualitative Analysis 
One of the meaningful and consistent findings throughout this consulting report is 
that leading firms are adapting to Industry 4.0 by adopting cutting-edge technology 
to streamline operations and remain competitive in a dynamic business environment. 
In that same spirit, the researcher used the generative AI platform from Google GenAI, 
Bard, to conduct an analysis of the survey comments. Then, that data was used to 
create Sankey charts in ChartExpo (n.d.) for data visualizations in Figures 21 and 22. 
Sankey charts are helpful when categorizing multiple factors by matching them to 
two or more domains; the thicker the line from category to domain, the more 
comments there are within that category (Google Developers, n.d.). The tables used 
for the analysis can be found in Appendix P.  
 
Google GenAI (2023) identified 12 common themes within the qualitative data: 
innovation/autonomy, growth/development, collaboration, senior leadership, 
compensation (comp.)/benefits, communication, customers, tools/resources, work-
life balance, company direction, and manager support.  While the comments from 
both groups were sparse, some exciting insights rose to the surface when the 
qualitative data was visualized in the charts below.  
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The Leader Group’s comments were generally positive, with recognition being the 
strongest category. According to Bard's sentiment analysis, the group also negatively 
rated innovation/autonomy, compensation and benefits, and company direction. The 
Employee Group’s comments were far more negative than the leaders’, with only 
three categories rated as positive: growth/development, customers, and—very 
slightly—recognition. Compensation/benefits received the most negative comments 
from employees, with every other category being rated negatively as well. The only 
exception is collaboration, which received mixed sentiment comments.   
  

Figure 21. Leader Group Sankey Chart. 

Figure 22. Employee Group Sankey Chart. 
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Category Analysis 
For example, both groups had a high level of alignment on strategy-related questions 
(Q8 and Q13). That makes perfect sense, considering the strategy category had the 
lowest numerical gap. Structure-related questions (Q3, Q4, and Q14) were 
categorically some of the survey's most well-aligned. This indicates that both 
employees and leaders believe they can easily work together cross-functionally (Q3), 
collaborate with those with whom they may not highly relate or agree (Q4), and have 
a high level of faith in support from management (Q14).  
 
While culture was the second most misaligned numerically as a category, the groups 
were also relatively well-aligned on two culture-related questions, Q5 and Q12, 
indicating a high trust in senior leadership and belief in a positive work-life balance 
provided by EMT, respectively. The two questions that received some of the highest 
marks, as well as perfect alignment—both groups 100% agree—are Q2 and Q8, 
indicating a high level of support for the organization’s professional development 
efforts (Q2) and great pride in the company’s products (Q8). However, without Q2, the 
HCM category appears much bleaker than Table 7 reflects. Most of the other HCM 
questions—Q6 (compensation), Q7 (benefits), and Q11 (workload)—were some of the 
lowest-scoring questions in general, and Q6 had one of the most substantial gaps (20 
percentage points). There is a similar phenomenon with strategy-related questions. 
While Q8 (pride in products) was tied for the highest-rated question, Q13 (company 
direction) ranks much lower, falling below the line of best fit, with a high level of 
alignment between how leaders and employees perceive the company's new 
direction. 
 
Strategy Based on the analysis, the company's strategy is generally well-received. The 
survey data shows a strong correlation between the value the company provides to 
its customers (Q8) and the direction the company is taking (Q13). However, while the 
data suggests that there is some alignment, qualitative feedback indicates that there 
is still room for improvement in terms of creating a shared vision and understanding 
of the company's strategic objectives following the M&A. 
 
Structure The results showed a slightly high misalignment in the structure-related 
questions, with a gap of 0.05. This category ranked second highest in misalignment. 
There was significant agreement on teamwork (Q3), diversity (Q4), and managerial 
support (Q14). However, qualitative insights revealed that the structural aspects were 
experienced differently across various departments and levels, highlighting the need 
for a more nuanced analysis. 
 
Culture The questions related to culture showed significant misalignment, indicating 
discrepancies in how cultural values were perceived and implemented within EMT. 
The qualitative data revealed issues such as lack of authority to innovate (Q1), trust in 
senior leadership (Q5), and inadequate recognition (Q9). Notably, though, no 
challenges were noted in achieving work-life balance (Q12). Employees' comments 
regarding the need for better recognition and trust indicated specific cultural 
practices that needed improvement. 
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Human Capital Management The results of the human capital management survey 
questions showed some areas where employee expectations were not being met. 
While there was agreement that there were opportunities for growth and 
development (Q2), there were gaps in compensation (Q6), benefits (Q7), tool 
adequacy (Q10), team support (Q11), and training (Q15). The feedback provided by 
employees showed that there was dissatisfaction with compensation and benefits. 
This highlighted the need for the EMT to review and potentially overhaul its total 
rewards offerings to better align with employee expectations and market standards. 
The qualitative data provided further context that highlighted specific areas for 
improvement. For example, employees acknowledged the professional development 
opportunities but expressed concerns about compensation, benefits, and recognition, 
which were essential to their overall satisfaction and engagement. 
 
Putting the Data Together  
The engagement survey provided quantitative data presenting the organization with 
strong evidence of alignment in key areas, particularly in strategic and structural 
domains. Both leaders and employees agree on the quality of tools provided for their 
jobs and the value of the company’s offerings to customers. This indicates a robust 
operational foundation and a shared belief in the company's mission. However, the 
survey also revealed significant perception gaps, particularly in the areas of 
recognition, compensation, benefits, the ability or authority to innovate, collaboration, 
and communication between the groups and EMT’s business units. These gaps may 
indicate underlying issues in the company's incentives, communication, and 
collaboration systems.  
 
The qualitative feedback provides a deeper understanding of the findings, 
highlighting the nuances behind the numbers. While leaders view the company's 
culture and recognition practices positively, employee comments reveal significant 
dissatisfaction with compensation, benefits, and the perceived ability to innovate due 
to strict product specifications. Employees also expressed a lack of confidence in 
leaders’ familiarity with the actual work that occurs but high confidence in their 
frontline supervisors. These insights suggest the need for EMT to revisit its reward and 
recognition systems, particularly in the areas of compensation and benefits, to better 
align with the workforce and incentivize other kinds of innovation to support the 
company's new and largely popular strategic direction. The combination of 
quantitative and qualitative data emphasizes the importance of comprehensive 
reforms in EMT's compensation structures and communication and collaboration 
strategies to improve employee satisfaction and alignment with the company's goals.   
 

Potential Solutions  
So, what solution(s) can address the myriad issues surrounding EMT’s strategy, 
structure, culture, and human capital management? Servant leadership, Greenleaf-
informed executive coach Banu (2021) writes that organizations and leaders should 
identify and maximize their strengths to overcome weaknesses. But with two areas of 
great strength and numerous weaknesses, there is no straightforward way to discern 
only one or two potential solutions. Innovative projects can be stopped entirely when 
there are too many weaknesses that it becomes extremely unlikely for the strengths 
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to overcome—or too many strengths that one or more of them can become 
imbalanced and become a weakness, according to Drs. McLaughlin and Richins’ 
(2015) textbook on innovation. 
 
Rather than one or two potential solutions that would capitalize on EMT’s strengths 
to overcome weaknesses, it appears that based on Morgan et al.’s (2019) description 
and requirements of a kitchen sink strategy—one that involves many interrelated and 
interdependent smaller solutions—would most benefit EMT’s situation since they 
have the capacity (EC24, EC25) and development strength (LC3, EC3, EC4) to do so. 
This all-hands-on-deck, no-stone-left-unturned strategy should address each of the 
four misaligned M&A integration categories. In other words, what is needed at EMT is 
not necessarily a singular solution targeted at one or two M&A integration categories, 
per se, but a comprehensive organizational development strategy that addresses 
each one, according to the Association for Talent Development (n.d.). The be, know, do 
framework of the VBM will help organize the multi-faceted solution package.  
 
Potential “Be” Solutions  
A few solutions could develop the “be” aspect of the VBM based on the information 
gained throughout the study thus far. After EMT’s acquisition, the new executives 
developed a mission, vision, and values (MVV) they hoped would define the identity of 
the new organization. A firm’s MVV is its foundational ethos and reason for being and 
should be internalized throughout an organization at every level so that all employees 
feel a sense of ownership (Coleman, 2022). It does not appear that this is the case at 
EMT, particularly among employees. The survey question (Q13) related to the MVV 
garnered below-average ratings from employees; 30% of employees were neutral 
toward that question. Moreover, the MVV-related question was among those with the 
greatest split among the Employee Group, with about a 70%/30% split between 
employees rating it as either agree or neutral.  
 
The qualitative data was a bit more favorable, but comments from both groups (LC11, 
EC28) indicated there was at least a possibility that there was a minority of employees 
who were not on board with where the company was going. While the survey did not 
collect any demographic data to protect anonymity, the general population at EMT 
consists of about one-third of employees who were with the organization pre-M&A 
and about two-thirds of employees who joined only after the acquisition. Perhaps the 
pre-M&A employees do not agree with or fully know the new MVV. Or perhaps 
communication of the MVV has not been consistent or clear enough. Or perhaps the 
organization’s onboarding program does not effectively or uniformly introduce the 
MVV to new employees. Perhaps something unknown is still related to the MVV 
outside the scope of this study. To address the MVV-related problem, the be solution 
could involve re-formulating and re-introducing the MVV to the organization, as 
Coleman (2022) recommends. Another solution could be to regularly give company-
wide presentations on aspects of the new MVV at its well-regarded bi-weekly 
company lunches (EC13, EC20, EC28) since it often takes constant repetition for MVVs 
to stick lunches (Webb, n.d.). EMT could also integrate the MVV at every stage of its 
employee lifecycle—from hire to fire—as a part of the employee experience (Sharma, 
2022). 
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Potential “Know” Solution(s) 
Training is also vital to the potential test solutions package as the know solution. The 
survey underscored the positive reception of the organization’s professional 
development programs, notably among its employees. For example, one illustrative 
comment from an employee (EC33) highlights this sentiment: “If we do not have the 
training to do our job, then the company will be more than happy to provide the 
training needed” (EC33). Employees (EC2, EC4, EC32) and leaders (LC3) shared similar 
perspectives. Yet, something is still missing from the training and development 
initiatives at EMT. 
 
Based on the literature and survey results, a potential solution that is most obviously 
needed focuses on leadership training. Another potential solution would be to offer 
training on servant (Zeng & Xu, 2020), adaptive (Heifetz et al., 2009), and virtuous (Hein 
& Wilkinson, 2015) leadership. By placing followers’ personal and professional needs at 
the forefront, servant leaders create environments that are more receptive to change, 
according to Oliveira (2012). Further, Yukl and Mahsud (2010) state that adaptive 
leadership is crucial in promoting innovation and adaptation. These authors argue 
that adaptive leaders are particularly effective since they “articulate an appealing 
vision of the likely benefits from proposed changes” (Yukl & Mahsud, 2010, p. 87). 
Finally, proponents of virtuous leadership propose that the style’s emphasis on 
trust, empathy, and courage can enhance organizational performance, innovation, 
quality, and employee retention (Cameron et al., 2004). Considering the literature and 
some survey results that indicate low trust in EMT’s leadership and leaders’ 
unfamiliarity with employees’ daily activities (EC11, EC31), leadership training is 
undoubtedly a warranted potential solution. 
 
But what about employee training? The results for Question 2 (“There are 
opportunities for people to grow and develop . . .”) indicate confidence in the 
organization's capability to foster future growth and development opportunities; Q2 
was one of the two perfectly aligned questions, with both groups in unanimous 
agreement. On the contrary, the results for Question 15 (“People feel they have the 
training they need to do their job”) indicate comparatively diminished confidence in 
the adequacy of current training for employees to effectively perform their immediate 
job functions. While still showcasing strong support, only 70% of employees agreed 
with Question 15—a 30 percentage point decrease compared to Question 2. Notably, 
however, two employees commented favorably (EC32, EC33). The Leader Group, on 
the other hand, was far less confident in the company’s current level of training—only 
50% agreed, 25% somewhat agreed, and 25% were neutral. In fact, Q15 is among the 
few questions that received the most neutral ratings (L–25% neutral, E–10% neutral).  
 
There seems to be a problem with the training and development programs in the 
organization, as indicated by the difference between the seemingly divergent survey 
results for Questions 2 and 15. The survey results show that employees are confident 
about future growth opportunities but less sure about the adequacy of their current 
training. This disparity may be due to a couple of factors. Firstly, the training may not 
align with employees’ immediate job requirements. Although the organization aims 
to promote long-term professional growth, the training might not be tailored enough 
to meet the specific and practical needs of employees' current roles. Yet, that seems 
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reasonably unlikely since employees believe they are well-trained for their current 
jobs. Another—perhaps more likely—possibility is that job requirements and industry 
standards are changing rapidly due to technological advancements, and training at 
EMT may not keep up with the pace of change (Tamayo et al., 2023). Either way, one 
solution could be to regularly update training programs and materials to meet the 
current and future needs of the organization. Another solution could be to adopt 
Tamayo et al.’s (2023) employee-as-consumer learning and development strategy. 
This strategy involves understanding the skills they currently have (supply) through 
an organization-wide skills assessment, assessing the skills needed to be competitive 
in their job and industry (demand), and then employees have the ability to act as 
consumers (O’Boyle & Hogan, 2019) by allowing them to co-design training programs 
alongside their leaders and supervisors. 
 
Potential “Do” Solutions 
EMT needs to adapt to the rapidly changing business environment to remain viable 
in their competitive high-tech industry (Mordor Intelligence, n.d.). One potential 
solution would be to reorganize their organizational structure to support change and 
innovation by reducing bureaucracy and flattening their structure, as Podolny and 
Hansen (2021) recommend. Organizational restructuring often follows M&As and can 
often be needed when a firm is not meeting performance expectations, wants to 
engage in innovation, or simply knows something is broken in the company 
(Lucidchart, n.d.). Another potential solution would be to form a task force or task force 
to track industry trends and recommend solutions to respond to them, as Fuller (2021) 
described a manufacturer has already done. 
 
One strategic framework, in particular, has been shown to offer organizations great 
success in increasing motivation, innovation, and the ability to scale effectively: MIT 
Sloan School of Management professor Zeynep Ton’s (2014) good jobs strategy. Ton 
conducted a case study on several forward-thinking companies like Southwest 
Airlines, UPS, Toyota, Costco, Trader Joe’s, and others to determine any common 
practices or strategies these organizations use to maintain a competitive advantage 
in a rapidly evolving business landscape. What Ton discovered is that these 
companies all utilize what she dubbed the good jobs strategy—a comprehensive, 
double-edged sword approach to virtuous organizational development and 
operations that involves two overarching strategies that must go hand in hand:  
 

• investing in people excellence (i.e., compensation, benefits, 
training/development, and work-life balance), and  

• offsetting that high investment in people by focusing on operational 
excellence (i.e., streamline products, standardize but empower, cross-train 
every employee, and operate with slack; Ton, 2014).  

  
On their own, each of the facets of the good jobs strategy seems self-explanatory and 
seemingly easy to employ; yet, not many companies are willing or able to enjoy the 
benefits of this strategy—happy and productive employees, competitive prices, and 
excellent customer service—because, according to Ton (2014), each aspect of the 
strategy has “to be carried out carefully, forcefully, continuously, and in the face of 
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many obstacles” (p. ix). Table 8 below breaks down each aspect of the good jobs 
strategy. One potential solution for EMT is to implement the strategy partially or fully. 
 

Strategy Description 

People Excellence Invest in above-market compensation, benefits, and work-life 
balance. 

Operational 
Excellence 

Offset people-related investments by focusing on operational 
excellence. 

Streamline 
Products 

Offer less products, not more. This allows organizations to focus 
on making their best products even better. One can think of the 
difference between a restaurant with a one-page menu versus a 
10-page menu. 

Standardize but 
Empower 

Companies should create standard operating procedures for 
making products or offering services but should also give 
employees the autonomy to make real-time decisions about 
improving processes to make their jobs easier and customers 
happier without cutting corners or acting unethically. 

Cross-train Companies should ensure that each employee is not only trained 
on their job but is also sufficiently trained in the essential 
functions of at least one other job. This allows any employee to 
be deployed to another job or team if and when they are needed. 

Operate with Slack Operate with more employees, not less. While it seems 
counterintuitive, companies should not operate on a skeleton 
crew to keep labor costs down. Instead, they should have more 
employees than are needed to allow time for cross-training, 
group process improvement, healthy competition, and 
termination of chronically underperforming employees as 
needed. 

 

Table 8. Good Jobs Strategy (Ton, 2014). 
 
List of Potential Solutions 
The potential solutions can be categorized under the be, know, do framework based 
on the comprehensive analysis of the literature, EMT's problem, and the survey results. 
Table 9 contains the summary of the potential proposed solutions: 
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Solution Description 

Be  What kind of organization does EMT want to be or become? 

Integrate MVV into 
Employee Lifecycle  

Embed MVV in every stage of the employee experience, from 
hiring to separation.  

Regular MVV 
Presentations from 
Frontline Managers  

Implement presentations on MVV aspects during bi-weekly 
lunches.  

Know  What does EMT need to know to get to where it wants to be? 

Leadership Training  Conduct training with leaders on servant, adaptive, and 
virtuous leadership styles to enhance trust and familiarity.  

Employee Training 
Program Update  

Regularly update training programs to adapt to rapid 
industrial and technological changes.  

Employee-Directed 
Training   

Empower employees as consumers to co-develop their own 
training programs with leaders and supervisors based on a 
skills assessment and competitive analysis.  

Do  What does EMT need to do to get to where it wants to be? 

Implement a 
Modified Good Jobs 
Strategy  

Implement the Good Jobs Strategy using a compensation 
task force to evaluate and recommend total rewards 
modifications and a continuous improvement task force to 
recommend process and product application innovations.  

 

Table 9. Potential Solutions. 
 
The next step will involve tailoring these potential solutions into a refined package 
that aligns with organizational needs, literature, and the frameworks discussed in the 
MPI.  
 

Test Solutions Evaluation and Recommendation 
Throughout this study, from the preliminary investigation of the environment, 
industry, and organizational situations to the comprehensive literature review and 
culminating with the planned inquiry analysis, this applied doctoral project aims to 
answer the research question: How can EMT’s leadership motivate individuals and 
teams to embrace change, product and process innovation, and new ways of working 
to fulfill the recently acquired high-tech firm’s newfound mission, vision, and values? 
To that end, the recommended test solutions are detailed below. 
 
Recommended Be Solutions 
Table 10 contains the two recommended be solutions. The first recommended be 
solution is for EMT to integrate the new MVV into each stage of the employee 
lifecycle—from hire to fire—as recommended by Sharma (2022): job postings, new 
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employee onboarding, performance reviews, promotion decisions, and justification 
for terminations. The solution addresses culture and HCM, the two lowest-rated M&A 
alignment categories, answers the DRQ by helping the firm to fulfill its newfound 
MVV, is supported by the literature, and utilizes the VBM social capital building blocks 
of reinforcing change and innovation with formal mechanisms and fostering 
understanding and conviction. Appendix Q provides a sample job posting preamble 
and a sample performance review supplement that can be used to inform promotions 
and terminations. 
 

Solution Description(s) Alignment 
Category 

DRQ 
Area 

Supporting 
Concept(s) 

and 
Literature 

VBM: Social 
Capital Building 

Block 

Be What kind of 
organization 
does EMT 
want to be or 
become? 

    

Integrate 
MVV into 
Employee 
Lifecycle 

Embed MVV 
in every stage 
of the 
employee 
experience, 
from hiring to 
separation. 

Culture, 
HCM 

Mission, 
Vision, 
and 
Values 

Sharma 
(2022) 

• Reinforce 
change and 
innovation 
with formal 
mechanisms 

• Fostering 
understandin
g and 
conviction 

Regular MVV 
Presentation
s from 
Frontline 
Managers 

Implement 
presentations 
on MVV 
aspects 
during bi-
weekly 
lunches. 

Culture, 
HCM 

Mission, 
Vision, 
and 
Values, 
Embrace 
of 
change 
and 
innovatio
n 

Edmondson 
& Lei (2014), 
Webb (n.d.) 

• Reinforce 
change and 
innovation 
with formal 
mechanisms 

• Fostering 
understandin
g and 
conviction 

 

Table 10. Recommended Be Solutions. 
 
Finally, the second recommended solution is to implement presentations on the MVV 
during weekly lunches. However, this is not quite a purely new solution for EMT to 
implement; instead, it is a modification of their existing practice. Both groups spoke 
highly of the bi-weekly company lunch meetings, during which executives “[let] 
everyone know where this company is going and where he would like to see us in the 
future” (EC28). But, despite the regular communication from executives, it seems 
extremely likely that it is not engaging the remaining holdouts of the company’s new 
direction. Enabling change takes great trust and psychological safety (Edmondson 
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and Lei, 2014). Yet, the survey results showed that the employees largely do not trust 
senior leaders, but they do, in fact, have confidence in their frontline managers. 
Therefore, the recommended solution would be to have frontline managers give 
presentations on the new MVV.  
 
The potential solution to reformulate and reintroduce the MVV, while justified by the 
literature, is not recommended because both groups were numerically well-aligned 
with a relatively small gap, and no respondent ever suggested the MVV is faulty in any 
way in and of itself. In fact, leaders and employees alike speak well of the company’s 
new direction—with the only problem being that some employees are still not fully 
bought in. By integrating the MVV into the entire employee lifecycle, the remaining 
holdouts will either be brought into the fold or terminated, and those who truly 
embody it will have that reflected in their reviews to inform any promotion decision.  
 
Recommended Know Solutions 
Table 11 details the recommended know solutions. The first recommended test 
solution is an intensive and comprehensive leadership training program focusing on 
change-and-innovation-enabling servant, adaptive, and virtuous leadership styles. 
Lacerenza et al. (2017) determined that leadership training almost always produces at 
least minimally positive results, there is compelling evidence that any solution should 
involve training to develop those leadership styles in EMT’s leaders. The fact that the 
leadership—by no fault of their own—have not yet been successful at motivating 
change and innovation also warrants training on the styles of leadership shown to 
enable those things. The solution directly answers a major aspect of the DRQ: Leaders 
can enable change and innovation by utilizing leadership styles shown to enable 
change and innovation in followers.  
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Solution Description(s) Alignment 
Category DRQ Area VBM: Social Capital 

Building Block 
Know What does EMT 

need to know to 
get to get to 
where it wants 
to be? 

   

Leadership 
Training 

Conduct training 
with leaders on 
servant, 
adaptive, and 
virtuous 
leadership styles 
to enhance trust 
and familiarity. 

Culture, 
HCM 

Leadership • Reinforce change 
and innovation with 
formal mechanisms 

• Fostering 
understanding and 
conviction 

• Developing talent 
and skills 

Employee 
Training 
Program 
Update 

Regularly 
update training 
programs to 
adapt to rapid 
industrial and 
technological 
changes. 

HCM Mission, 
Vision, and 
Values 

• Reinforce change 
and innovation with 
formal mechanisms 

• Fostering 
understanding and 
conviction 

• Developing talent 
and skills 

Employee-
Directed 
Training  

Empower 
employees as 
consumers to 
co-develop their 
own training 
programs with 
leaders and 
supervisors 
based on a skills 
assessment and 
competitive 
analysis. 

HCM Mission, 
Vision, and 
Values 

• Reinforce change 
and innovation with 
formal mechanisms 

• Fostering 
understanding and 
conviction 

• Developing talent 
and skills 

 

Table 11. Recommended Know Solutions. 
 
Additionally, the next two recommendations involve employee training. The first 
recommendation is to regularly update company training materials and programs to 
adapt to rapid industrial and technological changes. The second recommendation is 
to empower employees as consumers to co-develop training programs with 
leadership and managers. The solution  
 
• is based on the literature and justified by the survey results, which showed that 

leadership do not fully believe that employees are adequately trained to do their 
jobs (L–50% agree, L–25% somewhat agree, L–25% neutral).  
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• helps to build a stronger team, a major goal of the company.  
• reinforces change and innovation with formal mechanisms, fosters 

understanding and conviction, and develops talent and skills—thereby 
developing social capital per the VBM.  

• is a prime example of involving employees in creating the solution (The Josh 
Bersin Company, 2022).  

 
The potential solution to restructure EMT was considered non-viable since the 
company has already flattened its organizational structure after the recent 
acquisition, as described in Section 2 (Figure 6). Additionally, creating an industry 
monitoring task force was not recommended on its own since it was included as a 
part of the good jobs strategy recommendation. 

 
Recommended Do Solution 
The recommended do solution is for EMT to adopt a tailored form of the good jobs 
strategy. The entire point-by-point application of the good jobs strategy can be found 
in Appendix R, but a concise recommendation for the do solution in the form of the 
good jobs strategy framework follows:  
 

• People Excellence 
o Create a culture of innovation and improve low approval of 

compensation by forming a compensation task force to develop a 
total rewards program. 

• Operational Excellence 
o Create a continuous improvement task force that will give 

employees their needed autonomy (LC1) and foster greater 
collaboration (EC5, EC7, EC8) by allowing employees to overcome 
strict product specifications (EC1) by recommending process 
improvements. 

o Do not hire more employee; instead, identify employees to cross-train 
with the nearly one in four employees at or near retirement age 
(Table 4).   

 
Maher (2000) and Fuller et al. (2021) detailed that one large manufacturing firm 
formed small teams after an M&A that were trained on the new culture, formed action 
plans to address cultural change, acted as change agents, and assessed the success 
of change initiatives. Further clarification is needed, though, to tailor the test solution: 
Who should be on the task forces? Frontline management is an integral piece of the 
post-M&A integration strategy since these managers often execute strategies on 
behalf of senior leaders (Clarke et al., 2020), and the survey data revealed that 
employees have a high faith in their direct supervisors (EC30, EC31). Further, nearly 
half the company consists of administrative employees, with the remainder split 
between the Antennas Division and Contract Manufacturing (Table 4). Therefore, task 
forces should include frontline managers and employees from each department to 
ensure equity.  
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The Driving Research Question: Was it Answered? 
This applied doctoral project aims to answer the research question: How can EMT’s 
leadership motivate individuals and teams to embrace change, product and process 
innovation, and new ways of working to fulfill the recently acquired high-tech firm’s 
newfound mission, vision, and values? At this point, the driving research question has 
assuredly been fully answered. Based on the literature and survey results, leadership 
can motivate individuals and teams to embrace change and innovation by evaluating 
EMT’s total rewards program to ensure it aligns with the total rewards best practices 
from the comprehensive review (compensation task force). By creating two task 
forces that are representative of the organization and charged with collaborating 
together to overcome restrictions on product innovation and, instead, focusing on 
process innovation and recommendations for new ways of working, the solutions also 
aid in answering the driving research question (continuous improvement task force). 
The success of these change and innovation efforts is further supported by the 
training initiatives that aim to develop the requisite leadership styles and employee 
skills to enable change and innovation. All of this helps the organization fulfill its 
newfound MVV, which will also be integrated into the employee lifecycle and 
communicated by trusted frontline managers to ensure greater and greater 
acceptance of them by more and more employees. 
 
Limitations and Generalizability 
The researcher knows that the study has certain limitations that could impact it. The 
case study format evaluates one small, privately owned business at one point in time, 
with its unique history and other characteristics. The response rate and the fact that 
it was difficult for respondents to answer on behalf of the average employee, as 
requested, also limit the results. Therefore, the research and solutions presented 
above may not necessarily be generalizable to all organizations in all industries. The 
results and analysis, however, aim to provide insights into change and innovation that 
could be translatable to any organization, especially those in a high-tech industry.  
 

Summary  
This section detailed the planned inquiry, an employee engagement survey made 
available to the leaders and employees at EMT. The survey was designed to help 
answer the driving research question, close any remaining knowledge gaps, 
determine if and to what extent there were perception gaps between leaders and 
employees, and gain insights into which potential test solutions should be 
implemented.   
 
Next, a multiple perspectives framework was constructed to help reframe the 
problem and inform the data analysis. The framework also aided the systematic 
evaluation of the potential solutions considering the literature, multiple perspectives, 
and planned inquiry results and analysis. The data from the survey was extremely 
valuable, showing there is, in fact, a demonstrable gap between how leaders and 
employees perceive the strategy, structure, culture, and human capital management 
practices at EMT. The open-ended comments from leaders and employees provided 
additional insights into what solutions would be most effective to close those gaps 
and solve the driving research question:  
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• Integrate the MVV into the employee lifecycle 
• Give regular MVV presentations by frontline managers 
• Conduct servant, adaptive, and virtuous leadership training 
• Update the employee training program regularly  
• Allow for employee-directed training 
• Implement the good jobs strategy with a compensation task force and 

continuous improvement task force 
 
Together, the packaged solution fully answers the driving research question, helps 
bridge the gap between the current and desired states, is warranted by the literature, 
survey results, and multiple perspectives evaluation, and will assuredly help EMT’s 
leaders motivate change and innovation to support the organization’s new mission, 
vision, and values. The next and final section of the report outlines a change 
management plan to help EM Technologies implement and monitor the results of the 
test solutions.   
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Section 5: Change Management Plan  
  

This final section is crucial as it outlines the change management plan that EMT will 
use to successfully implement the recommended solutions now that the problem has 
been thoroughly identified and investigated: Due to a risk-averse approach of former 
ownership, which disincentivized change and innovation, as well as unaligned post-
M&A strategy, structure, culture, and HCM, EM Technologies is not yet equipped to 
fully participate in Industry 4.0 or fulfill its new mission, vision, and values.  
  
The previous section included details about the planned inquiry designed and 
deployed to investigate further the situation at EMT and to what extent its leaders and 
employees align on the post-M&A strategy, structure, culture, and HCM. The results 
and analysis of the data uncovered there was, in fact, a perception gap between 
leaders and employees. While the groups had a broadly positive sentiment toward 
the organization, a deeper analysis revealed cracks beneath the surface. There were 
misalignments across the board between the Leader and Employee Groups. Definite 
improvements are needed to align the organization’s strategy, structure, culture, and 
HCM. In particular, a multi-dimensional solutions package rose to the surface—
including adjustments to how the organization’s MVV is operationalized, training for 
post-M&A leadership to gain trust and confidence, and two intentionally formed task 
forces to implement the practices of people and operational excellence. By adopting 
the multi-part solution, EMT can better prepare from the top down to move into the 
future as a change-ready and innovative organization to thrive in Industry 4.0.   
  
This last section includes an overview of the business case for change with details 
about how EMT’s leadership reacted and responded to the proposed solutions. Then, 
attention turns to the need for well-managed change and the benefits of developing 
and implementing a change management plan. The section concludes with a step-
by-step description of the change management and solution implementation plan.  
  

Making the Case for Change  
The researcher presented the findings and recommendations of this study to the 
partner organization on Friday, December 1, 2023. The presentation lasted about 90 
minutes and was organized similarly to this applied doctoral project. First, the 
researcher detailed the problem investigation and diagnosis, placing the need for 
change in light of the rapidly changing business and technological environment, the 
exciting opportunities for high-tech manufacturing in Industry 4.0, and the challenge 
of the current situation at EMT.  
  
The researcher and representatives of the partner organization spent a great deal of 
time parsing out the meaning and nuances of the problem statement and driving 
research question; a lively, rich conversation ensued. After the group felt comfortable 
that everyone understood the problem statement and driving research question, 
attention then turned to the findings of the survey analysis. While still highlighting 
the positive aspects of the survey, the researcher framed the misalignments between 
and within the organization’s strategy, structure, culture, and human capital 
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management as roadblocks in the way of EMT fully participating and thriving in 
Industry 4.0 and achieving its post-M&A MVV.   
  
When reaching that milestone in the conversation, it was 
abundantly clear to all that change was necessary. Next, the 
researcher explained the use of the multiple perspectives 
framework to choose and assess possible solutions in light of 
the literature, data, and experiences of those in the room. 
Much time was spent emphasizing the importance of a 
solutions package built upon the be, know, do model, 
answers to the DRQ, and how best to support organizational goals. Once the group 
understood the multiple perspectives framework, they discussed the relative merits 
of each potential solution, engaging in a valuable dialogue that involved the 
participants in the presentation itself.  The researcher then offered the multi-part 
solutions package shown in Table 12, which was accepted without modification.  
 

Solution Description 

Be  What kind of organization does EMT want to be or become? 

Integrate MVV into 
Employee Lifecycle  

Embed MVV in every stage of the employee experience, from 
hiring to separation.  

Regular MVV 
Presentations from 
Frontline Managers  

Implement presentations on MVV aspects during bi-weekly 
lunches.  

Know  What does EMT need to know to get to get to where it wants 
to be? 

Leadership Training  Conduct training with leaders on servant, adaptive, and 
virtuous leadership styles to enhance trust and familiarity.  

Employee Training 
Program Update  

Regularly update training programs to adapt to rapid 
industrial and technological changes.  

Employee-Directed 
Training   

Empower employees as consumers to co-develop their own 
training programs with leaders and supervisors based on a 
skills assessment and competitive analysis.  

Do  What does EMT need to do to get to where it wants to be? 

Implement a 
Modified Good Jobs 
Strategy  

Implement the Good Jobs Strategy using a compensation 
task force to evaluate and recommend total rewards 
modifications and a continuous improvement task force to 
recommend process and product application innovations.  

Table 12. Approved Solutions Package. 
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Finally, the presentation concluded by revisiting the driving research question and 
multiple perspectives framework. The researcher asked whether the solutions 
package satisfactorily answered the research question and fulfilled each aspect of the 
evaluation model. The answer was a resounding “Yes.” Accordingly, the 
recommended solutions were approved without modification because it was 
undeniable that their successful implementation could strengthen EMT’s competitive 
advantage in a rapidly changing business and technological environment, bring the 
organization to a place where it could thrive in Industry 4.0 by embracing change and 
innovation, and better align EMT’s strategy, structure, culture, and HCM to help the 
organization fulfill its newfound mission, vision, and values. The group left the 
boardroom more excited and ready for EMT’s future than when they entered 90 
minutes prior.  
  

Reframing the Organization  
It has been frequently discussed throughout this study that it is crucial to fully 
understand all that can be known about the organization and its associated problems. 
Otherwise, potential solutions—even well-designed ones—could be ill-fitting and 
inadequate to create transformational and lasting change. One way to understand an 
organization and a problem more fully is to reframe them, or think about them in 
another way, with other frameworks, or from another perspective. To reframe EMT 
and its problem, it is key to understand the type and scope of the recommended 
changes, as well as the firm’s readiness for change.  
  
Type of Recommended Change  
When attempting organizational change, it is essential to identify the type, scope, 
drivers, and constraints of change, contrast the current and ideal states, describe any 
remaining concept shifts, and determine an organization’s readiness for change. 
Gupta (2022) outlines several of the most common types of changes, including 
strategic, structural, people-centered, technological, unplanned, and reactive, which 
all take different intervention tactics to ensure success. A more streamlined and 
practical way of looking at changes views all changes somewhere between 
transformational and incremental, as shown in Figure 23 (Harvard Business School 
Online Staff, 2020). Transformational changes fundamentally alter the organization in 
part or whole, like changing the name of a business or moving away from a brick-and-
mortar to an e-commerce business model (Harvard Business School Online Staff, 
2020). On the other hand, incremental changes do not necessarily alter an 
organization radically; instead, these changes involve fine-tuning strategy, structure, 
culture, and human capital.   
   
  
                Incremental Change         Transformational Change  

  
  
The solutions recommended for EMT are incremental. Rather than replacing leaders, 
the findings suggest training them. Instead of adopting a new mission, vision, and 
values (MVV), the suggestion is to integrate and change how they are communicated 
and institutionalized culturally. The aim is to generate process innovations instead of 

Figure 23. Change Spectrum. 
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launching a massive R&D campaign to create a brand-new product and so on. 
Nevertheless, just because incremental changes do not profoundly or pervasively alter 
an organization, it does not mean they are easy to manage. As a mere one-degree 
difference in a ship’s direction can result in hundreds of miles of difference in 
trajectory, incremental changes steer the organization's direction and must be 
precisely, carefully, and deliberately implemented and reinforced (DiGiovanna, 2023; 
Harvard Business School Online Staff, 2020).   
  
Scope of Recommended Change  
While the nature of the recommended changes is incremental in nature, they are 
certainly wide in scope. The scope of a change is a determination of the size, scale, and 
impact of a change in terms of the impacted people, and the level of time and 
resources needed to implement the change strategies (Creasey, n.d.). Other than the 
capital investment l needed for any changes to EMT’s total rewards, as recommended 
by the compensation task force, there will be indirect costs—those not associated with 
production (University of Louisiana Lafayette, n.d.). A major indirect cost will be the 
time spent implementing the solutions. Using the estimated hours for each step of 
the change management plan (CMP) found in Appendix S, and the most recent HR 
report from EMT, the estimated cost for the implementation is provided in Table 13.  
  

Estimated 
Hours 

Average 
Wage45 

Estimated 
Labor Cost 

346 $35.61 $12,321.06 
 

Table 13. Estimated Labor Cost. 
 
However, not to be overlooked are social and spiritual capital investments to consider, 
as framed in the VBM. The solutions require an immense investment of social capital. 
They will also require the expenditure of a lot of spiritual capital—the solutions are 
deeply relational and hit right at the core of who the organization, teams, and 
individuals are at an unseen level. The scope of capital needed is comprehensive. In 
addition, the scope of the recommended changes is wide-reaching; they do not 
simply focus on one department or one policy or program. Instead, the changes will 
impact the entire organization—every person, team, and aspect of EMT’s strategy, 
structure, culture, and human capital. Because of the broad scope of the changes, 
despite them being incremental, EMT’s readiness for change should also be 
considered through a people-centered lens in order to protect spiritual and social 
capital.  
  
Reframing the Organization One Last Time: Readiness for Recommended Change  
One last concept should be discussed at this point: What if people are exhausted by 
change? It has not been a significant consideration of this ADP that all of what has 
been discussed after the 2021 acquisition occurred during some of the most 
challenging times of the COVID-19 pandemic when the chaos of the events of 2020 
gave way to waxing and waning periods of normalcy that characterized the peak of 
the pandemic in 2021. What if pre-M&A employees craved the stability of the former 
owners? Sure, it was a period of time when change and innovation were discouraged, 
but at least employees knew what to expect. What if employees, regardless of when 
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they were hired, wanted to come to work and have as much as possible predictability 
when everything in the socio-cultural environment was in chaos?  
  
Further, EMT has experienced foundational changes in rapid succession surrounding 
the 2021 acquisition. Shortly after the M&A, the company hired a new COO tasked with 
shepherding the company through the transition and overseeing day-to-day 
operations. The COO knew that the M&A would only be successful if he surrounded 
himself with a well-rounded team of people to help with the integration efforts. Within 
a few months of the M&A, the COO hired a new human resources director, corporate 
controller, senior engineer, junior engineer, and other key roles. Each of these roles 
was newly created as well. During this time, several new technologies and systems 
were implemented to handle the exponential growth the company was experiencing, 
as described in Section 1. Unfortunately, a few months after the M&A, the company’s 
longest-tenured employee and president passed away. Also, the EMT’s long-standing 
CFO retired, and a new vice president was hired to fulfill many of the late president’s 
duties, specifically overseeing the antenna division. Needless to say, there were several 
rapid and large-scale changes employees weathered during the past two years—and 
even longer for the period of time proposed in the change management plan. The 
change management plan should take that notion into account and take a people-
first, empathetic approach throughout.  
  
Within a relatively short timeframe, EMT experienced five of the six most common 
events that led to organizational change listed by Perucci (2023). However, 
organizational change should not occur in rapid succession, especially significant 
change, which could take months to implement and for employees to adjust (Perucci, 
2023). Perhaps EMT’s employees are exhausted with the rapid pace of changes since 
the 2021 acquisition. Therefore, the solutions should be implemented with that in 
mind through a slow, deliberate process and with a high level of empathy and 
understanding. To that end, a well-crafted change management plan would be 
immensely helpful.  
  

Using a Multi-Frame Perspective   
Clearly, strategic, structural, cultural, and HCM change is needed at EMT. A compelling 
case was made in Section 4 for change, including the quantifiable gap in how leaders 
and employees perceive the organization according to the respondents’ comments 
throughout the survey, which evidenced a remnant of likely holdouts who do not fully 
believe in the new MVV or have confidence in new post-M&A leadership. There were 
glimmers of hope that also informed the need for change—employees believe a great 
deal in their frontline managers, are highly confident that the organization offers 
sufficient growth and development opportunities, and they display substantial pride 
in EMT’s products. Interestingly, the fact that employees and leaders alike recognize 
their hands are often tied when it comes to product-specific innovation harkens to 
the nature of EMT’s work, requiring them to closely adhere to strict blueprints and 
customer specifications, as is common in government contracting. Therefore, the 
multi-part solutions package involves reinvigorating the integration of EMT’s new 
MVV and creating two task forces to implement the people and operational aspects 
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of the good jobs strategy, thus enabling greater cross-functional collaboration and 
communication throughout the organization.   
  
In sum, the status quo created by the former ownership—one that was anti-change 
and anti-innovation—must give way to a new status quo, one that is characterized by 
cross-functional collaboration and communication, fuller and deeper ownership of 
the new MVV, and increasing trust in the new post-M&A leadership to enable the 
organization to welcome change and engage in innovation and remain competitive 
in a rapidly changing and evolving industry. The solutions must be implemented and 
managed thoughtfully because of lackluster change initiatives in the past and the 
rapid pace of change since the M&A. To that end, a well-designed and systematic 
change management plan CMP is needed.  
  
What is Change Management?  
Simply knowing or stating that change is needed is one thing, but actually designing 
changes so they are successful is another. Unfortunately, according to McKinsey’s 
research, about 70% of change initiatives fail (London, 2019, para. 1). What is needed is 
not simply change but what one firm calls sticky change or change that actually works 
and lasts (Sticky Change, n.d.). To ensure change sticks, organizations must ensure 
they use a model and implementation process to align systems and people with the 
change (Clarke, 2017).  
  
Using a Multi-Frame Perspective  
Several well-established change management models are commonplace, like the 
simple unfreeze-change-refreeze Lewin model, the McKinsey 7-S model that breaks 
change into seven interrelated organizational components, and many others (Hicks, 
2022). Table 14 contains a list of the models most commonly used by change 
management practitioners.  
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Model Description 

Lewin's Model  

First formulated by Kurt Lewin, this model involves three 
steps: Unfreeze; change; and refreeze. The first step involves 
preparing for the change through initial communication and 
stakeholder recruitment/engagement. The second step 
involves implementing the change, consistently 
communicating, and providing support. Finally, the third step 
involves reinforcing change and using KPIs to measure the 
relative success or failure of the change.   

McKinsey 7-S Model  
This model breaks change into seven components: strategy, 
structure, systems and processes, shared values, style, staff, 
and skills.  

Kotter’s Model  

Kotter’s model involves a people-centered approach that 
includes eight steps: Creating a sense of urgency, building a 
diverse change team, defining the vision for the change, 
communicating the change process to engender 
commitment, identifying and removing roadblocks, creating 
short-term goals, keeping momentum, and maintaining the 
changes.  

ADKAR  
The model involves creating awareness and desire, providing 
the necessary knowledge and abilities to implement the 
change, and reinforcing the change long-term.  

Nudge Theory  

The nudge theory is less of a process and more of a concept 
or mindset that informs how change occurs. Rather than a 
top-down directive approach, the nudge theory of change 
involves suggestions and compelling descriptions of how the 
change can benefit employees and the company. It also 
involves being open to feedback from those on the change 
team to pivot when and where needed.  

Bridges Transition 
Model  

This model emphasizes people’s emotional responses to 
change, categorized into three stages. The first stage involves 
recognizing that people may initially fear or resist change but 
still encouraging them to let go for a better outcome. The 
next stage of change is the neutral zone, when people are 
stuck between the old and new status quo. The last phase is 
the new beginning when people begin to accept and feel 
comfortable with the change(s).  

Kübler-Ross 
Framework  

This framework encourages change practitioners to treat the 
change process like the five stages of grief to help employees 
accept the change.  

 

Table 14. Common Change Management Frameworks (Hicks, 2022). 
 
Planned Change Intervention Model  
Selecting one or more change models is as complex as it is crucial. As in Section 4, a 
multi-frame perspective informs the evaluation and selection of the best-fitting 
change management model. According to Abbie (n.d.), there are three fundamental 
conceptual factors of change, each requiring its own framework: the content of the 
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change, the people engaged in or impacted by change, and the process of change. 
Figure 24 showcases the multiple perspectives that will be used to form a model that 
addresses each change component.  

 
 
First, what is the content of the CMP? Abbie (n.d.) shares that part is simple—the 
content of the change is the be, know, do solutions, so the plan's content will involve 
breaking down each solution into actionable steps for EMT to take. The next change 
component is the people involved and how to manage them. The CMP will also 
involve descriptions of the change management team and reasons for their selection, 
as well as a framework for managing the people-related aspects of the change, such 
as how to deal with potential resistance. To ensure a people-centered approach to 
implementing the solutions required by the VBM, the CMP must consider past 
resistance to change, lack of trust in senior leadership, and potential organizational 
burnout caused by recent changes. To that end, the nudge theory will inform the 
plan’s relational or social capital ethos, requiring leaders to be suggestive and 
empathetic rather than directive and harsh  (Hicks, 2022). This theory also requires 
leaders to encourage positive behaviors instead of merely correcting negative ones 
and necessitates listening to employee feedback throughout the change process  
(Hicks, 2022). Finally, several action and implementation models could have been 
selected. However, due to its simple and easy-to-understand nature, the Lewin model 
of change (Raza, 2019) will be how the changes are implemented. The model is fitting 
because it overcomes the multi-faceted character of the solutions package through 
its simplicity and lack of many steps. Lewin's model is also flexible, allowing leaders to 
adjust the plan based on the situation. This flexibility makes Lewin's model a valuable 
tool for leaders in various settings (MTD Training, 2023).   
  
Of course, while there are certainly theoretical frameworks that inform a change 
management plan, it is a plan, after all. Hence, the CMP should be action-oriented and 
enable leaders to use it to implement change. In other words, a change management 

Figure 24. Change Components (Abbie, n.d.) and Framework. 
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plan should be more than simply grounded in research; it should also clearly show 
how to use a change management framework in practice (Hicks, 2022). To that end, 
Table 15 contains examples of how the two theoretical aspects of the framework will 
be mobilized in concrete ways throughout the change management plan. Likewise, 
Table 16 contains a side-by-side comparison of the advantages and disadvantages of 
the CMP and a brief explanation for selecting each of the three aspects of the CMP.  
 
Framework Component Mobilization Examples 
Be, Know, Do  The CMP will build upon itself, intentionally moving from 

the be solutions to know, then to do, as adopted by the 
United States Army (1999).  

Nudge Theory  Suppose a member of the continuous improvement task 
force should approach leadership about what to suggest 
for a process improvement rather than tell the employee 
what to do. In that case, the leader should ask what the 
employee thinks, or what others have been saying, or 
something similar to be suggestive as opposed to 
directive.  

 

Table 15. Mobilization Examples. 
  
Framework Component Advantages Disadvantages Selection Rationale 
Be, Know, Do  Wholistic 

approach; aligns 
with the VBM; 
United States 
Army uses the 
model  

Can be perceived as 
over-complicated  

The proven 
effectiveness of be, 
know, do far 
outweighs its multi-
faceted nature.  

Nudge Theory  People first, as 
required by the 
VBM; utilizes 
empathy and 
understanding to 
accomplish 
behavior change  

Can potentially be 
perceived as weak; 
does not adapt to 
situations that 
would require more 
directive leadership, 
such as a crisis  

Due to the scale 
and rapid pace of 
recent changes at 
EMT, empathy and 
understanding are 
paramount.  

Lewin’s Model  Simple and easy 
to understand; 
flexible; best for 
long-term change 
(MTD Training, 
2023).  

Can potentially be 
perceived as 
ambiguous and 
non-concrete 
compared to other 
multi-step models  

To allow for 
adaptation to 
changes as they 
come, a flexible 
model is 
preferrable.  

 

Table 16. CMP Advantages and Disadvantages. 
 

Change Management Plan  
With a change management framework now entirely in view, next is to provide a 
roadmap for its implementation, which includes the communication plan, evaluation 
measures, reinforcement strategies, scenario planning, and an outlined action plan 
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for the implementation timeline. The structure of this section, though, will follow 
Lewin’s unfreeze, change, and refreeze steps (Raza, 2019).  
  
Unfreeze Phase  
The initial step of the change management plan involves preparing for the change 
through initial communication and stakeholder recruitment/engagement. EMT’s 
leaders must first form the change management team responsible for overseeing the 
change process. As previously noted, the change is incremental in nature and is to be 
meted out by taking constant and meticulous attention to ensure the multiple, 
relatively small changes are implemented carefully; the change is also broad in scope, 
involving every employee and team in the organization in some way, shape, and form. 
But the change is also urgent, a fact now accepted by the leadership team after the 
recommendation presentation. Therefore, the recommended five-member change 
management team shown in Table 17 should be created quickly because there is very 
little time to be wasted to ensure EMT can rapidly start participating in and benefiting 
from Industry 4.0. With that in mind, select members of the leadership group—the 
same group that took the survey—should serve as the change management team.  
  
The company's president, who serves as the principal operational leader of EMT, will 
act as the chartering member of the group. Their role will be to create a shared vision, 
urgency, and accountability among the members. Meanwhile, the VP of the Antennas 
Division will play a crucial role in aligning the structure by providing innovative ideas 
as the organization’s engineering subject matter expert. The VP will also lead the 
frontline managers in their department as they implement any future task force 
recommendations. Likewise, the production manager for the contract manufacturing 
division will take part in the task forces as the manufacturing subject matter expert 
and will guide the frontline managers in their department as they implement any 
recommendations from the task forces. Both divisional leaders will monitor their own 
production KPIs. As the representatives of the administrative employees, the HR 
director and controller will both participate in the task forces, provide their unique 
people and financial expertise to the group, and monitor their own respective KPIs. To 
ensure the group does not include too many people, representatives of each division 
and general business discipline in the firm will comprise the change management 
team and be well-prepared to shepherd the change management plan throughout 
its execution.  
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Team Member Alignment Area Discipline Focus 

President  Strategy, Culture  Executive 
Leadership  

Creating a shared 
vision, sense of 
urgency, and 
accountability, and 
monitoring all KPIs  

VP of EM-AD  Structure  

Executive 
Leadership, 
Engineering, 
Operations  

Informing product 
application and 
process innovations, 
guiding frontline 
managers in the 
department as they 
implement task force 
recommendations, 
monitoring production 
KPIs  

HR Director (AKA 
the researcher)  HCM, Culture  HCM, Operations  

Crafting policies, 
participating in both 
task forces as the HCM 
leader, providing 
insights from the study, 
monitoring HCM KPIs  

Controller  Strategy  
Accounting and 
Finance, 
Operations  

Participates in both 
task forces as the 
financial leader, 
monitors financial 
KPIs   

Production 
Manager for EM-
CM  

Structure  Manufacturing, 
Operations  

Participates in both 
task forces as the 
manufacturing SME, 
guiding frontline 
managers in the 
department as they 
implement task force 
recommendations and 
monitor production 
KPIs  

 

Table 17. Change Management Team. 
 
The group is charged with developing a compelling initial communication plan to 
create a sense of urgency for the change, cast a vision for the future, and present the 
opportunity for employees to join the change task forces. At this stage, it is extremely 
important to communicate with multiple methods, through several people and 
platforms, to build excitement progressively until the full-blown change initiative is 
announced to the entire company. A sample communication plan is provided in 
Appendix T.  
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After the task forces are announced, the groups will meet to establish a group charter, 
which includes the purpose of the group, frequency of meetings, and group 
collaboration norms. Harvard Business School Online Staff (2020) warns, “When a 
professional who has never managed a change initiative is suddenly thrust into the 
challenge, the results can be catastrophic if they don’t take the time to shore up their 
skills” (para. 5). Therefore, as discussed in Section 4, the first few meetings must involve 
creative problem-solving training to set the task forces up for success. Stakeholders 
can refer to Appendix S for a step-by-step checklist to know when the phase is 
complete.  
  
Change Phase  
The second step of the change management plan involves implementing the 
solutions, consistently communicating the value of the changes, and providing 
support to key stakeholders. To ensure the change is successful, it must be 
implemented deliberately, intentionally, and slowly to avoid burnout (Perucci, 2023). 
To that end, a sample implementation guide was provided to the partner organization 
during the recommendation presentation, which involved an extended year-long 
timeline. The partner organization liked the intentionality of the plan and asked that 
the solution be implemented throughout four quarters as suggested. Their 
assessment of the provided plan is in line with Adobe’s evaluation of how quarterly, 
rather than annual, planning is the most effective way to organize strategic planning 
since it allows for regular updates to the plan as needed and creates a sense of 
urgency since deadlines come more often than with annual plans (Adobe 
Communications Team, 2022).   
  
The implementation timeline provided in Appendix S is to be followed each quarter 
to execute the necessary changes, ensure consistent communication and 
accountability throughout each phase, and support stakeholders in various 
implementation elements. A crawl, walk, run, and fly approach has been adopted to 
ensure the change gains momentum during implementation. This approach starts 
with small, preliminary steps and gradually expands as momentum builds 
(SlideModel, 2023). Interested stakeholders can refer to Appendix U for a detailed 
outline of how each step of the CMP is directly tied to its respective BKD solution and 
Lewin phase.  
  
Refreeze Phase  
After implementing changes, the third step is refreezing, which involves reinforcing 
the change and using KPIs to measure the success or failure of the change. The focus 
is on evaluating, adjusting, and reinforcing the changes if needed. This step also 
involves reinforcing the change, evaluating its effectiveness, and using KPIs to 
measure the success or failure of the change. Step-by-step implementation 
recommendations can be found in Appendix S.  
  
During refreezing, the focus is on evaluating and adjusting the changes as needed. 
Positive and negative reinforcements are made to ensure that the changes become 
a part of the daily routine and are sustainable in the long term. The evaluation process 
helps to identify any issues or areas of improvement, and the use of KPIs provides 
measurable data to track the progress of the changes. Overall, refreezing is a crucial 
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step in the change management process that helps to ensure that changes are 
successful and sustainable.  
 
Evaluation   
Finally, it is crucial to the success of the change management plan that EMT measures 
and evaluates change (Miller, 2020). To that end, a balanced scorecard is provided in 
Table 18 as a valuable resource since the tool directly ties the firm’s strategies to 
measurements and specific initiatives (Kaplan & Norton, 1993). Calculations for each of 
these and other measures are provided in Appendix F.  
 

 Objectives  Measures  Targets  Initiatives  

Financial 

Provide 
consistent and 
predictable 
ROI  

ROI; profitability 
per employee  

+22% annual 
growth  

Continuous 
Improvement Task 
Force  

Employees 

Create a 
positive and 
productive 
work 
environment  

eNPS; retention 
rate  

>0 avg. eNPS; 
Reduce turnover 
by half in 2024 

MVV presentations, 
Compensation Task 
Force, MVV 
integration in the 
employee lifecycle  

Internal 
Processes 

Improve 
systems and 
processes  

Throughput  +15% increase in 
throughput 
quarter-over-
quarter  

Continuous 
Improvement Task 
Force, employee-
directed training; 
cross-training  

Learning 
and 

Growth 

Upskill to 
maximize 
success in 
Industry 4.0  

Total training 
hours; total 
training 
completed per 
employee  

Double attendance 
at voluntary 
training sessions in 
2024; +15% increase 
in trainings 
completed per 
employee  

Leadership training; 
employee-directed 
training, cross-
training, regular 
training updates  

 

Table 18. Balanced Scorecard. 
  
In addition, the organization should conduct the IMA’s Individual Readiness 
Assessment before the change initiatives begin in the first quarter of 2024 and then 
re-take the assessment in the first quarter of 2025 to determine if the top-line goal of 
this study was accomplished, namely, to make EMT better prepared to change at the 
individual, team, and organizational level (Alsher, 2018).  
  
Reinforcement Strategies  
Reinforcement strategies must address positive and negative reinforcements to 
confront behaviors that promote or hinder change initiatives, as stated by Creasey 
(n.d.). Several positive and negative reinforcement approaches are outlined in 
Appendix V. Notably, however, since post-M&A leaders are responsible for ensuring an 
us versus them mentality does not foment, each reinforcement strategy should 
assume that the various groups within the organization—long- and short-tenured 
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employees, generations, pre-and-post-M&A employees—will react differently to the 
reinforcement strategies. For example, if an employee who has been with the 
company for 25 years begins to balk at the new MVV, a leader could reinforce the MVV 
by bringing up negative points in the organization’s history, like the decade-long 
period of the trust, to generate buy-in for the exciting new direction. That same 
reinforcement strategy would not work with an employee who has only been with the 
company for a year. 
 

Scenario Planning   
Change can be unpredictable because it involves people, and people can be 
unpredictable. Therefore, it is crucial for EMT to be prepared for specific scenarios that 
could affect the success of the change management plan. Typical plans should 
address financial, operational, and external scenarios (Luther, 2022), as well as cultural 
ones. The scenario planning guide in Figure 25 contains each of those scenarios.  
 

 

Action Plan   
As previously mentioned, it is essential to approach change with careful consideration 
and a strategic plan. In order to facilitate this, a clear and concise action plan is 
provided in Appendix S, which outlines the specific steps of the process, including who 
is responsible for each task, what needs to be done, and when it needs to be 
completed. The action plan is designed to be flexible and can be adjusted to ensure 
the change is implemented successfully. A visualization of how the strategies support 
and interact with one another, a helpful strategy map, is provided in Figure 26.  

Figure 25. Scenario Planning Guide. 
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Conclusion  
This study has been an exciting and urgent pursuit of the motivators and enablers of 
change and innovation from the beginning to the end. The study started by 
identifying and investigating the problem at EMT. In Section 1, the researcher provided 
an overview of the organization’s history, current situation, and the problem’s 
significance for EMT and the industry as a whole. The problem was further 
investigated, as detailed in the Section 2  at-a-glance analyses:  environmental, 
industry, organizational,  and other related factors contributing to it. In particular, the 
significance of Industry 4.0 and the industry’s potential for innovation informed the 
understanding of EMT’s problem—the organization’s inability to adapt to change and 

Figure 26. Strategy Map. 
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engage in innovation. Section 3 includes a comprehensive overview of a wide range 
of scholarly and practitioner literature related to M&A integration, motivation theories, 
leadership styles, employee engagement, cross-functional collaboration, and total 
rewards programs. These helped with the determination of a perceived gap in the 
perception of EMT’s operations as related to the lackluster post-M&A integration of 
strategy, structure, culture, and human capital management, as well as factors that 
might cause inhibitions toward change and innovation. Section 4 details the research 
design and analysis of the targeted survey given to the organization’s leaders and 
employees, as well as research- and evidence-based solutions. Based on the solutions 
generated from the literature and data analysis, and with the signoff of EMT’s 
leadership, a change management plan was developed Section 5 details how Lewin’s 
change model (Raza, 2019) will be used to implement the approved solutions. 
  
The results of this study and planned implementation will immediately benefit EM 
Technologies and set it up for long-term success. After almost a decade under 
previous ownership, which discouraged change and innovation to mitigate pre-
acquisition risk, EMT has been provided with a comprehensive guide to move into 
Industry 4.0. This guide includes the theories, training, and tools required for EMT to 
thrive in a rapidly evolving and advancing business environment. The multi-faceted 
solutions will enable EMT to motivate greater adoption of its new MVV, upskill its 
leaders and employees for change and innovation, incentivize its employees with 
tailored rewards, and implement process and product innovations.  
 
Although the immediate scope of the research was narrow, focusing on one 
organization at one point in time, this doctoral inquiry contributes to the high-tech 
manufacturing industry and other organizations as well. Firms in the manufacturing 
industry and other non-manufacturing firms can learn a lot from this study and apply 
its same targeted approach to prepare an organization for the Fourth Industrial 
Revolution.  
  
The study’s central message is the critical importance of embracing change to 
succeed in today’s rapidly evolving business environment. The author hopes that 
readers feel optimistic about the future and understand the magnitude of the task 
ahead for organizations. When first researching and writing this report, generative AI 
was still in beta testing; however, nearly 90% of business leaders now believe it will 
significantly impact their organizations (Huh, 2023). However, only 25% of these 
leaders think they can benefit from generative AI (Huh, 2023). This study highlights 
that much work must be done to prepare leaders and organizations to thrive in 
Industry 4.0. The key to doing so is through a whole-of-business approach towards 
change and innovation.  
 

  



 

 
139 Empowering High-Tech Manufacturing in Industry 4.0 

References 
 
AACRAO. (n.d.). Problem solving. https://www.aacrao.org/resources/core-

competencies/problem-solving 
 
Abbas, T. (2022, October 30). Change management KPIs examples. CMI. 

https://changemanagementinsight.com/change-management-kpis-
examples/ 

 
Abbie. (n.d.). The three components of change. Pathway Design Group. 

https://pathwaydesigngroup.com/the-three-components-of-change/ 
 
ABI Research. (2019, November 25). Cellular and 5G antenna hot tech innovators. 

https://www.abiresearch.com/market-research/product/1033643-cellular-and-
5g-antenna-hot-tech-innovator 

 
Acumen Research and Consulting. (n.d.). Telecom equipment market size, share, & 

trends 2030. Retrieved February 4, 2023, from 
https://www.acumenresearchandconsulting.com/telecom-equipment-
market 

 
Adegbite, W. M., & Govender, C. M. (2021). Management barriers to innovation 

performance in Nigerian manufacturing sector. African Journal of Science, 
Technology, Innovation and Development, 14(7), 1959–1969. 
https://doi.org/10.1080/20421338.2021.1991553 

 
Adobe Communications Team. (2022, March 18). Quarterly planning. Adobe 

Experience Cloud. https://business.adobe.com/blog/basics/quarterly-planning 
 
Aduku, D. J., Alabi, J. O., & Orugun, J. J. (2021). An exploration of organizational 

change and employees' performance in Nigeria. Economic Insights—Trends 
and Challenges, 2021(2), 19–34. https://doi.org/10.51865/eitc.2021.02.03 

 
Agency for Healthcare Research and Quality. (n.d.). Gap analysis facilitator’s guide. 

https://www.ahrq.gov/patient-safety/settings/hospital/candor/modules/ 
facguide3.html 
  

Ahmed, W., Hizam, S. M., & Sentosa, I. (2020). Digital dexterity: Employee as 
consumer approach towards organizational success. Human Resource 
Development International, 25(5), 631–641. 
https://doi.org/10.1080/13678868.2020.1835107 

 
van Vulpen, E. (n.d.). HR benchmarking: All you need to know to get started. AIHR. 

https://www.aihr.com/blog/hr-benchmarking/ 
 

https://www.aacrao.org/resources/core-competencies/problem-solving
https://www.aacrao.org/resources/core-competencies/problem-solving
https://changemanagementinsight.com/change-management-kpis-examples/
https://changemanagementinsight.com/change-management-kpis-examples/
https://pathwaydesigngroup.com/the-three-components-of-change/
https://www.abiresearch.com/market-research/product/1033643-cellular-and-5g-antenna-hot-tech-innovator
https://www.abiresearch.com/market-research/product/1033643-cellular-and-5g-antenna-hot-tech-innovator
https://www.acumenresearchandconsulting.com/telecom-equipment-market
https://www.acumenresearchandconsulting.com/telecom-equipment-market
https://doi.org/10.1080/20421338.2021.1991553
https://business.adobe.com/blog/basics/quarterly-planning
https://doi.org/10.51865/eitc.2021.02.03
https://www.ahrq.gov/patient-safety/settings/hospital/candor/modules/%20facguide3.html
https://www.ahrq.gov/patient-safety/settings/hospital/candor/modules/%20facguide3.html
https://doi.org/10.1080/13678868.2020.1835107
https://www.aihr.com/blog/hr-benchmarking/


 

 
140 Empowering High-Tech Manufacturing in Industry 4.0 

Alexander, L., & Van Knippenberg, D. (2014). Teams in pursuit of radical innovation: A 
goal orientation perspective. Academy of Management Review, 39(4), 423–
438. https://doi.org/10.5465/amr.2012.0044 

 
Alsher, P. (2016, April 7). A practical guide to developing meaningful reinforcements 

for your organization. IMA 
Worldwide. https://www.imaworldwide.com/blog/a-practical-guide-to-
developing-meaningful-reinforcements-for-your-organization 

 
Alsher, P. (2018, July 26). Yes, there is an AIM toolkit!  IMA Worldwide. 

https://www.imaworldwide.com/blog/yes-there-is-an-aim-toolkit 
 
Amabile, T. M. (1997). Motivating creativity in organizations: On doing what you love 

and loving what you do. California Management Review, 40(1), 39–58. 
https://doi.org/10.2307/41165921 

 
Amabile, T. M., & Pratt, M. G. (2016). The dynamic componential model of creativity 

and innovation in organizations: Making progress, making meaning. 
Research in Organizational Behavior, 36, 157–183. 
https://doi.org/10.1016/j.riob.2016.10.001 

 
Amazon. (n.d.). Uayesok 433Mhz external antenna. Retrieved March 20, 2023, 

from https://www.amazon.com/UAYESOK-External-Distance-SMA-Male-
Receivers/dp/B0B5TYC3LS/ref=sr_1_1 

 
Ambrose, M., Jacobs, J., & Tham, N. (2022, November 14). CHIPS and Science Act 

summary: Energy, climate, and science provisions. Bipartisan Policy Center. 
https://bipartisanpolicy.org/blog/chips-science-act-summary/ 

 
Anand, G., & Kodali, R. (2008). Benchmarking the benchmarking models. 

Benchmarking: An International Journal, 15(3), 257–291. 
https://doi.org/10.1108/14635770810876593 

 
Anderson, D., & Murray, M. (2022, February 16). Inflation, supply chain snarls and the 

incredible shrinking margin: What do manufacturers do now? PwC. 
https://shorturl.at/qLPQZ 
 

Argyris, C., & Schön, D. A. (1978). Organizational learning: A theory of action 
perspective. Addison Wesley Publishing Company. 

 
Ashkenas, R., DeMonaco, L., & Francis, S. (1998, January 1). Making the deal real: How 

GE Capital integrates acquisitions. Harvard Business Review. 
https://hbr.org/1998/01/making-the-deal-real-how-ge-capital-integrates-
acquisitions 

 
Association for Talent Development. (n.d.). What is organization development? 

https://www.td.org/talent-development-glossary-terms/what-is-organization-
development 

https://doi.org/10.5465/amr.2012.0044
https://www.imaworldwide.com/blog/a-practical-guide-to-developing-meaningful-reinforcements-for-your-organization
https://www.imaworldwide.com/blog/a-practical-guide-to-developing-meaningful-reinforcements-for-your-organization
https://www.imaworldwide.com/blog/yes-there-is-an-aim-toolkit
https://doi.org/10.2307/41165921
https://doi.org/10.1016/j.riob.2016.10.001
https://www.amazon.com/UAYESOK-External-Distance-SMA-Male-Receivers/dp/B0B5TYC3LS/ref=sr_1_1?crid=2S88X2SYWGD75&keywords=rf+antenna+high+frequency&qid=1679333728&sprefix=rf+antenna%2Caps%2C169&sr=8-1
https://www.amazon.com/UAYESOK-External-Distance-SMA-Male-Receivers/dp/B0B5TYC3LS/ref=sr_1_1?crid=2S88X2SYWGD75&keywords=rf+antenna+high+frequency&qid=1679333728&sprefix=rf+antenna%2Caps%2C169&sr=8-1
https://bipartisanpolicy.org/blog/chips-science-act-summary/
https://doi.org/10.1108/14635770810876593
https://shorturl.at/qLPQZ
https://hbr.org/1998/01/making-the-deal-real-how-ge-capital-integrates-acquisitions
https://hbr.org/1998/01/making-the-deal-real-how-ge-capital-integrates-acquisitions
https://www.td.org/talent-development-glossary-terms/what-is-organization-development#:%7E:text=Solution%20represents%20the%20design%2C%20development%2C%20and%20implementation,organizational%20performance%20and%20effectiveness%2C%20or%20seize%20opportunities
https://www.td.org/talent-development-glossary-terms/what-is-organization-development#:%7E:text=Solution%20represents%20the%20design%2C%20development%2C%20and%20implementation,organizational%20performance%20and%20effectiveness%2C%20or%20seize%20opportunities


 

 
141 Empowering High-Tech Manufacturing in Industry 4.0 

Awu, E. (2022). Why contemporary issue in HRM complex in management. 
International Journal of Academic Research in Economics and Management 
Sciences, 6(7), 20–25. 
https://www.researchgate.net/publication/362367734_Why_Contemporary_Is
sue_in_HRM_Complex_in_Management 

 
Azevedo, A., & Jugdev, K. (2022). Applying cultural intelligence to develop adaptive 

leadership. Organizational Development Journal, 40(4), 56–70. 
https://www.proquest.com/docview/2732572090 

 
Bachall, S. (2019, March). The innovation equation. Harvard Business Review. 

https://hbr.org/2019/03/the-innovation-equation 
 
Bagdadli, S., Hayton, J. C., & Perfido, O. (2014). Reconsidering the role of HR in M&As: 

What can be learned from practice. Human Resource Management, 
53(6), 1005–1025. https://doi.org/10.1002/hrm.21671 

 
Bai, W., Feng, Y., Yue, Y., & Feng, L. (2017). Organizational structure, cross-functional 

integration and performance of new product development team. Procedia 
Engineering, 174, 621–629. https://doi.org/10.1016/j.proeng.2017.01.198 

 
Baicu, A., Emil Coteţ, C., & Parpală, L. (2021). Analysis of an enterprise based on a new 

diagnosis model. Proceedings in Manufacturing Systems, 16(4), 151–156. 
https://shorturl.at/uxIT0 
 

BambooHR, & Quantum Workplace. (n.d.). Recognition in the workplace: 
Breakthrough secrets and stats. Quantum Workplace. 
https://marketing.quantumworkplace.com/hubfs/Marketing/Website/Resour
ces/PDFs/Recognition-in-the-Workplace.pdf 

 
Bansal, A., & King, D. R. (2020). Communicating change following an acquisition. 

The International Journal of Human Resource Management, 33(9), 1886–1915. 
https://doi.org/10.1080/09585192.2020.1803947 

 
Banu, S. (2021, March 31). Know your strengths, capitalize on them. Greenleaf 

Leadership Coaching. https://greenleafcoach.com/2021/03/31/know-your-
strenghts-capitalize-on-them 

 
Barba-Aragón, M. I., & Jiménez-Jiménez, D. (2020). HRM and radical innovation: A 

dual approach with exploration as a mediator. European Management 
Journal, 38(5), 791–803. https://doi.org/10.1016/j.emj.2020.03.007 

 
Google GenAI. (2023, October 2). Bard (October 2 version) [Large language model].  

https://bard.google.com/ 
 
Barnes, D. (2018, September 27). Failed mergers and acquisitions caused by poor IT 

integration. Raconteur. https://shorturl.at/dlSY9 
 

https://www.researchgate.net/publication/362367734_Why_Contemporary_Issue_in_HRM_Complex_in_Management
https://www.researchgate.net/publication/362367734_Why_Contemporary_Issue_in_HRM_Complex_in_Management
https://www.proquest.com/docview/2732572090
https://hbr.org/2019/03/the-innovation-equation
https://doi.org/10.1002/hrm.21671
https://doi.org/10.1016/j.proeng.2017.01.198
https://shorturl.at/uxIT0
https://marketing.quantumworkplace.com/hubfs/Marketing/Website/Resources/PDFs/Recognition-in-the-Workplace.pdf?hsCtaTracking=15652ca6-d4d5-466b-ac11-c18ac6eec98f%7C7f3ee571-9558-43f2-952c-a35fbff542d0
https://marketing.quantumworkplace.com/hubfs/Marketing/Website/Resources/PDFs/Recognition-in-the-Workplace.pdf?hsCtaTracking=15652ca6-d4d5-466b-ac11-c18ac6eec98f%7C7f3ee571-9558-43f2-952c-a35fbff542d0
https://doi.org/10.1080/09585192.2020.1803947
https://greenleafcoach.com/2021/03/31/know-your-strenghts-capitalize-on-them/#:%7E:text=3.,hire%20someone%20with%20complementary%20strengths
https://greenleafcoach.com/2021/03/31/know-your-strenghts-capitalize-on-them/#:%7E:text=3.,hire%20someone%20with%20complementary%20strengths
https://doi.org/10.1016/j.emj.2020.03.007
https://bard.google.com/
https://shorturl.at/dlSY9


 

 
142 Empowering High-Tech Manufacturing in Industry 4.0 

Basford, T., & Schaninger, B. (2016, April 11). The four building blocks of change. 
McKinsey & Company. https://www.mckinsey.com/capabilities/people-and-
organizational-performance/our-insights/the-four-building-blocks--of-
change 

 
Bass, B. M., & Riggio, R. E. (2006). Transformational leadership (2nd ed.). Psychology 

Press. 
 
Boston Consulting Group. (2021). Successful merger integration: How BCG helps 

maximize the value from a deal. https://media-
publications.bcg.com/flash/PDF/PMI.pdf 

 
Becker, L. J. (1978). Joint effect of feedback and goal setting on performance: A field 

study of residential energy conservation. Journal of Applied Psychology, 63(4), 
428–433. https://doi.org/10.1037/0021-9010.63.4.428 

 
Beetham, M. (2016, February 18). Benchmarking innovation at your organization. 

Decipher. https://www.innovation-asset.com/blog/benchmarking-innovation-
at-your-organization 

 
Berkow, K. (2017). Importance of effective leadership for the success of mergers and 

acquisitions (Publication No. 793) [Doctoral dissertation, Pepperdine 
University]. Pepperdine Digital Commons. 
https://digitalcommons.pepperdine.edu/etd/793/ 

 
Bersin, J. (2021, April 24). New recognition research: A hidden secret to talent 

management. https://joshbersin.com/2012/06/bersin-launches-new-
recognition-research-a-hidden-secret-to-talent-management/ 

 
BetterUp. (2023). Resilience in an age of uncertainty. 

https://grow.betterup.com/resilience 
 
BetterUp. (n.d.). BetterUp Care™ for comprehensive well-being. 

https://www.betterup.com/products/betterup-care 
 
Betti, F., De Boer, E., Giraud, Y., & Desnos, V. (2022, October 11). The scaling imperative 

for industry 4.0. McKinsey & Company. 
https://mckinsey.com/capabilities/operations/our-insights/the-scaling-
imperative-for-industry-4-point-0 

 
Bhandari, P. (2023, June 21). What does standard deviation tell you? Scribbr. 

https://www.scribbr.com/statistics/standard-deviation/ 
 
Birkinshaw, J., Bresman, H., & Håkanson, L. (2000). Managing the post-acquisition 

integration process: How the human integration and task integration 
processes interact to foster value creation. Journal of Management 
Studies, 37(3), 395–425. https://doi.org/10.1111/1467-6486.00186 

 

https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-four-building-blocks--of-change
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-four-building-blocks--of-change
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-four-building-blocks--of-change
https://media-publications.bcg.com/flash/PDF/PMI.pdf
https://media-publications.bcg.com/flash/PDF/PMI.pdf
https://doi.org/10.1037/0021-9010.63.4.428
https://www.innovation-asset.com/blog/benchmarking-innovation-at-your-organization
https://www.innovation-asset.com/blog/benchmarking-innovation-at-your-organization
https://digitalcommons.pepperdine.edu/etd/793/
https://joshbersin.com/2012/06/bersin-launches-new-recognition-research-a-hidden-secret-to-talent-management/
https://joshbersin.com/2012/06/bersin-launches-new-recognition-research-a-hidden-secret-to-talent-management/
https://grow.betterup.com/resilience
https://www.betterup.com/products/betterup-care
https://mckinsey.com/capabilities/operations/our-insights/the-scaling-imperative-for-industry-4-point-0
https://mckinsey.com/capabilities/operations/our-insights/the-scaling-imperative-for-industry-4-point-0
https://www.scribbr.com/statistics/standard-deviation/
https://doi.org/10.1111/1467-6486.00186


 

 
143 Empowering High-Tech Manufacturing in Industry 4.0 

Blackburn, B., & Noll, E. (2011, February 14). Made in America: A brief history of US 
manufacturing. ABC News. https://abcnews.go.com/Business/made-america-
middle-class-built-manufacturing-jobs/story?id=12916118  

 
Blair, G. (2022, March 9). How emotionally intelligent are you? Psychology Today. 

https://www.psychologytoday.com/us/blog/school-thought/202203/how-
emotionally-intelligent-are-you 

 
Blueboard. (n.d.). Experiential rewards for employees that wow. 

https://www.blueboard.com/experiences 
 
Bodell, L. (2019, January 31). 3 non-basic ways for incentivizing employees to 

innovate. Forbes. 
https://www.forbes.com/sites/lisabodell/2019/01/31/incentivize-employees-to-
innovate-from-futurethink/ 

 
Borden, K., Ebenstein, D., Maurer, I., & Padhi, A. (2022, October 21). The titanium 

economy: An introduction. McKinsey & Company. 
https://www.mckinsey.com/industries/advanced-electronics/our-insights/the-
titanium-economy-an-introduction  

 
Boulakis, D. (2018). Reward and motivation systems as a dampening factor to 

resistance to change [Master's thesis, University of Macedonia]. Digital Library 
and Institutional Repository. https://dspace.lib.uom.gr/handle/2159/22108 

 
Boynton, J. (2020, January 6). How we take our culture to the next level with 

conscious culture. Cisco. https://blogs.cisco.com/csr/how-we-take-our-
culture-to-the-next-level-with-conscious-culture 

 
Brettel, M., Heinemann, F., Engelen, A., & Neubauer, S. (2011). Cross-functional 

integration of R&D, marketing, and manufacturing in radical and incremental 
product innovations and its effects on project effectiveness and 
efficiency. Journal of Product Innovation Management, 28(2), 251–269. 
https://doi.org/10.1111/j.1540-5885.2011.00795.x 

 
Brun, J., & Dugas, N. (2008). An analysis of employee recognition: Perspectives on 

human resources practices. The International Journal of Human Resource 
Management, 19(4), 716–730. https://doi.org/10.1080/09585190801953723 

 
Bullard. (n.d.). 10 most cited OSHA violations of 2022. 

https://www.bullard.com/insights/10-most-cited-osha-violations-of-2022/ 
 
Business Wire. (2019, September 5). Fractal’s new antenna solution enables 5G in 

stadiums and beyond. 
https://www.businesswire.com/news/home/20190905005707/en/Fractal%E2%
80%99s-New-Antenna-Solution-Enables-5G-Stadiums 

 

https://abcnews.go.com/Business/made-america-middle-class-built-manufacturing-jobs/story?id=12916118
https://abcnews.go.com/Business/made-america-middle-class-built-manufacturing-jobs/story?id=12916118
https://www.psychologytoday.com/us/blog/school-thought/202203/how-emotionally-intelligent-are-you
https://www.psychologytoday.com/us/blog/school-thought/202203/how-emotionally-intelligent-are-you
https://www.blueboard.com/experiences
https://www.forbes.com/sites/lisabodell/2019/01/31/incentivize-employees-to-innovate-from-futurethink/?sh=569a42773d11
https://www.forbes.com/sites/lisabodell/2019/01/31/incentivize-employees-to-innovate-from-futurethink/?sh=569a42773d11
https://www.mckinsey.com/industries/advanced-electronics/our-insights/the-titanium-economy-an-introduction
https://www.mckinsey.com/industries/advanced-electronics/our-insights/the-titanium-economy-an-introduction
https://dspace.lib.uom.gr/handle/2159/22108
https://blogs.cisco.com/csr/how-we-take-our-culture-to-the-next-level-with-conscious-culture
https://blogs.cisco.com/csr/how-we-take-our-culture-to-the-next-level-with-conscious-culture
https://doi.org/10.1111/j.1540-5885.2011.00795.x
https://doi.org/10.1080/09585190801953723
https://www.bullard.com/insights/10-most-cited-osha-violations-of-2022/
https://www.businesswire.com/news/home/20190905005707/en/Fractal%E2%80%99s-New-Antenna-Solution-Enables-5G-Stadiums
https://www.businesswire.com/news/home/20190905005707/en/Fractal%E2%80%99s-New-Antenna-Solution-Enables-5G-Stadiums


 

 
144 Empowering High-Tech Manufacturing in Industry 4.0 

Cameron, K. S., Bright, D., & Caza, A. (2004). Exploring the relationships between 
organizational virtuousness and performance. American Behavioral 
Scientist, 47(6), 766–790. https://doi.org/10.1177/0002764203260209 

 
Camillus, J. (2008, May). Strategy as a wicked problem. Harvard Business Review, 

86(5), 1–10. https://hbr.org/2008/05/strategy-as-a-wicked-problem  
 
Campbell, D., & Dardis, G. (2004). The "be, know, do" model of leader development. 

Human Resource Planning, 27(2), 26–39. https://www.proquest.com/trade-
journals/be-know-do-model-leader-development/docview/224570352/se-2 
 

Carmeli, A., Gelbard, R., & Reiter-Palmon, R. (2013). Leadership, creative problem-
solving capacity, and creative performance: The importance of knowledge 
sharing. Human Resource Management, 52(1), 95–121. 
 https://doi.org/10.1002/hrm.21514 

 
Cartwright, S., Teerikangas, S., Rouzies, A., & Wilson-Evered, E. (2012). Methods in 

M&A—A look at the past and the future to forge a path forward. Scandinavian 
Journal of Management, 28(2), 95–106. 
https://doi.org/10.1016/j.scaman.2012.03.002 

 
Cascade Team. (2022, November 3). Cross-functional collaboration overview + 

examples. Cascade Strategy. https://www.cascade.app/blog/cross-functional-
teams-drive-innovation 

 
Caulfield, J. (2023, June 22). How to do thematic analysis. Scribbr. 

https://scribbr.com/methodology/thematic-analysis/ 
 
CB Insights. (n.d.). Metawave stock price, funding, valuation, revenue & financial 

statements. Retrieved January 31, 2023, from 
https://www.cbinsights.com/company/metawave/financials 
 

Cecil. (2013, January 17). Edgar Schein: Organizational culture and leadership. The 
Hypertextual. https://thehypertextual.com/2013/01/17/edgar-schein-
organizational-culture-and-leadership/ 

 
Cellan-Jones, R. (2019, June 25). Robots 'to replace up to 20 million factory jobs' by 

2030. BBC News. https://www.bbc.com/news/business-48760799 
 
Cerasoli, C. P., Nicklin, J. M., & Ford, M. T. (2014). Intrinsic motivation and extrinsic 

incentives jointly predict performance: A 40-year meta-analysis. 
Psychological Bulletin, 140(4), 980–1008. 
https://doi.org/10.1037/a0035661 

 
Chandele, T. (n.d.). The journey to become a learning organization. SHRM People + 

Strategy Journal,  
https://www.shrm.org/executive-network/insights/people-strategy/journey-
to-become-learning-organization 

https://doi.org/10.1177/0002764203260209
https://hbr.org/2008/05/strategy-as-a-wicked-problem
https://doi.org/10.1002/hrm.21514
https://doi.org/10.1016/j.scaman.2012.03.002
https://www.cascade.app/blog/cross-functional-teams-drive-innovation
https://www.cascade.app/blog/cross-functional-teams-drive-innovation
https://scribbr.com/methodology/thematic-analysis/
https://www.cbinsights.com/company/metawave/financials
https://thehypertextual.com/2013/01/17/edgar-schein-organizational-culture-and-leadership/
https://thehypertextual.com/2013/01/17/edgar-schein-organizational-culture-and-leadership/
https://www.bbc.com/news/business-48760799
https://doi.org/10.1037/a0035661
https://www.shrm.org/executive-network/insights/people-strategy/journey-to-become-learning-organization
https://www.shrm.org/executive-network/insights/people-strategy/journey-to-become-learning-organization


 

 
145 Empowering High-Tech Manufacturing in Industry 4.0 

Chao, J., Kaetzler, B., Lalani, N., & Lynch, L. (2020, October 12). Talent retention and 
selection in M&A. McKinsey & Company. 
https://www.mckinsey.com/capabilities/m-and-a/our-insights/talent-
retention-and-selection-in-m-and-a 

 
Chapple, L., Fong, C., Loyola, A., Magni, M., Pacchia, M., Sivaeva, T., & Shah, S. (2022, 

July 5). E-commerce: At the center of profitable growth in consumer goods. 
McKinsey & Company. 
https://www.mckinsey.com/industries/consumer-packaged-goods/our-
insights/e-commerce-at-the-center-of-profitable-growth-in-consumer-goods 

 
ChartExpo. (n.d.). Homepage. https://chartexpo.com/ 
 
Chen, A. S., & Hou, Y. (2016). The effects of ethical leadership, voice behavior and 

climates for innovation on creativity: A moderated mediation examination. 
The Leadership Quarterly, 27(1), 1–13. 
https://doi.org/10.1016/j.leaqua.2015.10.007 

 
Chowdhury, S., & Hioe, E. (2017, December 27). How effective goal-setting motivates 

employees. People & Organization Blog. 
https://www.mckinsey.com/capabilities/people-and-organizational-
performance/our-insights/the-organization-blog/how-effective-goal-setting-
motivates-employees 

 
Christensen, C., Alton, R., Rising, C., & Waldeck, A. (2011, March 1). The big idea: The 

new M&A playbook. Harvard Business Review. https://hbr.org/2011/03/the-big-
idea-the-new-ma-playbook 

 
Chyung, S. Y., Hutchinson, D., & Shamsy, J. A. (2020). Evidence‐based survey design: 

Ceiling effects associated with response scales. Performance Improvement, 
59(6), 6–13. https://doi.org/10.1002/pfi.21920 
 

City of Amsterdam. (n.d.). History of Amsterdam. 
https://www.amsterdamny.gov/235/History-of-Amsterdam 

 
Clarke, M. (2017, September). Top tips for making change stick. Sticky Change. 

https://www.stickychange.com/_files/ugd/8ace63_49e4843e54c546c180e4f6a
d20f6f797.pdf 

 
Clarke, S., Uhlaner, R., & Wol, L. (2020, April 16). A blueprint for M&A success. McKinsey 

& Company. https://www.mckinsey.com/capabilities/strategy-and-corporate-
finance/our-insights/a-blueprint-for-m-and-a-success 

 
Coetsee, D. (2022, August 12). How to apply leading and lagging indicators in three 

simple steps. OKR Institute. https://okrinstitute.org/how-to-apply-leading-
and-lagging-indicators-in-three-simple-steps/ 

 

https://www.mckinsey.com/capabilities/m-and-a/our-insights/talent-retention-and-selection-in-m-and-a
https://www.mckinsey.com/capabilities/m-and-a/our-insights/talent-retention-and-selection-in-m-and-a
https://www.mckinsey.com/industries/consumer-packaged-goods/our-insights/e-commerce-at-the-center-of-profitable-growth-in-consumer-goods
https://www.mckinsey.com/industries/consumer-packaged-goods/our-insights/e-commerce-at-the-center-of-profitable-growth-in-consumer-goods
https://chartexpo.com/
https://doi.org/10.1016/j.leaqua.2015.10.007
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-organization-blog/how-effective-goal-setting-motivates-employees
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-organization-blog/how-effective-goal-setting-motivates-employees
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-organization-blog/how-effective-goal-setting-motivates-employees
https://hbr.org/2011/03/the-big-idea-the-new-ma-playbook
https://hbr.org/2011/03/the-big-idea-the-new-ma-playbook
https://doi.org/10.1002/pfi.21920
https://www.amsterdamny.gov/235/History-of-Amsterdam
https://www.stickychange.com/_files/ugd/8ace63_49e4843e54c546c180e4f6ad20f6f797.pdf
https://www.stickychange.com/_files/ugd/8ace63_49e4843e54c546c180e4f6ad20f6f797.pdf
https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/a-blueprint-for-m-and-a-success
https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/a-blueprint-for-m-and-a-success
https://okrinstitute.org/how-to-apply-leading-and-lagging-indicators-in-three-simple-steps/
https://okrinstitute.org/how-to-apply-leading-and-lagging-indicators-in-three-simple-steps/


 

 
146 Empowering High-Tech Manufacturing in Industry 4.0 

Coleman, J. (2022, March 28). It’s time to take a fresh look at your company’s values. 
Harvard Business Review. https://hbr.org/2022/03/its-time-to-take-a-fresh-
look-at-your-companys-values 

 
Cooper, R. (2023, January 4). Electro-Metrics hits record sales for 2022 after new 

ownership, leadership step in. Albany Business Review. 
https://www.bizjournals.com/albany/news/2023/01/04/electro-metrics-
antennas-machining-johnstown.html 

 
Coppola, J. (2023, May 30). Cross-functional collaboration: What it is + benefits. 

Teamwork.com. https://www.teamwork.com/blog/cross-functional-
collaboration/#id-what-is-cross-functional-collaboration 

 
Coradi, A., Heinzen, M., & Boutellier, R. (2015). Designing workspaces for cross-

functional knowledge-sharing in R&D: The “co-location pilot” of Novartis.  
Journal of Knowledge Management, 19(2), 236–256. 
https://doi.org/10.1108/jkm-06-2014-0234 

 
Coughlan, A., & Joseph, K. (2012). Sales force compensation: Research insights and 

research potential. In G. L. Lilien & R. Grewal (Eds.), Handbook of business-to-
business marketing (pp. 473–495). Edward Elgar Publishing. 

 
Creasey, T. (2023, December 13). Reinforcement—The Prosci ADKAR model. 

Prosci. https://www.prosci.com/resources/articles/adkar-model-
reinforcement 

 
Creasey, T. (n.d.). Defining the scope of change management. Prosci. 

https://www.prosci.com/blog/defining-the-scope-of-change-management 
 
CSIMarket. (2023). Semiconductors industry data, revenue, income, employees, sales 

guidance, earnings outlook. Retrieved March 7, 2023, from 
https://csimarket.com/Industry/Industry_Data.php?ind=1010 

 
Curran, B., & Walsworth, S. (2014). Can you pay employees to innovate? Evidence 

from the Canadian private sector. Human Resource Management 
Journal, 24(3), 290–306. https://doi.org/10.1111/1748-8583.12036 

 
Darvishmotevali, M., Altinay, L., & Köseoglu, M. A. (2020). The link between 

environmental uncertainty, organizational agility, and organizational 
creativity in the hotel industry. International Journal of Hospitality 
Management, 87, Article 102499. https://doi.org/10.1016/j.ijhm.2020.102499 

 
D'Aveni, R. (2015, May). The 3-D printing revolution. Harvard Business Review. 

https://hbr.org/2015/05/the-3-d-printing-revolution 
 
Davenport, C. (2021, January 22). Restoring environmental rules rolled back by 

Trump could take years. The New York Times, 170, 58947, PA18–A18. 
https://www.nytimes.com/2021/01/22/climate/biden-environment.html 

https://hbr.org/2022/03/its-time-to-take-a-fresh-look-at-your-companys-values
https://hbr.org/2022/03/its-time-to-take-a-fresh-look-at-your-companys-values
https://www.bizjournals.com/albany/news/2023/01/04/electro-metrics-antennas-machining-johnstown.html
https://www.bizjournals.com/albany/news/2023/01/04/electro-metrics-antennas-machining-johnstown.html
https://www.teamwork.com/blog/cross-functional-collaboration/#id-what-is-cross-functional-collaboration
https://www.teamwork.com/blog/cross-functional-collaboration/#id-what-is-cross-functional-collaboration
https://doi.org/10.1108/jkm-06-2014-0234
https://www.prosci.com/resources/articles/adkar-model-reinforcement
https://www.prosci.com/resources/articles/adkar-model-reinforcement
https://www.prosci.com/blog/defining-the-scope-of-change-management
https://csimarket.com/Industry/Industry_Data.php?ind=1010
https://doi.org/10.1111/1748-8583.12036
https://doi.org/10.1016/j.ijhm.2020.102499
https://hbr.org/2015/05/the-3-d-printing-revolution
https://www.nytimes.com/2021/01/22/climate/biden-environment.html


 

 
147 Empowering High-Tech Manufacturing in Industry 4.0 

Davis, C., & Benson, A. (2023, August 25). Inflation calculator by year: The dollar’s 
value since 1913. NerdWallet. 
https://www.nerdwallet.com/article/investing/inflation-calculator 

 
Davis, H. (2016, October 18). Getting engagement right to motivate staff. Raconteur. 

https://www.raconteur.net/report/employee-engagement-benefits-
2016/getting-engagement-right-to-motivate-staff/ 

 
Deci, E. L., Koestner, R., & Ryan, R. M. (1999). A meta-analytic review of experiments 

examining the effects of extrinsic rewards on intrinsic motivation. 
Psychological Bulletin, 125(6), 627–668. https://doi.org/10.1037/0033-
2909.125.6.627 

 
De Selding. (2022, June 13). Where's the bigger value add in geospatial services: The 

satellites or the analytics? Kratos Defense & Security Solutions. 
https://www.kratosdefense.com/constellations/articles/wheres-the-bigger-
value-add-in-geospatial-services-the-satellites-or-the-analytics 

 
Del Campo, H., Poltronieri, G., Vaghi, A., Vesco, S., & Simoncini, A. (2022, April 14). How 

industrial and aerospace and defense OEMs can win the obsolescence 
challenge. McKinsey & Company. 
https://www.mckinsey.com/industries/aerospace-and-defense/our-
insights/how-industrial-and-aerospace-and-defense-oems-can-win-the-
obsolescence-challenge 

 
Deloitte. (n.d.). Beyond reskilling. 
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/energy-
resources/us-dei-beyond-reskilling.pdf 
 
DeVoe School of Business, Technology, and Leadership. (2021). Problem-based  

learning [Image]. Copyright 2019 by Indiana Wesleyan University. 
 
Dewar, C., Keller, S., Malhotra, V., & Strovink, K. (2023, July 20). Sending it forward: 

Successfully transitioning out of the CEO role. McKinsey & Company. 
https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-
insights/sending-it-forward-successfully-transitioning-out-of-the-ceo-role 

 
DiGiovanna, S. (2023, September 4). One degree off course. Lexipol. 

https://www.lexipol.com/resources/blog/one-degree-off-course-policies-and-
course-correction 

 
Doan, T. T. (2020). Setting the “right” goal: Post M&A innovation performance and 

goal orientation. Business: Theory and Practice, 21(2), 555–565. 
https://doi.org/10.3846/btp.2020.12083 

 
 
 

https://www.nerdwallet.com/article/investing/inflation-calculator
https://www.raconteur.net/report/employee-engagement-benefits-2016/getting-engagement-right-to-motivate-staff/
https://www.raconteur.net/report/employee-engagement-benefits-2016/getting-engagement-right-to-motivate-staff/
https://doi.org/10.1037/0033-2909.125.6.627
https://doi.org/10.1037/0033-2909.125.6.627
https://www.kratosdefense.com/constellations/articles/wheres-the-bigger-value-add-in-geospatial-services-the-satellites-or-the-analytics
https://www.kratosdefense.com/constellations/articles/wheres-the-bigger-value-add-in-geospatial-services-the-satellites-or-the-analytics
https://www.mckinsey.com/industries/aerospace-and-defense/our-insights/how-industrial-and-aerospace-and-defense-oems-can-win-the-obsolescence-challenge
https://www.mckinsey.com/industries/aerospace-and-defense/our-insights/how-industrial-and-aerospace-and-defense-oems-can-win-the-obsolescence-challenge
https://www.mckinsey.com/industries/aerospace-and-defense/our-insights/how-industrial-and-aerospace-and-defense-oems-can-win-the-obsolescence-challenge
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/energy-resources/us-dei-beyond-reskilling.pdf
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/energy-resources/us-dei-beyond-reskilling.pdf
https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/sending-it-forward-successfully-transitioning-out-of-the-ceo-role
https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/sending-it-forward-successfully-transitioning-out-of-the-ceo-role
https://www.lexipol.com/resources/blog/one-degree-off-course-policies-and-course-correction
https://www.lexipol.com/resources/blog/one-degree-off-course-policies-and-course-correction
https://doi.org/10.3846/btp.2020.12083


 

 
148 Empowering High-Tech Manufacturing in Industry 4.0 

Doherty, R., Ferrer, C., & Rinaudo, E. (2016, September 19). Building the right 
organization for mergers and acquisitions. McKinsey & Company. 
https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-
insights/building-the-right-organization-for-mergers-and-acquisitions 

 
Dragoni, L., Tesluk, P. E., Russell, J. E., & Oh, I. (2009). Understanding managerial 

development: Integrating developmental assignments, learning orientation, 
and access to developmental opportunities in predicting managerial 
competencies. Academy of Management Journal, 52(4), 731–743. 
https://doi.org/10.5465/amj.2009.43669936 

 
Dunlap, A. (n.d.). How collaboration drives innovation at Amazon Web Services. 

Asana. https://resources.asana.com/aws-collaboration 
 
Dykema, J., Schaeffer, N. C., Garbarski, D., Assad, N., & Blixt, S. (2022). Towards a 

reconsideration of the use of agree-disagree questions in measuring 
subjective evaluations. Research in Social and Administrative Pharmacy, 18(2), 
2335–2344. https://doi.org/10.1016/j.sapharm.2021.06.014 

 
East, J., Kukurudza, O., & Lo, J. (2012, August 30). Executing on the integration 

strategy: Integrating finance after a merger. IMAA Institute. https://imaa-
institute.org/executing-on-the-integration-strategy-integrating-finance-
after-a-merger/ 

 
Edmondson, A. (1999). Psychological safety and learning behavior in work 

teams. Administrative Science Quarterly, 44(2), 350–383. 
https://doi.org/10.2307/2666999 

 
Edmondson, A., & Lei, Z. (2014). Psychological safety: The history, renaissance, and 

future of an interpersonal construct. Annual Review of Organizational 
Psychology and Organizational Behavior, 1(1), 23–43. 
https://doi.org/10.1146/annurev-orgpsych-031413-091305 

 
Ellinger, A. E., & Ellinger, A. D. (2014). Leveraging human resource development 

expertise to improve supply chain managers' skills and competencies. 
European Journal of Training and Development, 38(1/2), 118–135. 
https://doi.org/10.1108/ejtd-09-2013-0093 

 
Elmuti, D., & Kathawala, Y. (1997). An overview of benchmarking process: A tool for 

continuous improvement and competitive advantage. Benchmarking for 
Quality Management & Technology, 4(4), 229–243. 
https://doi.org/10.1108/14635779710195087 

 
Equal Employment Opportunity Commission. (n.d.). Equal pay/compensation 

discrimination. https://www.eeoc.gov/equal-paycompensation-discrimination 

 

https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/building-the-right-organization-for-mergers-and-acquisitions
https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/building-the-right-organization-for-mergers-and-acquisitions
https://doi.org/10.5465/amj.2009.43669936
https://resources.asana.com/aws-collaboration
https://doi.org/10.1016/j.sapharm.2021.06.014
https://imaa-institute.org/executing-on-the-integration-strategy-integrating-finance-after-a-merger/
https://imaa-institute.org/executing-on-the-integration-strategy-integrating-finance-after-a-merger/
https://imaa-institute.org/executing-on-the-integration-strategy-integrating-finance-after-a-merger/
https://doi.org/10.2307/2666999
https://doi.org/10.1146/annurev-orgpsych-031413-091305
https://doi.org/10.1108/ejtd-09-2013-0093
https://doi.org/10.1108/14635779710195087
https://www.eeoc.gov/equal-paycompensation-discrimination#:%7E:text=The%20Equal%20Pay%20Act%20requires,they%20must%20be%20substantially%20equal


 

 
149 Empowering High-Tech Manufacturing in Industry 4.0 

Erkutlu, H., & Chafra, J. (2015). The effects of empowerment role identity and creative 
role identity on servant leadership and employees’ innovation 
implementation behavior. Procedia—Social and Behavioral Sciences, 181, 3–11. 
https://doi.org/10.1016/j.sbspro.2015.04.860 

Ethically Produced. (n.d.). Homepage. https://ethicallyproduced.org/ 
 
Eva, N., Robin, M., Sendjaya, S., Van Dierendonck, D., & Liden, R. C. (2019). Servant 

leadership: A systematic review and call for future research. The Leadership 
Quarterly, 30(1), 111–132. https://doi.org/10.1016/j.leaqua.2018.07.004 

 
Faraz, N. A., Mughal, M. F., Ahmed, F., Raza, A., & Khalid Iqbal, M. (2019). The impact of 

servant leadership on employees’ innovative work behaviour-mediating role 
of psychological empowerment. International Journal of Management 
Science and Business Administration, 5(3), 10–21. 
https://doi.org/10.18775/ijmsba.1849-5664-5419.2014.53.1002 

 
Federal Communications Commission. (2022, March 21). Equipment authorization. 

https://www.fcc.gov/engineering-technology/laboratory-
division/general/equipment-authorization 

 
Fenwick, T. (2005). Organizational learning. In L. English (Ed.), International 

encyclopedia of adult education (pp. 446–450). Palgrave Macmillan. 
 
Finch, A., Burrell, D., Walker, R., Rahim, E., & Dawson, M. (2010). Changing the cultures 

of colleges and universities to make them more adaptive. Review of Higher 
Education and Self-Learning, 3(7), 40–53. 
https://www.researchgate.net/publication/255965563_Changing_The_Culture
s_of_Colleges_and_Universities_to_Make_Them_More_Adaptive 

 
First Insight. (2022). The sustainability disconnect between consumers & retail 

executives. https://www.firstinsight.com/white-papers-posts/the-
sustainability-disconnect-between-consumers-and-retail-executives 

Fischer, C., Malycha, C. P., & Schafmann, E. (2019). The influence of intrinsic 
motivation and synergistic extrinsic motivators on creativity and 
innovation. Frontiers in Psychology, 10, Article e110. 
https://doi.org/10.3389/fpsyg.2019.00137 

Ford, E. W., Duncan, W. J., Bedeian, A. G., Ginter, P. M., Rousculp, M. D., & Adams, 
A. M. (2005). Mitigating risks, visible hands, inevitable disasters, and soft 
variables: Management research that matters to managers. Academy of 
Management Perspectives, 19(4), 24–38. 
https://doi.org/10.5465/ame.2005.19417905 

 
Fractal Antenna Systems. (2021, July 16). Fractal boosts public safety antenna 

production. The Blog. https://www.fractenna.com/blog.html 
 

https://doi.org/10.1016/j.sbspro.2015.04.860
https://ethicallyproduced.org/
https://doi.org/10.1016/j.leaqua.2018.07.004
https://doi.org/10.18775/ijmsba.1849-5664-5419.2014.53.1002
https://www.fcc.gov/engineering-technology/laboratory-division/general/equipment-authorization
https://www.fcc.gov/engineering-technology/laboratory-division/general/equipment-authorization
https://www.researchgate.net/publication/255965563_Changing_The_Cultures_of_Colleges_and_Universities_to_Make_Them_More_Adaptive
https://www.researchgate.net/publication/255965563_Changing_The_Cultures_of_Colleges_and_Universities_to_Make_Them_More_Adaptive
https://www.firstinsight.com/white-papers-posts/the-sustainability-disconnect-between-consumers-and-retail-executives
https://www.firstinsight.com/white-papers-posts/the-sustainability-disconnect-between-consumers-and-retail-executives
https://doi.org/10.3389/fpsyg.2019.00137
https://doi.org/10.5465/ame.2005.19417905
https://www.fractenna.com/blog.html


 

 
150 Empowering High-Tech Manufacturing in Industry 4.0 

Fractal Antenna Systems. (2023, January 14). About us. Retrieved January 30, 2023, 
from https://www.fractenna.com/about/about.html 

 
Frey, B. S. (1997). Not just for the money: An economic theory of personal motivation. 

Edward Elgar. 
 
Frydman, C., & Jenter, D. (2010). CEO Compensation (Working Paper 16585). National 

Bureau of Economic Research. 
https://www.nber.org/system/files/working_papers/w16585/w16585.pdf 

 
Fuhrer, C., Liem, R., & Zwald, D. (2017). How focusing on culture can create value 

during M&A integration. PwC. https://www.pwc.de/de/deals/success-factors-
in-post-merger-integration.pdf 

 
Fuller, J., Wallenstein, J., Raman, M., & de Chalendar, A. (2021). Your workforce is more 

adaptable than you think. Harvard Business Review, 126–132.  
 
Fusaro, R., & Rahilly, L.  (2022, December 16). The McKinsey Podcast [Audio podcast 

transcript]. In The future of US manufacturing is hiding in plain 
sight. McKinsey & Company.  
https://www.mckinsey.com/industries/industrials-and-electronics/our-
insights/the-future-of-us-manufacturing-is-hiding-in-plain-sight 

 
Galbraith, J. R. (2014). Designing organizations: Strategy, structure, and process at 

the business unit and enterprise levels (3rd ed.). John Wiley & Sons. 
 
Gallup. (2022, July 7). Employee engagement.  

https://www.gallup.com/394373/indicator-employee-engagement.aspx 
 
Garrison, D. (2019, June 24). Most mergers fail because people aren't boxes. 

Forbes. https://www.forbes.com/sites/forbescoachescouncil/2019/06/24/most-
mergers-fail-because-people-arent-boxes 

 
Garvin, D. (1993). Building a learning organization. Harvard Business Review, 71(4), 

78–91. https://hbr.org/1993/07/building-a-learning-organization 
 
Garvin, D., Edmondson, A., & Gino, F. (2008, March). Is yours a learning 

organization? Harvard Business Review. https://hbr.org/2008/03/is-yours-a-
learning-organization 

 
Ghazali, M. F., Kassim, N. A., Khalib, M. L., Jaafar, M. N., & Idris, M. A. (2015). 

Conceptualizing of learning organization toward sustaining learning 
organization performance. International Journal of Academic Research in 
Business and Social Sciences, 5(1), 147–154. 
https://doi.org/10.6007/ijarbss/v5-i1/1411 

 
 

https://www.fractenna.com/about/about.html
https://www.nber.org/system/files/working_papers/w16585/w16585.pdf
https://www.pwc.de/de/deals/success-factors-in-post-merger-integration.pdf
https://www.pwc.de/de/deals/success-factors-in-post-merger-integration.pdf
https://www.mckinsey.com/industries/industrials-and-electronics/our-insights/the-future-of-us-manufacturing-is-hiding-in-plain-sight
https://www.mckinsey.com/industries/industrials-and-electronics/our-insights/the-future-of-us-manufacturing-is-hiding-in-plain-sight
https://www.gallup.com/394373/indicator-employee-engagement.aspx
https://www.forbes.com/sites/forbescoachescouncil/2019/06/24/most-mergers-fail-because-people-arent-boxes/?sh=4b408eb25277
https://www.forbes.com/sites/forbescoachescouncil/2019/06/24/most-mergers-fail-because-people-arent-boxes/?sh=4b408eb25277
https://hbr.org/1993/07/building-a-learning-organization
https://hbr.org/2008/03/is-yours-a-learning-organization
https://hbr.org/2008/03/is-yours-a-learning-organization
https://doi.org/10.6007/ijarbss/v5-i1/1411


 

 
151 Empowering High-Tech Manufacturing in Industry 4.0 

Gholami, B., Zabihi, E., & Subramanian, T. (2008). A review on flexibility in business 
process and the role of IT. In Regional Development International Conference. 
https://www.academia.edu/449200/A_Review_on_Flexibility_in_Business_Pro
cess_and_the_Role_of_IT 

 
Gilbert, J. (2019, July 8). Five non-monetary ways to incentivize your employees. 

Forbes. https://www.forbes.com/sites/forbescommunicationscouncil/2019/07/
08/five-non-monetary-ways-to-incentivize-your-employees 

 
Global Lighthouse Network. (n.d.). Global lighthouse network. World Economic 

Forum. https://initiatives.weforum.org/global-lighthouse-network/home 
 
Goldminz, I. (2020, March 3). The competing values framework & culture contract. 

Medium. https://orghacking.com/the-competing-values-framework-culture-
contract-quinn-nobl-7d1471c2cbe9 

 
Gomes, E., Angwin, D. N., Weber, Y., & Tarba, S. (2012). Critical success factors through 

the mergers and acquisitions process: Revealing pre- and post-M&A 
connections for improved performance. Thunderbird International Business 
Review, 55(1), 13–35. https://doi.org/10.1002/tie.21521 

 
Google Developers. (n.d.). Sankey diagram. 

https://developers.google.com/chart/interactive/docs/gallery/sankey 
 
Graebner, M. E., Heimeriks, K. H., Huy, Q. N., & Vaara, E. (2017). The process of 

postmerger integration: A review and agenda for future research. Academy of 
Management Annals, 11(1), 1–32. https://doi.org/10.5465/annals.2014.0078 

 
Graham-Leviss, K. (2016, December 20). The 5 skills that innovative leaders have in 

common. Harvard Business Review. https://hbr.org/2016/12/the-5-skills-that-
innovative-leaders-have-in-common 

 
Grebeniuk, N., & Ipatov, M. (2018). Assessing the level of adaptation of employees to 

the transformation processes in the company. Business Ethics and 
Leadership, 2(1), 106–115. https://doi.org/10.21272/bel.2(1).106-115.2018 

 
Greenleaf, R. K. (2002). Servant leadership: A journey into the nature of legitimate 

power and greatness. Paulist Press. 
 
Gregolinska, E., Khanam, R., Lefort, F., & Parthasarathy, P. (2022, April 13). Capturing 

the true value of Industry 4.0. McKinsey & Company. 
https://www.mckinsey.com/capabilities/operations/our-insights/capturing-
the-true-value-of-industry-four-point-zero 

 
Grinstein, Y., & Hribar, P. (2003, July). CEO compensation and incentives—Evidence 

from M&A bonuses. Harvard Law School. 
 
 

https://www.academia.edu/449200/A_Review_on_Flexibility_in_Business_Process_and_the_Role_of_IT
https://www.academia.edu/449200/A_Review_on_Flexibility_in_Business_Process_and_the_Role_of_IT
https://www.forbes.com/sites/forbescommunicationscouncil/2019/07/08/five-non-monetary-ways-to-incentivize-your-employees/?sh=237e5cab169e
https://www.forbes.com/sites/forbescommunicationscouncil/2019/07/08/five-non-monetary-ways-to-incentivize-your-employees/?sh=237e5cab169e
https://initiatives.weforum.org/global-lighthouse-network/home
https://orghacking.com/the-competing-values-framework-culture-contract-quinn-nobl-7d1471c2cbe9
https://orghacking.com/the-competing-values-framework-culture-contract-quinn-nobl-7d1471c2cbe9
https://doi.org/10.1002/tie.21521
https://developers.google.com/chart/interactive/docs/gallery/sankey
https://doi.org/10.5465/annals.2014.0078
https://hbr.org/2016/12/the-5-skills-that-innovative-leaders-have-in-common
https://hbr.org/2016/12/the-5-skills-that-innovative-leaders-have-in-common
https://doi.org/10.21272/bel.2(1).106-115.2018
https://www.mckinsey.com/capabilities/operations/our-insights/capturing-the-true-value-of-industry-four-point-zero
https://www.mckinsey.com/capabilities/operations/our-insights/capturing-the-true-value-of-industry-four-point-zero


 

 
152 Empowering High-Tech Manufacturing in Industry 4.0 

Gupta, D. (2022, September 8). 6 types of organizational change, explained. 
Whatfix. https://whatfix.com/blog/types-of-organizational-change/ 

 
Hall, B. J., & Murphy, K. J. (2003). The trouble with stock options. Journal of Economic 

Perspectives, 17(3), 49–70. 
https://doi.org/10.1257/089533003769204353 

 
Hanlon, R. (2021, December 1). Why company culture is more than just a pizza party. 

Our York Media. https://ouryorkmedia.com/stories/alternative-hr-why-
company-culture-is-more-than-just-a-pizza-party/ 

 
Harris, K. (2020, November). Forty years of falling manufacturing employment. 

Employment & Unemployment, 9(16). 
https://www.bls.gov/opub/btn/volume-9/ forty-years-of-falling-
manufacturing-employment.htm  

 
Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship 

between employee satisfaction, employee engagement, and business 
outcomes: A meta-analysis. Journal of Applied Psychology, 87(2), 268–279. 
https://doi.org/10.1037/0021-9010.87.2.268 

 
Harvard Business School Online Staff. (2020, March 20). Types of organizational 

change & how to manage them. Business Insights. 
https://online.hbs.edu/blog/post/types-of-organizational-change 

 
Heifetz, R., Grashow, A., & Linsky, M. (2009). The practice of adaptive leadership: Tools 

and tactics for changing your organization and the world. Harvard Business 
Press. 

 
Heifetz, R., & Laurie, D. (2001, December). The work of leadership. Harvard Business 

Review. https://hbr.org/2001/12/the-work-of-leadership 
 
Hein, J., & Wilkinson, G. (2015). Making business virtuous. Indiana Wesleyan 

University DeVoe School of Business, Leadership, and Technology. 
https://www.indwes.edu/academics/caps/devoe-school-of-business/white-
papers-pdf/the-virtuous-business-devoe-white-paper.pdf 

 
Hendrikse, R., Adriaans, I., Klinge, T. J., & Fernandez, R. (2021). The big techification of 

everything. Science as Culture, 31(1), 59–71. 
https://doi.org/10.1080/09505431.2021.1984423 

 
Hicks, K. (2022, May 2). Top 8 change management models: A comparison guide. 

Zendesk. https://www.zendesk.com/blog/change-management-models/ 
 
HiSlide.io. (2023). Nadler and Tushman congruence model. 

https://hislide.io/product/nadler-and-tushman-congruence-model-template/ 
 

https://whatfix.com/blog/types-of-organizational-change/
https://doi.org/10.1257/089533003769204353
https://ouryorkmedia.com/stories/alternative-hr-why-company-culture-is-more-than-just-a-pizza-party/
https://ouryorkmedia.com/stories/alternative-hr-why-company-culture-is-more-than-just-a-pizza-party/
https://www.bls.gov/opub/btn/volume-9/forty-years-of-falling-manufacturing-employment.htm
https://www.bls.gov/opub/btn/volume-9/forty-years-of-falling-manufacturing-employment.htm
https://doi.org/10.1037/0021-9010.87.2.268
https://online.hbs.edu/blog/post/types-of-organizational-change
https://hbr.org/2001/12/the-work-of-leadership
https://www.indwes.edu/academics/caps/devoe-school-of-business/white-papers-pdf/the-virtuous-business-devoe-white-paper.pdf
https://www.indwes.edu/academics/caps/devoe-school-of-business/white-papers-pdf/the-virtuous-business-devoe-white-paper.pdf
https://doi.org/10.1080/09505431.2021.1984423
https://www.zendesk.com/blog/change-management-models/
https://hislide.io/product/nadler-and-tushman-congruence-model-template/


 

 
153 Empowering High-Tech Manufacturing in Industry 4.0 

HMI Press. (2016, June 2). Closing the gap in employee recognition. HMI 
Performance Incentives. https://hmiaward.com/blog/closing-the-gap-in-
employee-recognition/ 

 
Hoebarth, L., Kaske, E., & Salsberg, B. (2021, September 4). Nine steps to setting up an 

M&A integration program. Ernst & Young. 
https://www.ey.com/en_us/mergers-acquisitions/nine-steps-to-setting-up-
an-m-a-integration-program 

 
HRCI. (2022, February 14). 9 competencies for HR excellence. HRCI Learning Center.  

https://www.hrci.org/community/blogs-and-announcements/hr-leads-
business-blog/hr-leads-business/2022/02/14/nine-competencies-for-hr-
excellence-emerge 

 
Hughes, D. J., Lee, A., Tian, A. W., Newman, A., & Legood, A. (2018). Leadership, 

creativity, and innovation: A critical review and practical recommendations. 
The Leadership Quarterly, 29(5), 549–569. 
https://doi.org/10.1016/j.leaqua.2018.03.001 

 
Huh, L. (2023, November 9). How IT leaders can bridge the data gap with generative 

AI. Tableau. https://www.tableau.com/blog/how-it-leaders-can-bridge-data-
gap-generative-ai 

 
Hussain, I., Mujtaba, G., Shaheen, I., Akram, S., & Arshad, A. (2020). An empirical 

investigation of knowledge management, organizational innovation, 
organizational learning, and organizational culture: Examining a moderated 
mediation model of social media technologies. Journal of Public Affairs, 22(3). 
https://doi.org/10.1002/pa.2575 

 
Hyde, A., & Paterson, J. (2001). Leadership development as a vehicle for change 

during merger. Journal of Change Management, 2(3), 266–271. 
https://doi.org/10.1080/738552749 

 
Indeed Editorial Team. (2023a, February 8). 14 effective problem-solving strategies. 

Indeed. https://www.indeed.com/career-advice/career-
development/problem-solving-strategies 

 
Indeed Editorial Team. (2023b, February 3). Remote collaboration: Definition, 

benefits and key factors. Indeed. https://www.indeed.com/career-
advice/career-development/remote-collaboration 

 
Indeed Editorial Team. (2022, October 3). How to build a learning organization in 5 

simple steps. Indeed. https://www.indeed.com/career-advice/career-
development/build-a-learning-organization 

 
Indiana Wesleyan University. (2024). Virtuous business model© [Image].  

DeVoe School of Business, Technology, and Leadership. Copyright 2016. 
 

https://hmiaward.com/blog/closing-the-gap-in-employee-recognition/
https://hmiaward.com/blog/closing-the-gap-in-employee-recognition/
https://www.ey.com/en_us/mergers-acquisitions/nine-steps-to-setting-up-an-m-a-integration-program
https://www.ey.com/en_us/mergers-acquisitions/nine-steps-to-setting-up-an-m-a-integration-program
https://www.hrci.org/community/blogs-and-announcements/hr-leads-business-blog/hr-leads-business/2022/02/14/nine-competencies-for-hr-excellence-emerge
https://www.hrci.org/community/blogs-and-announcements/hr-leads-business-blog/hr-leads-business/2022/02/14/nine-competencies-for-hr-excellence-emerge
https://www.hrci.org/community/blogs-and-announcements/hr-leads-business-blog/hr-leads-business/2022/02/14/nine-competencies-for-hr-excellence-emerge
https://doi.org/10.1016/j.leaqua.2018.03.001
https://www.tableau.com/blog/how-it-leaders-can-bridge-data-gap-generative-ai
https://www.tableau.com/blog/how-it-leaders-can-bridge-data-gap-generative-ai
https://doi.org/10.1002/pa.2575
https://doi.org/10.1080/738552749
https://www.indeed.com/career-advice/career-development/problem-solving-strategies
https://www.indeed.com/career-advice/career-development/problem-solving-strategies
https://www.indeed.com/career-advice/career-development/remote-collaboration
https://www.indeed.com/career-advice/career-development/remote-collaboration
https://www.indeed.com/career-advice/career-development/build-a-learning-organization
https://www.indeed.com/career-advice/career-development/build-a-learning-organization


 

 
154 Empowering High-Tech Manufacturing in Industry 4.0 

Indiana Wesleyan University. (n.d.). Our norms of collaboration. 
https://brightspace.indwes.edu/content/enforced/189688-3WI2023BADM-
704-01A/Norms%20of%20Collaboration.pdf?ou=189688 

 
IQPC Editorial Team. (2022, October 5). Employee engagement and experience for 

the post-covid world. HR Exchange Network. 
https://www.hrexchangenetwork.com/employee-
engagement/articles/employee-engagement-and-experience-for-the-post-
covid-world-2 

 
Jackson, S. E., Schuler, R. S., & Jiang, K. (2014). An aspirational framework for strategic 

human resource management. Academy of Management Annals, 8(1), 1–56. 
https://doi.org/10.5465/19416520.2014.872335 

 
Jenkins, A. (2022, January 28). 73 manufacturing metrics & KPIs to track. Oracle 

NetSuite. https://www.netsuite.com/portal/resource/articles/erp/manufacturi
ng-kpis-metrics.shtml 

 
Johansson, C., Miller, V., & Hamrin, S. (2014). Conceptualizing communicative 

leadership. Corporate Communications: An International Journal, 19(2), 147–
165. https://doi.org/10.1108/ccij-02-2013-0007 

 
Johns, G. (2006). The essential impact of context on organizational behavior. 

Academy of Management Review, 31(2), 386–408. 
https://doi.org/10.5465/amr.2006.20208687 

 
Jonas. (2022). Improving the participation rate in surveys. Zendesk. 

https://leapsome.zendesk.com/hc/en-us/articles/4402930000529-Improving-
the-participation-rate-in-surveys 

 
Jonassen, D. H. (2010). Learning to solve problems: A handbook for designing 

problem-solving learning environments. Routledge. 
 
Joo, B., & Lim, T. (2009). The effects of organizational learning culture, perceived job 

complexity, and proactive personality on organizational commitment and 
intrinsic motivation. Journal of Leadership & Organizational Studies, 16(1), 48–
60. https://doi.org/10.1177/1548051809334195 

 
The Josh Bersin Company. (2022). Best practices for HCM excellence: SAP 

SuccessFactors edition. https://joshbersin.com/hcm-excellence-sap-
successfactors/  

 
Kailash. (2023, July 21). Impact of employee survey participation rate in measuring 

engagement. CultureMonkey. https://tinyurl.com/2p8cj4dv 
 
 
 
 

https://brightspace.indwes.edu/content/enforced/189688-3WI2023BADM-704-01A/Norms%20of%20Collaboration.pdf?ou=189688
https://brightspace.indwes.edu/content/enforced/189688-3WI2023BADM-704-01A/Norms%20of%20Collaboration.pdf?ou=189688
https://www.hrexchangenetwork.com/employee-engagement/articles/employee-engagement-and-experience-for-the-post-covid-world-2
https://www.hrexchangenetwork.com/employee-engagement/articles/employee-engagement-and-experience-for-the-post-covid-world-2
https://www.hrexchangenetwork.com/employee-engagement/articles/employee-engagement-and-experience-for-the-post-covid-world-2
https://doi.org/10.5465/19416520.2014.872335
https://www.netsuite.com/portal/resource/articles/erp/manufacturing-kpis-metrics.shtml
https://www.netsuite.com/portal/resource/articles/erp/manufacturing-kpis-metrics.shtml
https://doi.org/10.1108/ccij-02-2013-0007
https://doi.org/10.5465/amr.2006.20208687
https://leapsome.zendesk.com/hc/en-us/articles/4402930000529-Improving-the-participation-rate-in-surveys
https://leapsome.zendesk.com/hc/en-us/articles/4402930000529-Improving-the-participation-rate-in-surveys
https://doi.org/10.1177/1548051809334195
https://joshbersin.com/hcm-excellence-sap-successfactors/
https://joshbersin.com/hcm-excellence-sap-successfactors/
https://tinyurl.com/2p8cj4dv


 

 
155 Empowering High-Tech Manufacturing in Industry 4.0 

Kaplan, S. (2019, April 8). Leadership competencies for disruptive innovation. 
American Management Association. 
https://www.amanet.org/articles/leadership-competencies-for-disruptive-
innovation/ 

 
Kaplan, R., & Norton, D. (1993, September-October). Putting the balanced scorecard 

to work. Harvard Business Review, 71(5), 134–157. 
https://hbr.org/1993/09/putting-the-balanced-scorecard-to-work 

 
Kashyap, S. (2023, May 11). Cross-functional collaboration: Does your organization 

need it?  ProofHub. https://www.proofhub.com/articles/cross-functional-
collaboration 

 
Kempton, B., & Sarala, R. M. (2021). Employee perspective on mergers and 

acquisitions (M&As): A state-of-the-art literature review and synthesis. In C. L. 
Cooper & S. Finkelstein (Eds.), Advances in mergers and acquisitions, (Vol. 20, 
pp. 81–98). Emerald Group Publishing. 
https://www.emerald.com/insight/content/doi/10.1108/S1479-361X202100000 
20007/full/html 

 
Kerr, B. (2022, July 12). High tech industry. Austin Chamber of Commerce. 

Retrieved November 3, 2022, from 
https://www.austinchamber.com/blog/07-13-2022-high-tech-industry  

 
Kitch, B. (2023, March 27). 9 cross-functional collaboration benefits & challenges. 

Mural. https://www.mural.co/blog/cross-functional-collaboration 
 
Knowles, M. S. (1978). Andragogy: Adult learning theory in perspective. Community 

College Review, 5(3), 9–20. https://doi.org/10.1177/009155217800500302 
 
Knowles, M. S. (1984). Andragogy in action: Applying modern principles of adult 

learning. Jossey-Bass. 
 
Kosfeld, M., Neckermann, S., & Yang, X. (2016). The effects of financial and recognition 

incentives across work contexts: The role of meaning. Economic Inquiry, 55(1), 
237–247. https://doi.org/10.1111/ecin.12350 

 
Kular, S., Gatenby, M., Rees, C., Soane, E., & Truss, K. (2008). Employee engagement: A 

literature review. Kingston Business School Working Papers Series, 19, 1–33. 
https://eprints.kingston.ac.uk/id/eprint/4192/1/19wempen.pdf 

 
Kumar, S., Adhish, V., & Chauhan, A. (2014). Managing self for leadership. Indian 

Journal of Community Medicine, 39(3), 138–142. 
 https://doi.org/10.4103/0970-0218.137148 

 
Lacerenza, C. N., Reyes, D. L., Marlow, S. L., Joseph, D. L., & Salas, E. (2017). Leadership 

training design, delivery, and implementation: A meta-analysis. Journal of 
Applied Psychology, 102(12), 1686–1718. https://doi.org/10.1037/apl0000241 

https://www.amanet.org/articles/leadership-competencies-for-disruptive-innovation/
https://www.amanet.org/articles/leadership-competencies-for-disruptive-innovation/
https://hbr.org/1993/09/putting-the-balanced-scorecard-to-work
https://www.proofhub.com/articles/cross-functional-collaboration
https://www.proofhub.com/articles/cross-functional-collaboration
https://www.emerald.com/insight/content/doi/10.1108/S1479-361X202100000%2020007/full/html
https://www.emerald.com/insight/content/doi/10.1108/S1479-361X202100000%2020007/full/html
https://www.austinchamber.com/blog/07-13-2022-high-tech-industry
https://www.mural.co/blog/cross-functional-collaboration
https://doi.org/10.1177/009155217800500302
https://doi.org/10.1111/ecin.12350
https://eprints.kingston.ac.uk/id/eprint/4192/1/19wempen.pdf
https://doi.org/10.4103/0970-0218.137148
https://doi.org/10.1037/apl0000241


 

 
156 Empowering High-Tech Manufacturing in Industry 4.0 

Lacoste, S., & Blois, K. (2015). Suppliers’ power relationships with industrial key 
customers. Journal of Business & Industrial Marketing, 30(5), 562–571. 
https://doi.org/10.1108/jbim-03-2013-0057 

 
Laoyan, S. (2022, December 30). Tips to empower cross-team work. Asana. 

https://asana.com/resources/cross-functional-collaboration-work 
 

Latham, G. P., & Locke, E. A. (2006). Enhancing the benefits and overcoming the 
pitfalls of goal setting. Organizational Dynamics, 35(4), 332–340. 
https://doi.org/10.1016/j.orgdyn.2006.08.008 

 
Laughlin, L., & Christnacht, C. (2017, October 3). Women in manufacturing. U.S 

Census Bureau. Within Census Blogs. 
https://www.census.gov/newsroom/blogs/random-
samplings/2017/10/women-manufacturing.html 

 
Laurent, J., & Leicht, R. M. (2019). Practices for designing cross-functional teams for 

integrated project delivery. Journal of Construction Engineering and 
Management, 145(3). https://doi.org/10.1061/(asce)co.1943-7862.0001605 

 
Lencioni, P. (2010). The five dysfunctions of a team: A leadership fable. John Wiley & 

Sons. 
 
Lencioni, P. (2016). The ideal team player: How to recognize and cultivate the three 

essential virtues. John Wiley & Sons. 
 
Lencioni, P. (n.d.). Teamwork 5 dysfunctions. The Table Group. 

https://www.tablegroup.com/topics-and-resources/teamwork-5-
dysfunctions/#5dmodel 

 
Leonard, K., & Bottorff, C. (2022, August 12). Conducting a gap analysis: A four-step 

template. Forbes. https://www.forbes.com/advisor/business/gap-analysis-
template/ 

 
Lewis, A. (2019, May 13). Four skills for fostering a culture of innovation. Spiceworks. 

https://www.spiceworks.com/hr/engagement-retention/guest-article/four-
skills-for-fostering-a-culture-of-innovation/ 
 

Lin, L. (2012). Organizational structure and acculturation in acquisitions. Journal of 
Management, 40(7), 1831–1856. https://doi.org/10.1177/0149206312442385 

 
Lincoln, S. (2010). From the individual to the world: How the competing values 

framework can help organizations improve global strategic 
performance. Emerging Leadership Journeys, 3(1), 3–9. 
https://shorturl.at/kzBD1 

 

https://doi.org/10.1108/jbim-03-2013-0057
https://asana.com/resources/cross-functional-collaboration-work
https://doi.org/10.1016/j.orgdyn.2006.08.008
https://www.census.gov/newsroom/blogs/random-samplings/2017/10/women-manufacturing.html
https://www.census.gov/newsroom/blogs/random-samplings/2017/10/women-manufacturing.html
https://doi.org/10.1061/(asce)co.1943-7862.0001605
https://www.tablegroup.com/topics-and-resources/teamwork-5-dysfunctions/#5dmodel
https://www.tablegroup.com/topics-and-resources/teamwork-5-dysfunctions/#5dmodel
https://www.forbes.com/advisor/business/gap-analysis-template/
https://www.forbes.com/advisor/business/gap-analysis-template/
https://www.spiceworks.com/hr/engagement-retention/guest-article/four-skills-for-fostering-a-culture-of-innovation/
https://www.spiceworks.com/hr/engagement-retention/guest-article/four-skills-for-fostering-a-culture-of-innovation/
https://doi.org/10.1177/0149206312442385


 

 
157 Empowering High-Tech Manufacturing in Industry 4.0 

Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory of goal setting 
and task motivation: A 35-year odyssey. American Psychologist, 57(9), 705–
717. https://doi.org/10.1037/0003-066x.57.9.705 

 
Lodewick, C. (2022, January 28). Tech skill gaps are decimating the global workforce 

and could put workers—and—companies in crisis. Fortune. 
https://fortune.com/2022/01/28/workers-are-grappling-with-a-major-tech-
skills-gap/  

 
London, S. (2019, August 29). How to double the odds that your change program will 

succeed. McKinsey Podcast [Audio podcast transcript]. 
https://www.mckinsey.com/capabilities/people-and-organizational-
performance/our-insights/how-to-double-the-odds-that-your-change-
program-will-succeed 

 
Long, R., & Shields, J. (2010). From pay to praise? Non-cash employee recognition in 

Canadian and Australian firms. The International Journal of Human Resource 
Management, 21(8), 1145–1172. https://doi.org/10.1080/09585192.2010.483840 

 
Loureiro, S., Romero, J., & Bilro, R. (2020). Stakeholder engagement in co-creation 

processes for innovation: A systematic literature review and case study. 
Journal of Business Research, 119, 388–409. 
https://doi.org/10.1016/j.jbusres.2019.09.038 

 
Lucidchart. (n.d.). 5 steps to include in the company reorganization process. 

https://www.lucidchart.com/blog/5-steps-in-the-company-reorganization-
process 

 
Lucidity. (n.d.). Guide to the Nadler-Tushman congruence model. 

https://getlucidity.com/strategy-resources/guide-to-the-nadler-tushman-
congruence-model/ 

 
LumApps. (2023). Improving employee engagement to drive retention and 

performance. 
https://www.lumapps.com/resources/white-papers/employee-engagement/ 

 
Lurie, Z. (n.d.). The DEI disconnect: Leaders and their teams see employee 

experience differently. SurveyMonkey. 
https://www.surveymonkey.com/curiosity/dei-disconnect/ 

 
Luthans, F., Luthans, B., & Luthans, K. (2015). Organizational behavior: An evidence-

based approach (13th ed.). IAP. 
 
Luther, D. (2022, September 6). Salary benchmarking guide: Best practices, tips and 

techniques. Oracle NetSuite. 
https://www.netsuite.com/portal/resource/articles/erp/salary-
benchmarking.shtml 
 

https://doi.org/10.1037/0003-066x.57.9.705
https://fortune.com/2022/01/28/workers-are-grappling-with-a-major-tech-skills-gap/
https://fortune.com/2022/01/28/workers-are-grappling-with-a-major-tech-skills-gap/
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/how-to-double-the-odds-that-your-change-program-will-succeed
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/how-to-double-the-odds-that-your-change-program-will-succeed
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/how-to-double-the-odds-that-your-change-program-will-succeed
https://doi.org/10.1080/09585192.2010.483840
https://doi.org/10.1016/j.jbusres.2019.09.038
https://www.lucidchart.com/blog/5-steps-in-the-company-reorganization-process#:%7E:text=The%20primary%20reasons%20for%20restructuring,to%20consider%20a%20company%20restructure
https://www.lucidchart.com/blog/5-steps-in-the-company-reorganization-process#:%7E:text=The%20primary%20reasons%20for%20restructuring,to%20consider%20a%20company%20restructure
https://getlucidity.com/strategy-resources/guide-to-the-nadler-tushman-congruence-model/
https://getlucidity.com/strategy-resources/guide-to-the-nadler-tushman-congruence-model/
https://www.lumapps.com/resources/white-papers/employee-engagement/
https://www.surveymonkey.com/curiosity/dei-disconnect/
https://www.netsuite.com/portal/resource/articles/erp/salary-benchmarking.shtml#:%7E:text=Salary%20benchmarking%2C%20also%20known%20as,market%20salary%20for%20each%20job
https://www.netsuite.com/portal/resource/articles/erp/salary-benchmarking.shtml#:%7E:text=Salary%20benchmarking%2C%20also%20known%20as,market%20salary%20for%20each%20job


 

 
158 Empowering High-Tech Manufacturing in Industry 4.0 

Luthra, A. (2015, September). Effective leadership is all about communicating 
effectively: Connecting leadership and communication. 
https://www.researchgate.net/publication/307598681_Effective_Leadership_is
_all_about_Communicating_Effectively_Connecting_Leadership_and_Comm
unication 

 
López, S., Peón, J., & Ordás, C. (2004). Managing knowledge: The link between 

culture and organizational learning. Journal of Knowledge Management, 8(6), 
93–104. https://doi.org/10.1108/13673270410567657 

 
Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. 

Industrial and Organizational Psychology, 1(1), 3–30. 
https://doi.org/10.1111/j.1754-9434.2007.0002.x 

 
Macleod, D., & Clarke, N. (2009). Engaging for success: Enhancing performance 

through employee engagement. Department of Business, Innovation and 
Skills. https://dera.ioe.ac.uk/id/eprint/1810/1/file52215.pdf 

 
MacMillan, I., & Selden, L. (2008, October). The incumbent’s advantage. Harvard 

Business Review, 86(10), 111–121.  
 
Maher, M. (2000). Diagnosing and changing organizational culture: Based on the 

competing values framework. Journal of Organizational Change 
Management, 13(3), 300–303. https://doi.org/10.1108/jocm.2000.13.3.300.1 

 
Malik, M. A., Butt, A. N., & Choi, J. N. (2014). Rewards and employee creative 

performance: Moderating effects of creative self-efficacy, reward importance, 
and locus of control. Journal of Organizational Behavior, 36(1), 59–74. 
https://doi.org/10.1002/job.1943 

 
Mankins, M. (2022, October 5). In a volatile world, your strategy must be flexible. 

Harvard Business Review. https://hbr.org/2022/10/in-a-volatile-world-your-
strategy-must-be-flexible 

 
Markova, G., & Ford, C. (2011). Is money the Panacea? Rewards for knowledge 

workers. International Journal of Productivity and Performance 
Management, 60(8), 813–823. https://doi.org/10.1108/17410401111182206 

 
Marsick, V., & Watkins, K. (2005). Learning organization. In L. English (Ed.), 

International encyclopedia of adult education (pp. 355–360). Palgrave 
Macmillan. 

 
McCarthy, N. (2020, January 23). Where people are losing faith in capitalism 

[Infographic]. Forbes. 
https://www.forbes.com/sites/niallmccarthy/2020/01/23/where-people-are-
losing-faith-in-capitalism-infographic/?sh=5502b2ee7493 

 

https://www.researchgate.net/publication/307598681_Effective_Leadership_is_all_about_Communicating_Effectively_Connecting_Leadership_and_Communication
https://www.researchgate.net/publication/307598681_Effective_Leadership_is_all_about_Communicating_Effectively_Connecting_Leadership_and_Communication
https://www.researchgate.net/publication/307598681_Effective_Leadership_is_all_about_Communicating_Effectively_Connecting_Leadership_and_Communication
https://doi.org/10.1108/13673270410567657
https://doi.org/10.1111/j.1754-9434.2007.0002.x
https://dera.ioe.ac.uk/id/eprint/1810/1/file52215.pdf
https://doi.org/10.1108/jocm.2000.13.3.300.1
https://doi.org/10.1002/job.1943
https://hbr.org/2022/10/in-a-volatile-world-your-strategy-must-be-flexible
https://hbr.org/2022/10/in-a-volatile-world-your-strategy-must-be-flexible
https://doi.org/10.1108/17410401111182206
https://www.forbes.com/sites/niallmccarthy/2020/01/23/where-people-are-losing-faith-in-capitalism-infographic/?sh=5502b2ee7493
https://www.forbes.com/sites/niallmccarthy/2020/01/23/where-people-are-losing-faith-in-capitalism-infographic/?sh=5502b2ee7493


 

 
159 Empowering High-Tech Manufacturing in Industry 4.0 

McGrath, M., & Hoole, R. (1992, May 1). Manufacturing’s new economies of scale. 
Harvard Business Review. https://hbr.org/1992/05/manufacturings-new-
economies-of-scale 

 
McKinsey & Company. (2022, August 29). Delivering the US manufacturing 

renaissance. https://www.mckinsey.com/capabilities/operations/our-
insights/delivering-the-us-manufacturing-renaissance 

 
McLaughlin, G. C., & Richins, S. (2015). Unlocking sustained innovation success in 

healthcare. CRC Press. 
 
Merriam, S. B., & Baumgartner, L. M. (2020). Learning in adulthood: A comprehensive 

guide (4th ed.). John Wiley & Sons. 
 
Metawave. (n.d.-a). About us. Retrieved January 31, 2023, from 

https://www.metawave.com/about-us 
 

Metawave. (n.d.-b). Industry coverage. Retrieved January 31, 2023, 
from https://www.metawave.com/blog/categories/industry-coverage 

 
Miller, K. (2020, March 19). 5 critical steps in the change management process. 

Business Insights. https://online.hbs.edu/blog/post/change-management-
process 

 
Miller, N. (2023, April 19). Human capital disclosure rules. Corporate Finance Institute. 

https://corporatefinanceinstitute.com/resources/esg/human-capital-
disclosure-rules/ 

 
Mirci, P., & Hensley, P. (2010). Leading for innovative practice: Melding theories of 

organizational change, adult learning, and conditions of learning. 
Educational leadership and administration: Teaching and program 
development, 22, 9–30. https://eric.ed.gov/?id=EJ965159 

 
Monash University. (2022, November 3). What is critical thinking? 

https://www.monash.edu/learnhq/enhance-your-thinking/critical-
thinking/what-is-critical-thinking 

 
Mone, E. M., & London, M. (2018). Employee engagement through effective 

performance management: A practical guide for managers (2nd ed.). 
Routledge. 

 
Mordor Intelligence. (n.d.). Broadcast equipment market analysis. Retrieved April 5, 

2023, from https://www.mordorintelligence.com/industry-reports/broadcast-
equipment-market 

 
Moree, D. (2018). Qualitative approaches to studying marginalized communities. 

Oxford Research Encyclopedia of Education. 
https://doi.org/10.1093/acrefore/9780190264093.013.246 

https://hbr.org/1992/05/manufacturings-new-economies-of-scale
https://hbr.org/1992/05/manufacturings-new-economies-of-scale
https://www.mckinsey.com/capabilities/operations/our-insights/delivering-the-us-manufacturing-renaissance
https://www.mckinsey.com/capabilities/operations/our-insights/delivering-the-us-manufacturing-renaissance
https://www.metawave.com/about-us
https://www.metawave.com/blog/categories/industry-coverage
https://online.hbs.edu/blog/post/change-management-process
https://online.hbs.edu/blog/post/change-management-process
https://corporatefinanceinstitute.com/resources/esg/human-capital-disclosure-rules/
https://corporatefinanceinstitute.com/resources/esg/human-capital-disclosure-rules/
https://eric.ed.gov/?id=EJ965159
https://www.monash.edu/learnhq/enhance-your-thinking/critical-thinking/what-is-critical-thinking
https://www.monash.edu/learnhq/enhance-your-thinking/critical-thinking/what-is-critical-thinking
https://www.mordorintelligence.com/industry-reports/broadcast-equipment-market
https://www.mordorintelligence.com/industry-reports/broadcast-equipment-market
https://doi.org/10.1093/acrefore/9780190264093.013.246


 

 
160 Empowering High-Tech Manufacturing in Industry 4.0 

Morgan, J. Q., Hoyman, M. M., & McCall, J. R. (2019). Everything but the kitchen sink? 
Factors associated with local economic development strategy use. 
Economic Development Quarterly, 33(4), 267–278. 
https://doi.org/10.1177/0891242419857152 

 
Morgan Stanley. (2023). State of the workplace study 2023. 

https://www.morganstanley.com/atwork/articles/state-of-workplace-
financial-benefits-study?cid=mnsltwk-can-sotwiiip-14050 

 
Morganelli, M. (2020, May 18). What is systems thinking? Southern New Hampshire 

University. https://www.snhu.edu/about-us/newsroom/business/what-is-
systems-thinking 

 
MTD Training. (2023, March 23). Advantages and disadvantages of Lewin's change 

model. https://www.mtdtraining.com/blog/advantages-disadvantages-
lewins-change-model.htm 

 
Muro, M., & You, Y. (2022, March 28). Tech jobs spread out during the pandemic, but 

future dispersal isn’t guaranteed. Brookings Institute. 
https://www.brookings.edu/blog/the-avenue/2022/03/28/tech-jobs-spread-out-

during-the-pandemic-but-future-dispersal-isnt-guaranteed/  
 
Nadler, D. A., & Tushman, M. L. (1980). A model for diagnosing organizational 

behavior. Organizational Dynamics, 9(2), 35–51. 
https://doi.org/10.1016/0090-2616(80)90039-x 

 
National Association of Manufacturers. (n.d.). Facts about manufacturing. 

Retrieved October 31, 2022, from https://www.nam.org/facts-about-
manufacturing/ 

 
National Center for Employee Ownership. (2022, May). Employee ownership in the 

U.S. food system during COVID-19: New evidence on outcomes for firms and 
workers. https://shorturl.at/ryMRW 

 
Nejati, M., Rabiei, S., & Chiappetta Jabbour, C. J. (2017). Envisioning the invisible: 

Understanding the synergy between green human resource management 
and green supply chain management in manufacturing firms in Iran in light 
of the moderating effect of employees' resistance to change. Journal of 
Cleaner Production, 168, 163–172. https://doi.org/10.1016/j.jclepro.2017.08.213 

 
New York State Department of Labor. (n.d.). Salary history/pay equity. 

https://dol.ny.gov/salary-historypay-equity 
 
Nextbee. (n.d.). Unravel the secrets of peer recognition and collaboration: Steps to 

create a strong, healthy & collaborative team workforce. 
https://info.nextbee.com/assets/resources/NextBee%20Peer%20Recognition%
20and%20Collaboration.pdf 

 

https://doi.org/10.1177/0891242419857152
https://www.morganstanley.com/atwork/articles/state-of-workplace-financial-benefits-study?cid=mnsltwk-can-sotwiiip-14050
https://www.morganstanley.com/atwork/articles/state-of-workplace-financial-benefits-study?cid=mnsltwk-can-sotwiiip-14050
https://www.snhu.edu/about-us/newsroom/business/what-is-systems-thinking
https://www.snhu.edu/about-us/newsroom/business/what-is-systems-thinking
https://www.mtdtraining.com/blog/advantages-disadvantages-lewins-change-model.htm
https://www.mtdtraining.com/blog/advantages-disadvantages-lewins-change-model.htm
https://www.brookings.edu/blog/the-avenue/2022/03/28/tech-jobs-spread-out-during-the-pandemic-but-future-dispersal-isnt-guaranteed/
https://www.brookings.edu/blog/the-avenue/2022/03/28/tech-jobs-spread-out-during-the-pandemic-but-future-dispersal-isnt-guaranteed/
https://doi.org/10.1016/0090-2616(80)90039-x
https://www.nam.org/facts-about-manufacturing/
https://www.nam.org/facts-about-manufacturing/
https://shorturl.at/ryMRW
https://doi.org/10.1016/j.jclepro.2017.08.213
https://dol.ny.gov/salary-historypay-equity
https://info.nextbee.com/assets/resources/NextBee%20Peer%20Recognition%20and%20Collaboration.pdf
https://info.nextbee.com/assets/resources/NextBee%20Peer%20Recognition%20and%20Collaboration.pdf


 

 
161 Empowering High-Tech Manufacturing in Industry 4.0 

Northouse, P. G. (2019). Leadership: Theory and practice (8th ed.). SAGE Publications. 
 
Northup, G. (2023, March 28). 10 communication skills for your life and career 

success. Indeed. https://www.indeed.com/career-advice/resumes-cover-
letters/communication-skills 

 
Nyutu, E., Cobern, W. W., & Pleasants, B. A. (2021). Correlational study of student 

perceptions of their undergraduate laboratory environment with respect to 
gender and major. International Journal of Education in Mathematics, 
Science and Technology, 9(1), 83–102. https://doi.org/10.46328/ijemst.1182 

 
O'Boyle, C., & Hogan, S. K. (2019, January). Engaging workers as consumers. Deloitte 

Review, (24), 143–151. 
https://www2.deloitte.com/content/dam/insights/us/articles/4731_Engaging-
workers-as-consumers/DI_DR24_Engaging-workers-as-consumers.pdf 

 
Obradović, T., Vlačić, B., & Dabić, M. (2021). Open innovation in the manufacturing 

industry: A review and research agenda. Technovation, 102, Article 102221. 
https://doi.org/10.1016/j.technovation.2021.102221 

 
Occupational Safety and Health Administration. (n.d.). 1910.268— 

Telecommunications. U.S. Department of Labor. https://shorturl.at/bEGP6  
 
Odoardi, C., Montani, F., Boudrias, J., & Battistelli, A. (2015). Linking managerial 

practices and leadership style to innovative work behavior. Leadership & 
Organization Development Journal, 36(5), 545–569. 
https://doi.org/10.1108/lodj-10-2013-0131 

 
O'Leary-Kelly, A. M., Martocchio, J. J., & Frink, D. D. (1994). A review of the influence of 

group goals on group performance. Academy of Management Journal, 
37(5), 1285–1301. https://doi.org/10.5465/256673 

 
Oliveira, M. (2012). How interoperability fosters innovation: The case for servant 

leadership. African Journal of Business Management, 6(29). 
https://shorturl.at/klSYZ 
 

O’Neill, E. (2021, September 2). Three key challenges of a merger or acquisition. 
ICAS. https://www.icas.com/cpd-professional-development/cpd-support-and-
advice/cpd-features-and-guidance/three-key-challenges-of-a-merger-or-
acquisition 

 
Ozdemir, S., Kandemir, D., Eng, T., & Gupta, S. (2020). Vertical stakeholder 

collaborations for firm innovativeness in new product development: The 
moderating roles of legal bonds and operational linkages. Journal of Business 
Research, 119, 172–184. https://doi.org/10.1016/j.jbusres.2019.08.014 

 
 
 

https://www.indeed.com/career-advice/resumes-cover-letters/communication-skills
https://www.indeed.com/career-advice/resumes-cover-letters/communication-skills
https://doi.org/10.46328/ijemst.1182
https://www2.deloitte.com/content/dam/insights/us/articles/4731_Engaging-workers-as-consumers/DI_DR24_Engaging-workers-as-consumers.pdf
https://www2.deloitte.com/content/dam/insights/us/articles/4731_Engaging-workers-as-consumers/DI_DR24_Engaging-workers-as-consumers.pdf
https://doi.org/10.1016/j.technovation.2021.102221
https://shorturl.at/bEGP6
https://doi.org/10.1108/lodj-10-2013-0131
https://doi.org/10.5465/256673
https://shorturl.at/klSYZ
https://www.icas.com/cpd-professional-development/cpd-support-and-advice/cpd-features-and-guidance/three-key-challenges-of-a-merger-or-acquisition
https://www.icas.com/cpd-professional-development/cpd-support-and-advice/cpd-features-and-guidance/three-key-challenges-of-a-merger-or-acquisition
https://www.icas.com/cpd-professional-development/cpd-support-and-advice/cpd-features-and-guidance/three-key-challenges-of-a-merger-or-acquisition
https://doi.org/10.1016/j.jbusres.2019.08.014


 

 
162 Empowering High-Tech Manufacturing in Industry 4.0 

Pal, R. (2014). Analytical comparison of flat and vertical organizational structures. 
European Journal of Business and Management www.iiste.org, 6(36), 56–66. 
https://www.iiste.org/Journals/index.php/EJBM/article/view/17351/17948 

 
Paul, R., & Elder, L. (2006). Critical thinking: The nature of critical and creative 

thought. Journal of Developmental Education, 30(2), 34–35. 
https://www.proquest.com/docview/228409035 

 
Pazzanese, C. (2020, October 26). Great promise but potential for peril. Harvard 

Gazette. 
https://news.harvard.edu/gazette/story/2020/10/ethical-concerns-mount-as-
ai-takes-bigger-decision-making-role/ 

 
Pendell, R. (2022, June 14). The world's $7.8 trillion workplace problem. Gallup. 

https://www.gallup.com/workplace/393497/world-trillion-workplace-
problem.aspx 

 
PeoplePulse™. (n.d.). Survey response rates. 

https://peoplepulse.com/resources/useful-articles/survey-response-rates/ 
 
Perucci, D. (2023, April 19). How to successfully manage culture change in the 

workplace. BambooHR. 
https://www.bamboohr.com/blog/how-to-manage-culture-change 
 

Peters, G., & Woolley, J. (2022, January 28). ICYMI: US manufacturing job growth hit 
nearly 30-year high in 2021 as Biden pushes for competitiveness legislation. 
The American Presidency Project. 
https://www.presidency.ucsb.edu/documents/icymi-us-manufacturing-job-
growth-hit-nearly-30-year-high-2021-biden-pushes-for  

 
Petruzzellis, S., Palmisano, I., & Semeraro, G. (2006). Personalized incentive plans 

through employee profiling. In International Conference on Enterprise 
Information Systems. 

Pink, D. (2009). Drive: The surprising truth about what motivates us. Riverhead. 
 
Pisano, A. (2015, June 1). You need an innovation strategy. Harvard Business Review. 

https://hbr.org/2015/06/you-need-an-innovation-strategy 
 
Plucker, J., & Dow, G. (2010). Attitude change as the precursor to creativity 

enhancement. In R. A. Beghetto & J. C. Kaufman (Eds.), Nurturing creativity in 
the classroom (2nd ed., pp. 362–379). Cambridge University Press. 

 
Podolny, J., & Hansen, M. (2021). How Apple is organized for innovation. In HBR's 10 

must reads on leading digital transformation (pp. 163–179). Harvard Business 
Press. 

 

https://www.iiste.org/Journals/index.php/EJBM/article/view/17351/17948
https://www.proquest.com/docview/228409035
https://news.harvard.edu/gazette/story/2020/10/ethical-concerns-mount-as-ai-takes-bigger-decision-making-role/
https://news.harvard.edu/gazette/story/2020/10/ethical-concerns-mount-as-ai-takes-bigger-decision-making-role/
https://www.gallup.com/workplace/393497/world-trillion-workplace-problem.aspx
https://www.gallup.com/workplace/393497/world-trillion-workplace-problem.aspx
https://peoplepulse.com/resources/useful-articles/survey-response-rates/
https://www.bamboohr.com/blog/how-to-manage-culture-change
https://www.presidency.ucsb.edu/documents/icymi-us-manufacturing-job-growth-hit-nearly-30-year-high-2021-biden-pushes-for
https://www.presidency.ucsb.edu/documents/icymi-us-manufacturing-job-growth-hit-nearly-30-year-high-2021-biden-pushes-for
https://hbr.org/2015/06/you-need-an-innovation-strategy


 

 
163 Empowering High-Tech Manufacturing in Industry 4.0 

Poushter, J. (2022, August 24). 1. Internet access growing worldwide but remains 
higher in advanced economies. Pew Research Center's Global Attitudes 
Project. https://www.pewresearch.org/global/2016/02/22/internet-access-
growing-worldwide-but-remains-higher-in-advanced-economies/ 

 
Prajogo, D. I. (2016). The strategic fit between innovation strategies and business 

environment in delivering business performance. International Journal of 
Production Economics, 171, 241–249. https://doi.org/10.1016/j.ijpe.2015.07.037 

 
Preston, C. (2018, February 21). If engagement is a problem, why can't we define 

it? Forbes. https://www.forbes.com/sites/forbescoachescouncil/2018/02/21/if-
engagement-is-a-problem-why-cant-we-define-it 

 
Prigogine, I. (2019, September 25). A (very) brief history of certainty. The Galileo 

Commission. https://galileocommission.org/a-very-brief-history-of-certainty-
iiya-prigogine/ 

 
Purdue Global. (n.d.). Generational differences in the workplace. 

https://www.purdueglobal.edu/education-partnerships/generational-
workforce-differences-infographic/ 

 
PwC. (2023). Global M&A trends in industrial manufacturing and automotive sectors: 

2023 outlook. Retrieved May 2, 2023, from 
https://www.pwc.com/gx/en/services/deals/trends/industrial-manufacturing-
automotive.html 

 
PwC. (n.d.). How focusing on culture can create value during M&A integration. 

https://www.pwc.com/us/en/services/consulting/deals/culture-merger-
acquisition-integration.html 

 
Quantic. (2021, August 27). How to build a learning organization the right way in 

2021. Quantic Blog. https://quantic.edu/blog/2021/08/24/how-to-build-a-
learning-organization-the-right-way-in-2021/ 

 
Ramalingam, B., Nabarro, D., Oqubay, A., Carnall, D., & Wild, L. (2020, September 11). 5 

principles to guide adaptive leadership. Harvard Business Review. 
https://hbr.org/2020/09/5-principles-to-guide-adaptive-leadership 

 
Rappeport, A. (2023, January 31). In debt limit fight, Republicans won’t say what 

spending cuts they want. The New York Times. 
https://www.nytimes.com/2023/01/31/us/politics/republicans-spending-debt-
ceiling.html 

 
Rastegar, A. (2021, May 11). Preparing for an American manufacturing renaissance. 

Forbes. https://www.forbes.com/sites/forbesrealestatecouncil/2021/05/11/prepa
ring-for-an-american-manufacturing-renaissance/ 

 

https://www.pewresearch.org/global/2016/02/22/internet-access-growing-worldwide-but-remains-higher-in-advanced-economies/
https://www.pewresearch.org/global/2016/02/22/internet-access-growing-worldwide-but-remains-higher-in-advanced-economies/
https://doi.org/10.1016/j.ijpe.2015.07.037
https://www.forbes.com/sites/forbescoachescouncil/2018/02/21/if-engagement-is-a-problem-why-cant-we-define-it/?sh=7ffd15f9416b
https://www.forbes.com/sites/forbescoachescouncil/2018/02/21/if-engagement-is-a-problem-why-cant-we-define-it/?sh=7ffd15f9416b
https://galileocommission.org/a-very-brief-history-of-certainty-iiya-prigogine/
https://galileocommission.org/a-very-brief-history-of-certainty-iiya-prigogine/
https://www.purdueglobal.edu/education-partnerships/generational-workforce-differences-infographic/
https://www.purdueglobal.edu/education-partnerships/generational-workforce-differences-infographic/
https://www.pwc.com/gx/en/services/deals/trends/industrial-manufacturing-automotive.html
https://www.pwc.com/gx/en/services/deals/trends/industrial-manufacturing-automotive.html
https://www.pwc.com/us/en/services/consulting/deals/culture-merger-acquisition-integration.html
https://www.pwc.com/us/en/services/consulting/deals/culture-merger-acquisition-integration.html
https://quantic.edu/blog/2021/08/24/how-to-build-a-learning-organization-the-right-way-in-2021/
https://quantic.edu/blog/2021/08/24/how-to-build-a-learning-organization-the-right-way-in-2021/
https://hbr.org/2020/09/5-principles-to-guide-adaptive-leadership
https://www.nytimes.com/2023/01/31/us/politics/republicans-spending-debt-ceiling.html
https://www.nytimes.com/2023/01/31/us/politics/republicans-spending-debt-ceiling.html
https://www.forbes.com/sites/forbesrealestatecouncil/2021/05/11/preparing-for-an-american-manufacturing-renaissance/
https://www.forbes.com/sites/forbesrealestatecouncil/2021/05/11/preparing-for-an-american-manufacturing-renaissance/


 

 
164 Empowering High-Tech Manufacturing in Industry 4.0 

Raytheon Technologies. (2021). 2021 ESG report. https://prd-sc101-cdn.rtx.com/-
/media/rtx/our-company/what-we-do/sustainable-aviation-landing-page/rtx-
2021-esg-report 

 
Raza, M. (2019, November 5). Lewin’s 3 stage model of change explained. BMC. 

https://www.bmc.com/blogs/lewin-three-stage-model-change/ 
 
Razzetti, G. (2023, May 4). The power of culture compatibility: How to drive successful 

mergers and acquisitions. Fearless Culture. 
https://www.fearlessculture.design/blog-posts/the-power-of-culture-
compatibility-how-to-drive-successful-mergers-and-acquisitions 

 
Reiman, T., & Rollenhagen, C. (2012). Competing values, tensions and trade-offs in 

management of nuclear power plants. Work, 41, 722–729. 
https://doi.org/10.3233/wor-2012-0232-722 

 
Reyes, V., Ashton, H., & Moutray, C. (2021, May 4). Creating pathways for tomorrow’s 

workforce today. Deloitte Insights. 
https://www2.deloitte.com/us/en/insights/industry/manufacturing/manufact
uring-industry-diversity.html 

 
Reynolds, S. (2019, April 9). Non-monetary compensation, explained. 

Salary.com. https://www.salary.com/blog/non-monetary-compensation-
explained/ 

 
Rezvani, A., Khosravi, P., & Ashkanasy, N. M. (2018). Examining the interdependencies 

among emotional intelligence, trust, and performance in infrastructure 
projects: A multilevel study. International Journal of Project Management, 
36(8), 1034–1046. 
https://doi.org/10.1016/j.ijproman.2018.08.002 

 
RF Globalnet. (2016, May 2). Echodyne releases breakthrough ultra-low C-SWAP 

electronically scanning radar. https://www.rfglobalnet.com/doc/echodyne-
releases-breakthrough-electronically-scanning-radar-0001 

 
Rizwan, A., Alsulami, H., Shahzad, A., Elnahas, N., Almalki, S., Alshehri, R., Alamoudi, M., 

& Alshoaibi, H. (2021). Perception gap of employability skills between 
employers’ and female engineering graduates in Saudi Arabia. International 
Journal of Engineering Education, 37(2), 341–350. 
https://shorturl.at/mvKX8 
 

Roberts, D. (2020, October 16). What’s causing climate change, in 10 charts. Vox. 
https://www.vox.com/energy-and-environment/21428525/climate-change-
cause-charts-china-us-responsible 

 
 

https://prd-sc101-cdn.rtx.com/-/media/rtx/our-company/what-we-do/sustainable-aviation-landing-page/rtx-2021-esg-report-sustainable-summary_5_4_22_v4.pdf?rev=85ecc23a2d86477cbd31b3857578060b
https://prd-sc101-cdn.rtx.com/-/media/rtx/our-company/what-we-do/sustainable-aviation-landing-page/rtx-2021-esg-report-sustainable-summary_5_4_22_v4.pdf?rev=85ecc23a2d86477cbd31b3857578060b
https://prd-sc101-cdn.rtx.com/-/media/rtx/our-company/what-we-do/sustainable-aviation-landing-page/rtx-2021-esg-report-sustainable-summary_5_4_22_v4.pdf?rev=85ecc23a2d86477cbd31b3857578060b
https://www.bmc.com/blogs/lewin-three-stage-model-change/
https://www.fearlessculture.design/blog-posts/the-power-of-culture-compatibility-how-to-drive-successful-mergers-and-acquisitions
https://www.fearlessculture.design/blog-posts/the-power-of-culture-compatibility-how-to-drive-successful-mergers-and-acquisitions
https://doi.org/10.3233/wor-2012-0232-722
https://www2.deloitte.com/us/en/insights/industry/manufacturing/manufacturing-industry-diversity.html
https://www2.deloitte.com/us/en/insights/industry/manufacturing/manufacturing-industry-diversity.html
https://www.salary.com/blog/non-monetary-compensation-explained/
https://www.salary.com/blog/non-monetary-compensation-explained/
https://doi.org/10.1016/j.ijproman.2018.08.002
https://www.rfglobalnet.com/doc/echodyne-releases-breakthrough-electronically-scanning-radar-0001
https://www.rfglobalnet.com/doc/echodyne-releases-breakthrough-electronically-scanning-radar-0001
https://shorturl.at/mvKX8
https://www.vox.com/energy-and-environment/21428525/climate-change-cause-charts-china-us-responsible
https://www.vox.com/energy-and-environment/21428525/climate-change-cause-charts-china-us-responsible


 

 
165 Empowering High-Tech Manufacturing in Industry 4.0 

Rodríguez-Sánchez, J., Mora-Valentín, E., & Ortiz-de-Urbina-Criado, M. (2019). Human 
resource management in merger and acquisition planning. Journal of 
Organizational Change Management, 33(1), 16–28. 
https://doi.org/10.1108/jocm-01-2018-0007 

 
Romanski, H. (2017, October 19). Cisco’s 200th acquisition—A tradition of 

advancement, disruption and growth. Cisco Blogs. 
https://blogs.cisco.com/news/ciscos-200th-acquisition-a-tradition-of-
advancement-disruption-and-growth 

 
Romney, A. K., Weller, S. C., & Batchelder, W. H. (1986). Culture as consensus: A theory 

of culture and informant accuracy. American Anthropologist, 88(2), 313–338. 
https://doi.org/10.1525/aa.1986.88.2.02a00020 

 
Rouhandeh, A. (2022, March 8). Democrats look to recapture Middle America with 

high-tech manufacturing. Newsweek. 
https://www.newsweek.com/democrats-look-recapture-middle-america-high-tech-

manufacturing-1686121 
 
Ryan, R. M., & Deci, E. L. (2018). Self-determination theory: Basic psychological needs 

in motivation, development, and wellness. Guilford Publications. 
 
Saks, A. M., & Gruman, J. A. (2014). What do we really know about employee 

engagement? Human Resource Development Quarterly, 25(2), 155–182. 
https://doi.org/10.1002/hrdq.21187 

 
Sarraille, M., Randle, G., & Cotton, J. (2020). The talent war: How special operations 

and great organizations win on talent. Lioncrest Publishing. 
 
Sasson, I., Yehuda, I., Miedijensky, S., & Malkinson, N. (2021). Designing new learning 

environments: An innovative pedagogical perspective. The Curriculum 
Journal, 33(1), 61–81. https://doi.org/10.1002/curj.125 

 
Sayed, Z. (2022, July 24). Role of HR in mergers and acquisitions. HRForecast. 

 https://hrforecast.com/role-of-hr-in-mergers-and-acquisitions/ 
 
Schein, E. H. (1985). Organizational culture and leadership (3rd ed.). John Wiley & 

Sons. 
 
Schunk, D. H. (1984). Enhancing self-efficacy and achievement through rewards and 

goals: Motivational and informational effects. The Journal of Educational 
Research, 78(1), 29–34. https://doi.org/10.1080/00220671.1984.10885568 

 
Schweiger, D. M., & Goulet, P. K. (2005). Facilitating acquisition integration through 

deep-level cultural learning interventions: A longitudinal field experiment. 
Organization Studies, 26(10), 1477–1499. 
https://doi.org/10.1177/0170840605057070 

 

https://doi.org/10.1108/jocm-01-2018-0007
https://blogs.cisco.com/news/ciscos-200th-acquisition-a-tradition-of-advancement-disruption-and-growth
https://blogs.cisco.com/news/ciscos-200th-acquisition-a-tradition-of-advancement-disruption-and-growth
https://doi.org/10.1525/aa.1986.88.2.02a00020
https://www.newsweek.com/democrats-look-recapture-middle-america-high-tech-manufacturing-1686121
https://www.newsweek.com/democrats-look-recapture-middle-america-high-tech-manufacturing-1686121
https://doi.org/10.1002/hrdq.21187
https://doi.org/10.1002/curj.125
https://hrforecast.com/role-of-hr-in-mergers-and-acquisitions/
https://doi.org/10.1080/00220671.1984.10885568
https://doi.org/10.1177/0170840605057070


 

 
166 Empowering High-Tech Manufacturing in Industry 4.0 

Scott, K. (2019). Radical candor: Be a kick-ass boss without losing your humanity 
(2nd ed.). St. Martin's Press. 

 
Scribbr. (n.d.). Research methods: Definitions, types, examples. 

https://www.scribbr.com/category/methodology/ 
 
Senge, P. M., & Sterman, J. D. (1992). Systems thinking and organizational learning: 

Acting locally and thinking globally in the organization of the future. 
European Journal of Operational Research, 59(1), 137–150. 
https://doi.org/10.1016/0377-2217(92)90011-w 

 
Sharma, I. (2022, August 9). What is employee experience? Lifecycle stages, benefits 

and strategy. Reworked. https://www.reworked.co/employee-
experience/what-is-employee-experience-lifecycle-stages-benefits-and-
strategy/ 

 
Shi, X., & Zhang, Q. (2018). Inbound open innovation and radical innovation 

capability. Journal of Organizational Change Management, 31(3), 581–597. 
https://doi.org/10.1108/jocm-07-2017-0262 

 
SHRM. (n.d.). Competency FAQs.  
 
Shuck, B., & Wollard, K. (2009). Employee engagement and HRD: A seminal review of 

the foundations. Human Resource Development Review, 9(1), 89–110. 
https://doi.org/10.1177/1534484309353560 

 
SICCodes. (2021, October 26). NAICS code 334220. Retrieved March 4, 2023, 

from https://siccode.com/naics-code/334220/radio-television-broadcasting-
wireless-communications-equipment-manufacturing 

 
Siemens. (n.d.). Manufacturing compliance. 

https://www.plm.automation.siemens.com/global/en/our-
story/glossary/manufacturing-compliance/38350 

 
Silverglate, P., Kosmowski, J., Horn, H., & Jarvis, D. (2021, October 27). Beyond good 

intentions. Deloitte. 
https://www2.deloitte.com/us/en/insights/industry/technology/ethical-
dilemmas-in-technology.html 

 
Silverman, R. E. (2014, December 4). How to pay employees for great ideas. Wall 

Street Journal. https://www.wsj.com/articles/BL-ATWORKB-2194 
 
Sinclair, S. (2022, July 25). What is employee engagement? Seven definitions you 

need to know. Talkfreely. https://www.talkfreely.com/blog/what-is-employee-
engagement 

 
SlideModel. (2023, May 29). What is crawl walk run fly methodology for business. 

https://slidemodel.com/crawl-walk-run-fly-methodology 

https://doi.org/10.1016/0377-2217(92)90011-w
https://www.reworked.co/employee-experience/what-is-employee-experience-lifecycle-stages-benefits-and-strategy/
https://www.reworked.co/employee-experience/what-is-employee-experience-lifecycle-stages-benefits-and-strategy/
https://www.reworked.co/employee-experience/what-is-employee-experience-lifecycle-stages-benefits-and-strategy/
https://doi.org/10.1108/jocm-07-2017-0262
https://doi.org/10.1177/1534484309353560
https://siccode.com/naics-code/334220/radio-television-broadcasting-wireless-communications-equipment-manufacturing#:%7E:text=More%20Details-,NAICS%20Code%20334220%20%2D%20Radio%20and%20Television%20Broadcasting%20and%20Wireless%20Communications,estimated%20employment%20of%2066%2C974%20people
https://siccode.com/naics-code/334220/radio-television-broadcasting-wireless-communications-equipment-manufacturing#:%7E:text=More%20Details-,NAICS%20Code%20334220%20%2D%20Radio%20and%20Television%20Broadcasting%20and%20Wireless%20Communications,estimated%20employment%20of%2066%2C974%20people
https://www.plm.automation.siemens.com/global/en/our-story/glossary/manufacturing-compliance/38350
https://www.plm.automation.siemens.com/global/en/our-story/glossary/manufacturing-compliance/38350
https://www2.deloitte.com/us/en/insights/industry/technology/ethical-dilemmas-in-technology.html
https://www2.deloitte.com/us/en/insights/industry/technology/ethical-dilemmas-in-technology.html
https://www.wsj.com/articles/BL-ATWORKB-2194
https://www.talkfreely.com/blog/what-is-employee-engagement
https://www.talkfreely.com/blog/what-is-employee-engagement
https://slidemodel.com/crawl-walk-run-fly-methodology/#:%7E:text=Instead%20of%20trying%20to%20achieve,benefits%20both%20employees%20and%20businesses


 

 
167 Empowering High-Tech Manufacturing in Industry 4.0 

Snider, J., Vogel, T., & Wilkinson, G. (2019, Spring/Summer). The DeVoe report: 
Building virtue from the ground up. Indiana Wesleyan University DeVoe 
School of Business, Technology, and Leadership. 
https://www.indwes.edu/academics/caps/devoe-school-of-business/the-
devoe-report/archive/the_devoe_report_spring_2019.pdf 

 
Society for Human Resources Management. (2023, March 16). 2022–2023 SHRM state 

of the workplace. https://www.shrm.org/hr-today/trends-and-
forecasting/research-and-surveys/pages/shrm-state-of-the-workplace-2023-
report.aspx 

 
Somapa, S., Cools, M., & Dullaert, W. (2018). Characterizing supply chain visibility—a 

literature review. The International Journal of Logistics Management, 29(1), 
308–339. https://doi.org/10.1108/ijlm-06-2016-0150 

Sousa, M., & van Dierendonck, D. (2014). Servant leadership and engagement in a 
merge process under high uncertainty. Journal of Organizational Change 
Management, 27(6), 877–899. https://doi.org/10.1108/jocm-07-2013-0133 

Staack, V., & Cole, B. (2017). 2017 innovation benchmark report. PwC. 
https://www.pwc.com/sk/en/inovacie/innovation-benchmark-findings.html 

 
Sticky Change. (n.d.). Resources. https://www.stickychange.com/copy-of-resources 
 
Straits Research. (n.d.). Global 5G devices market size, suppliers to 2030. 

https://straitsresearch.com/report/5g-devices-market 
 
Strebel, P. (1996, May). Why do employees resist change? Harvard Business Review. 

https://hbr.org/1996/05/why-do-employees-resist-change 
 
Sutcliffe, K., & Vogus, T. (2003). Organizing from resilience. In K. S. Cameron, J. E. 

Dutton, & R. E. Quinn (Eds.), Positive organizational scholarship: Foundations 
of a new discipline (pp. 94–110). Berrett-Koehler Publishers. 
https://shorturl.at/kpHNZ 

 
Svetlik, I., & Ilič, B. (2006). HRM's contribution to hard work: A comparative analysis of 

human resource management. Peter Lang. 
 
Syptak, J., Marsland, D., & Ulmer, D. (1999). Job satisfaction: Putting theory into 

practice. Family Practice Management, 6(9), 26–30. 
https://www.aafp.org/pubs/fpm/issues/1999/1000/p26.html 

 
Tamayo, J., Doumi, L., Goel, S., Kovács-Ondrejkovic, O., & Sadun, R. (2023, September). 

Reskilling in the age of AI. Harvard Business Review. 
https://hbr.org/2023/09/reskilling-in-the-age-of-ai 

 
 

https://www.indwes.edu/academics/caps/devoe-school-of-business/the-devoe-report/archive/the_devoe_report_spring_2019.pdf
https://www.indwes.edu/academics/caps/devoe-school-of-business/the-devoe-report/archive/the_devoe_report_spring_2019.pdf
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/shrm-state-of-the-workplace-2023-report.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/shrm-state-of-the-workplace-2023-report.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/shrm-state-of-the-workplace-2023-report.aspx
https://doi.org/10.1108/ijlm-06-2016-0150
https://doi.org/10.1108/jocm-07-2013-0133
https://www.pwc.com/sk/en/inovacie/innovation-benchmark-findings.html
https://www.stickychange.com/copy-of-resources
https://straitsresearch.com/report/5g-devices-market
https://hbr.org/1996/05/why-do-employees-resist-change
https://shorturl.at/kpHNZ
https://www.aafp.org/pubs/fpm/issues/1999/1000/p26.html#:%7E:text=Frederick%20Herzberg%20theorized%20that%20employee,more%20productive%2C%20creative%20and%20committed
https://hbr.org/2023/09/reskilling-in-the-age-of-ai


 

 
168 Empowering High-Tech Manufacturing in Industry 4.0 

Theofanidis, D., & Fountouki, A. (2018). Limitations and delimitations in the research 
process. Perioperative Nursing, 7(3), 155–163. 
https://www.spnj.gr/en/limitations-and-delimitations-in-the-research-
process-p160.html 

 
Ton, Z. (2014). The good jobs strategy: How the smartest companies invest in 

employees to lower costs and boost profits. Houghton Mifflin Harcourt. 
 
TriNet Team. (2023, December 4). Compensation plans, packages, & recent 

compensation trends. https://www.trinet.com/insights/compensation-plans-
packages-recent-compensation-trends 

 
Trnka, C. (2023, May 5). Pierce Manufacturing streamlines production while keeping 

every build custom. Fastenal Blueprint. 
https://blueprint.fastenal.com/pierce-manufacturing.html 
 

Tuccille, J. (2022, September 23). Declining faith in both capitalism and socialism 
leaves…what? Reason.com. https://reason.com/2022/09/23/declining-faith-in-
both-capitalism-and-socialism-leaves-what/ 

 
University of Colorado Boulder. (2019, December 5). Focusing on innovation as a core 

competency. Human Resources. 
https://www.colorado.edu/hr/2019/12/04/focusing-innovation-core-
competency 

 
University of Colorado Boulder. (n.d.). Performance. Human Resources. 

https://www.colorado.edu/hr/performance#classified_staff-97 
 
University of Louisiana Lafayette. (n.d.). Direct costs vs. indirect costs. 

https://vpresearch.louisiana.edu/pre-award/building-your-budget/direct-
costs-vs-indirect-costs 

 
University of Southern California. (2022, November 10). Research guides: Organizing 

your social sciences research paper: Limitations of the study. 
https://libguides.usc.edu/writingguide/limitations 

 
University of Southern Indiana. (2022, April 19). Common legal issues in 

manufacturing. 
https://online.usi.edu/degrees/business/mba/general/common-legal-issues-
in-manufacturing/ 

 
U.S. Army. (1999). Army leadership: Be, know, do (FM 22-100). 

https://www.armyheritage.org/wp-content/uploads/2020/08/FM-22-100-
Aug99.pdf 

 
U.S. Bureau of Labor Statistics. (n.d.). Labor force statistics from the current 

population. February 28, 2023, from https://www.bls.gov/cps/cps_aa2023.htm 
 

https://www.spnj.gr/en/limitations-and-delimitations-in-the-research-process-p160.html
https://www.spnj.gr/en/limitations-and-delimitations-in-the-research-process-p160.html
https://www.trinet.com/insights/compensation-plans-packages-recent-compensation-trends
https://www.trinet.com/insights/compensation-plans-packages-recent-compensation-trends
https://blueprint.fastenal.com/pierce-manufacturing.html
https://reason.com/2022/09/23/declining-faith-in-both-capitalism-and-socialism-leaves-what/
https://reason.com/2022/09/23/declining-faith-in-both-capitalism-and-socialism-leaves-what/
https://www.colorado.edu/hr/2019/12/04/focusing-innovation-core-competency
https://www.colorado.edu/hr/2019/12/04/focusing-innovation-core-competency
https://www.colorado.edu/hr/performance#classified_staff-97
https://vpresearch.louisiana.edu/pre-award/building-your-budget/direct-costs-vs-indirect-costs
https://vpresearch.louisiana.edu/pre-award/building-your-budget/direct-costs-vs-indirect-costs
https://libguides.usc.edu/writingguide/limitations
https://online.usi.edu/degrees/business/mba/general/common-legal-issues-in-manufacturing/
https://online.usi.edu/degrees/business/mba/general/common-legal-issues-in-manufacturing/
https://www.armyheritage.org/wp-content/uploads/2020/08/FM-22-100-Aug99.pdf
https://www.armyheritage.org/wp-content/uploads/2020/08/FM-22-100-Aug99.pdf
https://www.bls.gov/cps/cps_aa2023.htm


 

 
169 Empowering High-Tech Manufacturing in Industry 4.0 

U.S. Census Bureau. (n.d.). North American industry classification system (NAICS). 
Census.gov. 
https://www.census.gov/naics/?input=334220&year=2022&details=334220 

 
U.S. Chamber of Commerce. (2022, July 28). CHIPS and Science Act passage will spur 

economic growth, safeguard national security. 
https://www.uschamber.com/technology/chips-and-science-act-passage-
will-spur-economic-growth-safeguard-national-security  

 
U.S. Department of Health and Human Services. (n.d.). Core competencies— 

Organizational. https://humancapital.learning.hhs.gov/competency/organizat
ional-problem-solving.asp 

 
U.S. Department of Transportation. (n.d.). Bipartisan infrastructure law. Federal 

Highway Administration. https://www.fhwa.dot.gov/bipartisan-infrastructure-
law/ 

 
U.S. Environmental Protection Agency. (2022, February 2). Computer and electronic 

product manufacturing sector (NAICS 334). Retrieved March 2, 2023, 
from https://www.epa.gov/regulatory-information-sector/computer-and-
electronic-product-manufacturing-sector-naics-334 

 
Van Oorschot, K. E., Nujen, B. B., Solli‐Sæther, H., & Mwesiumo, D. E. (2022). The 

complexity of post‐mergers and acquisitions reorganization: Integration and 
differentiation. Global Strategy Journal, 1–27. 
 https://doi.org/10.1002/gsj.1454 

 
Verganti, R., Vendraminelli, L., & Iansiti, M. (2020). Innovation and design in the age of 

artificial intelligence. Journal of Product Innovation Management, 37(3), 212–
227. https://doi.org/10.1111/jpim.12523 

 
Vespa, J., Medina, L., & Armstrong, D. (2018). Demographic turning points for the 

United States: Population projections for 2020 to 2060 (P25–1144). Census 
Bureau. https://www.census.gov/content/dam/Census/library/publications/20
20/demo/p25-1144.pdf 

 
Viegas-Pires, M. (2013). Multiple levels of culture and post M&A integration: A 

suggested theoretical framework. Thunderbird International Business 
Review, 55(4), 357–370. https://doi.org/10.1002/tie.21550 

 
Wainfan, L. (2010). Multi-perspective strategic decision making: Principles, methods, 

and tools. RAND Corporation. 
https://www.rand.org/pubs/rgs_dissertations/RGSD260.html 

 
Wang, N., Yin, J., Ma, Z., & Liao, M. (2021). The influence mechanism of rewards on 

knowledge sharing behaviors in virtual communities. Journal of Knowledge 
Management, 26(3), 485–505. https://doi.org/10.1108/jkm-07-2020-0530 

 

https://www.census.gov/naics/?input=334220&year=2022&details=334220
https://www.uschamber.com/technology/chips-and-science-act-passage-will-spur-economic-growth-safeguard-national-security
https://www.uschamber.com/technology/chips-and-science-act-passage-will-spur-economic-growth-safeguard-national-security
https://humancapital.learning.hhs.gov/competency/organizational-problem-solving.asp
https://humancapital.learning.hhs.gov/competency/organizational-problem-solving.asp
https://www.fhwa.dot.gov/bipartisan-infrastructure-law/
https://www.fhwa.dot.gov/bipartisan-infrastructure-law/
https://www.epa.gov/regulatory-information-sector/computer-and-electronic-product-manufacturing-sector-naics-334
https://www.epa.gov/regulatory-information-sector/computer-and-electronic-product-manufacturing-sector-naics-334
https://doi.org/10.1002/gsj.1454
https://doi.org/10.1111/jpim.12523
https://www.census.gov/content/dam/Census/library/publications/2020/demo/p25-1144.pdf
https://www.census.gov/content/dam/Census/library/publications/2020/demo/p25-1144.pdf
https://doi.org/10.1002/tie.21550
https://www.rand.org/pubs/rgs_dissertations/RGSD260.html#:%7E:text=Multi%2Dperspective%20strategic%20decision%20making%20is%20the%20process%20of%20making,more%20than%20%E2%80%9Cobjective%E2%80%9D%20criteria
https://doi.org/10.1108/jkm-07-2020-0530


 

 
170 Empowering High-Tech Manufacturing in Industry 4.0 

Watts, S. (2019, November 1). Leading vs lagging indicators: What’s the difference? 
BMC. https://www.bmc.com/blogs/leading-vs-lagging-indicators/ 

 
Webb, C. (n.d.). How to communicate a new mission and vision. Chron. 

https://smallbusiness.chron.com/announce-new-staff-person-24997.html 
 
Weller, J. (2018, October 17). The complete guide to gap analysis. Smartsheet. 

https://www.smartsheet.com/gap-analysis-method-examples 
 
Wellman, J. (2022, November 15). How could employee ownership help you reduce 

churn & boost retention? ESOP Partners. 
https://www.esoppartners.com/blog/employee-ownership-retention 

 
The White House. (2022, August 9). Fact sheet: CHIPS and Science Act will lower 

costs, create jobs, strengthen supply chains, and counter China. 
https://www.whitehouse.gov/briefing-room/statements-
releases/2022/08/09/fact-sheet-chips-and-science-act-will-lower-costs-
create-jobs-strengthen-supply-chains-and-counter-china/ 
 

Wickham, N. (2023, July 26). The importance of employee recognition: Statistics and 
research. Quantum Workplace. 
https://www.quantumworkplace.com/future-of-work/importance-of-
employee-recognition 

 
Wiles, J. (2015, September 1). What's a good response rate for employee engagement 

surveys?  Gartner. 
https://www.gartner.com/smarterwithgartner/workforce-surveys-whats-a-
good-response-rate 

 
Willer, D., Truedell, W. H., & Kelly, W. D. (2019). SHRM-CP/SHRM-SCP certification all-

in-one exam guide. McGraw-Hill. 
 
The William and Anita Newman Library.  (2023, January 24). Research guides: 

Porter's five forces analysis: Competitive rivalry. Baruch College. 
https://guides.newman.baruch.cuny.edu/Porter/competitive_rivalry 

 
Workhuman Editorial Team. (2023, April 13). How to set team goals in 2023 with 

examples. Workhuman. https://www.workhuman.com/blog/team-goals/ 
 
World Economic Forum. (2023, January). Global Lighthouse Network: Shaping the 

next chapter of the Fourth Industrial Revolution. 
https://www3.weforum.org/docs/WEF_Global_Lighthouse_Network_2023.pdf 

 
Wu, J. (2020, August 31). An innovative organization is a resilient one. Forbes. 

https://www.forbes.com/sites/junwu1/2020/08/31/an-innovative-organization-
is-a-resilient-one/?sh=1a2b9e7927d5 

 

https://www.bmc.com/blogs/leading-vs-lagging-indicators/
https://smallbusiness.chron.com/announce-new-staff-person-24997.html
https://www.smartsheet.com/gap-analysis-method-examples
https://www.esoppartners.com/blog/employee-ownership-retention
https://www.whitehouse.gov/briefing-room/statements-releases/2022/08/09/fact-sheet-chips-and-science-act-will-lower-costs-create-jobs-strengthen-supply-chains-and-counter-china/
https://www.whitehouse.gov/briefing-room/statements-releases/2022/08/09/fact-sheet-chips-and-science-act-will-lower-costs-create-jobs-strengthen-supply-chains-and-counter-china/
https://www.whitehouse.gov/briefing-room/statements-releases/2022/08/09/fact-sheet-chips-and-science-act-will-lower-costs-create-jobs-strengthen-supply-chains-and-counter-china/
https://www.quantumworkplace.com/future-of-work/importance-of-employee-recognition
https://www.quantumworkplace.com/future-of-work/importance-of-employee-recognition
https://www.gartner.com/smarterwithgartner/workforce-surveys-whats-a-good-response-rate
https://www.gartner.com/smarterwithgartner/workforce-surveys-whats-a-good-response-rate
https://guides.newman.baruch.cuny.edu/Porter/competitive_rivalry
https://www.workhuman.com/blog/team-goals/
https://www3.weforum.org/docs/WEF_Global_Lighthouse_Network_2023.pdf
https://www.forbes.com/sites/junwu1/2020/08/31/an-innovative-organization-is-a-resilient-one/?sh=1a2b9e7927d5
https://www.forbes.com/sites/junwu1/2020/08/31/an-innovative-organization-is-a-resilient-one/?sh=1a2b9e7927d5


 

 
171 Empowering High-Tech Manufacturing in Industry 4.0 

Yoon, J., Kim, Y., Vonortas, N. S., & Han, S. (2021). Corporate foresight and innovation: 
The effects of integrative capabilities and organisational learning. In D. 
Sarpong & D. Meissner (Eds.), Corporate foresight and innovation 
management, pp. 9–21. Routledge. 

 
Yukl, G., & Mahsud, R. (2010). Why flexible and adaptive leadership is 

essential. Consulting Psychology Journal: Practice and Research, 62(2), 81–93. 
https://doi.org/10.1037/a0019835 

 
Zeng, J., & Xu, G. (2020). How servant leadership motivates innovative behavior: A 

moderated mediation model. International Journal of Environmental 
Research and Public Health, 17(13), Article 4753. 
https://doi.org/10.3390/ijerph17134753 

 
Zhang, J., Ahammad, M. F., Tarba, S., Cooper, C. L., Glaister, K. W., & Wang, J. (2014). 

The effect of leadership style on talent retention during merger and 
acquisition integration: Evidence from China. The International Journal of 
Human Resource Management, 26(7), 1021–1050. 
https://doi.org/10.1080/09585192.2014.908316 

 
Zhou, J., & Hoever, I. J. (2014). Research on workplace creativity: A review and 

redirection. Annual Review of Organizational Psychology and Organizational 
Behavior, 1, 333–359. https://doi.org/10.1146/annurev-orgpsych-031413-091226 

 
Zippia. (2022, September 19). 36+ alarming automation & job loss statistics. 

https://www.zippia.com/advice/automation-and-job-loss-statistics/ 
 
Zoom Info. (n.d.). Fractal Antenna Systems. Retrieved January 30, 2023, from 

https://www.zoominfo.com/c/fractal-antenna-systems-inc/45895301 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

https://doi.org/10.1037/a0019835
https://doi.org/10.3390/ijerph17134753
https://doi.org/10.1080/09585192.2014.908316
https://doi.org/10.1146/annurev-orgpsych-031413-091226
https://www.zippia.com/advice/automation-and-job-loss-statistics/
https://www.zoominfo.com/c/fractal-antenna-systems-inc/45895301


 

 
172 Empowering High-Tech Manufacturing in Industry 4.0 

Appendix A 
ROI Calculation for EM Technologies' Capital Investments46 
 
2021 Revenue $8,340,968.49 
2021 Annualized Investment $1,250,000.00 
2021 Net Profits $1,088,183.36 
2021 ROI -13% 
  
2022 Revenue $10,000,000.00 
2022 Annualized Investment $1,250,000.00 
Approximate 2022 Profits $2,500,000.00 
2022 ROI 100% 
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Appendix B 
Anecdote About Disciplinary Action 
 
In early 2023, a manager came into the researcher’s office furious about a situation 
that had just occurred on the manufacturing floor. The manager had just sent a long-
tenured subordinate home for the day because the employee became irate about a 
suggested improvement to a manufacturing process under his scope of work. The 
employee became insubordinate when the manager asked him to act in a 
professional manner and perhaps take the conversation to a private space.  
 
Apparently, these types of outbursts on the manufacturing floor are becoming 
increasingly common. They are related to the efforts to innovate products and 
manufacturing processes.47  
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Appendix C 
Lessons on Strategy, Structure, Culture, and HCM 
 

Category Lesson Source(s) 
Strategy & 
Structure 

A key factor in achieving successful 
mergers and acquisitions is the 
continuous integration efforts 
spearheaded by company leadership. 

Ashkenas et al., 1998; 
Berkow, 2017; Clarke et al., 
2020; Doherty et al., 2016; 
O’Neill, 2017; Zhang et al., 
2014 

Strategy & 
Structure 

A common reason for M&A failures is the 
absence of leadership effort in 
integration from the start. 

Christensen et al., 2011; 
Garrison, 2019; Viegas-Pires, 
2013 

Strategy & 
Structure 

Articulating a new, compelling vision or 
strategy for the organization is key to a 
successful M&A 

East et al., 2012; Hoebarth 
et al., 2021; Romanski, 2017; 
Zhang et al., 2014 

Strategy & 
Structure 

The way strategy integration is 
approached varies based on the 
organization's context. Different 
approaches may focus on product, 
people, or structure. 

Van Oorschot et al., 2022 

Strategy & 
Structure 

Do not assume anything about the 
integration of strategy or structures. 

Garrison, 2019 

Strategy & 
Structure 

The Santander-Lloyds merger failed due 
to poor technology integration. This 
highlights the importance of integrating 
tech in mergers and acquisitions. 

Barnes, 2018 

Strategy & 
Structure 

It is best to announce layoffs and 
changes to reporting relationships as 
early as possible to prevent causing 
uncertainty and anxiety among 
employees. 

Ashkenas et al., 1998 

Strategy & 
Structure 

The success of a deal largely depends on 
effectively communicating a compelling 
merger story. 

BCG, 2021 

Strategy & 
Structure 

It is important to have a shared post-
acquisition mission that unifies the 
organizational identity to ensure smooth 
integration. 

Graebner et al., 2017 

Culture The culture of an organization can either 
support or hinder its ability to respond to 
change, and it plays a crucial role in 
determining the success or failure of 
M&A. 

Cecil, 2013; Hanlon, 2021; 
Luthans et al., 2015; PwC, 
n.d.; Schein, 1985; 
Schweiger & Goulet, 2005 

Culture Successful cultural management 
involves understanding and bridging 

Ashkenas et al., 1998; 
Boynton, 2020; Fuhrer et 
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cultural disparities, promoting 
transparent communication, and 
enhancing cultural adaptability 

al., 2017; Hanlon, 2021; 
Luthans et al., 2015; Viegas-
Pires, 2013 

Culture Managing post-acquisition culture 
should be a top priority for leadership. 

Fuhrer et al., 2017; Viegas-
Pires, 2013 

Culture Avoiding an us versus them mentality is 
key to the M&A's success. 

Viegas-Pires, 2013 

Culture Leaders should strive to create a 
balanced merging of both parties' 
cultures and encourage a cooperative 
approach to redefining the unified 
culture. 

Viegas-Pires, 2013 

Human 
Capital 
Management 

HR is an essential part of the M&A 
process, handling organizational 
restructuring, reporting relationship 
changes, and cultural management. 

Willer et al., 2019 

Human 
Capital 
Management 

HR should not be overlooked or 
undervalued during an M&A, leading to 
poor synergy and lacking value addition. 

Fuhrer et al., 2017 

Human 
Capital 
Management 

Employee retention, involvement, and 
performance in the post-acquisition 
stage can substantially influence the 
success of the integration process. 

Kempton & Sarala, 2021 

Human 
Capital 
Management 

HR plays a crucial role throughout the 
M&A process, addressing employee 
concerns, organizational challenges, 
talent requirements, and measuring the 
effectiveness of the deal after it has been 
finalized. 

Sayed, 2022 

Human 
Capital 
Management 

HR needs to create comprehensive 
plans for due diligence, cultural 
integration, communication, and 
training for M&A to be successful. 

Rodríguez-Sánchez et al., 
2019 

Human 
Capital 
Management 

M&A requires a tailored approach from 
HR, acting in various roles depending on 
the unique organizational situation. 

Bagdadli et al., 2014 

Human 
Capital 
Management 

Aligning HR functions with standards 
provided by professional organizations, 
such as SHRM and HRCI, can ensure 
proficient handling of crucial M&A 
aspects. 

HRCI, 2022; SHRM, n.d. 

Human 
Capital 
Management 

Benchmarking HR  according to 
professional and industry standards can 
increase business impact. 

van Vulpen, n.d. 

Human 
Capital 
Management 

Design compelling experiences with, not 
for, employees. 

The Josh Bersin Company, 
2022 
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Human 
Capital 
Management 

Leverage enterprise technology to use 
future-oriented data. 

The Josh Bersin Company, 
2022 

Human 
Capital 
Management 

Transform HR into a technology-
powered operation center. 

The Josh Bersin Company, 
2022 

Human 
Capital 
Management 

Use technology-powered HR to scale 
processes strategically and efficiently. 

The Josh Bersin Company, 
2022 

Human 
Capital 
Management 

Revisit organizational goals and adjust 
success measures regularly (at least 
quarterly). 

The Josh Bersin Company, 
2022 

Human 
Capital 
Management 

Streamline systems and experiences 
across functional areas. 

The Josh Bersin Company, 
2022 
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Appendix D 
Competencies, Skills, and Behaviors Matrix 
 

Category Factor References 
Competencies • Openness to new experiences 

• Readiness for ambiguity 
• Emotional intelligence 
• Social competencies 
• Knowledge-making and sharing 
• Data analysis 
• For HR leaders: 

o Business acumen, consultative 
leadership, critical evaluation 

Dragoni et al., 2009; Kaplan,  
2019; Northouse, 2019; 
University of Colorado 
Boulder, n.d.; Willer et al., 2019 

Skills • Creativity 
• Problem-solving 
• Critical thinking 
• Communication 

Carmeli et al., 2013; Dwyer et 
al., 2014; Graham-Leviss, 2016; 
Jonassen, 2010; Lewis 2019; 
Plucker & Dow, 2010; Zhou & 
Hoever, 2014 

Behaviors • Teamwork and collaboration 
• Knowledge sharing 
• Participative and proactive leadership 
• Resilience 
• Organizational citizenship behaviors 

(altruism, conscientiousness, courtesy) 
• Ideal team player (humility, hunger, 

technical and people smarts) 

Lencioni, 2016; Lewis, 2019; 
Luthans et al., 2015; 
Northouse, 2019; Odoardi et 
al., 2015; Sutcliffe & Vogus, 
2003 
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Appendix E 
Incentives Examples 
 

Incentive Individual Examples Group Examples 
Commissions • Employee receives 10% 

of the savings from a 
process innovation he or 
she designs 

• Employee receives 10% 
of the profits from the 
sales of a new product 
he or she designs 

• Team receives 10% of the 
savings from a process 
innovation they design 

• Team receives 10% of the 
profits from the sales of a 
new product they design 

Bonuses • Employee receives a 
one-time bonus of 
$1,000 for exceptional 
work during a quarter. 

• Employee receives 10% 
of their quarterly wages 
if he or she meets a sales 
goal for the quarter. 

• A team or department 
receives a bonus pool of 
$10,000 to distribute 
equally for exceptional 
work during a given 
quarter. 

• The entire company 
receives a quarterly 
bonus equal to a certain 
percentage of his or her 
pay if the company 
meets a profitability goal. 

Stock/equity options • Employee receives a 
percentage of ownership 
in the company 

• All employees receive a 
percentage of ownership 
in the company 

Recognition • Employee receives a 
formal award for an 
outstanding quarter 

• Employee of the Month 
and Length of Service 
awards 

• Team receives the Best 
Team of the Quarter 
award 

• Team gets an article in 
the local Business Review 

Rewards • Employee receives a $50 
gift card to their favorite 
restaurant for a job well 
done on his or her most 
recent project 

• Employee receives a 
reserved parking spot for 
the highest customer 
satisfaction survey score 

• All employees receive a 
company trip to a local 
professional sports game 
for an exceptional 
quarter 

• A team or department 
receives their choice of a 
weekend getaway for 
achieving their group's 
quarterly goal 
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Appendix F 
Benchmarks/KPI Matrix 
 

Benchmark/KPI Calculation or Formula Source 

Alternative Sourcing 
for Products 

Total number of suppliers / 
Total number of products 

Del Campo et al., 2022 

Cost of Quality Prevention costs + Appraisal 
costs + Internal failure costs + 
External failure costs 

Gregolinska et al., 2022 

Employee 
Engagement 

Net Promoter Score from 
Employee Survey 

World Economic 
Forum, 2023 

Forecasting Accuracy (1 - (Total forecast error / Total 
sales)) * 100% 

Gregolinska et al., 2022 

First-time Quality (Units produced correctly the 
first time / Total units 
produced) * 100% 

Jenkins, 2022 

Inventory Holding 
Cost 

Total storage costs + Total 
insurance costs + Total losses 
from obsolescence 

Gregolinska et al., 2022 

Labor Productivity Total output / Total labor 
hours 

Gregolinska et al., 2022 

Machine Downtime Total time machine is 
unavailable / Total planned 
production time 

Gregolinska et al., 2022 

Number of Changes 
Successfully 
Implemented 

Successful changes / Total 
changes 

Abbas, 2022 
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Number of 
Employees Who 
Attend Training 
Sessions for New 
Changes 

Number of employees 
attending training sessions / 
Total number of employees 

Abbas, 2022 

Number of 
Employees Who 
Successfully Adopt 
Change 

Number of employees who 
adopt change / Total number 
of employees 

Abbas, 2022 

Number of 
Innovative Ideas per 
Employee 

Number of innovative ideas / 
Total number of employees 

Beetham, 2016 

On-Time Delivery (Number of orders delivered 
on time / Total number of 
orders) * 100% 

Jenkins, 2022 

Product and Process 
Redesign Efforts 

New designs / Number of 
employees 

Del Campo et al., 2022 

Production Cost Total direct labor cost + Total 
direct material cost + 
Manufacturing overhead cost 

Jenkins, 2022 

Production Volume Total number of units 
produced 

Jenkins, 2022 

Revenue per 
Employee 

Total revenue / Total number 
of employees 

Jenkins, 2022 

Resilience Resiliency Index BetterUp, 2023 

Speed of Technology 
Adoption 

Actual time to adopt or 
implement / Planned time to 
adopt or implement 

Somapa et al., 2023; 
World Economic 
Forum, 2023 

Succession Plan Number of employees  Dewar et al., 2023 

Throughput Total units produced / Total 
time 

Gregolinska et al., 2022 

Transformation-
Minded Positions 

Transformation-minded 
positions / Total positions 

World Economic 
Forum, 2023 
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Appendix G 
All-Employees Group Participation Invitation  
 
 

Hello,  
 
I hope this email finds you well.  
 
As you may or may not know, Lance Rodman is pursuing his Doctorate in Business 
Administration at Indiana Wesleyan University. I am sending out this email on his behalf. 
As part of his applied doctoral project, you are invited to participate in an Employee 
Engagement Survey that aims to gauge the perception of leadership and employees about 
the strategy, structure, culture, and human capital management at EMT.  
 
Your participation is warmly welcomed but is not required. Your participation is entirely 
voluntary, and you can opt out of the survey at any point if you wish to decline 
participation. If you decide to participate, your responses will be kept confidential and 
anonymous.  
 
The survey may be taken anytime on a computer or mobile device (e.g., during working 
hours, at break times, or on personal time). The access link will be available for two 
weeks. 
 
To ensure the integrity of the research: (a) your responses will be kept anonymous, (b) no 
questions ask about personally identifying information, (c) data will be reported in the 
aggregate, not individually, and (d) you will have the right to withdraw from the research 
study at any point without retaliation. If you have any questions, comments, or concerns, 
please do not hesitate to contact me. Otherwise, here are the key details: 
 

1. Duration: The survey will take about 10–15 minutes to complete. 
2. Compensation: There is no compensation offered for your participation. 
3. All Employees Group Survey link: 

https://forms.office.com/Pages/ResponsePage.aspx?id=9t5dAzMktkiFJnDKgYH3
bWUIEQhNcjZChr37m5OviwhUOFZDUzkxREY0UDMwMk9PQUM3TllOWF
Y5Mi4u 

 
Sincerely, 
 
Meagan Frick 
Executive Assistant 
Office: (518) 762-2600  EXT 210 

 

https://forms.office.com/Pages/ResponsePage.aspx?id=9t5dAzMktkiFJnDKgYH3bWUIEQhNcjZChr37m5OviwhUOFZDUzkxREY0UDMwMk9PQUM3TllOWFY5Mi4u
https://forms.office.com/Pages/ResponsePage.aspx?id=9t5dAzMktkiFJnDKgYH3bWUIEQhNcjZChr37m5OviwhUOFZDUzkxREY0UDMwMk9PQUM3TllOWFY5Mi4u
https://forms.office.com/Pages/ResponsePage.aspx?id=9t5dAzMktkiFJnDKgYH3bWUIEQhNcjZChr37m5OviwhUOFZDUzkxREY0UDMwMk9PQUM3TllOWFY5Mi4u
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Appendix H 
Leadership Group Participation Invitation  
 

 
Hello,  
 
I hope this email finds you well.  
 
As you may or may not know, Lance Rodman is pursuing his Doctorate in Business 
Administration at Indiana Wesleyan University. I am sending out this email on his behalf. 
As part of his applied doctoral project, you are invited to participate in an Employee 
Engagement Survey that aims to gauge the perception of leadership and employees about 
the strategy, structure, culture, and human capital management at EMT.  
 
Your participation is warmly welcomed but is not required. Your participation is entirely 
voluntary, and you can opt out of the survey at any point if you wish to decline 
participation. If you decide to participate, your responses will be kept confidential and 
anonymous.  
 
The survey may be taken anytime on a computer or mobile device (e.g., during working 
hours, at break times, or on personal time). The access link will be available for two 
weeks. 
 
To ensure the integrity of the research: (a) your responses will be kept anonymous, (b) no 
questions ask about personally identifying information, (c) data will be reported in the 
aggregate, not individually, and (d) you will have the right to withdraw from the research 
study at any point without retaliation. If you have any questions, comments, or concerns, 
please do not hesitate to contact me. Otherwise, here are the key details: 
 

1. Duration: The survey will take about 10–15 minutes to complete. 
2. Compensation: There is no compensation offered for your participation. 
3. Leader Group survey link: 

https://forms.office.com/Pages/ResponsePage.aspx?id=9t5dAzMktkiFJnDKgYH3
bWUIEQhNcjZChr37m5OviwhUMUZSTEtNV0xJUTRGNldaNUo2WFhLNVlV
NC4u 
 

Sincerely, 
 
Meagan Frick 
Executive Assistant 
Office: (518) 762-2600  EXT 210 

 
 
 
 

https://forms.office.com/Pages/ResponsePage.aspx?id=9t5dAzMktkiFJnDKgYH3bWUIEQhNcjZChr37m5OviwhUMUZSTEtNV0xJUTRGNldaNUo2WFhLNVlVNC4u
https://forms.office.com/Pages/ResponsePage.aspx?id=9t5dAzMktkiFJnDKgYH3bWUIEQhNcjZChr37m5OviwhUMUZSTEtNV0xJUTRGNldaNUo2WFhLNVlVNC4u
https://forms.office.com/Pages/ResponsePage.aspx?id=9t5dAzMktkiFJnDKgYH3bWUIEQhNcjZChr37m5OviwhUMUZSTEtNV0xJUTRGNldaNUo2WFhLNVlVNC4u
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Appendix I  
Employees Group Consent 
 

CONSENT FOR PARTICIPATION IN AN ELECTRONIC SURVEY - ALL 
EMPLOYEES GROUP 

 
Empowering High-Tech Manufacturing in Industry 4.0: Harnessing 
Change Readiness and Innovation to Maximize Success 

 
Lance Rodman, Principal Investigator 

 
Dr. Debbie Philpott, Research Chair 

 
DeVoe School of Business, Technology, and Leadership 

 
Hello,  
 
We are conducting research about change and innovation in manufacturing settings. If you agree 
to participate, please read the following consent statement. 
 
I certify that I am over the age of 18 and am participating in this survey of my own free will. I 
recognize that some or all of the questions contained in this survey may be of a sensitive nature 
and may cause discomfort. I understand all survey answers will be held in strict confidence and 
may be used by the researchers for future publications. 
 
I understand that the purpose of the research is to understand employee attitudes and behaviors 
about EMT and propose research-based solutions to leadership based on the results of this and 
other research.  
 
I authorize Lance Rodman of the Indiana Wesleyan University DeVoe of Business, Technology, 
and Leadership, Doctor of Business Administration program to gather information regarding my 
responses to questions asked on this survey. 
 
This survey will ask about your understanding and perceptions of the structure, strategy, culture, 
and human capital management at EMT and will take approximately 15–20 minutes to complete. 
If I agree to take part in this study, I understand that I will be asked to complete the survey 
questions listed on the following pages. I understand that my responses will be utilized for 
research and may become part of a published journal article or scholarly presentation. 
 
I recognize that I will not receive monetary compensation for participating in this survey. 
Conversely, there are no monetary costs to me for participating.  
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I certify that my participation in this survey is wholly voluntary and recognize that I may 
withdraw at any time. I understand that I am free to skip any question I do not feel comfortable 
answering. There is no obligation for my participation, and I may withdraw at any time.  
 
I understand that Lance Rodman will be available for consultation should I have any additional 
questions regarding the research being conducted. I understand that the answers given to this 
survey will be maintained by the researcher for a period of no less than three years after the close 
of the study. The researcher will store all paper copies of surveys in a locked and secured filing 
cabinet. Additionally, paper copies of surveys and release forms may be digitized and stored 
electronically on a password-protected hard drive. 
 
I release any claim to the collected data, research results, publication of or commercial use of 
such information or products resulting from the collected information. If I have any questions or 
comments about this research project, I can contact: 
 
• Lance Rodman: Email: lance.rodman@myemail.indwes.edu; Phone: 405-738-5244 
• Dr. Debbie Philpott: Email: debbie.philpott@indwes.edu; Phone: 765-914-8725 
 
If I have concerns about the treatment of research participants, I can contact the Institutional 
Review Board (IRB) at Indiana Wesleyan University, 4201 South Washington Street, Marion, 
IN 46953 or by phone at 765-677-2090.  
 
The survey is designed not to collect e-mail addresses or Internet protocol (IP) addresses. To 
further maintain confidentiality of the survey, please do not include your name or any other 
information by which you can be identified in any comment boxes that may be included in 
the survey. 

 
  You cannot return to or edit your responses after you have submitted your responses. 
 
BY CLICKING ON “CONTINUE,” I ACKNOWLEDGE THAT I HAVE HAD THE 
OPPORTUNITY TO READ THIS CONSENT FORM, ASK QUESTIONS ABOUT THE 
RESEARCH PROJECT, AND AM PREPARED TO CONSENT TO MY PARTICIPATION  IN 
THIS SURVEY. You can print a copy of your response after you submit it. 
 

 
o Continue 

 
o Do NOT continue 

 
You can print a copy of your response after you submit it. 
 
 
 
 

mailto:lance.rodman@myemail.indwes.edu
mailto:debbie.philpott@indwes.edu
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Appendix J  
Leader Group Consent 
 

CONSENT FOR PARTICIPATION IN AN ELECTRONIC SURVEY 
LEADER GROUP 
 
Empowering High-Tech Manufacturing in Industry 4.0: Harnessing 
Change Readiness and Innovation to Maximize Success 

 
Lance Rodman, Principal Investigator 

 
Dr. Debbie Philpott, Research Chair 

 
DeVoe School of Business, Technology, and Leadership 

 
Hello,  
 
We are conducting research about change and innovation in manufacturing settings. If you agree 
to participate, please read the following consent statement. 
 
I certify that I am over the age of 18 and am participating in this survey of my own free will. I 
recognize that some or all of the questions contained in this survey may be of a sensitive nature 
and may cause discomfort. I understand all survey answers will be held in strict confidence and 
may be used by the researchers for future publications. 
 
I understand that the purpose of the research is to understand employee attitudes and behaviors 
about Electro-Metrics and propose research-based solutions to leadership based on the results of 
this and other research.  
 
I authorize Lance Rodman of the Indiana Wesleyan University DeVoe of Business, Technology, 
and Leadership, Doctor of Business Administration program to gather information regarding my 
responses to questions asked on this survey. 
 
This survey will ask about your understanding and perceptions of the structure, strategy, culture, 
and human capital management at Electro-Metrics and will take approximately 10–15 minutes to 
complete. If I agree to take part in this study, I understand that I will be asked to complete the 
survey questions listed on the following pages. I understand that my responses will be utilized 
for research and may become part of a published journal article or scholarly presentation. 
 
I recognize that I will not receive monetary compensation for participating in this survey. 
Conversely, there are no monetary costs to me for participating.  
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I certify that my participation in this survey is wholly voluntary and recognize that I may 
withdraw at any time. I understand that I am free to skip any question I do not feel comfortable 
answering. There is no obligation for my participation, and I may withdraw at any time.  
 
I understand that Lance Rodman will be available for consultation should I have any additional 
questions regarding the research being conducted. I understand that the answers given to this 
survey will be maintained by the researcher for a period of no less than three years after the close 
of the study. The researcher will store all paper copies of surveys in a locked and secured filing 
cabinet. Additionally, paper copies of surveys and release forms may be digitized and stored 
electronically on a password-protected hard drive. 
 
I release any claim to the collected data, research results, publication of or commercial use of 
such information or products resulting from the collected information. If I have any questions or 
comments about this research project, I can contact: 

 
• Lance Rodman: Email: lance.rodman@myemail.indwes.edu; Phone: 405-738-5244 
• Dr. Debbie Philpott: Email: debbie.philpott@indwes.edu’ Phone: 765-914-8725 
 
If I have concerns about the treatment of research participants, I can contact the Institutional 
Review Board (IRB) at Indiana Wesleyan University, 4201 South Washington Street, Marion, 
IN 46953 or by phone at 765-677-2090.  
 
The survey is designed not to collect e-mail addresses or Internet protocol (IP) 
addresses. To further maintain confidentiality of the survey, please do not include 
your name or any other information by which you can be identified in any comment 
boxes that may be included in the survey. 

 
  You cannot return to or edit your responses after you have submitted your responses. 
 

BY CLICKING ON “CONTINUE,” I ACKNOWLEDGE THAT I HAVE HAD THE 
OPPORTUNITY TO READ THIS CONSENT FORM, ASK QUESTIONS ABOUT THE 
RESEARCH PROJECT, AND AM PREPARED TO CONSENT TO MY PARTICIPATION  IN 
THIS SURVEY. 

 
o Continue 

 
o Do NOT continue 

 
You can print a copy of your response after you submit it. 

 
 
 
 
 
 
 

mailto:lance.rodman@myemail.indwes.edu
mailto:debbie.philpott@indwes.edu
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Appendix K  
Employee Engagement Survey Questions  

  
1. People are able to act on their own authority and innovate on the job.  
2. There are opportunities for people to grow and develop in the company.  
3. People are able to easily work with other teams or colleagues without barriers.  
4. People from diverse backgrounds and opinions are able to collaborate.  
5. People believe in and trust their senior leaders.  
6. People feel they're compensated fairly.  
7. People feel the company's benefits meet their needs.  
8. People believe in what they (and/or the organization) provide to their 

customers.  
9. People feel they are adequately recognized and appreciated.  
10. People have the right tools (computers, systems, etc.) to do their job.  
11. People feel that there are enough people on their team to support their 

workload.  
12. People feel like they can achieve a work-life balance as an employee of the 

company.  
13. People buy into where the company is going.  
14. Managers support their teams to be successful.  
15. People feel they have the training they need to do their job.   

 
Respondents also had the opportunity to provide comments after each question. 
The Employee Group received the following questions at the end of their survey and 
were provided with a graphic that included the company’s mission, vision, and 
values.  
 

1. Within an ideal workplace setting that seeks to achieve the above mission, 
vision, and values, identify items for the category underlined below. On behalf 
of the average employee at EMT, list as many items in the space as applies.  

  

 
 
Please respond openly and honestly without limitations or restrictions of time, 
resources, financial cost, etc. Your responses are to include what needs to be 
eliminated or stopped (policies, procedures, practices, etc.) at EMT to answer the 
following driving research question: How can EMT’s leadership motivate individuals 
and teams to embrace change, product and process innovation, and new ways of 
working to fulfill the recently acquired high-tech firm’s newfound mission, vision, 
and values?  
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List policies, procedures, practices, etc. that should be stopped at EMT. 
  

  
 

2. Within an ideal workplace setting that seeks to achieve the above mission, 
vision, and values, identify items for the category underlined below. On behalf 
of the average employee at EMT, list as many items in the space as applies.  

  
Please respond openly and honestly without limitation or restrictions of time, 
resources, financial cost, etc. Your responses are to include what needs to be started 
(policies, procedures, practices, etc.) at EMT to answer the following driving research 
question: How can EMT’s leadership motivate individuals and teams to embrace 
change, product and process innovation, and new ways of working to fulfill the 
recently acquired high-tech firm’s newfound mission, vision, and values?  
  
List policies, procedures, practices, etc., that should be started at EMT.  
 

 
 

3. Within an ideal workplace setting that seeks to achieve the above mission, 
vision, and values, identify items for the category underlined below. On behalf 
of the average employee at EMT, list as many items in the space as applies.  

  
Please respond openly and honestly without limitation or restrictions of time, 
resources, financial cost, etc. Your responses are to include what needs to be kept 
(policies, procedures, practices, etc.) at EMT to answer the following driving research 
question: How can EMT’s leadership motivate individuals and teams to embrace 
change, product and process innovation, and new ways of working to fulfill the 
recently acquired high-tech firm’s newfound mission, vision, and values?  
  
List policies, procedures, practices, etc. that should be started at EMT.  
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Appendix L 
IRB Documents 
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Appendix M 
Survey Copyright License 
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Appendix N 
Quantitative Survey Results 
 
Survey Results  
  
1.  People are able to act 
on their own authority 
and innovate on the job.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  1  3  0  0  0  
Employee Group - #  5  5  0  0  0  

Leader Group - %  25%  75%  0%  0%  0%  
Employee Group - %  50%  50%  0%  0%  0%  

2.  There are opportunities 
for people to grow and 
develop in the company.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  4  0  0  0  0  
Employee Group - #  10  0  0  0  0  

Leader Group - %  100%  0%  0%  0%  0%  
Employee Group - %  100%  0%  0%  0%  0%  

3.  People are able to easily 
work with other teams or 
colleagues without 
barriers.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  3  1  0  0  0  
Employee Group - #  6  4  0  0  0  

Leader Group - %  75%  25%  0%  0%  0%  
Employee Group - %  60%  40%  0%  0%  0%  

4.  People from diverse 
backgrounds and 
opinions are able to 
collaborate.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  3  1  0  0  0  
Employee Group - #  9  1  0  0  0  

Leader Group - %  75%  25%  0%  0%  0%  
Employee Group - %  90%  10%  0%  0%  0%  

5.  People believe in and 
trust their senior leaders.  Agree  Somewhat 

Agree  Neutral  Somewhat 
Disagree  Disagree  

Leader Group - #  2  2  0  0  0  
Employee Group - #  4  4  2  0  0  

Leader Group - %  50%  50%  0%  0%  0%  
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Employee Group - %  40%  40%  20%  0%  0%  
6.  People feel they're 
compensated fairly.  Agree  Somewhat 

Agree  Neutral  Somewhat 
Disagree  Disagree  

Leader Group - #  2  1  1  0  0  
Employee Group - #  3  5  2  0  0  

Leader Group - %  50%  25%  25%  0%  0%  
Employee Group - %  30%  50%  20%  0%  0%  

7.  People feel the 
company's benefits meet 
their needs.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  2  2  0  0  0  
Employee Group - #  6  3  1  0  0  

Leader Group - %  50%  50%  0%  0%  0%  
Employee Group - %  60%  30%  10%  0%  0%  

8.  People believe in what 
they (and/or the 
organization) provide to 
their customers.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  4  0  0  0  0  
Employee Group - #  10  0  0  0  0  

Leader Group - %  100%  0%  0%  0%  0%  
Employee Group - %  100%  0%  0%  0%  0%  

9.  People feel they are 
adequately recognized 
and appreciated.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  4  0  0  0  0  
Employee Group - #  7  3  0  0  0  

Leader Group - %  100%  0%  0%  0%  0%  
Employee Group - %  70%  30%  0%  0%  0%  

10.  People have the right 
tools (computers, systems, 
etc.) to do their job.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  3  1  0  0  0  
Employee Group - #  8  1  1  0  0  

Leader Group - %  75%  25%  0%  0%  0%  
Employee Group - %  80%  10%  10%  0%  0%  

11.  People feel that there 
are enough people on 
their team to support 
their workload.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  2  2  0  0  0  
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Employee Group - #  6  3  1  0  0  
Leader Group - %  50%  50%  0%  0%  0%  

Employee Group - %  60%  30%  10%  0%  0%  
12.  People feel like they 
can achieve a work-life 
balance as an employee of 
the company.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  4  0  0  0  0  
Employee Group - #  9  1  0  0  0  

Leader Group - %  100%  0%  0%  0%  0%  
Employee Group - %  90%  10%  0%  0%  0%  

13.  People buy into where 
the company is going.  Agree  Somewhat 

Agree  Neutral  Somewhat 
Disagree  Disagree  

Leader Group - #  3  1  0  0  0  
Employee Group - #  7  3  0  0  0  

Leader Group - %  75%  25%  0%  0%  0%  
Employee Group - %  70%  30%  0%  0%  0%  

14.  Managers support 
their teams to be 
successful.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  3  1  0  0  0  
Employee Group - #  9  1  0  0  0  

Leader Group - %  75%  25%  0%  0%  0%  
Employee Group - %  90%  10%  0%  0%  0%  

15.  People feel they have 
the training they need to 
do their job.  

Agree  Somewhat 
Agree  Neutral  Somewhat 

Disagree  Disagree  

Leader Group - #  2  1  1  0  0  
Employee Group - #  7  2  1  0  0  

Leader Group - %  50%  25%  25%  0%  0%  
Employee Group - %  70%  20%  10%  0%  0%  

 
Most Agree Alignment Between Leader Group and Employee Group: 

• Question 2: "There are opportunities for people to grow and develop in the 
company" (Leader: 100% Agree/Employee: 100% Agree) 

• Question 8: "People believe in what they (and/or the organization) provide to 
their customers" (Leader: 100% Agree/Employee: 100% Agree) 

• Question 10: "People have the right tools (computers, systems, etc.) to do their 
job" (Leader: 75% Agree/Employee: 80% Agree, GAP: -5 percentage points) 

• Question 13: "People buy into where the company is going" (Leader: 75% 
Agree/Employee: 70% Agree, GAP: 5 percentage points) 
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Most Alignment Within Leader Group: 

• Question 2: "There are opportunities for people to grow and develop in the 
company" (100% Agree) 

• Question 8: "People believe in what they (and/or the organization) provide to 
their customers" (100% Agree) 

• Question 9: "People feel they are adequately recognized and appreciated" 
(100% Agree) 

• Question 12: "People feel like they can achieve a work-life balance as an 
employee of the company" (100% Agree) 

• Question 1: "People are able to act on their own authority and innovate on the 
job" (25% Agree, 75% Somewhat Agree) 

• Question 3: "People are able to easily work with other teams or colleagues 
without barriers" (75% Agree, 25% Somewhat Agree) 

• Question 4: "People from diverse backgrounds and opinions are able to 
collaborate" (75% Agree, 25% Somewhat Agree) 

• Question 10: "People have the right tools (computers, systems, etc.) to do their 
job" (75% Agree, 25% Somewhat Agree) 

• Question 14: "Managers support their teams to be successful" (75% Agree, 25% 
Somewhat Agree) 

 
Most Alignment Within Employee Group: 

• Question 2: "There are opportunities for people to grow and develop in the 
company" (100% Agree) 

• Question 8: "People believe in what they (and/or the organization) provide to 
their customers" (100% Agree) 

• Question 4: "People from diverse backgrounds and opinions are able to 
collaborate" (90% Agree, 10% Somewhat Agree) 

• Question 14: "Managers support their teams to be successful" (90% Agree, 10% 
Somewhat Agree) 

• Question 12: "People feel like they can achieve a work-life balance as an 
employee of the company" (90% Agree, 10% Somewhat Agree) 

• Question 13: "People buy into where the company is going" (70% Agree, 30% 
Somewhat Agree) 

• Question 15: "People feel they have the training they need to do their job" (70% 
Agree, 20% Somewhat Agree, 10% Neutral) 

 
Greatest Split Between Leader Group and Employee Group: 

• Question 9: "People feel they are adequately recognized and appreciated" 
(Leader: 100% Agree/Employee: 70% Agree, GAP: 30 percentage points) 

• Question 6: "People feel they are compensated fairly" (Leader: 50% 
Agree/Employee: 30% Agree, GAP: 20 percentage points) 

• Question 7: "People feel the company's benefits meet their needs" (Leader: 
50% Agree/Employee: 60% Agree, GAP: -10 percentage points) 

• Question 11: "People feel they have enough people on their team to support 
their workload" (Leader: 50% Agree/Employee: 60% Agree, GAP: -10 
percentage points) 
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Greatest Split Within Leader Group: 
• Question 6: "People feel they're compensated fairly" (50% Agree, 25% 

Somewhat Agree, 25% Neutral) 
• Question 7: "People feel the company's benefits meet their needs" (50% Agree, 

50% Neutral) 
• Question 11: "People feel that there are enough people on their team to 

support their workload" (50% Agree, 50% Neutral) 
• Question 15: "People feel they have the training they need to do their job" (50% 

Agree, 25% Somewhat Agree, 25% Neutral) 
 
Greatest Split Within Employee Group: 

• Question 6: "People feel they are compensated fairly" (30% Agree, 50% 
Somewhat Agree, 20% Neutral) 

• Question 11: "People feel that there are enough people on their team to 
support their workload" (60% Agree, 30% Somewhat Agree, 10% Neutral) 

• Question 13: "People buy into where the company is going" (70% Agree, 30% 
Somewhat Agree) 

 
Most Agree Ratings  

1. Question 5: People believe in and trust their senior leaders. (Leader Group: 
50%, Employee Group: 40%) 

2. Question 8: People believe in what they (and/or the organization) provide to 
their customers. (Leader Group: 100%, Employee Group: 100%) 

3. Question 9: People feel they are adequately recognized and 
appreciated. (Leader Group: 100%, Employee Group: 70%) 

4. Question 10: People have the right tools (computers, systems, etc.) to do their 
job. (Leader Group: 75%, Employee Group: 80%) 

5. Question 12: People feel like they can achieve a work-life balance as an 
employee of the company. (Leader Group: 100%, Employee Group: 90%) 

6. Question 14: Managers support their teams to be successful. (Leader Group: 
75%, Employee Group: 90%) 

 
Most Somewhat Agree Ratings 

1. Question 1: People are able to act on their own authority and innovate on the 
job. (Leader Group: 25%, Employee Group: 50%) 

2. Question 3: People are able to easily work with other teams or colleagues 
without barriers. (Leader Group: 25%, Employee Group: 40%) 

3. Question 4: People from diverse backgrounds and opinions are able to 
collaborate. (Leader Group: 25%, Employee Group: 10%) 

4. Question 6: People feel they are compensated fairly. (Leader Group: 25%, 
Employee Group: 50%) 

5. Question 7: People feel the company's benefits meet their needs. (Leader 
Group: 50%, Employee Group: 30%) 

6. Question 11: People feel that there are enough people on their team to 
support their workload. (Leader Group: 50%, Employee Group: 30%) 

7. Question 15: People feel they have the training they need to do their 
job. (Leader Group: 25%, Employee Group: 20%) 
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Most Neutral Ratings 
1. Question 6: People feel they're compensated fairly. (Leader Group: 25%, 

Employee Group: 20%) 
2. Question 7: People feel the company's benefits meet their needs. (Leader 

Group: 50%, Employee Group: 10%) 
3. Question 11: People feel that there are enough people on their team to 

support their workload. (Leader Group: 50%, Employee Group: 10%) 
4. Question 15: People feel they have the training they need to do their 

job. (Leader Group: 25%, Employee Group: 10%) 
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Appendix O 
Qualitative Survey Results 
 

Question Comment 
Number 

Leader Group 
Comments (LC) 

Comment 
Number 

Employee Group 
Comments (EC) 

1. People are 
able to act on 
their own 
authority and 
innovate on 
the job. 

LC1 People are able to act 
upon their own 
authority within the 
boundary of their job 
responsibilities, 
sharing innovative 
methods and ideas 
with others. Some 
business functions 
are driven by 
exacting customer 
requirements where 
authority and 
innovation are 
restricted. 

EC1 The reason I say 
somewhat is the 
items that are made 
here have a drawing 
that sets the standard 
of how they are made 
through dimension, 
hardware placement, 
and markings. We 
also do have 
brainstorming 
sessions that allow 
coworkers to bounce 
ideas off of one 
another to make a 
better product or fix 
issues that have 
arrived while building 
a product.  

LC2 Being a machine 
shop the operators 
possess a skill set 
that requires them to 
think outside the box 
and problem-solve. 

EC2 Most individuals are 
good about acting on 
their own authority, 
however there are a 
few people who need 
constant instructions 
even for the simplest 
of tasks. 

2. There are 
opportunities 
for people to 
grow and 
develop in the 
company. 

LC3 EMT uses a people-
first approach in 
dealing with its team 
members. This 
includes sending its 
members to school 
or any classes people 
may want to take. 

EC3 This company thrives 
on people learning 
more. They offer 
courses through 
Coursera and six 
Sigma. 

  

- 

EC4 EMT is fantastic about 
getting individuals 
trained and taught 
through their desired 
field creating a great 
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knowledge base and 
work environment. 

3. People are 
able to easily 
work with 
other teams or 
colleagues 
without 
barriers. 

LC4 Open door policies 
and easy access to 
other teams make 
working with others 
a daily occurrence 

EC5 Sometimes team 
members themselves, 
do not co-operate 
within the team or 
adapt to make 
positive changes. 

 
LC5 This organization 

prides itself on the 
open 
communication 
forum between 
management and its 
team members. 

EC6 Coworkers work with 
each other on a daily 
basis. Through 
brainstorming, 
getting parts out the 
door, and having 
verification from 
another coworker on 
a part they are 
working on.   

- 

EC7 In the machine shop 
everyone works well 
with one another, 
however 
communication lacks 
greatly between the 
office and shop areas. 

4. People from 
diverse 
backgrounds 
and opinions 
are able to 
collaborate. 

 

- 

EC8 Most of the time. 
There are sometimes 
when opposite 
opinions just cannot 
collaborate. 

  

- 

EC9 It doesn't matter who 
you are, it is easy to 
collaborate with one 
another. 

5. People 
believe in and 
trust their 
senior leaders. 

LC6 Management is 
available and out on 
the floor on a regular 
basis as well as twice 
monthly at our 
company lunch/ 
information 
meetings. 

EC10 The reason I say this is 
that I feel a majority 
of people believe and 
trust in their senior 
leaders. There is a 
handful that I am not 
sure of that is why I 
say somewhat. 
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- 

EC11 A few senior 
managers have no 
idea what they are 
talking about when it 
comes to the 
machining field in 
general. 

6. People feel 
they're 
compensated 
fairly. 

 

- 

EC12 I picked neutral as I 
have never had any 
discussions on this 
topic with any 
employee.   

- 

EC13 This company is very 
generous. We get 
Quarterly bonuses, 
biweekly lunches, and 
many other things.   

- 

EC14 As the price of 
everything rises in the 
world, the 
compensation should 
be raised even slightly 
more to give a 
comfortable barrier 
for the employees. 
The pay is not horrible 
however it could be 
better. 

7. People feel 
the company's 
benefits meet 
their needs. 

LC7 Some of the older 
employees 
remember and talk 
about the "old 
program" for sick 
leave which was 80 
hours vs the new 
program which is 40 
hours 

EC15 Again, neutral, as I 
have never had any 
discussions with 
other employees 
regarding this. 

  

- 

EC16 I cannot speak for 
everyone, but I have 
not heard anyone 
complain. We are 
offered a very good 
benefits package.   

- 
EC17 The benefits are 

amazing but 
expensive. 
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8. People 
believe in what 
they (and/or 
the 
organization) 
provide to their 
customers. 

 

- 

EC18 The products that we 
make here are made 
with pride and 
precision. 

  

- 
EC19 We create a proven 

and quality product 
for our customers. 

9. People feel 
they are 
adequately 
recognized 
and 
appreciated. 

LC8 Great example is our 
lunch meeting 

EC20 Every luncheon that 
we have people are 
always being 
recognized for the 
jobs they are doing. 
Also, for the 
anniversary and 
birthdays of that 
lunch.  

LC9 I feel as though the 
senior leadership 
team goes the extra 
mile to take the time 
to recognize the 
achievements of its 
team members. 

EC21 No comment. 

10. People have 
the right tools 
(computers, 
systems, etc.) 
to do their job. 

 

- 

EC22 If someone needs 
something through 
computer program to 
hands on tools this 
company will get it 
for them.   

- 

EC23 We have most of the 
tools to do our jobs 
but having tools and 
equipment to make 
our jobs easier and 
better would be 
appreciated. 

11. People feel 
that there are 
enough people 
on their team 
to support 
their workload. 

 

- 

EC24 The workload and 
amount of people 
average out nicely. 
Also, I have seen 
people help out if 
they are slow with 
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someone that s 
busier.   

- 

EC25 With how slow we 
are, we have more 
than enough people 
at the moment. 

12. People feel 
like they can 
achieve a 
work-life 
balance as an 
employee of 
the company. 

LC10 There is a very nice 
Monday through 
Friday, 7 am to 3:30 
pm schedule. 

EC26 This company 
believes very much in 
everyone having a 
very good work-life 
balance. Clock in is 
7:00a.m clock out is 
3:30. there are a few 
that work 8 to 4:30. 
the workplace is not 
too stressful. If 
someone needs to 
adjust time or need 
time off there is no 
problem.   

- 

EC27 It's easy to leave work 
at work for when 
you're home, however 
a four day ten hour 
shift would be 
incredible. 

13. People buy 
into where the 
company is 
going. 

LC11 Still have some 
employees who are 
focused elsewhere as 
to direction company 
is working toward. 

EC28 At every luncheon the 
CEO lets everyone 
know where this 
company is going 
and where he would 
like to see us in the 
future. I feel a 
majority of people are 
comfortable in where 
this company is going 
and where their place 
in this company is 
going.   

- 

EC29 It's hard to imagine 
right now with how 
slow production is, 
but Tom and Danny 
are creating a very 
happy and stable 
work environment 



 

 
202 Empowering High-Tech Manufacturing in Industry 4.0 

which I believe will 
make this company 
grow. 

14. Managers 
support their 
teams to be 
successful. 

 

- 

EC30 This is one thing that I 
admire about this 
place is the support 
that people get from 
their superiors.   

- 

EC31 Direct management 
are supportive but 
upper management 
has little to no clue 
what goes on in the 
production of parts. 

15. People feel 
they have the 
training they 
need to do 
their job. 

 

- 

EC32 This company goes 
out of it way to make 
sure everyone has the 
training that they 
need do their job 
safely, efficiently, and 
correctly.   

- 

EC33 If we do not have the 
training to do our job, 
then the company 
will be more than 
happy to provide the 
training needed. 

Note. The participant survey comments are original. Accordingly, there are a few grammar and 
mechanical errors. 
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Appendix P 
Qualitative Analysis Tables 

 
Leader Group   Employee Group  

Theme Count Positivity  Theme Count Positivity 
Innovation/autonomy 2 Mixed  Innovation/autonomy 1 Positive 
Growth/development 1 Positive  Growth/development 1 Positive 
Collaboration 1 Positive  Collaboration 2 Mixed 
Senior leadership 1 Positive  Senior leadership 1 Positive 
Comp./benefits 1 Mixed  Comp./benefits 2 Negative 
Communication 1 Positive  Communication 2 Mixed 
Customers 0 Neutral  Customers 1 Positive 
Recognition 2 Positive  Recognition 3 Mixed 
Tools/resources 0 Neutral  Tools/resources 2 Mixed 
Work-life balance 1 Positive  Work-life balance 0 Neutral 
Company direction 1 Mixed  Company direction 1 Positive 
Manager support 0 Neutral  Manager support 1 Positive 
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Appendix Q 
Sample MVV Integrations 

 
Sample Job Posting Preamble  
At EMT, we truly strive to live authentically and consistently by our mission, vision, and 
values.  
 
Our Mission  
To provide our customers with products that are designed and manufactured to meet 
their needs for precision, effectiveness, value, and timeliness. And giving our 
employees a positive work environment full of opportunity which allows them to fulfill 
their personal goals and impact our community.  
 
Our Vision  
We will become a top-tier manufacturer of RF antennas in the world and one of the 
10 largest contract manufacturers in New York State.  
 
Our Values  

• Trust  
• Communication  
• Commitment  
• Accountability  
• Respect  
• Results  
• Growth   
• Service  

 
If our mission, vision, and values resonate with you, we welcome you to apply.  
 
Sample Performance Review MVV Integration  
Please rate the employee on how often they embody our values.  
 

Value Infrequently 
Somewhat 

Infrequently Unobserved 
Somewhat 
Frequently Frequently 

Trust            
Communication            

Commitment            
Accountability            

Respect            
Results            
Growth            
Service            
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Appendix R 
Good Jobs Strategy Recommendations 
 

Solution Description Alignment 
Category 

DRQ Area Supporting 
Concept(s) and 

Literature 

VBM: Social 
Capital 

Building Block 

Do 

What does 
EMT need to 
do to get to 
where it wants 
to be? 

    

People 
Excellence 

Form a 
compensation 
task force to 
recommend 
ways to 
improve total 
rewards at 
EMT, 
particularly 
related to 
monetary and 
non-monetary 
incentives, 
recognition, 
and rewards. 
Do not change 
work-life 
benefits (LC10, 
EC26). Refer 
the task force 
to Appendix D 
for the list of 
the 
competencies, 
skills, and 
behaviors to 
recognize and 
reward in the 
total rewards 
strategy. 

HCM Motivation Motivation 
theories 
(Luthans et al., 
2015); 
monetary and 
non-monetary 
incentives 
(Kosfeld et al., 
2016; Willer et 
al., 2019); task 
forces (Fuller et 
al., 2021; Maher, 
(2000) 

Reinforce 
change and 
innovation 
with formal 
mechanisms 

Operational 
Excellence 

Offset people-
related 
investments by 
focusing on 
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operational 
excellence. 

Streamline 
Products 

Narrow 
product line to 
the top-selling 
products; focus 
on product 
application 
and SWAP. 

Strategy Mission, 
Vision, and 
Values 

Competitors' 
product 
application, 
SWAP, and 
process 
innovation (ABI 
Research, 2019; 
Fractal 
Antenna 
Systems, 2023; 
Metawave, 
n.d.-a; RF 
Globalnet, 
2016) 

Fostering 
understanding 
and conviction 

Standardize 
but 
Empower 

Create a 
continuous 
improvement 
task force that 
will give 
employees 
their needed 
autonomy (LC1, 
Fig. 7, Fig. 8) 
and foster 
greater 
collaboration 
(EC5, EC7, EC8) 
by allowing 
employees to 
overcome 
strict product 
specifications 
(EC1) by 
recommendin
g process 
improvements.    

HCM, 
Structure, 
Culture 

Change 
and 
innovation 

Engagement 
and 
involvement 
(The Josh 
Bersin 
Company, 
2022; Shuck & 
Wollard, 2009); 
cross-
functional 
collaboration   
and 
knowledge 
sharing 
(Dunlap, n.d.; 
Rezvani et al., 
2018); task 
forces (Fuller et 
al., 2021; Maher, 
2000) 

Reinforce 
change and 
innovation 
with formal 
mechanisms 

Cross-Train Provide time 
for cross-
training since 
employees 
believe they 
have enough 
free time 
(EC24, EC25). 

HCM Change 
and 
innovation 

Learning 
organization 
(Ellinger & 
Ellinger, 2014; 
Garvin et al., 
2008) 

Developing 
talent and skills 
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Operate 
with Slack 

EMT should 
not hire more 
employees 
since 
employees 
already believe 
they have 
enough to 
handle their 
workload 
(EC24, EC25). 

HCM New ways 
of working 

HCM 
implications 
for M&A 
integration 
(Graebner et 
al., 2017) 

Reinforce 
change and 
innovation 
with formal 
mechanisms 
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Appendix S 
Change Management Plan Step-by-Step  
 

Task  Who?  Start 
Date  End Date  Estimated 

Hours  Description  

Form the Change 
Management 
Team  

President  1/1/2024  1/15/2024  1  

Form a change 
management 
team by 
appointing key 
stakeholders from 
various 
departments and 
impacted groups.  

Adopt Change 
KPIs  

Change 
Management 

Team  
1/16/2024  1/31/2024  1  

Develop 
measurable KPIs 
to track progress 
and success of 
change.  

Develop and 
Execute the 
Communication 
Plan  

Change 
Management 

Team  
2/1/2024  2/15/2024  2  

Craft a 
comprehensive 
communication 
plan and execute 
it.  

Identify Change 
Agents  

Change 
Management 

Team  
2/16/2024  3/1/2024  16  

Identify influential 
individuals within 
the organization 
who can 
champion change 
and advocate 
adoption.  

Create Task Forces  
Change 

Management 
Team  

3/2/2024  3/15/2024  1  

Establish specific 
task forces 
dedicated to 
change 
implementation 
aspects, such as 
training, 
communication, 
and resistance 
management.  

Adopt Group 
Charters & 
Collaboration 
Norms  

Task Forces  3/16/2024  3/22/2024  2  

Create clear 
charters for task 
forces that outline 
their goals, 
responsibilities, 
and decision-
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making processes. 
Establish 
collaborative 
norms to ensure 
effective 
communication, 
conflict resolution, 
and shared 
accountability 
within the groups.  

Conduct Creative 
Problem-Solving 
Training  

HR Director  3/23/2024  3/31/2024  16  

Provide creative 
problem-solving 
skills to change 
agents and task 
force members to 
overcome 
implementation 
obstacles.  

Develop and 
Update Materials  HR Director  1/16/2024  2/15/2024  40  

Conduct surveys 
and interviews 
with employees to 
understand their 
preferred training 
methods. Update 
and improve 
existing training 
materials based on 
the findings. 
Revise job 
descriptions and 
postings, refine 
performance 
review forms, and 
update other 
company policies 
and procedures to 
reflect the latest 
changes.  

Implement 
Updated Materials  HR Director  2/16/2024  3/15/2024  8  

Introduce and roll 
out the updated 
materials to 
relevant 
stakeholders. Train 
leaders and 
managers on 
using the new 
materials. Update 
online platforms 
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and systems with 
the revised 
documents and 
communicate 
changes to 
employees 
through various 
channels (e.g.,  
intranet, company 
lunches).  

Monitor and 
Review  HR Director  3/16/2024  3/31/2024  3  

Track and evaluate 
the effectiveness 
of the updated 
materials. Collect 
feedback from 
employees and 
managers, analyze 
usage data and 
metrics, and 
identify areas for 
further 
improvement.  

Identify Leadership 
Training Needs  

HR Director, 
on behalf of 

Change 
Management 

Team  

1/1/2024  1/15/2024  8  

Conduct a needs 
assessment to 
identify key 
leadership 
competencies and 
development 
areas. Consult with 
the Leadership 
Team and Change 
Management 
Team, review 
existing leadership 
development 
programs, and 
conduct surveys 
and interviews 
with leaders at 
various levels.  

Identify Training 
Requirements & 
Delivery Options  

HR Director, 
on behalf of 

Change 
Management 

Team  
  

1/16/2024  2/15/2024  8  

Based on 
identified needs, 
determine specific 
training 
requirements, 
including content 
topics, format, and 
duration. Explore 
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various delivery 
options such as 
internal trainers, 
external training 
providers, and e-
learning 
platforms.  

Develop Training 
Materials & Select 
Facilitators  

HR Director, 
on behalf of 

Change 
Management 

Team  
  

2/16/2024  3/15/2024  40  

Develop or source 
training materials, 
select and engage 
qualified 
facilitators, and 
finalize training 
schedules and 
logistics.  

Involve Managers 
in MVV 
Presentations  

President  4/1/2024  4/15/2024  24  

Engage managers 
in developing and 
scheduling 
presentations on 
the company's 
mission, vision, 
and values for 
their teams.  

Begin MVV 
Presentations  Managers  4/16/2024  12/31/2024  9  

Managers begin 
delivering 15-
minute 
presentations on 
the MVV to their 
teams through the 
end of 2024.  

Begin Leadership 
Training  

HR Director, 
facilitator(s)  5/1/2024  12/31/2024  35  

Launch the 
leadership training 
program for 
identified 
participants. 
Estimate 1 hour 
per week through 
the end of 2024.  

Task Forces Begin 
Meeting  Task forces  4/1/2024  

12/31/2024, 
then 

ongoing  
38  

Task forces begin 
meeting to use 
creative problem-
solving to identify 
process and 
product 
application 
innovations. One-
hour meetings 
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once a week are 
estimated.  

Gather MVV 
Feedback & 
Evaluation  

Change 
Management 

Team  
7/15/2024  9/15/2024  3  

Collect feedback 
from employees 
and managers on 
the effectiveness 
of the MVV 
presentations. 
Analyze the 
feedback and 
identify areas for 
further 
improvement.  

Identify Employees 
& Training Needs  

HR Director, 
on behalf of 

Change 
Management 

Team  

7/1/2024  7/31/2024  24  

Analyze skill gaps 
and identify 
employees who 
would benefit 
from cross-
training. Develop a 
cross-training plan 
with specific skills 
and objectives.  

Implement Cross-
Training Program  

HR Director, 
on behalf of 

Change 
Management 

Team  

8/1/2024  9/30/2024  8  

Facilitate cross-
training sessions 
with designated 
mentors and 
resources. Monitor 
progress and 
evaluate the 
effectiveness of 
the program.  

Task Forces 
Finalize 
Recommendations  

Task forces  7/1/2024  7/15/2024  2  

Task forces finalize 
their 
recommendations 
for new total 
rewards offerings 
and process 
improvements.  

Task Forces 
Present 
Recommendations  

Task forces  7/16/2024  7/31/2024  2  

Task forces 
present their initial 
recommendations 
to the Change 
Management 
Team for review 
and feedback.  
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Change 
Management 
Team Review & 
Evaluation  

Change 
Management 

Team  
8/1/2024  8/15/2024  4  

Change 
Management 
Team evaluates 
recommendations, 
requests 
clarification from 
task forces as 
needed, and 
makes final 
recommendations 
to the Leadership 
Team.  

Leadership Team 
Review & Approval  

Leadership 
Team  8/16/2024  8/31/2024  4  

Leadership Team 
reviews and 
evaluates 
recommendations, 
working with task 
forces to amend 
them as needed, 
and provides final 
approval for 
implementation.  

Initiate Approved 
Recommendations  

Change 
Management 

Team  
9/1/2024  9/30/2024  ?  

Implement 
approved 
recommendations 
for new total 
rewards offerings 
and process 
improvements.  

Monitor KPIs & 
Track Progress  

Change 
Management 

Team  
9/1/2024  9/30/2024  2  

Track and monitor 
key performance 
indicators to 
measure the 
effectiveness of 
the implemented 
changes.  

Change 
Management 
Team Reporting  

Change 
Management 

Team  
9/25/2024  9/30/2024  8  

Change 
Management 
Team prepares 
and submits a 
report to 
leadership 
summarizing the 
status of 
implementations, 
KPI data, and 
qualitative 
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feedback from 
stakeholders.  

Analyze Feedback 
& Refine MVV 
Messaging  

Change 
Management 

Team  
10/15/2024  12/15/2024  4  

Analyze feedback 
gathered from 
employees and 
managers, and 
refine MVV 
messaging and 
communication 
strategies based 
on findings.  

Ask Task Forces to 
Investigate New 
Training Programs 
and Report Back to 
HR director  

HR Director, 
task forces  10/31/2024  11/30/2024  1  

HR Director asks 
the task forces to 
investigate and 
recommend any 
new training 
programs based 
on external 
conditions and 
changes.  

Change 
Management 
Team Review & 
Evaluation  

Change 
Management 

Team  
N/A  N/A  2  

The Change 
Management 
Team reviews 
recommendations 
from task forces, 
providing 
feedback, 
requesting 
clarification, and 
making final 
recommendations 
to leadership.  

Leadership Team 
Review & Approval  

Leadership 
Team  N/A  N/A  8  

The Leadership 
Team reviews and 
approves 
recommendations, 
collaborating with 
task forces on any 
necessary 
amendments.  

Monitor KPIs & 
Adjust as Needed  

Change 
Management 

Team  
10/1/2024  N/A  2  

Continuously track 
and monitor KPIs, 
analyzing data to 
identify areas for 
improvement and 
adjust 
implemented 
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changes as 
needed.  

Monitor for & 
Respond to 
Resistance  

President, 
Leadership 

Team, 
Change 

Management 
Team  

10/1/2024  N/A  ?  

Actively monitor 
for signs of 
resistance to 
change, address 
concerns 
proactively, and 
implement 
strategies to 
overcome 
resistance when 
needed.  

Monitor for 
Scenarios & Refer 
to Guide  

President, 
Leadership 

Team, 
Change 

Management 
Team  

10/1/2024  N/A  ?  

Continuously 
monitor for 
anticipated and 
unforeseen 
scenarios, 
referencing the 
scenario planning 
guide for 
appropriate 
responses and 
adjustments.  

Conduct ADP 
Survey  

HR Director, 
on behalf of 

Change 
Management 

Team  

1/2/2025  1/16/2025  4  

Administer an 
identical survey to 
the one 
conducted in ADP 
to measure the 
impact of changes 
on strategy, 
structure, culture, 
and HCM.  

Prepare & Submit 
Final Report  

Change 
Management 

Team  
12/15/2024  12/31/2024  16  

Change 
Management 
Team prepares 
and submits a 
comprehensive 
report to 
leadership 
summarizing key 
achievements, 
challenges, and 
recommendations 
for future 
initiatives.  
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Appendix T  

Change Management Team Communication Plan 
 

Who Audience Platform(s) Message 
President, on 
behalf of the 
Change 
Management 
Team 

Entire Company First company 
lunch of 2024 

Summarize the 
need for change 
and create 
excitement for the 
future; announce 
Change 
Management 
Team, and future 
announcement 
about how EMT 
can accomplish its 
MVV through an 
exciting new 
initiative 

President Frontline 
Managers 
 
This is a key 
stakeholder group 
because they 
enjoy a high level 
of trust from 
employees and will 
be responsible for 
implementing 
recommendations. 

In-P Enlist frontline 
managers to be 
change agents 
and invite them to 
build excitement 
about the future 
change initiative. 

President Entire Company Second company 
lunch of 2024 

Announce the 
creation of the 
Change 
Management 
Team and new 
change initiative. 

HR Director, on 
behalf of the 
Change 
Management 
Team 

Entire Company Second company 
lunch of 2024 

Give a condensed 
version of the 
recommendation 
presentation to 
announce the 
creation of the 
task forces, 
conduct a Q&A, 
and provide a sign-
up list and 
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deadline to sign 
up. 

HR Director, on 
behalf of the 
Change 
Management 
Team 

Task Force 
Members 

Before the third or 
fourth company 
lunch of 2024 

After the sign-up 
deadline, the 
Change 
Management 
Team ensures the 
task forces are 
representative as 
recommended 
and informs the 
task forces of their 
members. 

HR Director, on 
behalf of the 
Change 
Management 
Team 

Entire Company Fourth company 
lunch of 2024 

Announce task 
forces. 
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Appendix U  

CMP Related to Concepts  
  

Task  BKD  Solution  Lewin  
Create the Change Management 
Team  N/A  N/A  Unfreeze  

Adopt Change KPIs  N/A  N/A  Unfreeze  
Develop and Execute the 
Communication Plan  NA  N/A  Unfreeze  

Identify Change Agents  Do  Implement Modified Good 
Jobs Strategy  Unfreeze  

Create Task Forces  Do  Implement Modified Good 
Jobs Strategy  Unfreeze  

Adopt Group Charters & 
Collaboration Norms  Do  Implement Modified Good 

Jobs Strategy  Unfreeze  

Conduct Creative Problem-Solving 
Training  

Know 
& Do  

Implement Modified Good 
Jobs Strategy  Unfreeze  

Develop and Update Materials  Be, 
Know  

Integrate MVV into 
Employee Lifecycle, 
Employee-Directed 

Training   

Change  

Implement Updated Materials  Be, 
Know  

Integrate MVV into 
Employee Lifecycle, 
Employee-Directed 

Training   

Change  

Monitor and Review  Be, 
Know  

Integrate MVV into 
Employee Lifecycle, 
Employee-Directed 

Training   

Change  

Identify Leadership Training Needs  Know  Conduct leadership 
training  Change  

Identify Training Requirements & 
Delivery Options  Know  Conduct leadership 

training  Change  

Develop Training Materials & Select 
Facilitators  Know  Conduct leadership 

training  Change  

Involve Managers in MVV 
Presentations  Be  

Regular MVV 
Presentations from 
Frontline Managers  

Change  

Begin MVV Presentations  Be  
Regular MVV 

Presentations from 
Frontline Managers  

Change  

Begin Leadership Training  Know  Conduct leadership 
training  Change  

Task Forces Begin Meeting  Do  Implement Modified Good 
Jobs Strategy  Change  
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Gather MVV Feedback & 
Evaluation  Be  

Regular MVV 
Presentations from 
Frontline Managers  

Refreeze  

Identify Employees & Training 
Needs  Do  Implement Modified Good 

Jobs Strategy  Change  

Implement Cross-Training 
Program  Do  Implement Modified Good 

Jobs Strategy  Change  

Task Forces Finalize 
Recommendations  Do  Implement Modified Good 

Jobs Strategy  Change  

Task Forces Present 
Recommendations  Do  Implement Modified Good 

Jobs Strategy  Change  

Change Management Team 
Review & Evaluation  Do  Implement Modified Good 

Jobs Strategy  Change  

Leadership Team Review & 
Approval  Do  Implement Modified Good 

Jobs Strategy  Change  

Initiate Approved 
Recommendations  Do  Implement Modified Good 

Jobs Strategy  Change  

Monitor KPIs & Track Progress  Do  Implement Modified Good 
Jobs Strategy  Refreeze  

Change Management Team 
Reporting  Do  Implement Modified Good 

Jobs Strategy  Change  

Analyze Feedback & Refine MVV 
Messaging  Be  

Regular MVV 
Presentations from 
Frontline Managers  

Change  

Task Forces Continue 
Recommendations  Do  Implement Modified Good 

Jobs Strategy  Change  

Ask Task Forces to Investigate New 
Training Programs and Report 
Back to HR Director  

Know  
Employee Training 
Program Update  Change  

Change Management Team 
Review & Evaluation  Do  Implement Modified Good 

Jobs Strategy  Change  

Leadership Team Review & 
Approval  Do  Implement Modified Good 

Jobs Strategy  Change  

Monitor KPIs & Adjust as Needed  Do  Implement Modified Good 
Jobs Strategy  Refreeze  

Monitor for & Respond to 
Resistance  Do  Implement Modified Good 

Jobs Strategy  Refreeze  

Monitor for Scenarios & Refer to 
Guide  Do  Implement Modified Good 

Jobs Strategy  Refreeze  

Conduct ADP Survey  Do  N/A  Refreeze  
Prepare & Submit Final Report  Do  N/A  Refreeze  
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Appendix V 
Reinforcement Strategies 
 

Solution Positive Reinforcements Negative Reinforcements 
Integrate MVV into 
Employee Lifecycle 

• At company lunches, 
celebrate individuals and 
teams for wins, big and 
small (Creasey, 2023) 

• Use the newly updated 
MVV-integrated 
employee lifecycle 
process to give positive 
feedback to employees 
during formal review 
periods 

• One-on-one meetings to 
discuss poor performance 
and listen to concerns while 
suggesting better behaviors 

• Use the newly updated MVV-
integrated employee 
lifecycle process to give 
constructive feedback to 
employees during formal 
review periods 

• Use the newly updated MVV-
integrated employee 
lifecycle process to issue 
corrective actions up to and 
including termination (as a 
last resort) 

Regular MVV 
Presentations from 
Frontline Managers 

• Give employees 
opportunities to ask 
questions and share their 
excitement 

• Answer questions and 
share in excitement 

• Give employees 
opportunities to ask 
questions and share 
concerns 

• Answer questions, address 
concerns and any rumors 
(Raza, 2019) 

Leadership Training • Offer formal and informal 
training to make 
learning more 
comprehensive (Raza, 
2019) 

• Give a certificate of 
completion when 
participants finish the 
initial program 

• One-on-one meetings to 
discuss poor attendance if 
needed, suggesting they 
participate and tying the 
change to the culture and 
values (Raza, 2019) 

Employee Training 
Program Update 

• Offer formal and informal 
training to make 
learning more 
comprehensive (Raza, 
2019) 

• Give a certificate of 
completion when 
participants finish the 
initial program 

• One-on-one meetings to 
discuss poor attendance if 
needed, suggesting they 
participate and tying the 
change to the culture and 
values (Raza, 2019) 
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Employee-Directed 
Training 

• Offer formal and informal 
training to make 
learning more 
comprehensive (Raza, 
2019) 

• Give a certificate of 
completion when 
participants finish the 
initial program 

• One-on-one meetings to 
discuss poor attendance if 
needed, suggesting they 
participate and tying the 
change to the culture and 
values (Raza, 2019) 

Implement Modified 
Good Jobs Strategy 

• Use the total rewards 
program created by the 
Compensation Task 
Force, recognize/reward 
those who exhibit the 
competencies, skills, and 
behaviors needed to 
support change and 
innovation (Raza, 2019) 

• Enhanced job 
satisfaction as a result of 
improvements 

• Ask how the employee or 
team wants to be 
rewarded or recognized 
(Alsher, 2016) 

• Do not offer rewards to those 
who do not display attitudes 
or behaviors that support 
change and innovation, 
listening to their concerns 
instead 

• Identify under-performers, 
utilize the BKD framework to 
reinforce MVV, then identify 
any training/skills gaps that 
could be hindering success, 
and next monitor how the 
employee does post-
intervention 
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