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Introduction
Companies new trends in human resource management focuses 

on the behavior and practices of their employees. Markos and Sridevi 
[1] conclude that employee’s performance and engagement have a 
substantial effect on organization’s vision and development. Research 
model claimed that many factors affecting employee’s responses to 
change in factories.

The tendency of employees to resist change refers to the human 
behavior in general. It is easier to set new plans and detailed procedures 
rather than changing people’s minds and what they used to do, as 
Pandit and Jain [2] emphasizes in their study, also they conclude that 
most people in organizations tends to resist any change because they 
feel comfortable with current situation and supposing that it is anyway 
better than anything new and unknown.

The importance of the study arises due to understanding that 
resistance to change can significantly influence the performance of 
the companies, consequently researchers and managers believe in 
considering the factors that negatively and positively affects the quality 
of applying change or development in the organizations as the most 
important factor [2].

Factors either negative or positive can totally affect the employees’ 
ability to change, as Thao and Hwang [3] and Saeed et al. [4] found 
in their researches. The independent variables to be analyzed in this 
study are awareness, employee’s satisfaction and incentives, and the 
dependent variable employee’s responses to change.

Employees are highly motivated by various managerial practices 
such as incentives and promotions that evaluate their efforts; accordingly 
their performance is positively affected regardless of other factors [5]. 
They are also affected by awareness provided about any organizational 
changes and developed strategies, thus they are merged appropriately 
when their knowledge raised [6]. Also satisfied employees show more 
commitment to their companies and higher performance [7].

The aim of this research is to find the relationship between 
independent variables and dependent variable and if the relation 
confirm, then to assess to what extent each variable affects the employees 
to be engaged emotionally and physically in the new practices and 
procedures suggested by the company. The study focuses on middle 
management level in factories located in Nablus.

Middle management has the most effect on the change application 
according to the plant manager of National Company for Carton 
Industry and research and development manager of Al-Hijjawi 
Company for Paper Industry, both located in Nablus.

Reviewing similar studies shows that no same group of factors used 
in this research were examined for the same research, and no similar 
studies were conducted for factories in Nablus region, especially for 
medium managerial level. The gap in the literature mainly presented 
in studying a group of factors for all hierarchical level with no specific 
studies were conducting for small to medium factories, also no similar 
studies were conducted in the same region of this research.

Specifically, the research model assessing the question: What 
factors affecting employee’s responses to change in Nablus’ industrial 
factories? Through examining the significant effect of the three 
independent variables mentioned lately.

This study is quantitative and data will be collected by distributing 
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a written questionnaire. For analysis PLS-SEM software will be used to 
find the results based on the collected data.

The following sections of the research are: Section 2 provides the 
literature review of similar studies. Section 3 proposes the conceptual 
model of the research and suggested hypothesis. Section 4 explains the 
method used in data collection. Section 5 explains the data analysis and 
discussion of the results found. Section 6 provides the conclusion of the 
results and recommendations.

Literature Review
Change has strongly become tendency of the organizational 

life rather than an alternative that they can choose. As affirmed by 
Goncalves and Goncalves [8] companies have strongly faced an 
environment full of changes and increasingly variable. The change 
has increasingly become a necessity for organizations; even the most 
successful companies have to face necessity of change [9].

As globalization become more prevalent and facing development 
in technology that allow organization to learn more, more quickly, than 
ever before, many companies are continually evolving their business 
practices with changing. Haleem [10] also analyzed in his study that 
there a number of change drivers that force to accelerate speed of 
change. These factors include advancing technology and development, 
economic resources and cultural diversity. Frequent effective nature 
of business environment also influences customer’s demand and 
preferences on all kinds of products and services and therefore, being 
able to cover these demands needs organization research and leading 
development new strategies and policies [9].

According to an article published by Hultman [11], change 
can be defined as doing things new or in different way from what 
they were before. The only thing permanent in the business world is 
change. As asserted by Armstrong [12], changes the only thing that 
remains constant in organizations. Organizational change is needed 
for a company to stay competitive, to succeed in today’s market 
place; to maintain relevant and profitable. Baulcomb [13] in his study 
emphasized that change would further provide an effective opportunity 
to move the current state to right direction and forward in preparation 
for the trusted proposed plans.

In these days, the hardest challenge for organizational leaders is 
to manage new changes. With doubling knowledge and advanced 
technology every year, leaders face toughest pressure with trying to 
gain support for change [11]. Leading and managing change during 
emerging and transition phase is the most critical state in the change 
processes, this stems from different problems may face. These can 
include low stability, misdirected energy, loss momentum, conflict and 
resistance to change [12].

Organization is robustly trying to get their needed results through 
people. As people running the tasks, controlling activities and process, 
they are extremely important for the company to succeed, and for this 
reason a special attention should be given for human factor and its 
development in the contemporary companies [8].

Dent and Goldberg [14] gave the idea that the key to start an 
organizational change is with the understandings and attitudes of 
individuals. As according to Haleem [10], organizational change 
management activities involve defining employees’ behaviors, attitudes 
and new values.

Change is not innovation idea until it is implemented and this is 
does not happen without passion and trust, these are not the goals but 

they are the engines, passion fuels performance, and if the resistance is 
equal to or greater than any of these two, change will not occur.

Woodward and Hendry [15] analyzed that in a changing workplace, 
employees are continually evaluating what is going on and what is its 
significance for them. Human beings naturally want to be involved in 
every culture; some employees are frustrated with trying to get some 
of their employers to adopt new ways of doing things. As asserted by 
Hultman [11] understanding people’s beliefs, facts and values is needed 
to find the causes of their resistance.

Resistance to change is a daunting challenge for people throughout 
lives. When talking about resistance, which usually refer to behaviors 
observed in others, it common to hear someone say, “He is refusing 
new procedures,” or “She is resisting going along with these new 
changes”[11]. As enhanced by Dent and Goldberg [14], change 
resistance is a psychological phrase sited within each individual, and 
the manger’s task to overcome it as possible. also according to other 
article [8], the level of resistance of an individual is determined by how 
much he recognize the new changes,” It’s a good or bad thing?”, and 
also how will be the change on him. 

However, some people will welcome the new changes as an 
opportunity; this group of people is required to help in merging 
and introducing the change as change agent [12]. Baulcomb [13] 
recommended when any individual accept new change and willing to 
try it, this will influence the rest of team.

Yet, a large number of change programs still appear to fail or will 
fail, and the resistant individuals are the most common reasons for 
change failure [16].

“Leading to employees’ response to change” is a framework that 
can utilize as effective tool to guide actions toward the right direction. 
As according to an article published by Dent and Goldberg [14], for 
change process to be effective, any resistance that may occur should 
be foreseen and neutralize, and the greatest need for change process 
is the manger to overcome resistance. Therefore, this study addresses 
important research issue and explore research question of what factors 
affecting employees’ responses to organizational change, and how these 
responses can be enhanced. 

Various factors are responsible for driving the employees’ 
resistance that hinders the change process. First, lack of awareness 
and recognition of change and its importance, lack of incentives that 
motivate people and positively affect each work output. In addition, 
Employee dissatisfaction during change in the workplace.

The Conceptual Model and Hypotheses
Conceptualization of the proposed model

The proposed model in Figure 1 consists of four constructs: 
awareness, incentives, employees’ satisfaction and employees’ 
responses to change. These constructs are presumed to have reflective 
indicators. As shown in Table 1, the indicators used in this study were 
developed based on previous studies.

Awareness: Individuals’ awareness of working environment issues 
is an important first step in the decision making process [17]. This 
study uses the following measurements scales to measure awareness:

Structured training: According to an article published by 
Armstrong [18], training is planned application with formal activities 
to impart new knowledge and new skills necessary to increasing 
awareness of any changing in the work environment. It important to 
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note that training for new change’s process and enabling environment 
to employee, where they can preparing for desired skills and required 
knowledge is a continuous procedures during changes, especially in the 
early phases [10]. Therefore, if the companies neglect the structured 
training side, it may not provide full understanding and awareness of 
its staff regarding the company’s new activities and changes [6].

Persuading strategies: The need to understand and recognize the 
new changes and its importance can be justified for employees by 
addressing personal concerns first, and linking it to other issues that 
individuals care about, for example Health and safety benefits [19].

Individual knowledge growth: We live in an age when employees 
expect to have their view considered. Therefore, employees should 
be asked if they will be affected by the change and learned from the 
experiences with the new changes [11]. Also, as according to Adnan 
and Ressang [6], education and increasing knowledge help to improve 
understanding and Realizing all new in workplace.

Incentives: Incentives are strategies, policies and practices required 
to ensure that the value of people and the contribution they make to 
achieving organizational, departmental and team goals is recognized 
and rewarded [18]. As asserted by Tinofirei [5], when employees are 
motivated, their work outputs despite any environments changes may 
be affected positively. Hence, this study uses the following measurement 
scales to measure the incentives.

Reward: When initiating change, it’s important to identify rewards 
related to employees’ values money, benefits, and new opportunities. 
Therefore, people will be much more encouraged to support the new 
changes and help make it work properly, if there’s something in it 
related for them [11].

Promotion: One of the main reasons for employees to increase 
effort on the job is to prove their worth for a promotions and career 
movements [20]. Also promotions can be a substitute for incentive 
compensation as a way of giving incentives [21].

Contracts for job security: Employment security refers to providing 
a regular and permanent job position to employees rather than short-
term contracts, these permanent contracts signal an organization’s 
commitment to employee, which in turn plays an important factor as 
an effective incentive [22].

Employees’ satisfaction: Presently there are many factors 
contributing to job satisfaction, especially as it expected to lead toward 
better work performance, higher commitment from workers and 
effective improved skills [23]. Hence, this study uses the following 
measurement scales to measure the employees’ satisfaction.

Performance and efficiency: Employee performance is the 
successful tasks accomplishment by a chosen individual or group of 
individuals, as set and measured by a supervisor or manager, to pre-

Figure 1: The conceptual model and proposed hypotheses.

S No. Indicator Based on references Construct
1. Structured training Armstrong [18], Haleem [10], Anan and Ressang [6] Awareness
2. Persuading strategies Marker [19]
3. Knowledge growth Hultman [11], Anan and Ressang [6]
4. Performance and Efficiency Charity Tinofirei [5], Washington and Hacker [24] Employees' Satisfaction
5. Commitment Yap [7]
6. Improved skills Coppens et al. [25], Anan and  Ressang [6]
7. Rewards Hultman [11] Incentives
8. Promotions and career movements Epstein and Ward [20], Van et al. [21]
9. Contracts for job security Lee [22]

10. Developing relationships Charity Tinofirei [5] Employees’ Responses to 
change11. Improved service quality Haleem [10]

12. Achieved goals Dent and Goldberg [14]
13. Profitability Haleem [10]

Table 1: Establishment of conceptual model constructs.
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defined acceptable standards while effectively using of resources with a 
changing environment [5].

During resistance, people try to keep holding on ordinary ways 
of doing things, they feel worse, stress is higher, they lose control and 
performance is at lower level, and therefore companies must constantly 
seek to improve their employees’ satisfaction [24].

Commitment: Employees, who indicated their organization as 
effective company, will be more committed their organization and 
more satisfied with their careers [7].

Improved skills: As Coppens et al. [25] and Adnan and Ressang [6] 
analyzed in their studies that, Training and education are showing the 
strongest enhancement in attitudes, knowledge, and skills. Improving 
skills consider simply way to boost employees’ satisfaction.

Employees’ response to change: Implementing change programs 
has never been an easy task because the process has always full of 
change barriers. One of the reasons for this difficulty has been the 
individuals’ resistant behaviors. They may have different reasons for 
these behaviors [9]. Hence, this study uses the following measurement 
scales to measure employees’ responses to change.

Developing relationships: Employee/employer relationship must 
have benefits for both sides. Both will better understand each other’s 
needs by effectively communicating and ensuring that decisions made 
are largely for the benefit of the organization as well as the employees 
[5], and which in turn improve employees’ responses to any new 
decisions and changes.

Improve service quality: The new system and process which are 
adopted should be closely linked with the strategy. It mean that these 
changes should be systematic, organized and well implemented, which 
in turn lead to improve the quality of product and services [10].

Achieved goals: “Leading to employees’ response to change” is a 
framework that can utilize as effective tool to guide actions toward 
the right direction. As according to an article published by Dent and 
Goldberg [14], for change process to be effective, any resistance that 
may occur should be foreseen and neutralize and the employees’ 
responses should be increased.

Profitability: The incentives and benefits are not the only primary 
motivation for employees to work. There are many other sources of 
meaning and motivation for employees to work. These sources of 
motivation have an effective impact at the company/shareholder (e.g., 
profitability and sales), Business growth can be achieved by maintain 
employees’ responses for the new changes. Trust of clients is achieved 
and thus the business is run towards profit [10].

Hypothesis development 

After reviewing similar researches, five hypotheses are extracted to 
establish the model’s constructs as shown in Figure 1. The development 
of the proposed hypotheses is following the mentioned logic:

Multiple factors were found that contributed to rapidly evolving 
working environments, which influence the level of need and job 
satisfaction of working employees, for example motivational rewards 
and incentives, individuals knowledge growth and structured training 
which may conclude as the understanding and awareness of the 
working environments [23].

Also they analyzed in their study generous rewards; compensation, 
benefits, structured training and satisfaction through income tend 

to retain people, lead to high satisfaction, commitment, and loyalty. 
Hence, two hypotheses (H2 and H5) are: 

H2: Awareness positively affects employees’ satisfaction.

H5: Incentives positively affects employees’ satisfaction.

Implementing change programs has never been an easy task 
because the process has always full of change barriers. One of the 
reasons for this difficulty has been the individuals’ resistant behaviors. 
They may have different reasons for these behaviors [9]. Various factors 
are responsible for driving the employees’ resistance that hinders the 
change process. First, lack of awareness and recognition of change and 
its importance, lack of incentives that motivate people and positively 
affect each work output. In addition, employee dissatisfaction during 
change in the workplace. Hence, three hypotheses (H1, H3 and H4) 
are: 

H1: Awareness positively affects employees’ responses to change.

H3: Employees’ satisfaction positively affects employees’ responses 
to change.

H4: Incentives positively affects employees’ responses to change.

Research Methodology
Survey design and instrumentation

A written survey was designed to examine the proposed hypothesis 
of the research conceptual model. The questionnaire involved two 
main sections. The first section contains five demographical questions; 
questions one and five are continuous scale and questions two to four 
are categorical. The second section contains thirty-four questions, 
thirty-one of them are measured by five point Likert scale and other 
two questions are categorical. These questions were developed based 
on comprehensive literature review. In total, the survey contains 39 
different questions.

Sampling

The survey of the research were conducted on thirteen factory 
located in Nablus area. The unit of analysis for this study is the 
managerial staff excluding the top management level, the possible 
positions for targeted unit of analysis could be: plant manager, sales 
manager, production manager, maintenance manager, research and 
development manager, human resource manager and supervisor. 
A total of 163 questionnaires were sent to the factories, 149 of the 
cases responses with a response rate of 91.41%, the valid cases are 132 
resulting in 88.59% effective response rate [26], this level is exceeding 
the 70% response rate which considered to be very good [27]. The 
survey was conducted through one week.

The research conceptual model shown in Figure 1 will be analyzed 
according to the obtained valid cases. For the 132 sample size, G*power 
3.1.9.2 software was used to determine the power of the research, with 
0.12 coefficient of determination value resulted after analyzing the 
model by PLS-SEM, and significance level of 0.05, the Post hoc power 
analysis resulting a power of 99% for the research.

Results and Analysis
The research’s conceptual model is examined by PLS-SEM for 

its reliability and validity of measurement model, also the structural 
model is tested for its significance and overall fitting. Partial least 
square structural equation modelling (PLS-SEM), known as SEM is a 
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path modelling software based on variance with a purpose of increasing 
the variance explained by the independent variables without the 
assumption that the data are normal, it also attain adequate statistical 
power with small sample size, this application is exceedingly used by 
social science researchers since its inception [28].

Sample size is considered small if lower than 150 cases [29], and 
since the valid sample for this research is 132 cases, the PLS-SEM is 
used to analyze the data at two stages: (1) assessing the measurement 
model by testing the reliability and validity of the model’s constructs; 
(2) assessing the structural model by testing the path coefficient of 
proposed hypotheses and its significance. The data set are analyzed by 
The Smart PLS 3 software.

Assessing measurement model

Reliability and validity tests are required for assessing reflective 
measurement model before analyzing the structural model [30]. The 
purpose of these tests is to assess the internal consistency of the values 
recorded by respondents for the research questionnaire by examining 
each variable versus its related indicator’s values, and the validity of the 
questionnaire’s questions.

The model at first stage is tested for its internal consistency using 
the Cronbach’s alpha test and composite reliability. Cronbach’s alpha 
is a measure for assessing the internal consistency of the construct’s 
indicators [31]. Acceptable values ranges between 0.6 and 0.7 [32]. 
Hair et al. [33] also confirm that values between 0.6 and 0.7 considered 
acceptable for exploratory research, but values above 0.708 is preferred, 
and since this test has its limitations and it assumes that all the outer 
loading of the construct have the same value and depends on the number 
of the indicators and their correlations, the composite reliability test is 
recommended to be used beside the Cronbach’s alpha test. According 
to Table 2, all Cronbach’s alpha values are above the preferred value 
0.708 as follow: employee’s responses to change (α=0.751), employee’s 
satisfaction (α=0.718) and incentives (α=0.808), except one construct 
‘awareness’ with acceptable value of (α=0.647), as a result, the proposed 
constructs of conceptual model considered to be reliable for their 
indicator’s internal consistency.

Additional test for the internal consistency called the composite 
reliability is conducted to ensure the measurement model assessing 
procedure, this test is considered to be more accurate because it does 
not assume that all values of indicators are equal in their reliability, 
it also assigns reliability values due to the priority when estimating 
the model algorithm, for that the test is considered more suitable 
for SEM [34], with a recommended threshold value of 0.7 [35]. As 
shown in Table 2, the composite reliability values are above 0.7 for 
the constructs: employee’s responses to change (0.843), employee’s 

satisfaction (0.814), incentives (0.882) and awareness (0.803), and thus 
all constructs are considered reliable.

Next, the model is analyzed for measurement’s validity. It is 
important to insure that validity test is verified to consider constructs 
as trustworthy measures [36]. The convergent validity and discriminant 
validity tests are used to assess the validity of the construct and its related 
indicators in the measurement model. Convergent validity is a measure 
used to explain to what extent is the positively strength relations of 
construct’s indicators are hold together [37]. Average variance extracted 
(AVE) is used to compute the convergent validity, with a value of 0.5 and 
above indicates adequate level of convergent validity thus means that 
the construct are explaining at least 50% of its indicator’s variance [34]. 
According to Table 2, the convergent validity test indicates the AVE values 
of the constructs as follow: employee’s responses to change (AVE=0.574), 
employee’s satisfaction (AVE=0.597), incentives (AVE=0.715) and 
awareness (AVE=0.579), as a result the test is validated.

Discriminant validity is a measure for testing the extent to which 
the construct’s indicators correlate with other indicators in the 
conceptual model [38]. Discriminant validity is assessed by Fornell-
Larcker and cross-loadings, these measurements are conducted by 
computing the square root of A VE for each construct, then comparing 
the resulted values with other construct’s correlations to ensure that 
it has the biggest value among others [33]. Previewing Table 3, all 
computed square root values for construct’s AVE are higher than other 
correlations values, thus emphasizes the discriminant validity.

The Heterotrait-Monotrait ratio of correlation (HTMT) is a new 
approach used to double check the validity of the constructs, and 
considered to be preferable over other discriminant validity tests 
due to its sensitivity [39]. HTMT is based on correlation and average 
calculations, by computing the average of the correlations between 
constructs, the central tendency of the average of the correlations 
within indicators for each construct, and finally the ratio between the 
average and central tendency, and for that is considered appropriate 
for variance-based SEM [40], considering a value of 0.9 as a maximum 
threshold value validity [41]. As shown in Table 4, all the values are 
below the to confirm the discriminant critical threshold, consequently 
the test is confirmed.

Estimation of measurement model, also called outer model is 
summarized in Table 5. This includes examining the outer loadings 
assigned to each indicator and their significance t-values. The outer 
loadings are obtained through calculating the PLS Algorithm with a 
threshold value of 0.7 or higher [42], however, values less than 0.7 are 
accepted if the indicator is recently established, but values below 0.4 
should be eliminated [43]. According to Table 5, all the indicator’s 

S No. Construct R² Cronbach's Alpha (α) Composite Reliability AVE
1. Employees' responses to change 0.12 0.751 0.843 0.574
2. Employees' satisfaction 0.07 0.718 0.814 0.597
3. Incentives 0.808 0.882 0.715
4. Awareness   0.647 0.803 0.579

Table 2: Reliability and validity analysis.

S No. Construct 1 2 3 4
1 Awareness 0.761
2 Employees' responses to change 0.260 0.757
3 Employees' satisfaction 0.177 0.098 0.773
4 Incentives 0.002 0.229 0.198 0.846

Table 3: Discriminant validity analysis (√AVE is inserted diagonally).
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outer loadings are above 0.7, except three indicators with values of 
(0.690, 0.656 and 0.672), are very close to the preferred threshold value 
0.7 and above the acceptable value 0.4. Thus, the measurement model 
considered to be reliable.

The loading values emphasizes that the indicators are correctly 
assigned to their suggested constructs. In addition, t-values are checked 
to insure the significance of outer loadings. If the t-values are more than 
1.96, the loadings are highly significance [44]. As mentioned in Table 5, 
all loadings are above the threshold value, and thus significance.

Assessing structural model

The coefficient of determination (R²) is a statistical value explains 
the variance in the endogenous construct explained by all exogenous 
constructs with value ranges between 0 and 1, this value tends to be low 
in human behavior studies often of 0.2 to 0.1, the logic behind these 
low values attributes to the unpredictable and inexpressible in human 
behavior [45,46]. According to Figure 2 the R² value for this research 
model is 0.12, denotes that 12% of the variance in the employee’s 
responses to change dependent variable can be explained by the 
three independent variables ‘awareness’, ’incentives’ and ‘employee’s 
satisfaction’. The structural model implies that ‘awareness’ has the 
biggest effect on employee’s responses to change with a value of 0.258, 
then ‘incentives’ and ‘employee’s satisfaction’ with values of 0.227 and 
0.007 respectively.

Verifying the path coefficients values and significance of the 
relationship between the constructs in the structural model is essential 
to evaluate the proposed hypotheses. To verify the mentioned statistics, 
standardized path coefficient (B-value) should be at least 0.1 or above 
to explain the relation correctly [47], while Topor [48] mentioned 
in his book that B-value ranges between +1 and -1 with strong and 
positive relationship when values approaches +1, also the same concept 

is considered for negative values, with a corresponding t-value above 
1.96 or below -1.96 considered significance at 0.05 level [44]. PLS-
SEM is used to calculate the bootstrapping procedure with its default 
settings required to obtain the t-values [33]. The resulting t-values are 
illustrated in Figure 3.

As presented in Table 6, the corresponding t-value and P-value 
for B-value determine the significance of the supposed relationship 
between constructs in the structural model. The resulting values affirm 
that ‘awareness’ has a positive and significance effect on ‘employee’s 
responses to change’, given (B=0.258) and (t=2.807), and it has a 
positive effect on ‘employee’s satisfaction’ with (B=0.176) but not 
significance because the t-value 1.671 is less than 1.96. Also, the results 
affirm that ‘employee’s satisfaction’ has a positive but small effect on 
‘employee’s responses to change’ with (B=0.007) and not significance 
with t-value 0.057 below the threshold level. Whereas the results of 
‘incentives’ affirm that it has a positive and significance effect on both 
‘employee’s responses to change’ with (B=0.227) and (t=2.322), and 
‘employee’s satisfaction’ with (B=0.197) and (t=2.035).

Considering the above results analyzed for the proposed structural 
model, the model confirm that both ‘awareness’ and ‘incentives’ are a 
significance predictors for ‘employee’s responses to change’ but does 
not confirm that ‘employee’s satisfaction’ predict ‘employee’s responses 
to change’.

Previewing the resulting values mentioned in Table 6, the results 
emphasize that H1, H4 and H5 are confirmed. Whereas H2 and H3 are 
not confirmed.

According to the resulted hypotheses, a recent justification conclude 
that, although the common belief among managers that employees’ 
satisfaction can lead to better performance and engagement with 
companies’ practices, but in fact researchers found a weak relationship 

S No. Construct 1 2 3 4
1 Awareness  
2 Employees' responses to change 0.345
3 Employees' satisfaction 0.226 0.121
4 Incentives 0.163 0.290 0.234  

Table 4: Discriminant validity analysis (HTMT).

S No. Constructs and indicators Outer loadings
Point estimation t-values

1. Employees' responses to change
achieved goals 0.834 15.85

developing relationships 0.690 5.635
improve service's quality 0.757 10.334

profitability 0.741 10.202
2. Employees' satisfaction

commitment 0.742 3.718
improved skills 0.901 8.292
performance 0.656 3.006

3. Incentives
job security contracts 0.807 5.271

promotions 0.917 10.804
rewards 0.808 8.267

4. Awareness
knowledge growth 0.672 4.481

persuading strategies 0.736 5.611
structured training 0.862 14.434

Table 5: Analysis of measurement model.
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and suggest that it is highly influenced by other conditions [49].

Also, Employee awareness can be specified as the information 
quality for work system and practices. Abraham et al. [50] justified in 
their study the weak relationship between employees’ satisfaction and 
their awareness and understanding of different practices in the working 
environment, they conclude that employees who are less satisfied with 
their current systems are more likely to understand and realize the new 
work systems.

In addition, the analysis of the structural model presented only 7% 
of variance explained in ‘employees’ satisfaction’ by ‘awareness’ and 
‘incentives’. These results considered to be important especially for 
managers who are willing to understand their subordinates. Therefore 
proposing additional future studies and indicators to understand the 
factors leading to employees’ satisfaction. 

Conclusion and Recommendation 
The aim of this study is to explore the unique factors that affect 

Figure 2: Path modelling assessment of research conceptual model.

Figure 3: Model fit assessment of research conceptual model.
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employees’ responses to change in industrial factories of Nablus city. 
Employees’ resistance to change is supposed to be one of the most 
important factors affecting the overall change process in organizations. 
The analyzed data of the research model emphasized the effect of 
awareness and incentives on employees’ responses to change. Assessing 
those factors confirmed that knowledge growth, persuading strategies 
and structured training are significance indicators of employees’ 
responses to change with loading values of 0.672, 0.736 and 0.862 
respectively. Conducting such practices can lead employees to engage 
effectively in organization polices and goals. Whereas those indicators 
cannot predict the employees’ satisfaction as the path coefficient is 
not significance. The analysis also confirmed the effect of job security 
contracts, promotions and rewards on both employees’ satisfaction 
and employees’ responses to change with loading values of 0.807, 0.917 
and 0.808 respectively. 

As an unexpected result, the analysis does not confirm the effect 
of employees’ satisfaction on employees’ responses to change. While 
commitment, improved skills and performance are reliable indicator 
of employees’ satisfaction with loading values of 0.742, 0.901 and 0.656 
respectively, they do not affect the employees’ responses to change 
because of low value of path coefficient.

According to the relationships confirmed by SEM analysis, that 
factors affecting employees’ responses to change at Nablus industrial 
factories can positively affect the employees’ responses to change. 
Consequently, managers are advised to consider the following 
recommendations: First, managers should provide more attention for 
establishing a systematic training program that complies with their 
new changes. In addition, they have to conduct reward and promotion 
system to get their employees involved in the new plans. Finally, they 
should be aware in retaining the employees in secure to maintain the 
trust to ensure their engagement regardless of the change to be applied.

Whereas the analysis does not confirm the relationship between 
employees’ satisfaction and employees’ responses to change, that 
suggest further studies including possible confounding variables and 
other possible conditions affecting this relation.
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