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ABSTRACT
The present research proposed and empirically tested antecedents of the individual’s support for change. To examine sixteen posited relationships of the proposed framework, data were collected from two independent data sets including 350 university students (Study I) and 507 employees (Study II) of telecommunication organizations of Pakistan. For both studies, structural equation modeling technique was employed for data analyses. Study I demonstrated that only one antecedent (creativity) was significantly associated with support for change. Study II exhibited that all the four antecedents (emotional intelligence, creativity, transformational leadership perceptions and change commitment) were significantly associated with support for change. The research also examined the moderating effects of dissatisfaction with status quo on all the posited relationships of the model. The results revealed that dissatisfaction with status quo could not moderate any posited relationships in study I. However, in study II three relationships were moderated by this variable. The results of the present research can be useful to impart training among employees so that individual’s support for change can be attained. The findings of the present research also have implications for academia in preparing and training of the future managers (students). Cross sectional design of the study is one of the limitations of the present research. Further, the present study examined each variable as one-dimensional. The study empirically tested the proposed model on the basis of data elicited from a single source (only employees and students). It is suggested that the present study may be replicated by removing these limitations in other cultures and organizations.
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CHAPTER 1
INTRODUCTION

1.1 BACKGROUND

“Does the flap of a butterfly’s wings in Brazil set off a tornado in Texas?” A popular concept, known as Butterfly effect (Wycisk, McKelvey & Hulsmann, 2008, p. 115, learned from Lorenz, 1972) reveals that any sort of change, small or big, would bring unpredicted effects in an organization. The butterfly effect explains that even a little event may trigger a remarkable change. Change is an inevitable phenomenon whether organizations are ready for it or not. “Change management is the process of continually renewing the organization’s direction, structure, and capabilities to serve the ever-changing needs of external and internal customers” (Moran & Brightman, 2001: p.11).  Traditionally, constant involvement in the change process was thought as a barrier for firms to be successful or to enhance their performance. However, currently it is believed that firms need a workforce which is competent to endure change (Burnes, 2004). Resultantly, change has become a regular organizational process. Therefore, the present prevailing scenario is different from the past when employees were expected to perform only usual, regular and scheduled tasks being expert in their work (Luecke, 2003).
Leifer (1989) maintains change, as a usual reaction to organizational and external conditions. Hence, many researchers have been emphasizing on understanding and better management of change (Burnes, 2004). This is because, on one side, organizational changes occur so frequently that avoiding them is near to impossible (Luecke, 2003). On the other side, organizational changes generate a range of opportunities for organizations including competitive 
Figure 1. Flow chart revealing the conceptualization of the study.
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* Included processes are shown by arrows where as those not included are shown by dotted lines.
Table 2

Sample Characteristics 

	Demographic variables
	Sample I (Students)
	Sample II (Field)

	
	Whole Sample
	High DSQ
	Low DSQ
	Whole sample
	High DSQ
	Low DSQ

	
	N=350
	N=160
	N=190
	N=507
	N=277
	N=230

	
	f
	%
	f
	%
	f
	%
	f
	%
	f
	%
	f
	%

	Gender
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Male
	199
	59.6
	95
	59.4
	104
	54.7
	391
	77.1
	216
	78.0
	175
	76.1

	Female
	150
	42.9
	64
	40.0
	86
	45.3
	116
	22.9
	61
	22.0
	55
	23.9

	Age (Years)
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 18 – 25
	326
	93.1
	149
	93.1
	177
	93.2
	195
	38.5
	100
	36.1
	95
	41.3

	 26 – 35
	21
	6.0
	10
	6.2
	11
	5.8
	205
	40.4
	122
	44.0
	83
	36.1

	 36 – 45
	1
	0.3
	1
	0.6
	-
	-
	96
	18.9
	48
	17.3
	48
	20.9

	 46 and up
	2
	0.6
	-
	-
	2
	1.1
	11
	2.2
	7
	2.5
	4
	1.7

	Marital Status
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 Married
	43
	12.3
	18
	11.2
	25
	13.2
	267
	52.7
	151
	54.5
	116
	50.4

	 Un Married
	307
	87.7
	142
	88.8
	165
	86.8
	240
	47.3
	126
	45.5
	114
	49.6

	Experience(Years)
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 5 or  less
	- 
	- 
	- 
	- 
	- 
	- 
	293
	57.8
	158
	57.0
	135
	58.7

	 6-10 
	- 
	- 
	- 
	- 
	- 
	- 
	148
	29.2
	80
	28.9
	68
	29.6

	 11-20 
	- 
	- 
	- 
	- 
	- 
	- 
	60
	11.8
	36
	13.0
	24
	10.4

	21 or above
	- 
	- 
	- 
	- 
	- 
	- 
	6
	1.2
	3
	1.1
	3
	1.3

	Education
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 Graduation
	- 
	- 
	- 
	- 
	- 
	- 
	280
	55.2
	141
	50.9
	139
	60.4

	 Masters
	- 
	- 
	- 
	- 
	- 
	- 
	206
	40.6
	123
	44.4
	83
	36.1

	 M-Phil
	- 
	- 
	- 
	- 
	- 
	-
	18
	3.6
	12
	4.3
	6
	2.6

	PhD
	-
	-
	-
	-
	-
	-
	2
	0.4
	-
	-
	2
	0.9
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