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Abstract: The current study investigated the impact of change management practices on 

employee engagement in selected private universities in Rajasthan. The research aimed to 

understand how different aspects of change management influenced the involvement, 

enthusiasm, and commitment of employees working in higher education institutions. A 

structured survey questionnaire was developed that included constructs such as readiness for 

change, employee participation in the change process, change-related communication 

effectiveness, leadership support, overall change management practices, and employee 

commitment to change. Employee engagement was measured through indicators related to 

enthusiasm, involvement, and emotional connection with the organization. Data were collected 

from 400 academic and administrative staff across private universities in Rajasthan. The data 

were analyzed using the Partial Least Squares Structural Equation Modeling (PLS-SEM) 

technique. The measurement model confirmed the reliability and validity of the constructs, as 

factor loadings, composite reliability, and average variance extracted values were within the 

acceptable range. Discriminant validity was also established through HTMT ratios. The 

structural model results indicated that change management practices had a significant and 

positive effect on employee engagement. Leadership support and effective communication 

emerged as particularly strong predictors of engagement. Employee participation and 

commitment also contributed positively, while readiness for change showed a supportive role 

in shaping engagement outcomes. The findings suggested that well-structured change 

management practices strengthened employee engagement in higher education institutions.  

Keywords: PLS-SEM, change management, employee engagement  

1. Introduction  

Private universities in Rajasthan, had played an important role in improving India’s higher 

education system. These universities had grown quickly during the last twenty years because 

of the rising demand for professional programs, an increase in private investment, and the state 
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government’s support for education and skill development. With this fast growth came new 

challenges. These universities had to constantly manage change to stay competitive and 

relevant. They faced the need to adopt digital learning technologies, meet international 

accreditation standards, and adjust their administrative systems to fit new regulations. Even 

though these reforms were necessary, their success had mainly depended on the people who 

worked within these institutions. Faculty members, administrators, and support staff had to 

accept new systems, learn new skills, and adapt to new policies. When they did not engage 

with these changes, the outcomes often failed to meet expectations. Employee engagement had 

become a key factor in determining how successfully universities managed change. 

Engagement referred to how enthusiastic, committed, and emotionally connected employees 

felt toward their work. Schaufeli and colleagues (2002) had described engagement as a positive 

work-related state made up of vigor, dedication, and absorption. When employees were 

engaged, they showed energy, enthusiasm, and focus in their work. When they were not, they 

resisted change, reduced effort, or sometimes left their jobs. 

For private universities in Rajasthan, engagement during organizational change had been very 

important. These universities competed for good reputation, talented faculty, and student 

enrollment. Engaged employees supported growth and academic quality, while disengaged 

ones created delays and increased costs. This made the relationship between change 

management and engagement a critical area to study. Classic change management theories had 

helped explain this connection. Lewin’s three-step model (Unfreeze–Change–Refreeze) had 

shown how organizations first prepared for change, then introduced it, and finally stabilized it. 

Kotter’s Eight-Step Process had highlighted urgency, leadership commitment, communication, 

and long-term stability. The ADKAR model had explained that individuals needed awareness, 

desire, knowledge, ability, and reinforcement to adopt change successfully. All these models 

had shared common ideas like vision, communication, empowerment, and culture, which were 

necessary for success. The Indian higher education system, especially private universities in 

Rajasthan, had not been studied much in this context. Theories from Western organizations did 

not always fit the social and cultural conditions of Indian universities. Studies done in other 

countries had identified four major factors affecting change management: readiness for change, 

employee participation, communication effectiveness, and leadership support. These four 

factors had influenced commitment to change, which then affected engagement. 

Readiness for change showed how prepared employees felt for new changes. Participation 

referred to how much they were involved in planning and implementation. Communication 
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effectiveness meant how clearly and openly information was shared during change. Leadership 

support involved the visible effort and encouragement from senior management. Together, 

these four factors formed the core of change management practices inside a university. 

Commitment to change had played a very special role here. It was not only about following 

orders but also about emotionally supporting the change. Employees who were committed 

believed in the benefits of change and felt personally responsible for helping it succeed. Their 

commitment improved engagement by boosting motivation, creativity, and emotional strength. 

When employees trusted leadership, received clear information, and saw fair participation, they 

became more dedicated and enthusiastic in their work. These three elements—vigor, 

dedication, and absorption—had been measured effectively using the Utrecht Work 

Engagement Scale (UWES-9). Very few studies had focused on Rajasthan’s private 

universities. The higher education sector in the state was diverse. Universities differed in size, 

governance, and resources. The social and regional context also influenced how employees 

responded to change. Staff in Jaipur or Udaipur had more exposure to modern practices and 

technology, while employees in Bikaner or Bharatpur often worked with limited infrastructure 

and lower digital literacy. These differences had affected how communication, participation, 

and leadership support worked in each region. 

Because of these variations, there had been a clear need for an empirical investigation. The 

present study used a quantitative approach with Partial Least Squares Structural Equation 

Modeling (PLS-SEM) to analyze the relationships among change management practices, 

commitment, and engagement. A structured electronic questionnaire was used, which included 

sections on demographics, the four change management dimensions, commitment to change, 

and engagement measured through UWES-9. Data were collected from 200 academic and non-

academic employees working in seven private universities across Rajasthan. The sample 

represented universities from different regions to capture both similarities and differences. In 

this model, readiness for change, participation, communication effectiveness, leadership 

support, and commitment were reflective constructs. Change management practices were 

modeled as a formative composite of the four dimensions, while employee engagement was 

treated as a second-order reflective construct with vigor, dedication, and absorption.  

The current study offered both theoretical and practical benefits. Theoretically, it helped 

validate how change management and engagement worked together in Indian private 

universities, an area rarely studied. Practically, it gave useful insights for university leaders. By 

focusing on readiness programs, open communication, participatory planning, and leadership 
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development, universities could increase employee commitment and engagement. This helped 

reduce resistance, improve morale, and strengthen adaptability in a changing environment. 

Private universities in Rajasthan had been expanding rapidly, but maintaining quality remained 

a challenge.  

2. Material and Methods  

2.1 Research Design 

The present study had adopted a quantitative research design to examine the impact of change 

management practices on employee engagement in private universities of Rajasthan. The 

current study was explanatory in nature, as it aimed to test relationships between multiple 

constructs using the Partial Least Squares Structural Equation Modeling (PLS-SEM) method. 

PLS-SEM had been selected because it allowed the assessment of both reflective and formative 

constructs, accommodated small to medium sample sizes, and was suitable for analyzing 

complex models that included mediating variables. The model used in this study included seven 

latent constructs: Readiness for Change (RC), Employee Participation in the Change Process 

(EPCP), Change-related Communication Effectiveness (CCE), Leadership Support during 

Change (LS), Overall Change Management Practices (OCMP), Employee Commitment to 

Change (EEC), and Employee Engagement (EE). The hypothesized framework, shown in 

Figure 1, had described the paths among these constructs. RC, EPCP, CCE, and LS were 

modeled as exogenous variables. OCMP and EEC were modeled as mediating variables. EE 

was treated as the endogenous dependent construct. All initial relations and path models was 

present in figure 1 adopted for the present study.  
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Figure 1 PLS-SEM path model development flow diagram 

2.2 Participants and Sampling 

The survey was conducted among faculty and administrative staff of selected private 

universities in Rajasthan. The universities were located in Jaipur, Kota, Jodhpur, Ajmer, Alwar, 

and other districts where private higher education had grown significantly. A purposive 

sampling approach was adopted because the study targeted only employees who were actively 

engaged in teaching, administration, or support roles during institutional change. A total of 200 

valid responses were collected. Respondents came from diverse backgrounds in terms of age, 

gender, years of experience, and type of role.  

2.3 Data Collection Instrument 

A structured questionnaire was used for data collection. The questionnaire was divided into 

two sections. The first section captured demographic information such as age, gender, 

designation, years of experience, department, and nature of work. The second section measured 

the constructs related to change management and employee engagement. All items were 

measured on a 5-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). 

The items were adapted from validated scales in prior research, ensuring both content validity 

and contextual relevance. Each latent construct was represented by multiple observed variables 

(indicators). Table 1 provides the details of the constructs, codes, items, and measurement 

scales. 

2.4 Latent Variables and Indicators 

The current study included six main constructs that explained how change management 

practices affected employee engagement as present in table 1. The first construct, Readiness 

for Change (RC), measured how prepared and willing employees felt to accept changes in 

their institutions. It showed whether employees believed that change was necessary and if they 

felt confident in handling it. This construct was supported by earlier research by Alfes et al. 

(2012) and Cvenkel (2020). The second construct, Employee Participation in Change 

Process (EPCP), measured how much employees were involved in planning and implementing 

changes. It reflected whether their opinions were considered and whether they took part in 

discussions related to change. Earlier studies by Assarlind et al. (2013) and Alimo-Metcalfe et 

al. (2008) had emphasized its importance. The third construct, Change-related 

Communication Effectiveness (CCE), captured how timely, clear, and transparent 
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communication was during change. Clarke (2006) and Blok et al. (2011) had discussed the role 

of effective communication in creating understanding and trust. The fourth construct, 

Leadership Support during Change (LS), showed how leaders guided, motivated, and 

supported employees during transitions. Studies by Alimo-Metcalfe et al. (2008) and Boxall & 

Macky (2016) had provided strong evidence for its importance. The fifth construct, Overall 

Change Management Practices (OCMP), represented how well the institution managed its 

change process through structured plans and feedback. The last construct, Employee 

Commitment to Change (EEC), measured how emotionally and behaviorally attached 

employees were to making change successful, as noted by Cho & Ringquist (2011) and Colquitt 

et al. (2014). In this study one dependent variable Employee Engagement (EE) was used.  

Table 1 Latent and Observed Variables Used in the Study 

S. 

No. 

Latent Variable 

(Construct) 
Code 

Observed Variables (Sample 

Items / Indicators) 

Measurement 

Scale 

1 
Readiness for 

Change 
RC 

RC1: I am prepared to accept 

changes in my institution. 
5-point Likert 

Scale 
RC2: I believe change is necessary. 

RC3: I feel confident in handling 

change. 

2 

Employee 

Participation in 

Change Process 

EPCP 

EPCP1: I am actively involved in 

change-related discussions. 

5-point Likert 

Scale 

EPCP2: My opinions are considered 

during changes. 

EPCP3: I participate in planning 

change initiatives. 

3 

Change-related 

Communication 

Effectiveness 

CCE 

CCE1: Communication about 

changes is timely. 

5-point Likert 

Scale 

CCE2: I clearly understand the 

change objectives. 

CCE3: There is transparency in 

change communication. 

4 LS 
LS1: Leadership provides direction 

during changes. 

5-point Likert 

Scale 
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S. 

No. 

Latent Variable 

(Construct) 
Code 

Observed Variables (Sample 

Items / Indicators) 

Measurement 

Scale 

Leadership 

Support during 

Change 

LS2: Leaders address concerns 

regarding changes. 

LS3: Leaders motivate employees 

during transition. 

5 

Overall Change 

Management 

Practices 

(Mediator) 

OCMP 

OCMP1: The institution has a 

structured change plan. 

5-point Likert 

Scale 

OCMP2: Change initiatives are well 

managed. 

OCMP3: Feedback is used to refine 

change strategies. 

6 

Employee 

Commitment to 

Change 

EEC 

EEC1: I am committed to making 

the change work. 

5-point Likert 

Scale 

EEC2: I put extra effort to support 

change. 

EEC3: I believe in the benefits of 

the change. 

7 

Employee 

Engagement 

(Dependent 

Variable) 

EE 

EE1: I am enthusiastic about my 

job. 

5-point Likert 

Scale 

EE2: I am fully involved in my 

work. 

EE3: I feel emotionally connected to 

my organization. 

 

3. Data Analysis using PLS-SEM 

The survey data were analyzed using PLS-SEM through SmartPLS software. The analysis 

followed two stages. In the measurement model, reliability and validity were checked using 

factor loadings (≥0.70), composite reliability (≥0.70), AVE (≥0.50), and discriminant validity 

through Fornell–Larcker and HTMT (<0.90). In the structural model, collinearity (VIF <3.3), 

path coefficients, R², f², and Q² values were examined using bootstrapping with 5,000 
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resamples to test relationships, effect sizes, and model relevance. The PLS-SEM was solved 

using the smartpls software and the initial path model in software was preset in figure 2.  

 

Figure 2 path model in SmartPLS software developed in present study 

4. Result and Discussion  

4.1 Measurement Model Results 

The reliability and validity of all constructs were first assessed. Table 1 showed the values of 

indicator loadings, composite reliability (CR), Cronbach’s alpha, and Average Variance 

Extracted (AVE). All indicator loadings were above 0.70, which indicated strong item 

reliability. Composite reliability and Cronbach’s alpha values exceeded 0.80 for all constructs, 

confirming internal consistency. The AVE values were greater than 0.50, confirming 

convergent validity. The reliability and convergent validity was show in table 2.  

Table 2 Reliability and Convergent Validity 

Construct 
Indicator Loading 

Range 
Cronbach’s Alpha CR AVE 

RC 0.74 – 0.83 0.82 0.88 0.65 

EPCP 0.76 – 0.85 0.84 0.89 0.67 

CCE 0.78 – 0.86 0.83 0.9 0.68 
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LS 0.79 – 0.88 0.85 0.91 0.7 

OCMP 0.75 – 0.86 0.86 0.92 0.69 

EEC 0.77 – 0.87 0.84 0.91 0.68 

EE 0.80 – 0.89 0.88 0.93 0.72 

 

4.2 Discriminant Validity 

Discriminant validity was tested using Fornell–Larcker and HTMT criteria. Table 4 presented 

the Fornell–Larcker values. Each construct’s AVE square root was greater than its correlations 

with other constructs, which confirmed discriminant validity. The fornell-larcker results were 

present in table 3.  

Table 3 Fornell–Larcker Criterion 

Construct RC EPCP CCE LS OCMP EEC EE 

RC 0.81       

EPCP 0.56 0.82      

CCE 0.53 0.57 0.83     

LS 0.54 0.59 0.6 0.84    

OCMP 0.61 0.64 0.66 0.68 0.83   

EEC 0.55 0.58 0.61 0.64 0.71 0.82  

EE 0.49 0.55 0.58 0.62 0.69 0.72 0.85 

HTMT values were all below 0.85, further confirming discriminant validity. 

4.3 Structural Model Results 

Collinearity was assessed through VIF values, which all remained below 3.0, confirming no 

collinearity issues. Table 4 presented the R² values. The R² for OCMP was 0.72, indicating that 

RC, EPCP, CCE, and LS explained 72% of the variance in OCMP. The R² for EEC was 0.63, 

showing that OCMP explained 63% of the variance in commitment. The R² for EE was 0.71, 

indicating that EEC and OCMP explained 71% of the variance in employee engagement. These 

values suggested substantial explanatory power. 

Table 4 R² Values 

Construct R² 

OCMP 0.72 
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EEC 0.63 

EE 0.71 

 

Effect sizes (f²) were also calculated. Leadership support had the strongest effect on OCMP (f² 

= 0.34), followed by communication effectiveness (f² = 0.29), participation (f² = 0.21), and 

readiness for change (f² = 0.18). 

4.4 Hypothesis Testing 

Bootstrapping with 5,000 resamples was conducted to test path coefficients. Table 4 presented 

the results. The final hypothesis results were present in table 5, as seen in table 5 the p-value 

show the significance relation among factors.  

Table 5 Hypothesis Testing Results 

Hypothesis Path β (Coefficient) t-value p-value Supported? 

H1 RC → OCMP 0.22 4.12 0 Yes 

H2 EPCP → OCMP 0.25 4.88 0 Yes 

H3 CCE → OCMP 0.28 5.31 0 Yes 

H4 LS → OCMP 0.32 6.05 0 Yes 

H5 OCMP → EEC 0.63 12.21 0 Yes 

H6 EEC → EE 0.55 10.18 0 Yes 

H7 OCMP → EE 0.29 5.97 0 Yes 

All hypotheses were supported at p < 0.05. 

The findings showed that readiness for change, employee participation, communication 

effectiveness, and leadership support had significant roles in shaping overall change 

management practices. Among them, leadership support had the strongest impact, showing that 

employees depended greatly on leaders for motivation, direction, and confidence during 

transitions. This was in line with Alimo-Metcalfe et al. (2008), who identified leadership as 

central to successful change. Communication effectiveness also played a vital role, as clear and 

transparent communication helped employees understand goals and reduced confusion, 

echoing Clarke’s (2006) view on the importance of trust-building through communication. 

Employee participation also contributed positively. When employees were involved and their 

opinions respected, they showed stronger commitment to change, supporting the arguments of 

Assarlind et al. (2013). Readiness for change, though comparatively weaker, remained 
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significant since employees who believed in the need for change were more adaptable, 

confirming the observations of Alfes et al. (2012). The mediating effects of overall change 

management practices (OCMP) and employee commitment to change (EEC) were notable. 

OCMP influenced commitment, which then strengthened engagement. This chain showed that 

well-managed change-built commitment, and commitment increased energy and involvement. 

The model explained 71% of engagement variance, proving strong predictive power.  

5. Conclusion and Recommendations  

The current study examined how change management practices affected employee engagement 

in Rajasthan’s private universities using PLS-SEM. The findings showed that readiness for 

change, employee participation, communication effectiveness, and leadership support all 

played meaningful roles in shaping overall change management. Among these, leadership 

support had the strongest influence, showing that employees depended on their leaders for 

direction, motivation, and confidence during transitions. Clear and transparent communication 

reduced uncertainty, while employee participation encouraged ownership and lowered 

resistance. Readiness for change, though comparatively weaker, still helped employees accept 

institutional reforms with confidence. 

The results also confirmed that overall change management practices increased employee 

commitment to change, which then strengthened engagement. Commitment acted as a bridge, 

linking management practices with enthusiasm, dedication, and involvement at work. The 

model explained a large share of variation in engagement, proving that the constructs were 

effective in explaining behavior within universities. The study supported classical change 

management theories like Kotter’s and ADKAR, while extending them to the Indian private 

university setting. For practical action, universities needed to focus on visible leadership, open 

communication, and active participation. Regular training and readiness programs helped 

employees adjust smoothly. Commitment had to be nurtured through recognition and trust-

building. Developing structured change frameworks that combined leadership, 

communication, participation, and readiness would make institutions more resilient and 

adaptive. By following these recommendations, private universities in Rajasthan could create 

supportive workplaces that encouraged commitment, sustained engagement, and long-term 

institutional growth. 

References  

https://doi.org/10.71058/jodac.v10i01017
https://doi.org/10.71058/jodac.v10i01017


 

 

https://doi.org/10.71058/jodac.v10i01017 

 

VOLUME 10 ISSUE 01 2026 PAGE NO: 291 

1. Dunne M.J. (2013). Employee engagement and change management programmes: A 

comparative study of organizational commitment between Thai and Irish cultures. 

International Affairs and Global Strategy. 9, 01- 22.  

2. Bridger E. (2015). Employee Engagement, Kogan Page Limited, Britain, pp-1-264.ISBN- 

978-0- 7494-7201-6,  

3. Fleck S. and Inceoglu I. (2010). A comprehensive framework for understanding and 

predicting engagement, in S Albrecht (ed.), The Handbook of Employee Engagement: 

Models, Measures and Practice, Cheltenham, Edward- Elgar Publishing House, 31-42. 

ISBN-978-1-8484-4821-6  

4. Chien J.C. (2015). The impact of change management on employee satisfaction and 

Engagement. International Journal of Social, Behavioral, Educational, Economic, 

Business and Industrial Engineering. 9(5), 1680-1685  

5. Sonenshein S. and Dholakia U., Explaining employee engagement with strategic change 

implementation: A meaning making approach, Jones Graduate School of Management, 

Rice University, Houston, 01-63 http://sonenshein.rice.edu/uploadedFiles/Publications/Ex 

plaining%20Employee%20Engagement%20with%20Stra 

tegic%20Change%20Implementation_final.pdf, retrieved on 28-04-2016  

6. Vance R.J. (2006). Effective Practice Guidelines, Employee Engagement and 

Commitment. SHRM Foundation, U.S.A.  

7. Swarnalata C. and Prasanna T.S. (2013). Employee engagement and Change management. 

IJBMI. 2.(6), 01-06  

8. Borah N (2015). Employee engagement and commitment to change: The missing link. 

International Conference on Advances and Challenges in Global Business, Management, 

Economics, Tourism and Information Technology, Jaipur, India, 30th-31st May  

9. Dicke C. (2007). Employee engagement and change management. Centre for advanced 

human resource studies. 49-61  

10. Managing employee engagement during times of change. 

http://www.aon.com/attachments/humancapital- 

consulting/2013_Managing_Engagement_During _Times_of_Change_White_Paper.pdf, 

31/12/2015  

11. Balakrishnan C. and Masthan D. (2013). Impact of internal communication on employee 

engagement- A study at Delhi International Airport. International Journal of Scientific and 

Research Publication. 3 (8), 01-13  

12. Hart A.J. (2016). Exploring the influence of management communication behaviors on 

employee engagement, Doctoral Thesis, Walden University, U.S.A 

13. Blau, Peter Michael. 1964. Exchange and Power in Social Life. New York: Wiley. 

14. Blok, Merle, Liesbeth Groenesteijn, Christiaan van den Berg, and Peter Vink. 2011. New 

Ways of Working: A Proposed Framework and Literature Review. In Ergonomics and 

Health Aspects of Work with Computers. EHAWC 2011. Lecture Notes in Computer 

Science.Edited by Michelle M. Robertson. Berlin/Heidelberg: Springer, vol. 6779, pp. 3–

12. 

15. Blok, Merle M., Liesbeth Groenesteijn, Roos Schelvis, and Peter Vink. 2012. New Ways 

of Working: Does Flexibility in Time and Location of Work Change Work Behavior and 

Affect Business Outcomes? Work 41: 2605–10. [CrossRef] [PubMed] 

16. Blok, Merle, Friso van der Meulen, and Steven Dhondt. 2016. A Comparison between 

https://doi.org/10.71058/jodac.v10i01017
https://doi.org/10.71058/jodac.v10i01017
http://sonenshein.rice.edu/uploadedFiles/Publications/Ex
http://www.aon.com/attachments/humancapital-


 

 

https://doi.org/10.71058/jodac.v10i01017 

 

VOLUME 10 ISSUE 01 2026 PAGE NO: 292 

New Ways of Working and Sociotechnical Systems. In New Ways of Working Practices: 

Antecedents and Outcomes. Edited by Merle Blok, Friso Van der Meulen and 

StevenDhondt. Bingley: Emerald Group Publishing Limited, pp. 145–62. 

17. Boltanski, Luc, and Laurent Thévenot. 1991. De la Justification. Les Économies de la 

Grandeur. Paris: Gallimard.Boxall, Peter, and Keith Macky. 2016. High Performance 

Work Systems. Involvement versus Intensification. In Understanding theHigh 

Performance Workplace. The Line between Motivation and Abuse. Edited by Neal M. 

Ashkanasy, Rebecca J. Bennett and Mark J.Martinko. New York and London: Routledge, 

pp. 85–102. 

18. Boxall, Peter, James P. Guthrie, and Jaap Paauwe. 2016. Editorial Introduction: 

Progressing our Understanding of the MediatingVariables Linking HRM, Employee 

Well-Being and Organisational Performance. Human Resource Management Journal 26: 

103–11.[CrossRef] 

19. Brandl, Julia, Arjan Kozica, Katharina Pernkopf, and Anna Schneider. 2019. Flexible 

Work Practices: Analysis from a PragmatistPerspective. Historical Social 

Research/Historische Sozialforschung 44: 73–91. 

20. Brunia, Sandra, Iris De Been, and Theo J. M. van der Voordt. 2016. Accommodating New 

Ways of Working: Lessons from Best Practicesand Worst Cases. Journal of Corporate 

Real Estate 18: 30–47. [CrossRef] 

 

https://doi.org/10.71058/jodac.v10i01017
https://doi.org/10.71058/jodac.v10i01017

