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Abstract  

 
Intrapreneurship, which represents entrepreneurial activity within an existing enterprise, is a means of 

sustaining businesses' activities in a highly competitive environment. Certain mechanisms are neces-

sary to support and sustain the development of entrepreneurship spirit within the organization.  An 

organization that wants a creative and innovative workforce that will be appropriate to develop and 

change the organization in this respect.   The aim of this research is to determine the relationship between 

intrapreneurship and change management. In accordance with this purpose, determining the level of 

intrapreneurship in the enterprises and determining the level of organizational change constitute an-

other aim of the research. In the research, a survey was conducted with the managers (white-collar) in 

the textile sector. As a result of these analyzes, it is found that there is a positive relationship between 

intrapreneurship and organizational change. In addition to that the perception of organizational change 

of employees increases, the entrepreneur behavior increases. 
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İçgirişimcilik Açısından  Değişim Yönetimi  

 
* 

Öz 
 

Mevcut bir işletme içerisinde girişimcilik faaliyetlerini ifade eden içgirişimcilik, şiddetli rekabet or-

tamında işletmelerin faaliyetlerini sağlıklı bir şekilde sürdürmelerinin bir vasıtasıdır. Örgüt içerisinde 

girişimcilik ruhu oluşabilmesi için onu destekleyen ve sürekli gelişmesini sağlayan belli başlı mekaniz-

malar gereklidir. Yaratıcı ve yenilikçi bir işgücüne sahip olmayı amaçlayan bir örgütün öncelikle örgü-

tün bu yönde geliştirilmesi ve değiştirilmesi uygun olacaktır. Bu araştırmanın amacı içgirişimcilik an-

layışı ile değişim yönetimi arasındaki ilişkiyi belirlemektir. Bu amaç doğrultusunda işletmelerdeki içgi-

rişimcilik düzeyini belirlemek ve örgütsel değişim düzeyini belirlemek araştırmanın diğer bir amacını 

oluşturmaktadır. Demografik değişkenler açısından içgirişimcilik ve örgütsel değişim düzeylerindeki 

farklılığı belirlemek de çalışmanın amaçları arasındadır. Çalışmanın amacı doğrultusunda veri topla-

mak amacıyla anket uygulanmıştır. Araştırma da tekstil sektöründe faaliyet gösteren bir fabrika da 

yönetici(beyaz yakalı) pozisyonunda çalışanlarla anket yapılmıştır. Yapılan analizler sonucunda içgi-

rişimcilik ile örgütsel değişim arasında pozitif ilişkilerin olduğu tespit edilmiştir. Ayrıca Çalışanların 

örgütsel değişim algısı yükseldikçe içgirişimcilk davranışı arttığı ortaya çıkmıştır. 

 

 

Anahtar Kelimeler: 

 

 
İçgirişimcilik, , Girişimcilik, Değişim, Örgütsel Değişim.. 
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Introduction 

 

In today’s world, where resistance to change has become impossible, to gain 

sustainable competitive advantage in the global competitive environment, in-

trapreneurship activities, in which employees are encouraged, have become 

more and more important in order to reach the targeted business perfor-

mance and organizational goals. Today’s organizations are looking for differ-

ent solutions in order to be able to sustain their economic lives, extend their 

life span in the competitive and dynamic business environment conditions. 

The ability of businesses to maintain their competitive edge, success, and 

even ability to sustain their activities, depends on being proactive, taking 

risks, and innovating in terms of product, market and technology.  

For the organizations, it is important to capture the change in terms of ef-

fectiveness of the system and even to make constant change part of its reality. 

Growing up to the pace of change for organizations, the concept of intrapre-

neurship is important for employees in terms of issues such as taking risks, 

being competitive, aggressive, and autonomous. 

Technological changes in the customer's needs and demands affect the or-

ganizations and their structures. Changes make the field of activity more 

complex and push organizations to innovate by forcing them to venture. The 

basic ability that organizations need to have in order to adapt and respond to 

change is the ability to differentiate in product and service fields and evaluate 

new opportunities. The organization can maintain its position and even be 

successful in the economic system as long as it is unusual.  

An organization that is devoid of organizational and intrapreneuel skills 

cannot adapt to change. Intrapreneurship is a necessary path to achieve de-

sired change and opportunities by achieving sustainable competitive ad-

vantage. In order to provide active competitive advantage for organizations 

that are not able to meet the customer needs and demands of the markets that 

are shrinking under dynamic competition conditions and existing products 

and services, it is of great importance that different strategies are introduced 

in the name of intrapreneurship in product, service and process management. 

The emergence of new chances and opportunities that appear within the or-

ganization as new services and products, and keep pace with change, gives 

the organizations a competitive edge. 
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Organizations with the highest levels of intrapreneurship move towards 

customer-oriented innovations that can adapt to change and teamwork. It is 

crucial for the success of the organization to provide support to employees by 

providing a workable environment for the employees who have the spirit of 

intrapreneurship in the organization. Intrapreneurship can only be achieved 

by encouraging employees with an innovative attitude to be able to develop 

to the desired level. An efficient and dynamic organizational change manage-

ment within the organization is inevitable in order for the intrapreneurship 

to reach the desired level and emergence of new intrapreneurs. 

The aim of this research is to reveal the relationship between change man-

agement and intrapreneurship. In this study, the information obtained on the 

axis of the literature review will be put into a conceptual framework and the 

empirical research will shed light on the practicality of the theoretical infor-

mation. Despite the fact that change and entrepreneurship are interrelated is-

sues in the theoretical framework it needs to be supported by empirical stud-

ies. In line with this purpose, a factory operating in the textile sector operating 

in the province of Malatya has been selected in the survey. The demographic 

findings will be explained. The hypotheses about change management and 

intrapreneurship will be tested. Finally, the evaluation and conclusion will be 

the last part of the study. 

 

Intrapreneurship 

 

Entrepreneurship is a term generally used in an individual sense. However, 

for businesses, it has become a matter of importance for employees to con-

tribute to innovation, service and product development. In 1983, Giffort 

Pinchot described intrapreneurship as a concept related to a group instead of 

individuals within the organization (Hisrich and Peters, 1995, p.15). Intrapre-

neurship is defined as entrepreneurship within the existing business struc-

ture of organizations (Müftüoğlu, Ürper, Başar and Tosunoğlu, 2005 p. 65). 

Intrapreneurship focuses on innovations that are visible or emerging creativ-

ity of employees in business in issues like motivation, skills and experience in 

gathering resources, innovation, creativity, and risk taking (Öktem,  Le-

blebici,  Arslan, Kılıç and Aydın, 2003, p. 173). Intraprenuership , also referred 

to as company entrepreneurship, aims to activate or reinvigorate the existing 
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organization through risk taking, innovation and active competition behav-

iors(Zahra and Covin, 1995, p. 44). 

Intrapreneurs are creative individuals who have an entrepreneurial spirit 

within the organization, who can see and capture the opportunity to inno-

vate, but in the meantime transform these ideas and models into real activities 

that will increase the profitability and competitive power of the business they 

are in (Morris and Kuratko, 2002, p.85). Intrapreneurs are those who bring 

creative and new solutions to the problems encountered by firms (Antoncic 

and Hisrich, 2000, p. 22). Intrapreneur, revives and sustains his or her entre-

preneurial talent and introduces new opportunities in the present enterprise 

(Top, 2006, p.9). Intrapreneurs develop new investments, inventions, ideas 

and behaviors and employ these innovations in products, services, manage-

ment programs, new plans and programs (Naktiyok, 2004, p.64).  

Rapidly increasing global competition, inadequacy of traditional business 

methods, loss of talented personnel, and issues like productivity and effi-

ciency has increased the importance of intrapreneurship (Başar and Tosuno-

glu, 2006, p.126). Through intraprenuership activities of motivating business 

owners and employees, supporting their creativity; it is possible to increase 

the performance of the business with innovation activities and to provide a 

competitive edge (Güner ve Serinkan, 2017, p. 494). Organizations that do not 

attach importance to intrapreneurship is likely to face problems such as stag-

nation, loss of personnel and decline (Kuratko and Hodges, 1998, p. 55-56). 

 

The Dimensions of Intrapreneurship  

 

Researchers have studied intrapreneurship and its peculiar characteristics in 

different models and dimensions. As shown in Table 1, intrapreneurship con-

sists of seven dimensions: 
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Table 1.The Dimensions of  Intrapreneurship 
Renewal Period  

 

 

 

Process of creating new products, services, 

processes, technologies and methods 

 

 

Covin and  Sleven(1991); Lumpkin 

and  Dess(1996); Knight(1997); An-

toncic and  Hisrich(2001); Morris 

and  Kuratko(2002) 

Risk Taking 

 

 

 

 

Making investment decisions and taking 

strategic actions in an uncertain environ-

ment to evaluate new opportunities despite 

the risks 

 

  

Miller and  Friesen(1983); Covin 

and  Slevin(1991); Lumpkin and  

Dess(1996-2001); Hornsby et 

al.(2002); Morris and  Ku-

ratko(2002); Antoncic and  

Hisrich(2003) 

Proactive  

Behavior  

 

 

 

The tendency of the organization to pioneer 

and initiate the first venture, especially by  

the top management 

 

 

 

Miller and  Friesen(1983); Covin 

and  Slevin(1991); Lumpkin and  

Dess(1996-2001); Knight(1997); 

Morris and  Kuratko(2002); An-

toncic and  Hisrich(2003 

Autonomy 

 

 

The independence that an individual, 

group or organization demonstrates an idea 

or vision 

Zajac vd.(1991); Lumpking and  

Dess(1996); Culhane(2003) 

New Venture  

 

 

 

Creating new products, new jobs and new 

autonomous units or semi-autonomous 

firms within existing organizations 

 

Zahra(1991, 1993, 1995); Stopford 

and  Baden-Fuller(1994); Zahra and  

Covin(1995); Antoncic(2000); An-

toncic and  Hisrich(2001) 

Renovation  

 

 

 

Reformulation of purpose and strategy, re-

definition of business concept, reorganiza-

tion and organizational change 

 

Guth and  Ginsberg(1990); 

Zahra(1991, 1993); Stopford and  

Baden-Fuller(1994); An-

toncic(2000); Antoncic and  

Hisrich(2001, 2003)  

Competitiveness 

 

 

Attacking aggressively against the racquet 

or challenging the competitiors directly and 

intensely 

 

Covin and  Covin(1990); Lumpkin 

and  Dess(1996); Antoncic(2000); 

Antoncic and  Hisrich(2003) 
 

Source: Ağca and Kurt, 2007, p. 92 

 

Organizational Change  

 

With the impact of economic, technological and social developments, organ-

izations are constantly and rapidly changing and it becomes increasingly dif-

ficult to keep pace up with this change. Changing environmental conditions 

necessiate an effective and strategic management. It is important for the fu-

ture of the organizations to capture the change and to consider how the or-

ganizations can influence it. 

If the targeted results are not reached in the organizations and if the or-

ganization loses its organizational value and weakens, the change within the 



Intrapreneurship in terms of Change Management 

 

 852  OPUS © Uluslararası Toplum Araştırmaları Dergisi   

organization is inevitable. The most important reason for this change in terms 

of private sector enterprises is the intense competition environment (Eren,   

Alpkan, and Ergün, 2003, p.59). Moreover, changes in the organization may 

be needed to protect the organization against changes in the outside environ-

ment or to provide development (Halis, 2001, p.120). Sadler (1999) lists organ-

izational change objectives as flexibility, changing or restructuring the organ-

izational system, building learning organizations, supporting organizational 

change and development, and achieving the ideal and individual organiza-

tional wages (Dolaşır, 2005, p.12). 

Change implies the emergence of new concepts, and development implies 

that these innovations are positive (Yıldırım, 1998, p.122). Schein (2009, p.134) 

stated that the organizstional change will be ocur in two ways: "the general 

evolution" if all departments and members within the organization partici-

pates in the process and uses "specific evolution" only when a specific change 

is made to a particular area in a certain area. According to this definition, it 

can be inferred that the process of organizational change constitutes an im-

portant step in determining what will be changed in that business, how much 

of it will be changed, how the change in the internal environment will be met 

and the roadmap to be followed. Businesses are trying to understand, de-

velop, or change the basic values, behaviors and attitudes and organization 

of the workplace in order to realize the causes of existence such as increasing 

profit and market share, increasing production and capacity (Murat ve 

Açıkgöz, 2007, p.1). 

It is impossible to resist change in dynamic structured organizations 

whose external environment is constantly changing (Genç, 1993, p.306). 

When the change is examined in the organizational dimension; a system, a 

process or an environment in an unplanned way can be expressed as a tran-

sition from an existing state to another (Durna, 2002, p.9). On the other hand, 

making the appropriate decisions requires rapid and consistent action (Genç, 

1994, p.379). Therefore, for the organization to change, making the organiza-

tion ready and willing as a whole will enable both the planned change to be 

efficient and to be done in a shorter time. The organizational change aimed at 

a planned change can be regarded as the preparations for restructuring the 

organization against some important changes that affect its organizational re-

sources such as new competitors, technological changes and leadership styles 

(İnançoğlu, 2002, p.147). 
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Accepting change within an organization with a strong culture structure 

and based on a long history is a challenging process. First of all, the key point 

of the change process is that the members of the organization should see it as 

a necessity. Alos they have to understand if the change does not occur, the 

continuity of the organization will be jeopardized and will not be successful 

in the market. The reasons for the failure of organizational change are that the 

factors require change are not well defined; a good and strong strategic plan-

ning has not been done; there is a lack of continuity of exchange activities or 

they remain as a short term enthusiasm, and there is a lack of active role of 

members of the organization in this process (Dolaşır, 2005, p.15). While a hi-

erarchy based on a strong culture in a stable environment is adequate in 

change, organizations should be open to innovative and risky activities in a 

cultural change where there is a dynamic and uncertain environment (Halis, 

2001, p.119). 

 

Relationship Between Change Management and Intrapreneurship 

 

Competitive global economy causes great changes in organizations. These 

changes need to be carefully re-formulated while the concept of intrapreneur-

ship that leads them to success and gains a sustainable competitive advantage 

should be taken into consideration. Firms are trying to find a dynamic bal-

ance point between the dilemmas of control, freedom of movement, change 

and continuity in order to make the entrepreneurship important and inter-

nalize within the organization (Şeşen, 2010, p. 35). The intrapreneurship rep-

resents efforts that tries to find a way out of the tradition and to change the 

strategy and organizational structure by risk taking, efficacy and aggressive 

posture (Demirci, 2006, pp.51-52). Entrepreneurship allows organizations to 

maintain their dynamism and change in a positive sense, to increase their ca-

pacity, to create resources, to improve their performances, to avoid down-

turns by avoiding stagnation and defeating inertia, and to maintain dyna-

mism and change and to sustain their activities in internal and external mar-

kets in a healthy manner (Onay and Cavuşoglu, 2010, p.59) . 

The uncertainty and dynamism of the environment may support or ham-

per organizations’ initiative tendency (Naktiyok and Kök, 2006, p.83). Organ-

izations operating in a dynamic environment often try to be successful by cre-

ating effective and proactive capitalist strategies for changes in their sectors. 
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The changes in the competition and the technological developments that 

cause those changes are the factors that affect the density of the of intrapre-

neurship activities (Demirci, 2006, p.77). Ross (1987) has argued that enter-

prises with a spirit of intrapreneurship will have more effective and longer 

life, whatever the size of organization is, when compared to the enterprises 

that fail to take the necessary steps in change and innovation (Şeşen, 2010, 

p.36). 

The main purpose of intrapreneurship is to create a dynamic, flexible and 

competitive organizational structure and culture that can cope with high 

market dynamism and competitiveness (Büte, 2008, p.528). By adopting the 

activities of intrapreneurship, the organizational structure that does not pro-

vide benefit will be abandoned or the restructure of the organization will be 

reinstated. The organization structure which will be more innovative and 

serving the purposes by better understanding the change process.  
 

Methodology 
 

The aim of this research is to reveal the relationship between change manage-

ment and intrapreneurship. In other words, the emergence of behavior of in-

trapreneurship will be analyzed in the context of change. In line with this 

purpose, an enterprise in textile sector operating in the province of Malatya 

has been selected in the survey. The participants are in managerial positions 

(white-collar). A questionnaire was applied in order to collect data in line 

with the aims of the study. The number of executives (white-collar) employed 

is 65. The questionnaires were used in the study. The questionnaires devel-

oped by Serinkan and Arat (2013, pp. 161-163), which is used in the research 

of change management and intrapreneurship scale, was developed from var-

ious studies. The sample size to be selected was calculated as 56 (The Survey 

System, 2018) with a 5% margin of error within 95% reliability limits of the 

research universe. A total of 70 questionnaires were distributed randomly, in 

consideration of the fact that some participants would not respond with com-

plete or correct answers. However, 54 of the questionnaires answered and 

returned. The return rate is 90%.  

In this study, the answers to the questionnaire related to intapreneurship 

were as follows; reliability questionnaire for the 29 questions with 5 likert 

scale; Cronbach Alpha reliability coefficient was 0.966. The   reliability analy-

sis for change management were calculated as 0.977 (Cronbach Alpha Value) 
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for the 33 questions with the likert scale of 5. According to these datas, both 

scales are highly reliable. The following hypotheses have been developed to 

explore the relationship between change management and internal entrepre-

neurship, and the degree level of this relationship.  

 H1: There is a meaningful and positive relationship between change 

management and intrapreneurship and their dimensions. 

 H2: Effective change management affects intrapreneurship positively. 
 

Findings Related to the Research 
 

In terms of demographic variables, determining the level of intrapreneurship 

and organizational change is also among the aims of the study. In line with 

the demographic information given in Table 2, most of the intrapreneurs 

working at the firm are between the age range of 36-45 years, and the ratio of 

undergraduate is 65%. The majority of the intrapreneurs are working in the 

same business for a long period of time. 89% of the intrapreneurs working in 

the business stated that the organizational structure has changed. 

 
Table 2. Demographic Findings 

Gender N  %  Educational Status N  %  

Male 41  75,9 High- School 9  16,7  

Female 13 24,1  Undergraduate 35 64,9  

   Graduate 9 16, 7  

   Doctorate 1  1,9  

Ages N  %  Time Spent  

in the Organization 

N %  

18-25 years 4 7,4  Less than 1 year 5 9,3 

26-35 years 15  28,8 1-3 years 8  14,8 

36-45 years 26  48,1  4-6 years 4 7,4  

46-55 years 9 16,7  7-9 years 3 5,6  

   10 years and above 34 63,0 

Change in the Organization N  %  …workplace she /he 

is  working 

N  %  

Organization completely changed 2 3,7  1. 23 42,6  

A major change took place in the organi-

zation 

46 85,2  2. 18 33,3  

I am indecisive 3 5,6  3. 12  22,2  

No major change in business 2 3,7  4. 1 1,9  

No change took place in the organization 1 1,9    

 

As given in Table 3, the arithmetic average of organizational change is 3.93 

and intraprenuership is 3.88. These values reveal that organizational change 
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and intrapreneurship activities exist intensively in the enterprises among par-

ticipating intrapreneurs.  

 
Table 3. The Values of Standard Deviation and Arithmetic Mean on Organizational 

Change and Intrapreneurship 
 Number of Questions Average Standard Deviation 

Intrapreneurship 29 3,8831 0,62424 

Organizational 

Change 

33  3,9282 0,70051 

 

Findings Related to Hypothesis 
 

In the light of information presented in Table 4, the organizational change 

reveals 58.7% of the intrapreneur behavior. As the perception of organiza-

tional change of employees increases, the intrapreneur behavior increases. 

The H2 hypothesis was accepted in the direction of the results in the table. 

 
Table 4. The Regression Analysis of Organizational Change and Intrapreneurship 

Independent Variables B Value T P 

Stable  1,202 3,793 0,000** 

Organizational Change 0,683 8,592 0,000** 

Straight. R2 0,587 

F 73,828 

P 0,000* 

Durbin-Watson 2,229 

 

As seen in table 5, as a result of the Pearson correlation analysis, there is a 

significant positive correlation between organizational change and intrapre-

neurship scale (r = 0,766, p <0,05). In addition, significant positive correlations 

were found between organizational change and all dimensions of intrapre-

neurship scale (p <0,05). If the results in Table 5 are noted, there is a high pos-

itive correlation between organizational change and intrapreneurship and its 

seven dimensions, and a moderately positive relationship with risk taking 

and competitive assertiveness dimensions can be observed. The H1 hypoth-

esis has been accepted. 
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Table 5. Correlation Analysis between Intrapreneurship Dimensions and Change Ma-

nagement 
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Organizational Change 1         

Intrapreneurship 0,766 1        

New Venture 0,667 0,944 1       

Autonomy 0,727 0,901 0,794 1      

Competitive Entrpreneur-

ship 
0,630 0,799 0,741 0,652 1     

Proactive Behavior 0,734 0,894 0,807 0,795 0,629 1    

RenewalPeriod 0,716 0,924 0,832 0,858 0,664 0,823 1   

Renovation 0,780 0,864 0,760 0,775 0,590 0,832 0,811 1  

Risk Taking 0,458 0,761 0,708 0,661 0,608 0,540 0,649 0,571 1 

 

Discussion and Conclusion 

 

Intrapreneurship and organizational change are important issues for busi-

nesses. Because of its significance, those two issues were discussed in this re-

search. Despite the fact that change and entrepreneurship are interrelated is-

sues in the theoretical framework it needs to be supported by empirical stud-

ies. In this study, the information obtained on the axis of the literature review 

will be put into a conceptual framework and the empirical research will shed 

light on the practicality of the theoretical information. It turns out that in the 

research conducted, there is a strict and positive relationship between intra-

preneurship and change management. It has been observed that the success 

of the business is due to its continuous change and its preoccupation with 

intrapreneurship. 

The phenomenon of intrapreneurship has emerged as a response to the 

rapidly developing market structures and competitive products of the glob-

alizing world. Growing of organizations, opening up to new markets, turning 

opportunities and possibilities into new products and services make the issue 

of intrapreneurship more important in terms of organizations. There is a pos-
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itive relationship between change in organizational structure and intrapre-

neurship in order for organizations to grow and achieve their organizational 

goals. 

Intrapreneurship topic affecting the goals and objectives of enterprises is 

influenced by certain factors in an environment where knowledge and tech-

nology develop, the complexity and acceleration of change. Where the 

changes are expressed and the change is a rule, businesses are forced to take 

an opportunity and avoid threats from these environments, depending on 

their wishes and desires for change. Organizations cannot achieve the tar-

geted results, and if the organization loses organizational value, it is inevita-

ble to change within the organization. Change in the organizational system is 

a long time process. The change, internalization and development of mem-

bers’ behavior, values and attitudes is a long-term process. While tangible el-

ements of organization can change in a short time, the change of tangible as-

pects may require a long process.  

For further development of intrapreneurship, it is necessary to provide 

employees with an innovative work environment. To increase market value, 

organizations should focus on specific changes in organizational structure in 

order to reshape the structure of intrapreneurship thinking. The organiza-

tional change process must be well planned and well managed. The ac-

ceptance of the principle of openness, continuous change and development 

within the enterprise are important. Establishment of an institutional struc-

ture in the organization that promotes intrapreneurship and provides certain 

changes will be effective in the professional management of this change pro-

cess. 

It is not so easy to see organizational change in large businesses with a 

long history. For instance, in terms of intrapreneurship, if a business is in-

volved in business relationship with a company that has never been in a new 

market, a new business, or an organization with a system that is different 

from itself, then this enterprise will inevitably experience a change as a result 

of the relationship between them. 

The fact that intrapreneurs play an active role in change will facilitate and 

shorten the process.The transition phase of intrapreneurship would not be 

complete without internalization. Internalization, on the other hand, is a 

phase that is not easy at all, it is even spreadable over the years, and may even 

result in failure. Moreover, all departments of the organization in change 
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management should work in a coordination. Also, all departments should be 

open to communication, act in a responsible manner, and believe that change 

is both useful and necessary for both themselves and their enterprise. If an 

employee does not exhibit the desired behavior of change; yet shows an atti-

tude that would cause conflict, other employees should intervene by putting 

psychological pressure on their friends for the success of change. Because of 

the damage they cause to the team spirit; employers must apply a variety of 

sanctions.  
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