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Abstract

“How can organizations survive a change in policy environment?”

Organizations are always under pressure of change. Organizations must respond appropriately to
changes in the external environment surrounding them and manage their internal organizations in
order to make these changes successful. Recently, the development of information and
communication technologies such as big data, cloud computing, internet of things, and artificial
intelligence is promoting digital transformation. This is the era of so-called digital
transformation. Digital transformation also means a shift to digitalization of society as a whole,
but more essentially an organization's survival strategy to survive digital change. In the age of
digital transformation, organizational innovation is seen as an essential element of survival
beyond choice for development.

This study is a analysis of change management and innovation behavior surrounding
organizational innovation. In the field of innovation, organizational innovation starts with an
organization's innovative leaders, but at the same time it requires education and training that
enhances its ability to carry out innovation and empathy through communication about
organizational innovation. These changes management efforts will lead to the promotion of
innovation behavior by the members of the organization. And the innovation behavior of
employees through change management will lead to organizational innovation.




Abstract

® We analyzed the mediating effects of the Hayes model using the 2018 Korean , organizational
innovation starts with an organization's innovative leaders, but at the same time it requires
education and training that enhances its ability to carry out innovation and empathy through
communication about organizational innovation. These changes management efforts will lead to
the promotion of innovation behavior by the members of the organization. And the innovation
behavior of employees through change management will lead to organizational innovation.

® We analyzed the mediating effects of the Hayes model using the 2018 Korean Institute of Public
Administration survey data. As a result of the analysis, first, the transformational leadership
among the change management factors affects the innovation behavior and further has a
significant impact on organizational innovation. Second, competency education and training may
affect innovation behavior, but it does not lead to organizational innovation. Third, participation
and communication were mediated by innovation behaviors of employees and had a significant
influence on organizational innovation. In particular, consensus and communication about
innovation will be important for organizational innovation.




Introduction

® Constant concern over the survival of the organization surrounding environmental changes
- How will organizations respond to changes in the environment surrounding them?
- How will the organization help manage change for its members?

® Digital transformation and Organization

—In a broad sense, digital transformation also means a big trend in which society changes to a
digital center.

— More fundamentally, digital transformation also means change management for the survival of
organizations in the digital age.

® Key elements of the digital transformation

— Leadership, capacity building through education, and communication through communication
are still emphasized.




Introduction

® Purpose of Research

« A Study on the Relationship between Change Management, Innovation Behavior, and
Organizational Innovation

- This study focuses on innovation behavior that mediates change management and
organizational innovation. In other words, in order for innovation management to be successful,

it is necessary to induce the organization's innovation behavior, which can lead to successful
organizational innovation.

- => How does change management drive organizational innovation? And how does innovation
behavior mediate change management and organizational innovation?




Change Management, Innovation Behavior, and Organizational Innovation

® Change Management

- Change management is the process, tools and techniques to manage the people side of change to achieve the
required business outcome.

- Change management incorporates the organizational tools that can be utilized to help individuals make
successful personal transitions resulting in the adoption and realization of change.

® Innovation Behavior

 Innovative behavior refers to the introduction and application of new ideas, products, processes, and
procedures to a person’ s work role, work unit, or organization.

- A great amount of research has been focused on identifying factors that may encourage and enable
employees to demonstrate innovative behavior at work. Frequently studied topics include individual
characteristics, motivation, and affect, as well as contextual antecedents such as organizational culture, job

characteristics, leadership, and social relationships. ) , 2015)

® Organizational Innovation

« Organisational innovation means the implementation of a new organisational method in the undertaking’ s
business practices, workplace organisation or external relations.

- The domain of research on organizational innovation encompasses organizational activities and mechanisms
for the creation (generation) and application (adoption) of new technological or nontechnological ideas and
practices across their value chain (Fariborz Damanpour, 2017)
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Research Question and Research Question

® Research Question 1. “Do Change Management Factors Affect Innovation Behavior?”
- H 1-1. Transformational leadership will have a significant impact on innovation behavior.
- H 1-2. Participation and communication will have a significant impact on innovation behavior.
- Hypothesis 1-3. Training will have a significant impact on innovation behavior.

® Research Question 2. Do Change Management Factors Indirectly Affect Organizational Innovation through
Innovation Behavior?

- H 2-1. Transformational leadership will indirectly affect organizational innovation through innovation action.

- H 2-2. Participation and communication will indirectly affect organizational innovation through innovation
action.

- H 2-3. Training will indirectly affect organizational innovation through innovation action.

® Research Question 3. Will Change Management Factors Affect Organizational Innovation?
« H 3-1. Transformational leadership will affect organizational innovation.
- H 3-2. Participation and communication will impact organizational innovation.
- H 3-3. Training will affect organizational innovation.




Variables and Measurements
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Variables and Measurements
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Data and Analysis Method

® Data
- KIPA 2018 Civil Service Awareness Survey

- Population: Public officials from 46 central ministries and 17 metropolitan municipalities as of
August-September 2018.

« Survey Method: Survey via E-mail
- Sample size: 4,000 total

® Analysis method
- Hayes' Macro Process

- Hayes' Macro Process proposed by Hayes (2013) is a new verification method that compensates
for the shortcomings of Baron & Kenny’ s method (1986) and Sobel test (1982), which have
been used to verify the mediating effects.




Survey Respondent Features
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Validity and Reliability of Measurements
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Resuits of Analysis
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Indirect effect verification
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Conclusion

® Change management has a great impact on organizational innovation through changing
innovation behaviors of employees.

- Transformational leadership has a significant impact on both direct, indirect and total effects on innovation
behavior and organizational innovation

- Communication and cooperation have significant effects on direct, indirect and total effects on innovation
behavior and organizational innovation and relationships.

- Education and training may affect innovation behavior but not organizational innovation

® Need to manage the importance of transformational leadership and communication and
cooperation in organizational change management

- ldentify the importance of transformational leadership in planned change

- In particular, the most important factor in changing management through consensus on innovation through
communication is recently discussed.

- Routine competency training alone is not enough to drive organizational innovation
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