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Abstract

This study examines the impact of transformational managerial capabilities on the
sustainability of organizational changes. This qualitative study employed semi-
structured interviews to collect data. A purposive sampling method was used, and 27
senior and middle managers from organizations based in Tehran participated until
theoretical saturation was reached. The data were analyzed using NVivo software
and thematic analysis to extract key patterns. The results indicated that
transformational managerial capabilities, including employee empowerment, change
management, foresight, emotional intelligence, and strategic thinking, play a crucial
role in sustaining organizational changes. Moreover, organizational factors such as
cultural adaptation, employee participation, senior management support, and
interdepartmental coordination were identified as key elements in stabilizing changes.
However, challenges such as employee resistance, weak change leadership,
resource limitations, and lack of interdepartmental alignment hindered change
sustainability. This study highlights that transformational managerial capabilities are
essential for stabilizing organizational changes. Through employee empowerment,
motivation, supportive systems, and strengthening organizational culture, managers
can reduce resistance and enhance the sustainability of changes. The findings offer
valuable insights for managers and policymakers in improving change management
processes.
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Extended Abstract
Introduction

Organizational change is an inevitable necessity for the survival and growth of organizations. In this
context, transformational capabilities of managers are recognized as key factors in the success and
sustainability of organizational changes. Managers who possess these capabilities can effectively
lead change while fostering a dynamic and flexible environment for its acceptance and stabilization
(Fietz & Giinther, 2021). However, challenges such as employee resistance, resource constraints,
weak coordination among different departments, and cultural barriers often impede the change
process (Khokhar & Akhlaq, 2022). Therefore, studying the role of managers in organizational change
and the factors influencing the sustainability of such changes can provide valuable insights into
improving transformation processes in organizations.

Transformational capabilities of managers encompass a set of characteristics and skills that enable
them to manage and institutionalize organizational changes effectively. These capabilities include
employee empowerment, change management, foresight, emotional intelligence, and strategic
thinking (Stanwick & Stanwick, 2020). Employee empowerment refers to increasing employees'
participation in decision-making and creating a learning and innovation-friendly environment, which
helps reduce resistance to change (Allchin et al., 2020). Additionally, change management involves
the ability of managers to create a sense of urgency for change, lead by example, and clarify the
vision of change (Hughes, 2018). Foresight and strategic thinking allow managers to identify future
organizational needs and develop transformative plans accordingly (Costa et al., 2023). Emotional
intelligence and empathy are also crucial capabilities that influence motivation and reduce stress
related to change among employees (Sumanasiri, 2020).

The sustainability of organizational change has been examined in various studies, indicating that a
combination of factors, such as organizational culture adaptation, employee participation, senior
management support, and interdepartmental coordination, is necessary for stabilizing changes
(Bohunovsky et al., 2020). Cultural adaptation through continuous training, promoting new values,
and instilling a sense of ownership among employees fosters change acceptance (Foster & Viale,
2020). Similarly, employee participation in change-related decision-making increases their sense of
belonging and responsibility, improving change implementation (Ford et al., 2018). Senior
management support, which includes financial resource allocation, motivation creation, and
strengthening organizational communication, plays a significant role in facilitating and sustaining
change (Ranf et al., 2024). Furthermore, aligning different organizational departments and reducing
inter-unit conflicts are essential for successfully implementing changes (Knudsen & Kishik, 2024).
Despite the importance of organizational changes, studies indicate that many organizations struggle
to maintain and sustain changes. One of the most significant challenges is employee resistance to
change, which may stem from job insecurity, increased workload, or a lack of transparency in change
objectives (Kiesnere & Baumgartner, 2019). Additionally, weak change leadership can result in
employee confusion and disengagement, as the absence of a clear strategy and proper planning
leads to change instability (Richardson et al., 2022). Resource limitations are another major barrier
that hinders the change process, as organizations lacking sufficient financial and human resources
often fail to fully implement their change initiatives (Vodonick, 2018).

In response to these challenges, research has shown that implementing appropriate strategies can
play a critical role in stabilizing changes. Some of these strategies include training and skill
development, employee motivation, designing support systems, and establishing effective
communication (Shvindina, 2017). Conducting training sessions and skill workshops enables



Personal Development and Organizational Transformation

employees to adapt to changes more effectively and acquire the necessary competencies to
implement them (Lukito et al., 2022). Moreover, creating employee motivation through performance-
based rewards and reinforcing their value in the change process enhances their commitment to
changes (Oppi, 2021). Designing support systems, such as change-support groups and
implementation guidelines, helps reduce stress associated with change and facilitates its execution
(Tregaskis et al., 2023). Finally, transparent and effective communication between managers and
employees is a key factor in securing employee support and involvement in the change process
(Kondrotaité & Burinskieneé, 2023).

Given the significance of transformational managerial capabilities in the organizational change
process and their impact on sustainability, this study investigates how managers can implement
sustainable changes within organizations.

Methods and Materials

This study employed a qualitative research design using thematic analysis to examine the impact of
transformational managerial capabilities on the sustainability of organizational changes. The
research population comprised senior and middle managers from various organizations in Tehran
who had experience in managing organizational changes. A purposive sampling method was
utilized, and 27 managers participated in the study until theoretical saturation was achieved.

Data collection was conducted through semi-structured interviews. The interview questions focused
on how managers handle change, the role of transformational capabilities, challenges associated
with change sustainability, and suggested strategies for stabilizing organizational changes.
Interviews were recorded with the participants' informed consent and fully transcribed for analysis.
Data analysis was performed using NVivo software. A multi-stage process, including initial coding,
axial coding, and theme extraction, was employed to analyze the data. To enhance reliability, peer
debriefing and participant feedback were used. Additionally, analytical memos and continuous
review of the data were applied to improve the trustworthiness of the findings.

Findings

The study was conducted with 27 senior and middle managers from various organizations in Tehran.
Among the participants, 18 (66.7%) were male and 9 (33.3%) were female. The average age of
participants was 43.2 years (range: 35-56 years). Regarding educational background, 5 participants
(18.5%) had a bachelor's degree, 15 (55.6%) held a master's degree, and 7 (25.9%) had a doctoral
degree. Their managerial experience ranged from 7 to 28 years, with 8 participants (29.6%) having
5-10 years of experience, 12 (44.4%) having 10-20 years, and 7 (25.9%) having over 20 years of
experience. In terms of organizational affiliation, 14 participants (51.9%) were from the private sector,
while 13 (48.1%) were from the public sector.

The findings demonstrated that transformational managerial capabilities significantly contribute to
sustaining organizational changes. Employee empowerment was a crucial factor, encompassing
decision-making participation, delegation of authority, skill enhancement, learning-oriented
environments, and innovation support. One patrticipant stated, "When employees are involved in
decision-making, they feel more responsible and are more likely to support change."

Effective change management was another key aspect, including encouraging flexibility, leading by
example, creating urgency for change, fostering transparent communication, and clarifying the vision
of change. One respondent noted, "If employees do not understand the reasons for change and do
not see their manager committed to it, they are unlikely to cooperate.”

Foresight and strategic thinking played a significant role in sustaining changes, allowing managers
to identify trends, analyze opportunities and threats, anticipate future organizational needs, and
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design transformative plans. One participant explained, "Organizational transformation without a
long-term perspective and planning is unlikely to be sustainable."

Emotional intelligence and empathy were also influential, helping managers understand employee
needs, regulate emotions during crises, establish empathetic communication, and build
organizational trust. As one manager emphasized, "A leader who lacks emotional intelligence cannot
effectively motivate employees for change."

Discussion and Conclusion

The findings indicate that transformational managerial capabilities play a vital role in sustaining
organizational changes. Employee empowerment, effective change management, foresight,
emotional intelligence, and strategic thinking were key elements in stabilizing change. Empowering
employees through participation in decision-making and fostering a learning culture reduced
resistance to change. Managers with strong change management skills facilitated transformation by
creating a sense of urgency, leading by example, and maintaining clear communication. Additionally,
foresight and strategic thinking allowed managers to anticipate future needs and plan accordingly.
Emotional intelligence and empathy were critical in motivating employees and reducing change-
related stress.

The study also highlighted that cultural adaptation, employee participation, senior management
support, and interdepartmental coordination are essential factors in sustaining change.
Organizations that fostered a culture of change, encouraged employee involvement, and received
strong leadership support were more successful in maintaining changes. However, resistance to
change, weak leadership, resource constraints, and lack of coordination between departments were
significant barriers to sustaining change.

Overall, this study emphasizes the importance of transformational managerial capabilities in
ensuring the long-term success of organizational changes. By fostering a supportive environment,
engaging employees, and implementing strategic approaches, managers can enhance the
sustainability of organizational transformations. These findings provide valuable insights for
organizations seeking to improve their change management strategies.
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