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Abstract

Construction leaders face challenges in implementing change initiatives that impact profitability. Using the five-P theory, this
qualitative case study examines strategies employed by five leaders from three Florida construction companies. Data from
interviews and documents identified five key themes: goal setting, communication, stakeholder involvement, resource management,
and adaptability. The study refines the 5Ps framework, suggesting People and Process function collaboratively rather than
separately in small firms. Leaders are encouraged to foster open communication to engage stakeholders effectively. The study
refines the 5Ps by (a) fusing People—Process interactions and (b) adding Project Context, thereby offering a 5Ps + C model that

extends change-management theory in project-based settings.

Keywords: Organizational Change, Construction Industry, Change Management Strategies, Leadership Strategies, Stakeholder
Engagement, Effective Communication, Resource and Cost Management, Organizational Culture Adaptation

Introduction

Business leaders face obstacles in implementing organizational
change, especially in construction with multiple stakeholders (Dos
Santos Leitdo & De Domenico, 2015). Leaders must explore how
processes and capabilities improve competitive advantage and
performance while balancing human, social development, and
financial goals (Dos Santos Leitdo & De Domenico, 2015; Singjai
et al., 2018). Leaders play a key role in fostering innovation and
accomplishing organizational visions (Bratton, 2020). Despite
efforts to implement strategies, 66% fail due to challenges

employees face in adapting to organizational changes (Kdseoglu et
al., 2020). This failure highlights difficulties in adopting changes
crucial for a competitive edge. According to Kdseoglu et al.
(2020), sustainable transformation models are frequently hampered
by inadequate strategy formulation. Overcoming these obstacles is
essential to success and preserving a competitive edge in the
construction sector. This study examined the tactics used by
leaders at three Florida construction firms with less than 100
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workers that are well-known for their accomplishments in real
estate and commercial projects.

Research Question

The research question used for this study was: What strategies do
business leaders within the construction industry use to implement
change initiatives successfully?

The following open-ended interview questions were asked of the
participants to answer the research question in a comprehensive
manner:

1. What strategies, processes, techniques, or approaches do
you use when implementing organizational change?

What strategies did you use to ensure organizational
change initiatives align with operational activities?

How did your organization assess the effectiveness of its
change strategies?

What are the key challenges you experienced when
implementing organizational change, and what strategies
do you use to overcome them?

Table 1

What strategies do you use to measure the effectiveness
of implementing change initiatives?

What strategies do you use to formulate organizational
change initiatives?

What else would you like to share about implementing
organizational change successfully that we still need to
address?

Conceptual Framework

The conceptual framework used is the 5Ps framework by Pryor et
al. (2007), linking principles, purpose, performance, people, and
processes to achieve competitive advantages. It emphasizes
strategy driving structure, structure driving behavior, and behavior
yielding results. Chosen for its comprehensive approach (Osman &
Kadri, 2022), the model aligns with identifying strategies for
successful change in the construction industry. Table 1 highlights
study themes and their correlation to the 5Ps model.

5Ps Model and Study Theme Linking

Purpose

Principle

Process Performance

Theme 1: Goal Setting and Planning X

Theme 2: Effective Communication

Theme 3: Stakeholders Involvement

Theme 4: Effective Resource and
Cost Management

X

Note: Linkage of themes and 5Ps.

A Review of the Professional and Academic Literature

Leaders face challenges in implementing change due to a lack of
trust, which hinders teamwork and reduces operational efficiency
(Cameron & Green, 2019). Employees may hesitate to discuss
ideas, causing innovation stagnation. These issues lead to
inefficiencies and conflicts, making it harder for leaders to execute
plans effectively and achieve collaborative work practices as
intended (Cameron & Green, 2019). High employee turnover
challenges leaders in achieving organizational change, causing loss
of skilled human resources (Fernandez & Rainey, 2017). Leaders
must retain employees by addressing concerns and motivating
them for long-term association. Turnover necessitates finding
qualified replacements and training them to meet organizational
goals, posing difficulties in maintaining continuity and achieving
desired transformations (Fernandez & Rainey, 2017).

The primary challenge in organizational change is motivating
stakeholders to understand and accept change requirements.
Resistance to change threatens productivity and sustainability, and
often stems from reluctance to take on additional efforts or
misunderstanding the rationale (Aarons et al., 2014a; Lewis, 2019).
Leaders must address this resistance, positively influencing
members to embrace modifications and ensuring changes are
sustainable for long-term integration (Jacobs et al., 2013).
Sustainable changes must become an integral part of the

organization. Leaders must act as change agents, fostering
acceptance and collaboration while addressing employee concerns
to overcome barriers and ensure successful implementation
(Aarons et al., 2014a ; Jacobs et al., 2013).

Structural changes, such as mergers, require leaders to help
members adapt (Cameron & Green, 2019). Cultural challenges
arise in globalized firms, where leaders must balance local
integration and global alignment. Multinational companies require
management to honor local cultures while fostering global unity,
ensuring that employees integrate effectively into organizational
standards (Cameron & Green, 2019). Frequent leadership changes
hinder sustainable organizational change as leaders lack time to
understand the company and employees, affecting plan
effectiveness and relationships (Fernandez & Rainey, 2017). This
increases the risk of failure since employees and stakeholders may
not embrace the changes. Leaders also face challenges ensuring
employees meet customer needs during transitions, which is crucial
for successful outcomes (Cameron & Green, 2019), highlighting
the importance of effective leadership in change implementation.

Organizational leaders’ strategies for change initiatives

Candido and Santos (2019) identified organizational factors tied to
management control as key barriers to strategy implementation,
emphasizing leadership's role in mitigating obstacles. Such barriers
are especially evident in dynamic, complex situations (Candido &
Santos, 2019). Tawse and Tabesh (2021) proposed an integrative
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framework involving managerial abilities, conditions for effective
execution, and leader-driven activities influencing implementation.
Identifying and addressing these barriers ensures effective strategy
execution (Tawse & Tabesh, 2021). Effective strategy execution
drives competitive advantage and success but relies on
communication across organizational levels (Tawse & Tabesh,
2021). Organizational structure impacts performance, emphasizing
its importance for sustainability (Ajagbe et al., 2016).

Koseoglu et al. (2020) noted that leaders prioritize macro-
environmental factors and competition analysis to showcase their
products better than competitors. Strategy implementation also
requires teamwork and addressing internal issues (Tawse &
Tabesh, 2021). Leaders must offer support and motivation,
addressing employees’ concerns for smoother change adoption
(Kossek et al., 2014). Aarons et al. (2015) emphasized consulting
employees on specific issues and explaining the benefits of change.
Al-Haddad and Kotnour (2015) and Aarons et al. (2014b)
highlighted inspirational motivation as vital for fostering
proactivity and commitment. Cameron and Green (2019) and
Thomas (2014) stressed the leader’s role in motivating employees
through support and/or penalties. This balanced approach enhances
commitment and ensures the effective implementation of
organizational change.

Organizational leaders use employee feedback to address
implementation issues and collaboratively improve processes
(Kossek et al., 2014). Aarons et al. (2014b, 2015) emphasized
feedback’s role in understanding work quality and engaging
employees in problem-solving. Al-Haddad and Kotnour (2015)
noted feedback facilitate effective planning. Cameron and Green
(2019) advocated fostering a culture of feedback to identify issues
and encourage open communication. Leaders can gather formal
and informal feedback, enabling employees to share ideas, resolve
challenges, and enhance strategies for successful change
implementation.

Batras et al. (2016) emphasized training employees to acquire
essential skills for change tasks, while Shaw et al. (2012)
highlighted strategies like monitoring changes, benchmarking, and
brainstorming. Kossek et al. (2014) noted training can be formal or
informal, and aids leaders in effective change implementation
through knowledge and process adaptation. Thomas (2014)
emphasized participative management, aiding employees through
training for skills relevant to change goals. Aarons et al. (2014b)
highlighted training to optimize resource use. Cameron and Green
(2019) stressed training for both new hires and experienced
employees, adapting them to evolving technologies and processes
for organizational success.

Organizational leaders must plan effectively for implementing
change initiatives. Planning encompasses the entire project,
milestones, and daily activities (Aarons et al., 2015). Al-Haddad
and Kotnour (2015) emphasized defining a clear mission and
vision to guide the change process. Precise timeframes ensure task
completion without delays, fostering cooperation and comfort
among members (Thomas, 2014). Planning team roles enhances
accountability, while structured operating processes reduce
conflicts (Cameron & Green, 2019). Aarons et al., (2014a)
suggested cost-reduction strategies to manage expenses during
change. Effective planning motivates members through goal
clarity, improves processes, and minimizes conflicts. Proper initial
planning ensures smoother execution and guides members towards
the effective implementation of organizational change initiatives.

Cameron and Green (2019) emphasized the importance of
transparency during organizational change to reduce corruption
and confusion. Leaders must be honest and transparent in decision-
making to build trust and to motivate employees to achieve change
goals. Aarons et al. (2015) and Al-Haddad and Kotnour (2015)
agreed that honesty and integrity foster trust while encouraging
teamwork. Shaw et al. (2012) added that collaboration enables
employees to support peers in task execution, enhancing teamwork
for change implementation. Leaders can introduce team-based
incentives to further strengthen this trust.

Effective communication and engagement are crucial (Cameron &
Green, 2019). Platforms like email, video conferencing, formal
meetings, and casual programs facilitate collaboration and
information  sharing (Aarons et al.,, 2015). Improved
communication fosters innovation, allowing employees to share
ideas with leaders (Batras et al., 2016). Kossek et al. (2014)
emphasized the STAR concept, which focuses on Support,
Transform, Achieve, and Results, promoting collaboration and
constructive work-family culture to streamline change initiatives.

Organizational leaders enhance work environments by maintaining
structured schedules, promoting efficiency, and ensuring
accountability (Aarons et al., 2014b). Involving employees in
decision-making reduces resistance to change, as they feel integral
to the process (Cameron & Green, 2019; Thomas, 2014). Kossek et
al. (2014) further highlighted that active participation during
planning accommodates ground-level insights, enabling successful
implementation as per the strategy. Contingent rewards, whether
monetary or non-monetary, significantly motivate employees to
achieve change objectives (Aarons et al., 2014b).

Leaders must demonstrate change through their actions, setting
examples for employees to follow (Cameron & Green, 2019;
Farahnak et al., 2020). Aarons et al. (2015) noted that during
training, leaders should build rapport and make employees
comfortable, encouraging belief in the change process. Transparent
communication clarifies the benefits of change initiatives,
addressing previous challenges and improving employee efficiency
(Kossek et al., 2014). Cameron and Green (2019) stated that
explaining failures in existing processes reduces resistance to
change. Al-Haddad and Kotnour (2015) added that clarifying
personal benefits further motivates employees to embrace
organizational changes.

Monitoring and controlling are crucial strategies for organizational
leaders to ensure successful change initiatives. Monitoring involves
continuous observation to assess whether employees and workers
can execute tasks effectively (Kossek et al., 2014). Leaders often
implement performance-based incentives to enhance employee
motivation and enable self-monitoring (Kossek et al., 2014). Al-
Haddad and Kotnour (2015) highlighted monitoring to identify
issues in plans and modify them for success. Leaders may allocate
supervisory roles to monitor subordinate work and to provide
realistic feedback on implementation progress (Aarons et al.,
2014a; Cameron & Green, 2019). This ensures the sustainability
and desired outcomes of the change process.

Aarons et al. (2014a) emphasized leaders’ control over change
processes, ensuring tasks align with objectives. Kossek et al.
(2014) introduced the ROWE (Results Oriented Work
Environment) concept, which enhances team autonomy over work
schedules. Leaders focus on quality control from the outset,
guiding employees toward achievement (Al-Haddad & Kotnour,
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2015). Cameron and Green (2019) stressed the importance of
discipline and authority, ensuring employee adherence to change
objectives. By monitoring and controlling effectively, leaders
mitigate challenges, fostering the successful implementation of
organizational changes.

Another successful tactic is for leaders to set a good example.
Employees are inspired to follow suit when managers exhibit
positive attitudes and make adjustments themselves (Cameron &
Green, 2019; Farahnak et al., 2020). Leaders should interact
directly with staff members throughout training in order to
establish rapport and inspire trust in the process of change (Aarons
et al., 2015). Employees are more likely to believe they can
accomplish similar results when they witness their leaders'
dedication (Kossek et al., 2014). These strategies—rewarding
performance, clarifying objectives, and leading by example—form
a comprehensive approach to driving successful change initiatives.
By fostering motivation, reducing resistance, and promoting trust,
leaders enhance the likelihood of achieving organizational
objectives effectively.

Organizations assess leadership strategies for change by starting
with a baseline, which enables accurate evaluation of outcomes
(Aarons et al., 2015). Dahlander and Piezunka (2014) highlighted
that a baseline helps measure improvements in sales, cost
reduction, and financial performance. It also ensures that
employees and resources are aligned with the change initiative’s
goals. Monitoring business outcomes allows leaders to evaluate the
effectiveness of change strategies. Rodrigues and Franco (2019)
noted that monitoring ensures implementation aligns with plans
and identifies issues for resolution. Leaders can assess
improvements in customer satisfaction, cost reduction, market
penetration, and market share (Rodrigues & Franco, 2019).
Employee behavior is also monitored to address dissatisfaction and
enhance performance (Dahlander & Piezunka, 2014).

Internal feedback is essential for assessing the quality and
effectiveness of organizational change strategies. Supramaniam
and Kuppusamy (2021) emphasized the value of gathering
feedback from team members and employees through interaction,
surveys, or interviews. Hénard and Roseveare (2012) noted that
feedback identifies risks and mitigates them promptly, while
Gurdjian et al. (2014) added that positive feedback signifies
successful change implementation. These methods—baseline
measurements, monitoring, and internal feedback—allow
organizations to evaluate their change strategies effectively and
make improvements where needed.

The Implementation Leadership Scale (ILS) evaluates the
effectiveness of change strategies, emphasizing strategic leadership
for successful development (Aarons et al., 2014a). Hénard and
Roseveare (2012) highlighted the need to measure variables like
costs, quality, and sales for better change strategy assessment.
Continuous performance evaluation ensures minor issues are
addressed, improving process and outcomes (Hénard & Roseveare,
2012). Karim and Arif-Uz-Zaman (2013) advocated using
Continuous Performance Measurement (CPM) to assess production
efficiency by comparing input (resources, time, number of
workers) with output (benefit or worth). This approach maintains
quality standards and supports ongoing improvements in change
implementation processes (Hénard & Roseveare, 2012).

Organizations assess goal attainment to evaluate change
effectiveness (Karim & Arif-Uz-Zaman, 2013). Alignment

between organizational objectives and employees’ focus supports
this evaluation. Aarons et al. (2014a) emphasized that achieving
project goals indicates success and reflects whether leaders,
employees, and workers are collectively focused on the shared
objectives.

Strategies of leaders in the construction industry for change
initiatives

Various strategies are used by leaders in the construction industry
to implement change effectively. Buniya et al. (2020) highlighted
that poor safety management is a significant barrier to
implementing safety programs, which impacts performance and
productivity. Effective safety programs are critical to reducing
injuries, costs, and hazards in construction projects. Similarly,
Silverio-Fernandez and Renukappa (2021) emphasized the
importance of communication and identified critical success
factors (CSFs), such as leadership, culture, and staff training, for
sustainable practices. Engle et al. (2017) observed that middle
leaders play a pivotal role in implementing quality improvement
initiatives, with 14 emergent themes highlighting their
commitment. Giannoni et al. (2017) found that only 32% of
Chilean construction companies implement sustainable strategies,
with mining and high-turnover companies leading efforts.
Sustainability is essential for long-term success but often
overlooked due to immediate market demands.

Maiti and Choi (2021) identified union-management conflicts as a
prevalent issue in the construction industry, driven largely by
employee awareness. High-performance organizations address
such conflicts through effective management strategies to meet
goals and standards.

These studies collectively demonstrate the significance of safety,
communication, leadership,  sustainability, and  conflict
management in ensuring the successful implementation of change
initiatives in the construction industry. Leaders must integrate
these strategies to navigate challenges effectively and achieve
project success. The leaders in the construction industry motivate
employees and workers to focus on implementing changes and
achieving goals (Zhang & Fang, 2013). By fostering intrinsic
motivation, leaders enhance persistence, engagement, and learning
(Backlund et al., 2014). Ofori (2015) stated motivation promotes
knowledge, innovation, and creativity, enabling teams to contribute
effectively. Leaders also inspire self-improvement and
commitment (Aziz & Hafez, 2013). Their role is crucial in
ensuring employees and workers perform better and stay longer
with the organization, driving progress and innovation within the
construction sector.

To implement change effectively within the construction industry,
leaders employ strategies that focus on clarifying the reasons for
change, communication, engagement, and feedback. Backlund et
al. (2014) and Aziz and Hafez (2013) argue that explaining the
rationale for change enhances motivation among employees and
workers, enabling them to perform well and contribute to the
initiatives. Leading by example, as emphasized by Lines et al.
(2015) and Ofori (2015), encourages workers to follow their
leaders’ efforts and actively contribute. Improved communication
is critical for success. Shibeika and Harty (2015) highlight the
importance of leaders taking initial steps to communicate via
platforms such as emails, video conferencing, and face-to-face
meetings. Ofori (2015) adds that Information and Communication
Technology (ICT) ensures effective interaction and flow of
information, reducing confusion and conflicts. Aziz and Hafez
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(2013) note that communication also enables leaders to act as
decision-makers and client-based project managers.

Engagement platforms encourage leaders to take and give
feedback, facilitating continuous learning and quality improvement
(Lee et al., 2019; Zhang & Fang, 2013). Lines et al. (2015) suggest
incorporating feedback from external sources like auditors for
unbiased insights. Active participation from employees, as
encouraged by Kelly et al. (2014), fosters the sharing of ideas,
addressing complex issues, and driving innovation. Clarifying the
rationale for change enables leaders to explore multi-dimensional
perspectives and eliminate biased thinking. By integrating
feedback, communication, and motivation strategies, leaders
ensure the successful implementation of change initiatives while
mitigating risks of failure (Aziz & Hafez, 2013; Kelly et al., 2014).
The leaders in the construction industry foster relationships with
team members through collaboration to address challenges during
change implementation (Ofori, 2015). Improved relationships
inspire employees to perform tasks effectively (Kelly et al., 2014).
Aziz and Hafez (2013) highlight the role of a collaborative work
culture in overcoming obstacles and ensuring timely project
completion. Such collaboration enables workers to seek support,
ensuring quality and schedule adherence during change
implementation phases.

In the construction industry, leaders must ensure workers receive
proper training to mitigate safety risks, enhance skills for using
new tools, and execute new processes effectively (Aziz & Hafez,
2013; Zhang & Fang, 2013). Lines et al. (2015) emphasized
project-specific training, while inadequate training increases risks
of failure and compromises safety standards. Leaders in the
construction industry prioritize work-life balance and discipline,
supporting efficiency among migrant workers (Aziz & Hafez,
2013; Backlund et al., 2014). Zhang and Fang (2013) emphasize
incentives and positive feedback to reinforce safe behaviors, while
Aziz and Hafez (2013) highlight the role of rewards in motivating
employees. Acknowledging successes enhances morale and
encourages greater effort toward change initiatives (Aziz & Hafez,
2013). Leaders also maintain discipline to ensure effective project
management (Backlund et al., 2014). Providing rewards fosters
dedication and improved performance standards, ultimately
contributing to the successful implementation of changes in
construction projects (Aziz & Hafez, 2013; Zhang & Fang, 2013).

Leaders in construction must assert authority to ensure adherence
to change initiatives (Parker & Grote, 2022). Demonstrating
attitudes and behaviors that highlight their power fosters
compliance among team members (Zhang & Fang, 2013).
Effective management requires leadership authority, especially
when overcoming resistance to organizational changes (Backlund
et al., 2014). Aziz and Hafez (2013) emphasized monitoring and
controlling through the Last Planner System, which smooths
workflows, develops foresight, and ensures quality standards.
Leaders must monitor and control all aspects during change phases
for sustainable outcomes, as noted by Ofori (2015). Zhang and
Fang (2013) added that leaders should hold meetings with team
members to manage execution and implement desired changes.
Effective control involves utilizing power and making decisions to
maintain safety, cost, and schedule standards (Aziz & Hafez,
2013).

Leaders in construction must ensure transparency to build trust,
lower corruption, and reduce resistance to change (Ofori, 2015).
Incorporating lean thinking supports this goal (Aziz & Hafez,

2013). Transparency ensures stakeholders are informed, fostering
honesty and integrity, which are crucial for successful change
initiatives (Aziz & Hafez, 2013; Lines et al., 2015; Ofori, 2015).
Leaders in construction enhance accountability to ensure tasks are
executed effectively (Lines et al., 2015). Greater responsibility
among team members improves operations, reducing project
failures (Aziz & Hafez, 2013) and ensuring success in new
construction initiatives. Project leaders aim to reduce costs by
minimizing errors (Zhang & Fang, 2013), ensuring resource
efficiency (Ofori, 2015), and avoiding waste for lower maintenance
and repair expenses (Aziz & Hafez, 2013).

Construction leaders must ensure clear timeframes to execute
change initiatives promptly (Aziz & Hafez, 2013). Shibeika and
Harty (2015) emphasized meeting deadlines to avoid delays,
reduce costs, and ensure timely completion of transformation
projects, with team members adhering to set schedules. Leaders
use benchmarking, both internal and external, to elevate
performance and quality standards, comparing against industry
leaders (Aziz & Hafez, 2013; Backlund et al., 2014). Internal
benchmarking helps replicate past high performance within
organizations. Effective planning during the initial phase is critical
for change initiatives (Ofori, 2015; Zhang & Fang, 2013).
Determining mission, vision, milestones, and daily tasks ensures
clarity for stakeholders and aligns efforts with organizational goals
(Aziz & Hafez, 2013; Backlund et al., 2014).

The research problem in construction arises from some leaders
lacking strategies for effective organizational change, impacting
competitiveness. The study explored processes leadership used to
implement strategies successfully (Aziz & Hafez, 2013; Lines et
al., 2015). Through the 5Ps model framework, five leaders in
central Florida were interviewed. The research included purpose
statement, researcher role, participants, ethical considerations, data
methods, and findings. It outlined implications for practice, social
change, further research, and reflections (Sivarajah et al., 2017;
Yeong et al., 2018).

Method

This study examined methods for implementing change
successfully through interviews with five Florida construction
leaders, which helped small businesses gain a competitive edge and
bring about positive societal change. In order to collect data, the
researcher had to conduct in-depth interviews with participants and
record findings from peer-reviewed sources. This involved keeping
an eye on, documenting, and evaluating participant answers while
guaranteeing objective interpretations. With guarantees that any
unintentional or delicate information would be removed from
recordings, participants were urged to express their opinions freely.
Anonymity was a top priority for data protection, and participants
were given pseudonyms.

Getting informed consent, creating open-ended questions based on
prior research, and progressing from simple to intricate questions
were all part of the interview protocol. Throughout the interview
process, prompts were utilized as necessary and modifications
were made. To prevent unrelated information, interviews were kept
to 90 minutes.

Participants

Five business leaders from three distinct businesses in the
commercial and real estate construction sector were questioned for
this study, guaranteeing a wide variety of data. These executives
represented the target group by working for central Florida
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construction firms with fewer than 100 workers. To avoid
linguistic obstacles, participants had to live in central Florida,
speak English fluently, and have at least 15 years of building
experience. By choosing participants from several businesses,
biases were reduced and the study question was guaranteed to be
relevant.

Recruitment letters and reminder emails were sent to potential
participants. Participants learned how the study could benefit their
leadership and organizations. Interviews were conducted face-to-
face or via Zoom or Skype at convenient times and locations,
fostering a strong working relationship. These strategies ensured
participants provided valuable insights into leadership processes
that helped their organizations achieve competitive advantages
through effective change implementation.

Table 2

Research design

The research employed a qualitative methodology to investigate
leadership processes, producing non-numerical data to comprehend
behaviors, attitudes, and experiences. Since leadership styles could
not be measured quantitatively, this approach was appropriate for
the qualitative nature of the topic. Without the need for intricate
statistical interpretation, the qualitative approach offers
comprehensive, illuminating data that improved comprehension
through primary and secondary sources (Pham, 2018). The study
successfully captured the in-depth viewpoints necessary for
analyzing organizational procedures and leadership strategies by
concentrating only on qualitative approaches.

Saturation Grid Demonstrating Code- and Meaning-Saturation Across Sequential Leader Interviews

New Primary
Codes
Identified

Interview (Leader ID)

Cumulative
Code Total

% New Codes
Compared
with Prior

Total

Saturation
Comment

Example New
Code(s)

“Vision cascade,”
“Budget-safety
trade-off”

Baseline
exploration

Conceptual
breadth still
expanding
Major themes
stabilizing
Code
saturation
reached—no
new concepts

“Peer coaching
huddles”

“Subcontractor
trust deficit”

Meaning
saturation
check—all
themes
elaborated but
not extended

Note: Information power saturation grid.

Data collection

This study gathered data through semistructured interviews with
five leaders in the construction industry in central Florida. These
interviews allowed participants to express their thoughts without
restrictions, fostering two-way communication while enabling
counterquestions from participants to ensure detailed insights.

Reliability and validity of the study were reinforced through
member checking and a pilot test. Demographic details were cross
validated within organizations, and a pilot test was conducted with
participant P1 to assess question clarity and relevance to the
study’s purpose. Member checking allowed participants to verify
the accuracy of data and interpretations, confirming descriptive

realism and thematic accuracy. Participants reviewed findings to
ensure fairness and representation.

Data analysis

The analysis employed methodological triangulation, a qualitative
multiple-case study to validate data, reduce biases, and enhance
credibility by integrating primary and secondary data sources.
Thematic analysis followed Braun and Clarke’s six-step process:
familiarizing with data, coding, developing themes, reviewing
themes, defining themes, and identifying exemplars. Data
triangulation ensured credibility, supporting conclusions drawn
from interviews and secondary sources. Yin (2018) outlined steps
including data evaluation and justification, emphasizing the
importance of cross-validation. This rigorous process enhanced the
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validity of the study while providing a detailed framework for
interpreting findings.

This study explored leadership strategies for successful
organizational change. Themes were analyzed to ensure accurate
data representation and alignment with the research question.
Reviewing the themes involved discarding, combining, splitting,
and creating new ones to represent the data effectively. The 5Ps
framework connected principles, purpose, performance, people,
and processes, offering a comprehensive strategy framework.

Results

This qualitative multiple-case study examined strategies used by
construction leaders to implement change initiatives. Five themes
emerged: goal setting, communication, stakeholder involvement,
resource management, and adaptability. Leaders overcame
challenges like resistance, resource scarcity, and cultural
differences by prioritizing, involving stakeholders, and fostering
communication. They formulated initiatives by analyzing needs,
defining goals, and creating plans. Effective communication and
leadership support proved vital for success. Adaptability
strengthened culture and improved outcomes, ensuring effective
organizational change.

Integration with the 5Ps framework

The cross-case analysis demonstrated that People, Processes, and
Performance were the strongest elements within the 5Ps
framework. Three themes—Collaborative Problem-Solving,
Empowered Middle Management, and Transparent Metrics—
exemplified these Ps. Collaborative Problem-Solving highlighted
how relational trust among cross-functional teams enhanced
Processes, while Empowered Middle Management illustrated the
intersection of People and Principles, showcasing site-level leaders
adapting safety protocols. Transparent Metrics reinforced
Performance goals through project dashboards. Purpose appeared
primarily via Clear Vision Setting, and Principles were referenced
less frequently, indicating leaders prioritized execution over
abstract norms.

Two themes, Collaborative Problem-Solving and Empowered
Middle Management, bridged multiple Ps, confirming their
interdependent nature. Iterative Risk Reviews introduced a novel
dimension, Project Context, which moderated the Ps based on
external factors like subcontractor liquidity and weather volatility.
This justified extending the 5Ps framework to a “5Ps + C” model.
Below Figure 1 displays the extended 5Ps model.

Figure 1

5Ps + C Model Integrated with Emergent Themes

_ Project Context —— =

People-Process

Purpose: (Goal Dyad: (Effective

Setting and Communication
Planning) & Stakeholder
Involvement)

Performance:
(Resource and
Cost
Management)

Principles:
(Leadership and
Ethical Norms)

— Project Context S ]

Note: Refined 5Ps + C Model for Organizational Change in the
Construction Industry

The findings aligned with Batras et al. (2016) and Lee et al. (2019),
supporting the integration of social support and leader-member
exchange ambivalence into task performance. All participants
provided insights through interviews, which were corroborated by
company documentation. The study’s themes enriched the 5Ps
framework, offering nuance for volatile, project-based
environments and confirming prior research while introducing
Context as a vital situational factor. Table 5 displayed frequency
data for each theme.

Table 5

Frequency Theme Table

Participants GS&P

1
2
3
4

5 1

Count 4 3 5

Percentage 80% 60% 80% 60% 100% 19 100%

Note. The table demonstrates the frequency of themes and
participant response to each theme.

Discussion

This study identified five crucial themes for successful
organizational change: Goal Setting and Planning, Effective
Communication, Stakeholder Involvement, Resource and Cost
Management, and Cultural Adaptation. Clear goals, risk
assessment, and past experiences enhanced planning, while
transparent communication reduced resistance and ensured
collaboration. Involving stakeholders amplified feedback and
commitment. Resource management optimized efficiency and
competitiveness, and adaptability aligned change with
organizational values, fostering sustainable growth and
engagement.  These  strategies  collectively  strengthened
implementation efforts and organizational resilience.

Theme 1: Goal setting and planning

The first theme that surfaced was goal-setting and planning, which
were shown to be crucial tactics for organizational transformation.
This theme was reflected in the responses of 80% of participants.
P5 underlined how crucial it is to assess the existing state of
affairs, specify desired results, and create a methodical plan in
order to deal with any obstacles at an early stage. Delays and cost
overruns have been related to poor planning; therefore success
requires careful planning. In a similar vein, P4 emphasized the
importance of determining the necessity of change and establishing
objectives to direct the process, whereas P3 emphasized working
with managers to do cost analyses and generate ideas in order to
create successful strategies.

The results were consistent with research that highlights the
importance of goal setting and planning in organizational
leadership. According to Batras et al. (2016), leaders could
incorporate these insights into their plans by analyzing effective
initiatives. The study's participants emphasized the importance of
budgeting and scheduling in order to guarantee timely and
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economical results. Effective planning promoted group buy-in by
reducing risks and bringing staff members into line with the change
process. Additionally, the theme was in line with the 5Ps
framework, particularly the aspects of Place, Processes, and
Purpose (Pryor et al., 2007). Business executives realized that ill-
preparedness endangered schedules and employee morale,
highlighting the importance of having well-defined objectives.
Planning and goal-setting made it easier to implement structured
change management strategies and made sure that staff members
were on board with the process.

Theme 2: Effective communication

The second theme identified from the participants’ interviews was
effective communication, with sixty percent of responses aligning
with this theme. Participants emphasized that miscommunication
often led to resistance to change, which could be mitigated through
clear and regular communication. P5 noted overcoming resistance
by consistently sharing initiatives with stakeholders, particularly
internal ones. This highlighted that poor communication led to
confusion and hindered cooperation, whereas effective
communication reduced resistance and facilitated successful
implementation.

P2 mentioned that weekly foremen meetings assisted in resolving
schedule conflicts and anticipating crises. Similarly, P4 explained
that in order to overcome opposition, team members should be
frequently briefed on the advantages and drawbacks of new
methods. Sharing the transformation process's justification and
results inspired staff members and equipped them to deal with
obstacles head-on. Employee confidence in adjusting to changing
conditions was guaranteed by clear communication.

The results of the study supported those of Lee et al. (2019), who
emphasized that open communication encouraged workers to
accept responsibility for their work. Additionally, Aarons et al.
(2015) stressed that prompt communication encouraged
engagement and motivation throughout change processes. Leaders
found that weekly and biweekly updates were useful for
communicating progress and lessons learned. The 5Ps framework
(Pryor et al., 2007) and the work of Aziz and Hafez (2013), which
emphasized candid communication during transformative
transformations, were related to theme 2. Keeping stakeholders
informed and involved required regular meetings and regular
updates. This strategy increased cooperation, reduced opposition,
and aided in the accomplishment of change projects.

Theme 3: Stakeholders involvement

Stakeholder involvement emerged as the third theme from the
interviews, with participants stressing the value of involving both
internal and external parties. This subject was present in 80% of
the responses. Participants emphasized that getting input and
involving stakeholders were essential to putting change into
practice. P5 mentioned that in order to gauge the success of the
change, surveys, interviews, focus groups, and expert consultations
were carried out. Along with external stakeholders including
clients, vendors, and governmental organizations, internal
stakeholders included staff members, team members, and project
managers. By using this method, businesses were able to recognize
problems, collect a variety of suggestions, and guarantee positive
results.

P4 reaffirmed the importance of employee buy-in and detailed the
active participation of important team members, such as CEOs and
accounting personnel. This interaction fostered confidence and

lessened resistance. P2 described how the organization was able to
obtain contracts in multiple cities thanks to referrals from general
contractors. They were able to plan methods to enhance operations
and obtain a competitive edge through weekly team meetings. P1
pointed out that working with suppliers to bargain for the price of
bulk materials reduced costs, and cultivating solid distributor
connections enhanced pricing dynamics even more. Involving
stakeholders promoted a gradual change process by increasing trust
and cooperation. While P4 emphasized its function in overcoming
resistance, P5 underlined that engagement inspired stakeholders.

The third theme was in line with Cameron and Green (2019), who
highlighted the importance of stakeholder engagement for
development, innovation, and transformation. The results of
Koseoglu et al. (2020), which emphasized the significance of
including stakeholders in decision-making processes, were echoed
by business leaders in this study. This strategy increased
organizational commitment, guaranteed alignment, and inspired
workers. The theme also correlated with transformational
leadership theory (Pryor et al., 2007), emphasizing the need for
leaders to involve and motivate stakeholders to implement
effective change. Aarons et al. (2015) noted that active
participation fostered trust and dedication, benefiting leaders by
distributing the burden of planning while ensuring organizational
commitment and market improvements.

Theme 4: Effective resource and cost management

The fourth theme from the interviews was effective resource and
cost management, highlighted by 60% of participant responses.
Business leaders emphasized the importance of prioritizing critical
aspects to overcome challenges such as budgetary and personnel
shortages. P1 stated that prioritizing essential elements and seeking
supplementary resources allowed smoother execution of change
processes while ensuring efficiency and sustainability. Effective
use of technological resources supported better monitoring of
change processes, lowered costs, and facilitated timely completion
of projects (Hourani, 2017). Learning programs and feedback
sessions enhanced human resource skills to better utilize new
technologies.

P4 detailed concerns about software integration for cost control,
productivity, and customer interaction. Leaders discovered
problems with new software and collaborated with developers to
implement improvements. P4 observed that technology enabled
real-time cost tracking and streamlined operations, enhancing
effectiveness. P3 shared strategies to reduce overhead costs by
selling a building and adopting remote work. Renting storage units
near active sites and analyzing costs lowered overhead by 40%,
creating a competitive edge. This demonstrated the value of cost-
benefit analyses in resource management. P1 adopted low-cost
labor strategies, hiring inexperienced workers under experienced
foremen and subcontracting work to save costs. Cost projections
and vendor quotes ensured alignment of strategies with operational
objectives. Negotiation with suppliers for bulk material allowed
further cost reduction (Fernandez & Rainey, 2017).

Business leaders measured resource effectiveness by reviewing
project costs and ensuring alignment with competitive goals. P1
explained that comparing subcontractor and material costs enabled
adjustments to strategies while maintaining profitability. Regular
evaluation of costs helped maintain competitive advantages and
foster greater collaboration with vendors (Cameron & Green,
2019). Effective negotiations allowed procurement at lower prices,
increasing profitability and competitive standing.
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Theme 4 aligned with Verweire’s (2014) framework emphasizing
strategy implementation for competitive advantages. Leaders
reduced costs without compromising quality by sourcing bulk
materials and optimizing labor resources. Performance assessment
in the 5Ps framework ensured long-term survival and profitability
(Pryor et al., 2007). Leaders measured resources and costs to
enhance profitability, using subcontractors to avoid expenses
related to insurance, payroll taxes, and health benefits. The
findings demonstrated that resource and cost management were
critical elements of successful change initiatives. By assessing
resources, negotiating with suppliers, and leveraging technology,
business leaders achieved reduced costs and increased efficiency.
This supported the organization’s ability to handle change
effectively while maintaining competitive advantages.

Theme 5: Willingness to adapt to strengthen organizational
culture

Business leaders in this study emphasized the necessity of adapting
to strengthen organizational culture, particularly in overcoming
resistance from employees (Cameron & Green, 2019; Fernandez &
Rainey, 2017). P5 noted challenges arising from employee
reluctance to changes and addressed resistance by communicating
the benefits, maintaining enthusiasm, and ensuring active
leadership support. Celebrating successes and respecting cultural
differences were also emphasized as methods to promote
collaboration and shared goals (Cameron & Green, 2019).

P3 observed that cultural differences and individual adaptability
were key challenges, but remote work arrangements improved
efficiency by reducing travel time and maximizing on-site
activities. Payroll processes also became more efficient with timely
submissions. Leaders fostered respect for diversity, which
enhanced cooperation and allowed employees to benefit from
mutual support (Cameron & Green, 2019; Fernandez & Rainey,
2017). Theme 5 correlated with Mansaray (2019), who found that
leaders minimized resistance by clarifying the direction and
purpose of change initiatives. Leaders in this study emphasized the
importance of aligning change initiatives with the organization’s
mission and values to strengthen its culture, mirroring Teodorovicz
et al.’s (2019) findings.

Theme 5 also aligned with the 5Ps framework (Pryor et al., 2007),
underscoring the role of leaders in cultivating an environment
where employees could innovate and grow. Farahnak et al. (2020)
and Fernandez and Rainey (2017) highlighted transformational
leadership as critical to enhancing culture and aligning strategies
with organizational goals. Leaders who demonstrated engagement
and support helped ensure organizational growth and employee
retention, further solidifying the connection between a positive
culture and successful change initiatives.

Recommendations for Further Research

Future researchers were advised to address the study’s limitations,
including its focus on five construction industry leaders in central
Florida, which may not represent other organizations. They could
target larger populations across industries and nations to explore
varied strategies for sustainability. Data from managers in
unrelated sectors offered insights into broader phenomena.
Researchers could use multiple case studies to detail specific
organizational strategies. Expanding participant numbers or
conducting questionnaire surveys allowed for quantification of
strategies’ effectiveness. This approach supported identifying
which strategies most effectively fostered organizational change

and sustainability. These suggestions aimed to strengthen
understanding of organizational change across industries.

Conclusion

As far as we are aware, this is the first empirical study to adapt the
5Ps for use in small-firm construction settings. The resulting 5Ps +
C model supplies a parsimonious yet dynamic scaffold for future
change-management research. By emphasizing goal-setting and
planning, effective communication, stakeholder involvement,
resource and cost management, and adaptability to fortify
organizational culture, organizational leaders in the construction
sector were able to successfully execute change initiatives. Five
executives from three businesses in central Florida were
interviewed for the study, which also included triangulated data
and document assessments.

Five themes that fit the 5Ps framework—purpose, principles,
processes, people, and performance—were identified through data
analysis. The findings demonstrated that, in contrast to the
framework's traditional division of people and processes, they were
linked through cooperative problem-solving practices. Leaders
concurred that successful transformation was fueled by motivated
stakeholder  involvement, clear plans, and effective
communication. The results highlighted how crucial it is to modify
tactics in order to promote organizational culture and effectively
manage expenses.
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