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ABSTRACT: Multinational organizations face significant challenges in managing 

change due to cultural, geographic, and economic diversity. An effective strategy requires a 

balance between a global vision and local flexibility. A key element is creating an 

organizational culture based on shared values, but flexible enough for local adaptations. In 

addition, leaders need to develop intercultural competencies and adaptive leadership skills to 

manage differences and improve collaboration between international teams. The use of digital 

technologies facilitates communication and the exchange of best practices between global 

locations. Gradual implementation of changes and employee involvement in the decision-

making process reduce resistance and increase the efficiency of transformations. In 

conclusion, the success of change within multinational organizations depends on integrating a 

global vision consistent with local sensitivity, investing in intercultural competencies, and 

promoting international collaboration. Future research could analyze the impact of new 

technologies and the particularities of change management in emerging economies. 
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1. INTRODUCTION 

 

In the era of globalization, multinational organizations are constantly exposed to a 

series of external and internal factors that require them to adapt quickly to remain competitive 

and attractive to investors. Globalization has facilitated the integration of national markets into 

a single, international market, which has led to increased competition, accelerated innovation 

processes, and rapid technological change. In this context, multinational organizations no 

longer operate in a single economic and cultural environment, but in multiple regions and 

cultures, each with its own regulations, customs, and market dynamics (Steger, 2003, p. 54). 

To cope with this complexity, multinational organizations must be able to develop flexible and 

effective management strategies to manage these changes. 

The changes affecting multinational organizations can range from major technological 

transformations, and legislative or economic changes, to cultural and social changes. In 
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addition to external pressures, many multinational organizations are also challenged by internal 

changes, such as mergers, acquisitions, or restructuring/reorganizations. Managing these 

changes in a dynamic multinational environment is a complex task, as it requires taking into 

account cultural differences, local regulations, and employee diversity (Pucik et al., 2017, p. 

271). Thus, the need for adaptability and flexibility becomes a priority for leaders of 

multinational organizations. 

Change management is a set of processes, tools, and techniques used to manage 

transitions or transformations within an organization, to minimize resistance to change and 

ensure effective implementation of changes. According to John Kotter, change management 

involves a structured process that includes several stages: identifying/creating a need/urgency, 

forming a strong coalition, developing a vision and strategy, communicating it, removing 

obstacles, creating short-term successes, and consolidating the changes (Kotter, 1996, p. 21). 

In the context of the growth of multinational organizations, change management is 

becoming increasingly complex, as it involves managing transformations on a global scale, 

transformations that must be implemented simultaneously in several countries and cultures. 

This requires not only the application of traditional change management tools but also their 

adaptation to respond to cultural and regulatory differences in different regions (Burnes, 2004, 

p. 267). 

Change management is crucial for multinational organizations because the lack of 

effective management can lead to resistance to change from employees, failures in 

implementing strategies, and even financial losses. In an international environment, 

uncontrolled change can be amplified by cultural differences and the varying regulations in 

each country in which the MNO operates. For example, what works in the US or Europe may 

not be applicable in Asia, where cultural and business norms are different (Hofstede, 1991, p. 

55). 

A key aspect of change management in multinational organizations is the need to 

balance centralization and localization. Although multinational organizations must have a 

global change strategy, it must be flexible enough to allow for local adaptations. This is known 

as “globalization,” a term that describes the integration of global strategies with local needs to 

ensure success in implementing change (Ritzer, 2003, p. 193). 

The article aims to analyze the different strategies used by multinational organizations 

to manage change and to highlight the challenges and solutions they encounter. Specifically, 

the paper explores. 

The study adopts a qualitative methodology based on the analysis of specialized 

literature and case studies from industries such as technology, pharmaceuticals, and finance. 

 

2. CHANGE MANAGEMENT THEORIES AND MODELS 

 

Change management is a well-researched field, with multiple theories and models 

developed to support organizations in managing organizational transitions to new 

environmental requirements. 

Among the most well-known models are those proposed by Kurt Lewin, John Kotter, 

and Jeff Hiatt, the founder of Prosci. These models provide conceptual frameworks for 

managing change in an organization, emphasizing essential elements such as the dynamics of 

resistance to change, the role of leaders, and the need for effective communication. 

1. Kurt Lewin is considered one of the pioneers in organizational change theory. He 

proposed a three-stage model for managing change: thawing, changing, and freezing. The first 

stage, thawing, involves preparing the organization for change by recognizing the need for 

change and creating a sense of urgency. The second stage, change itself, involves introducing 

new processes, structures, or behaviors into the organization. The last stage, freezing, is 
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designed to stabilize the change and integrate it into the organizational culture (Lewin, 1947, 

p. 228). This model is simple and effective, but it may be insufficient for multinational 

organizations, where change processes often have to be adapted to cultural, social, and 

economic differences in different countries. 

2. John Kotter developed one of the most influential change management models, based 

on eight stages that must be followed to successfully implement a major change in an 

organization. The eight stages include: creating a sense of urgency/need, forming a coalition 

of leaders, developing a vision and strategy for change, communicating the vision and strategy, 

removing obstacles to change, creating short-term successes, consolidating and accelerating 

the changes, and anchoring the new practices/changes in the organization’s culture (Kotter, 

1996, p. 34). This model emphasizes the importance of a clear vision and leadership 

involvement in each stage of change. In the context of multinational organizations, Kotter’s 

model can be applied, but it is necessary to customize the messages and vision according to the 

cultural and economic regions in which the organization operates. 

3. The ADKAR model, developed by Prosci founder Jeff Hiatt after studying the change 

patterns of over 700 organizations, is a framework that focuses on the need for change at the 

individual level as a necessity for organizational change. ADKAR is an acronym for Awareness 

( the need for change ), Desire ( to participate in and support change ), Knowledge ( how to 

change ), Ability ( to change ), and Reinforcement ( to support change ), the stages that a person 

must go through to accept and successfully implement change (Hiatt, 2006, p. 54). The 

ADKAR model is particularly useful for multinational organizations because it emphasizes the 

importance of cultural and individual differences in managing change. Each employee may 

have a different reaction to change, and organizations must recognize and manage these 

variations to ensure uniform implementation globally. 

The Prosci Methodology includes, in addition to the ADKAR model, two other models: 

the Prosci Change Triangle (PCT) Model and the Prosci 3-Phase Process. ADKAR is at the 

center of the Prosci Methodology chart to emphasize that organizational change requires 

individual change (Figure 1). 

 

Figure 1. Components of the PROSCI Methodology 

 

 
Source: https://www.prosci.com/methodology/3-phase-process 

 

 

Multinational organizations operate in different economic, cultural, and legal contexts, 

which makes implementing change much more complex than in national organizations. In this 

sense, classic change management models, such as those developed by Lewin, Kotter, or 

Prosci, must be adapted to reflect these realities. 

https://www.prosci.com/methodology/3-phase-process
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Specifically, adaptation includes adjusting the stages of change to cultural differences 

and local regulations, as well as developing communication strategies that are sensitive to the 

cultural norms specific to each region. 

A major challenge in managing change in a multinational organization is balancing 

centralization and localization. While it may be more efficient to develop a global change 

strategy, it is important to have local flexibility to respond to the particularities of each country. 

For example, while structural changes may be centralized at the global level, aspects such as 

leadership style or how to communicate change may need to be adapted to local cultural norms 

(Hofstede, 1991, p. 113). 

National culture plays a crucial role in how change is perceived and implemented in 

different regions. Geert Hofstede has emphasized that cultural values influence how employees 

perceive authority, risk, and collaboration (Hofstede, 1980, p. 45). In a multinational 

organization, some countries may be more open to change, while others may be more resistant 

due to cultural norms that favor stability and uncertainty avoidance. In such cases, leaders need 

to be aware of these differences and adapt change strategies to minimize resistance. 

Another important component of adapting classic change models is cross-cultural 

communication. While traditional models emphasize the importance of a clear vision and 

effective communication, in the context of multinational organizations, these messages must 

be adapted to take into account linguistic and cultural differences. For example, a direct 

communication style may work well in Western cultures but may create discomfort in Asian 

cultures, where more indirect and respectful communication is preferred (Trompenaars & 

Hampden-Turner, 1997, p. 112). 

Leadership is one of the most important factors in the success of change management, 

and this aspect is even more pronounced in multinational organizations. Leaders play a crucial 

role in creating a vision for change, communicating it, and motivating employees to embrace 

the new processes. Within multinational organizations, leaders must be not only agents of 

change, but also promoters of cultural inclusion, in order to manage cultural differences among 

global teams (Bass & Avolio, 1994, p. 547). 

Transformational leadership is an approach that can effectively support change 

management, especially in multinational organizations. This type of leadership involves the 

ability to inspire and motivate employees while providing a model of behavior and values for 

employees to follow. Transformational leaders can create a sense of urgency for change and 

involve their teams in the transformation process (Avolio & Bass, 2004, p. 257). 

Organizational culture is another critical factor in change processes. In multinational 

organizations, organizational culture must be strong enough to unify employees from different 

cultures, but also flexible enough to allow for local adaptations. According to Edgar Schein’s 

theory, organizational culture profoundly influences employee behavior and the way they 

perceive change (Schein, 2010, p. 31). In a multinational organization, leaders must create a 

culture that promotes openness and flexibility, so that changes are more easily accepted at all 

levels of the organization. 

Classical change management models provide an essential starting point for managing 

change in an organization. However, in the context of multinational organizations, these 

models must be adapted to reflect the complexity of the global environment. Cultural factors, 

intercultural communication, and the role of leadership are essential elements in ensuring the 

success of change in a diverse international environment. 
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3. CHALLENGES OF CHANGE MANAGEMENT IN MULTINATIONAL 

ORGANIZATIONS 

 

Multinational organizations face unique challenges when implementing strategic 

change on a global scale. These challenges are compounded by cultural, ethnic, legal, and 

organizational factors that differ significantly across the countries in which they operate. 

Unlike organizations that operate within a single cultural and geographic context, multinational 

organizations must manage the complexity of coordinating across multiple international 

locations, each with its norms and practices. In this section, we will discuss the main challenges 

that multinational organizations face in managing change, including cultural difficulties, 

coordination complexity, resistance to change, legal implications, and managing diversity. 

One of the biggest challenges facing multinational organizations is managing cultural 

and ethnic differences. Culture profoundly influences the way employees perceive change, 

exercise authority, communicate, and collaborate. According to Geert Hofstede’s research, 

cultures differ in aspects such as uncertainty avoidance, power distance, and individualism 

versus collectivism (Hofstede, 1980, p. 52). For example, in countries with high power 

distance, such as Japan or South Korea, employees may be more reluctant to express their 

opinions and accept changes coming from higher levels of the hierarchy. Conversely, in 

countries with a higher degree of individualism, such as the United States or the United 

Kingdom, employees may be more open to change and innovation, but may also exhibit more 

autonomy and even resistance to changes imposed by management. 

Ethnic and cultural differences can also influence how management teams 

communicate and collaborate. Trompenaars and Hampden-Turner point out that in universal 

cultures (e.g., the United States and Western Europe), the emphasis is on applying general and 

standardized rules, while in particularistic cultures (e.g., China or India), personal relationships 

and local context play a more important role (Trompenaars & Hampden-Turner, 1997, p. 125). 

These differences can lead to conflicts or difficulties in implementing a change strategy at a 

global level, as the same rules do not apply uniformly in all regions. 

Coordination across multiple international locations is another significant challenge for 

multinational organizations. Each subsidiary of a multinational organization operates within a 

different set of economic, cultural, social, and political factors, and effective coordination of 

changes across these locations is crucial to organizational success. Bartlett and Ghoshal 

identified that one of the major challenges of multinational organizations is managing a balance 

between centralization and localization (Bartlett & Ghoshal, 2002, p. 45). Strategic decisions 

must be centralized enough to ensure global coherence but localized enough to respond to the 

specific needs and requirements of each region. 

This complexity is exacerbated by differences in time zones, language, and 

communication styles. Effective communication and collaboration between teams located in 

different time zones can be difficult, leading to delays in implementing changes. In addition, 

language barriers can create confusion in interpreting key change messages. For example, 

incorrect or incomplete translations of essential documents can lead to misunderstandings and 

erroneous implementation of change policies. Addressing these challenges requires clear and 

consistent communication between central and local leaders, as well as developing a 

collaborative framework that encourages information sharing across the organization. 

Resistance to change is a common phenomenon in any organization, but in 

multinational organizations, this phenomenon can be amplified by various cultural, 

organizational, and individual factors. Resistance to change occurs, especially, due to fear of 

the unknown, loss of control, or the perception that change will lead to more disadvantages 

than benefits (Kotter, 1996, p. 40). In multinational organizations, these fears can also be 



Hyperion Economic Journal  Year XII, issue 1, March 2025 

71 

 

amplified by cultural differences, especially in countries where stability and conformity with 

societal values are strongly rooted values. 

Another factor influencing resistance to change in multinational organizations is trust 

and distrust in the company's leadership. In some cultures, employees are more likely to accept 

changes if they are proposed by local leaders, with whom they have a personal and trusting 

relationship. In other cultures, however, changes imposed by central leaders, without 

consultation and involvement of local leaders, may be viewed with skepticism and may 

encounter increased resistance. 

To minimize resistance to change, multinational organizations must be able to develop 

transparent communication strategies that involve employees in the change process. 

Communicating the reasons for the change, the long-term benefits and the impact on each 

employee can reduce fears and anxiety related to change (Hiatt, 2006, p. 62). Also, providing 

opportunities for active participation in the implementation of the change can increase 

employees’ sense of control and involvement. Legal and Regulatory Implications in Different 

Countries 

Another important aspect of managing change in a multinational organization is 

complying with the legal and political regulations specific to each country in which the 

company operates. Each country has its laws and regulations that govern organizational 

activities, including labor laws, tax regulations, data protection rules, and compliance 

requirements. In this sense, any change that affects the organizational structure, employment 

policy, or internal processes must be implemented in accordance with these local regulations 

(Morgan, 2012, p. 83). 

A relevant example is the European Union’s General Data Protection Regulation 

(GDPR), which imposes strict rules on the protection of personal data. Multinational 

organizations implementing changes to their data management processes must ensure 

compliance with these regulations to avoid financial and reputational penalties. Also, 

differences in employee protection laws can require organizations to develop specific policies 

for each region, limiting the ability to implement uniform global changes. 

Managing diversity and distributed teams is another major challenge for multinational 

organizations. Diversity in a multinational organization refers not only to cultural differences, 

but also to gender, ethnicity, age, and skill diversity. In a globally distributed team, these 

differences can create challenges for cohesion and communication, especially when team 

members have different expectations and work styles (Gratton, 2011, p. 92). 

Additionally, distributed teams face additional challenges when it comes to 

collaborating remotely. Without face-to-face interactions and informal communication, a sense 

of isolation can arise, and communication can become more rigid and formalized. 

Multinational organizations must adopt digital collaboration technologies and develop 

practices that support constant interactions between distributed team members to ensure 

efficient information flow and reduce the risk of fragmentation. It is also essential for 

organizations to invest in cross-cultural training programs so that leaders and employees 

understand and value the diversity of the teams they work in. 

Multinational organizations face significant challenges in managing change, mainly due 

to cultural complexity, the need for coordination across multiple locations, and varying legal 

implications. To overcome these challenges, organizations must develop flexible strategies 

tailored to the specifics of each region and adopt technologies that facilitate collaboration 

between distributed teams. Employee involvement in the change process and compliance with 

local regulations are also essential to ensure the success of global change. 

Effective change management in multinational organizations involves adopting well-

defined strategies that take into account the cultural, economic, and organizational complexity 

specific to such an environment. In this section, we will analyze effective strategies that support 
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the implementation of change in the context of multinational organizations, focusing on 

international communication, cultural diversity, personalization of change, creating a global 

plan with local adaptations, technology and digitalization, and developing leadership skills for 

managing change. 

 

3.1. Effective strategies for implementing change 

 

Change communication plays a crucial role in the success of any organizational 

transformation initiative, especially in multinational organizations where there are significant 

linguistic, cultural, and geographical differences. In an international context, leaders must 

ensure that their messages are clear, consistent, and tailored to local audiences to reduce 

resistance and foster acceptance of change. 

Communication styles can vary significantly across cultures. Hall (1976) introduced 

the concept of high-context and low-context cultures, which refers to how explicit 

communication must be in order to be understood. For example, in low-context cultures (such 

as the USA or Germany), direct and detailed messages are essential. In contrast, in high-context 

cultures (such as Japan or China), communication may be more subtle, relying on non-verbal 

cues and personal relationships (Hall, 1976, p. 82). Adapting communication to local cultural 

styles can reduce ambiguity and ensure that the message of change is well understood and 

accepted. 

Another essential component is multilingual communication. In a multinational 

organization, the correct translation of change documents is vital. This means not only 

translating the messages literally but also adapting them to be culturally relevant. 

Communicating in the local language of employees not only facilitates understanding but also 

creates a sense of respect and involvement (Neeley, 2017, p. 146). 

Effective change communication in multinational organizations requires the use of 

multiple communication channels—email, digital collaboration platforms, virtual and face-to-

face meetings, and video—to ensure that messages reach all employees, regardless of location 

and communication preferences. 

Multinational organizations are characterized by significant cultural diversity, which 

can be both a challenge and an advantage in managing change. An effective change strategy 

must include this diversity to maximize employee engagement and minimize resistance. 

In a multinational organization, the cultural values of employees can significantly 

influence how they perceive and react to change. According to Hofstede’s (1980) research, 

cultural values such as collectivism or uncertainty avoidance can influence employees’ 

attitudes toward risk and change (Hofstede, 1980, p. 61). For example, in countries with high 

levels of uncertainty avoidance, employees may prefer changes that are well-planned and 

predictable. 

Another way to include diversity in change strategies is by creating multicultural 

implementation teams, which ensure that local perspectives are integrated into the change 

process. These teams can help adjust change initiatives to better align with local cultural norms 

and expectations (Earley & Mosakowski, 2004, p. 102). In addition, multicultural teams can 

facilitate communication between international headquarters and central teams, thereby 

reducing the risk of cultural misunderstandings. 

A key aspect of change management in multinational organizations is customizing 

change strategies according to the regions and cultures the organization operates. While it is 

important to have a global vision, implementing change must take into account local 

specificities. 

Multinational organizations need to conduct regional assessments to understand how 

the change will affect each subsidiary. This may involve analyzing local legal regulations, 
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cultural customs, and political sensitivities. For example, a restructuring process that works 

well in North America may not be effective in Western Europe due to stricter labor laws 

(Morgan, 2012, p. 73). 

After assessing the impact of change at the regional level, organizations can develop 

customized change implementation plans that are tailored to the specificities of each region. 

These plans may include adjustments in terms of communication, resources, and time required 

for implementation. For example, in countries with a higher rate of resistance to change, it is 

advisable to implement changes gradually, providing more support and training for employees 

(Burnes, 2004, p. 253). 

To ensure effective implementation of change globally, multinational organizations 

must develop a centralized change plan, but with local adaptations that reflect the specificities 

of each region. 

A successful practice is to apply the concept of “global strategies, local executions”. 

This involves developing a change strategy at a global level but with the flexibility to adapt the 

change to the local context. In this sense, each subsidiary has the freedom to adjust the way it 

implements the change, depending on local needs and conditions (Bartlett & Ghoshal, 2002, p. 

47). 

Coordination between local and central teams is essential for implementing a global 

change plan. Central teams can provide resources and overall direction, while local teams are 

responsible for tactical implementation, ensuring that the change aligns with local regulations 

and culture (Briscoe, Schuler, & Tarique, 2012, p. 129). 

Technology and digitalization are playing an increasingly important role in change 

management, especially in the context of multinational organizations. Technology not only 

facilitates global communication, but also supports the implementation and monitoring of 

changes effectively. 

Digital platforms such as Microsoft Teams, Slack, and Zoom are essential tools for 

communication and collaboration between globally distributed teams. They allow teams to 

collaborate in real-time, hold virtual meetings, and share information, thus facilitating the 

implementation of change throughout the organization (Gratton, 2011, p. 110). 

Technology can also be used to monitor the progress of changes within the organization. 

For example, the use of change management software can help track the implementation of 

initiatives, identify obstacles, and evaluate performance in real-time. This allows multinational 

organizations to be more agile and respond quickly to challenges that arise along the way 

(Cameron & Green, 2015, p. 58). 

 

3.2. Effective strategies for managing change 
 

Leaders play a central role in the successful implementation of change in a multinational 

organization. Developing leadership skills is essential to successfully manage change processes 

in diverse cultural and economic contexts. 

Transformational leadership is an approach that has been shown to be effective in 

managing change. Transformational leaders are able to inspire and motivate employees to 

accept and support change by providing them with a clear vision and a model for behavior 

(Avolio & Bass, 2004, p. 257). In a multinational organization, these leaders must be prepared 

to navigate cultural differences and create an atmosphere of collaboration and innovation. 

In the multinational context, leaders need to develop intercultural competencies to 

effectively manage diverse teams and implement change globally. This includes understanding 

cultural differences, adapting communication styles, and creating an inclusive environment in 

which diversity is valued (Trompenaars & Hampden-Turner, 1997, p. 143). Training leaders 
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in these competencies is essential to ensure the success of change in multinational 

organizations. 

Effective change management strategies in multinational organizations must be well 

thought out and flexible, taking into account cultural diversity, the need for customization, and 

the integration of technology into implementation processes. Effective communication, local 

employee involvement, and leadership development are essential factors for the success of 

global change. 

 

4. CASE STUDIES ARE AN INTEGRAL PART OF CHANGE 

MANAGEMENT STRATEGIES IN VARIOUS INDUSTRIES. 

 

Case study 1 
 

The technology industry is one of the fastest-moving and most volatile sectors, making 

change management essential for long-term success. Constant innovation, shifts in consumer 

preferences, and the rapid development of new technologies (such as artificial intelligence, 

automation, and cloud computing) create an environment in which organizations must adapt 

quickly. 

Organizational agility allows companies to implement methodologies to accelerate the 

development cycle of products and services, allowing teams to quickly test and implement new 

solutions. (Kotter, 1996, Leading Change, Harvard Business Review Press) Investing in the 

continuous training of employees, by developing their skills, is vital to cope with the ever-

changing technological demands. (O'Reilly & Tushman, 2016, Lead and Disrupt, Stanford 

University Press, p. 58). Creating an environment that encourages innovation, collaboration, 

and sharing of experience among employees is important for survival in the technology market. 

(O'Reilly & Tushman, 2016, Lead and Disrupt, Stanford University Press, p. 110). At the same 

time, technology companies must be open to user feedback and quickly adjust their products 

and services to new requirements (Kotter, 1996, Leading Change, Harvard Business Review 

Press). 

 

Case study 2 
 

In the pharmaceutical industry, adapting to international regulations and market 

changes involves a number of major challenges in terms of change management. Adapting to 

new regulations, such as those imposed by the FDA (Food and Drug Administration) or EMA 

(European Medicines Agency), is vital to maintaining compliance and access to global markets. 

In addition, market changes, such as increasing research and development costs, sustainability 

requirements, and pressure for accessibility, require constant strategic changes. 

This industry addresses key strategies such as continuous monitoring and compliance, 

risk management, strategic partnerships, and sustainability. 

Pharmaceutical companies must align their internal processes with international 

regulations and anticipate changes in legislative requirements. (Pisano, 2006, Science 

Business, Harvard Business Review Press, p. 145) 

In an industry where product safety and efficacy are critical, risk management is 

essential in change processes. Rigorous clinical trials and regulatory approvals require careful 

change management. (Gassmann, Reepmeyer & von Zedtwitz, 2008, Leading Pharmaceutical 

Innovation, Springer, p. 78). Collaboration with other companies, research institutes, and 

governments to accelerate development processes and facilitate access to global markets. 

(Gassmann, Reepmeyer & von Zedtwitz, 2008, Leading Pharmaceutical Innovation, Springer, 

p. 98). In the context of an increase in requirements for sustainable environmental practices, 



Hyperion Economic Journal  Year XII, issue 1, March 2025 

75 

 

pharmaceutical companies are adopting new technologies to minimize environmental impact. 

(Pisano, 2006, Science Business, Harvard Business Review Press, p. 165) 

 

Case study 3 
 

The financial industry has been strongly impacted by digitalization, transforming the 

way banking and financial institutions operate. From innovative fintechs to the use of 

blockchain and artificial intelligence in data analytics, this transformation has required a 

significant restructuring of business models and organizational structures. 

Financial institutions are adopting digital technologies to improve customer experience 

and operational efficiency. For example, the digitization of banking services through online 

and mobile platforms has become a necessity. (Chishti & Barberis, 2016, The FinTech Book, 

Wiley, p. 45), the introduction of new departments to manage emerging technologies and 

cybersecurity, but also the reduction of traditional hierarchies to facilitate the rapid adoption of 

changes is the focus of the financial industry. (Philippon, 2019, The Great Reversal, Harvard 

University Press, p. 120), GDPR or PSD2 regulations have had a major impact on the way 

financial institutions manage customer data and payments. (Chishti & Barberis, 2016, The 

FinTech Book, Wiley, p. 67). 

In all three industries, the ability to adapt quickly to external changes (technological, 

regulatory, or market) is a critical factor for success. Whether it is new technologies or stricter 

regulations, organizations that respond effectively to these challenges are the ones that remain 

competitive. (Burnes, 2004, Managing Change, Pearson Education, p. 123) 

Every industry highlights the importance of an organizational culture that supports 

change. In the technology industry, a culture of innovation and collaboration is essential, while 

in the financial industry, reconfiguring organizational structures to support digitalization is 

vital. (O'Reilly & Tushman, 2016, Lead and Disrupt, Stanford University Press, p. 95) 

The pharmaceutical and financial industries share the challenge of complying with 

stringent regulations, which highlights the need for good risk management and an effective 

compliance monitoring system. (Paton & McCalman, 2008, Change Management, Sage 

Publications, p. 77) 

Digitalization plays a central role in managing change, regardless of industry. 

Technology is both a catalyst for change and a solution for managing it effectively, from 

adopting agile methodologies in technology to implementing fintech and blockchain solutions 

in the financial sector. (Chishti & Barberis, 2016, The FinTech Book, Wiley, p. 89) 

 

5. COMPARATIVE ANALYSIS BETWEEN VARIOUS CULTURES AND 

REGIONS 

 

Change management in Europe vs. Asia. Europe and Asia have different perspectives 

on change management, influenced by history, culture, social structure, and economic context. 

These differences lead to distinct approaches to managing organizational change. 

In Europe, change management is often influenced by a formal and structured approach. 

Organizations place a strong emphasis on regulations, policies, and compliance. European 

leaders rely on models such as those of John Kotter or Lewin to implement change effectively 

(Burnes, 2004, Managing Change, Pearson Education, pp. 145-148). In addition, governments 

and unions have an important role in the change process, which adds an additional layer of 

complexity. 

In Asia, approaches to change are more influenced by social dynamics and interpersonal 

relationships. Countries such as Japan, China, and South Korea value harmony and 

collectivism, which means that changes are introduced gradually and through consensus 
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(Hofstede, Hofstede & Minkov, 2010, Cultures and Organizations, McGraw-Hill, pp. 212-

216). However, Southeast Asia, including Singapore and Hong Kong, has adopted a more open 

and rapid approach to change, reflecting a trend toward modernization and alignment with 

global standards. In these regions, leaders focus on rapid adaptation, with a particular emphasis 

on innovation. 

Cultural factors play a crucial role in the success or failure of the change process. In 

Western countries, such as those in Europe and North America, change is often perceived as 

an opportunity for growth and innovation (Kotter, 1996, Leading Change, Harvard Business 

Review Press, pp. 90-94). However, in Asia, change may be met with more caution, given the 

emphasis on stability and tradition (Hofstede, Hofstede & Minkov, 2010, Cultures and 

Organizations, McGraw-Hill, pp. 220-225). 

Western Europe tends to favor a democratic leadership style, which allows for 

employee involvement in the change process. This facilitates acceptance of change and reduces 

resistance (Burnes, 2004, Managing Change, Pearson Education, pp. 155-157). 

In Asia, leadership is more hierarchical and decisions are usually made at a higher level, 

which can create a distance between management and employees in terms of understanding 

change. However, the relationships of trust and mutual respect, typical in Asian culture, help 

implement change in the long term (House, 2004, Culture, Leadership, and Organizations, Sage 

Publications, pp. 491-494). 

Resistance to change can vary depending on local factors such as education, social 

structure, cultural norms, and level of economic development. 

In Europe, the degree of resistance to change is often influenced by the level of 

education and the strength of trade unions. Countries such as Germany and France have a strong 

tradition of collective bargaining and employee protection, which can slow down the process 

of implementing change. On the other hand, in the Nordic countries, social welfare systems 

and a commitment to technological innovation contribute to a faster adoption of change 

(Burnes, 2004, Managing Change, Pearson Education, pp. 165-170). 

In Asia, respect for authority and hierarchy can influence resistance to change. In 

countries such as Japan and China, change can be perceived as a threat to collective stability. 

However, in regions with rapidly emerging economies, such as India and Southeast Asia, 

resistance is less, encouraged by economic opportunities (House, 2004, Culture, Leadership, 

and Organizations, Sage Publications, pp. 505-508). 

Organizations in Europe and Asia have adopted different strategies to cope with cultural 

and economic changes. These strategies are influenced by prevailing economic structures and 

social norms. 

In Europe, organizational strategy often focuses on social inclusion, diversity, and 

sustainability. Companies implement corporate social responsibility programs and engage in 

green innovation initiatives. This is especially true in countries such as Germany and 

Scandinavia, which have adopted proactive policies regarding sustainability (Burnes, 2004, 

Managing Change, Pearson Education, pp. 175-178). 

In Asia, companies are taking a more pragmatic approach, focusing on operational 

efficiency and the integration of digital technologies. Regions such as China and South Korea 

are focusing heavily on digitalization and technological innovation, while Japan, although 

traditional in many respects, is a leader in the implementation of robotics and automation 

(House, 2004, Culture, Leadership, and Organizations, Sage Publications, pp. 516-520). 

Multinational organizations face unique challenges when implementing change, due to 

cultural, geographic, and regulatory differences between the countries they operate in. These 

challenges require tailored and flexible solutions to maintain organizational coherence, but also 

to enable local adaptation. 
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A global organizational culture is essential to ensure coherence and unity within 

multinational organizations. However, this culture must be flexible enough to allow adaptation 

to local realities. An effective global organizational culture promotes universal values, such as 

innovation, respect, and integrity, but allows each regional office to adapt these values to the 

local context. 

 

6. CONCLUSIONS AND RECOMMENDATIONS 

 

Managing change in multinational organizations is a complex process, influenced by 

cultural, geographical, and economic factors. Comparative research across industries and 

regions has shown that an adaptable and locally sensitive approach is essential for long-term 

success. Strong organizational cultures, cross-cultural training programs, and effective 

collaboration between international locations play a critical role in implementing change. 

Resistance to change can also be reduced by gradually implementing changes and involving 

employees in the transformation process. 

Leaders in multinational organizations must navigate a number of challenges, such as 

managing culturally diverse teams, integrating global values with local realities, and facilitating 

international collaboration. According to the study’s findings, leaders must be able to adjust 

their approaches to cultural and geographical differences. This involves a combination of 

global strategic directions and local autonomy (Hofstede, 2010, Cultures and Organizations, 

pp. 240-243). Leaders who are trained in cross-cultural competencies and adaptive leadership 

are better equipped to manage change in a multinational company ( House, 2004, Culture, 

Leadership, and Organizations, pp. 565-568). To reduce resistance to change and increase 

acceptance, leaders must create an environment in which employees feel they are part of the 

transformation process. Commitment and constant communication are crucial in this regard 

(Burnes, 2004, Managing Change, pp. 225-228). 

An effective change management strategy in a multinational organization must consider 

both global and local aspects. Based on the study's conclusions, the following 

recommendations can be formulated: 

1. Creating a global organizational culture that respects local diversity: A strong 

organizational culture, based on shared global values but allowing for local adaptation, is 

essential. This must be actively promoted by local and global leaders (Kotter, 1996, Leading 

Change, pp. 140-143). 

2. Developing intercultural competencies among leaders and teams: Investments in 

intercultural training programs are essential for the success of change in an MNC. These 

programs should include practical elements, such as managing intercultural conflicts and 

communicating effectively in international teams (House, 2004, *Culture, Leadership, and 

Organizations*, pp. 575-578). 

3. Collaboration and Transparency: Constant and transparent communication between 

different parts of the organization is crucial for the success of change. Digital technologies can 

facilitate this collaboration, but leaders must also invest in building trusting relationships 

between teams (Burnes, 2004, Managing Change, pp. 230-233). 

4. Gradual implementation of changes: Major changes should be implemented 

gradually, with initial piloting in certain locations or regions. This allows for adjustments to 

strategies and processes before full implementation globally (Kotter, 1996, Leading Change, 

pp. 150-153). 
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Suggestions for future research in the field of change management in 

multinational organizations 

 

Although the study highlighted effective strategies and solutions for managing change 

in multinational organizations, there are still many areas that require further research: 

1. The impact of new technologies on change management: A future area of research 

could analyze the impact of new technologies (e.g., artificial intelligence and automation) on 

how multinational organizations manage change. How do they affect intercultural dynamics 

and international collaboration? 

2. The role of local leadership in the success of global change: Additional research 

would be useful to explore in more detail how local leaders can balance global directives with 

regional adaptations to ensure the success of change (House, 2004, Culture, Leadership, and 

Organizations, pp. 580-585). 

3. Managing change in emerging economies: Another area of research could be to focus 

on how multinational organizations manage change in emerging economies, where cultural, 

political, and economic differences are more pronounced. Research could analyze how global 

strategies adapt to emerging markets and what impact this has on organizational success. 

Multinational organizations face complex challenges in managing change, but by 

developing a strategy that combines a global vision with local sensitivity, they can successfully 

navigate transformation processes. Investments in cross-cultural training and adaptive 

leadership, along with gradual implementation and international collaboration, are essential to 

minimize resistance and maximize the success of change. Future research can help identify 

new innovative solutions to manage these evolving challenges. 
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