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ABSTRACT 

The employees of LIC agree to a large extent that initially they were not in favor of 

privatization of Life Insurance Sector. The employees had insecurity feeling about the new changing 

environment of privatization. The employees in LIC believe that the Pressure of survival due to 

privatization in insurance sector leads to improve the efficiency of employee as well as the 

organization. A descriptive study is conducted among the employees of the LIC of India from different 

branches in Bhopal. The objective of this research is to study the perception of employees about the 

change management (Privatization) and impact of the change management on the performance of LIC 

of India. Chi Square test is applied in this paper to check the authenticity of data given by the 

respondents. The findings suggests that the change management can be implemented through  

effective Planning and Implementation, Decision making, by creating opportunities for development, 

transparency in policies etc.  
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1.  INTRODUCTION 

 

Life is known to be governed by various natural changes. Changes are predefined 

although interaction of man and surroundings are responsible for the variation in change. In 

order to define multiplicity of change in terms of reality of life it can be good or bad. The 

judgment of change depends upon personnel perception.  

The reality of positive alterations leaves only two options with every individual. In one 

way the change can be acceptable or otherwise change can be managed properly. There are 

various ways to manage the change:  

 

 minimize disruption,  

 exert some control over the schedule,  

 reduce the pain of the change,  
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 get the affected employees involved in planning and executing the change,  

 build teamwork at all levels of the organization as they work together to implement 

the change, and  

 Establish a foundation for change that will make future changes easier. 

 

Apart from the study of impact of privatisation on change management this study was 

aimed at getting a general perception of employees and customers about the change 

management. The assimilation of the facts will help the management to get an idea of the 

complex relations that exist in the enterprise and at the same time it provides a base for 

making future policies and strategies. Often because of lack of knowledge of these 

mechanisms the policies and strategies fail when implemented.  

 

Kotter's eight step change model: 

 

 

 

1. Increase urgency - inspire people to move, make objectives real and relevant. 

2. Build the guiding team - get the right people in place with the right emotional 

commitment, and the right mix of skills and levels. 

3. Get the vision right - get the team to establish a simple vision and strategy, focus on 

emotional and creative aspects necessary to drive service and efficiency. 

4. Communicate for buy-in - Involve as many people as possible, communicate the 

essentials, simply, and to appeal and respond to people's needs. Communications must 

be simplified by making technology work for us rather than against. 

Change 
Management 

Visioning and 
detailed 
planning 

Strong 
executive 

stakeholder 
support 

Continuous and 
varied 

communication 

Assessments to 
gauge 

successful 
milestones 

Many training 
approaches and 

informational  
activities 

Reinforcement 
until the process 
becomes part of 
the new culture 
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5. Empowers action - Remove obstacles, enable constructive feedback and lots of 

support from leaders - reward and recognise progress and achievements. 

6. Create short-term wins - Set aims that are easy to achieve - in small chunks. 

Manageable numbers of initiatives. Finish current stages before starting new ones. 

7. Do not let up - Foster and encourage determination and persistence - ongoing change 

- encourage ongoing progress reporting - highlight achieved and future milestones. 

8. Make change stick - Reinforce the value of successful change via recruitment, 

promotion, new change leaders. Weave change into culture. 

 

 

2.  OVERVIEW OF LIC 

 

Life insurance came to existence in India well over 100 years ago. Today it has gained 

acceptance of all the groups of the society. Life insurance service came into existence in India 

sometime in 1818. The first insurance company was started in Calcutta and was called as the 

Oriental life insurance company. The service was available for the Britishers who resided in 

India. If was through the efforts of people like Raja Ram Mohan Roy, Dwarakanand Tagore, 

Rampuanu Lahiri, and Rustomji that Indians could avail this service as well. 

In the year 1870 „Bombay Mutual life Assurance society, the first Indian insurance 

company, came into existence. The next most important Indian life office was established on 

May 5,1874 .It was called as the „this company had an authorized capital of Rs. 10 lakhs, of 

which 1.50 lakh were subscribed capitals.By the end of the foreign insurance companies 

enjoyed near monopoly in the insurance business. Because of the higher premium charged by 

the companies from the Indian Lala Hari Kishan Lal, launched the „Bharat Insurance 

Company „at Lahore in 1896.Later on a number of insurance companies were established for 

the Indians. 

The LIC Act 1956 has broadly given the pattern of organization structure. LIC is very 

large organization with a countrywide network of 7 zonal offices, divisional offices and 

branches. For better Understanding of its organizational set up an attempt is made to discuss 

the organization at central office, Zonal office, divisional office and branch levels. [1] 

 

 

3.  REVIEW OF LITERATURE 

 

Radovic M. – Markovic (2008) this research paper emphasizes on the issue of managing 

organizational change is of key significance within management theory and practice. A 

number of cases have shown that attempts to 'manage' organizational change frequently 

failed. Therefore the objective of this paper is to find why does the failure almost occur? 

Additionally, this papers objective is to provide discussion and find reply on the following 

questions: Which specific aspects of change are currently impacting most on practicing 

managers? How do they react to change? How are they dealing with them? And how 

successful are their attempts? How do the problems identified and solutions described, relate 

to the theory and research on organizational change? What kind of organizations are the most 

adopted to changes? The findings suggest that most companies‟ operational strategies and 

structures reflect past business realities - making organizational inertia one of the most 

considerable obstacles to change. However, it is noted that leadership and management skills, 

such as visioning, prioritizing, planning, providing feedback and rewarding success, are key 
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factors in any successful change initiative. The paper culminates with conclusions, 

implications and suggestions for further research [9]. 

  

Al-Nafjan Abeer N., Al-Mudimigh Dr. Abdullah S. (2011) this paper discusses Enterprise 

Resource Planning (ERP) - change management. A review of the research literature has been 

presented that focuses on the ERP change management factors. The literature is further 

classified and the major outcomes of each study have been addressed in this paper. The 

discussion is supported by a practical ERP project called Madar. The paper is targeted to 

examine and ascertain the reasons for resistance to diffusion and why individuals within an 

organization resist the changes. This paper also suggests strategies to minimize the resistance 

if not overcome completely [3].  

 

Hala M. Al-Shamaln, and Abdullah S. Al-Mudimigh (2011) the main purpose of this study 

is to analyse how Top management usually faces an unexpected attitude from potential users 

during implementing an enterprise resource planning (ERP) system. For one reason or 

another, they resist the implementation process and may cause the failure of ERP system. 

Therefore, top management should be deal with this problem using effective change 

management strategies and processes. In this paper, Authors discuss the successful change 

management strategies and processes in literature. A case study of MADAR has been 

presented to discover the strategies and processes used for the successful Enterprise system 

[7]. 

 

Gianforte, Jeffrey J. (2007) focused in his research that Change has always been a constant 

in human affairs, and today it is one of the determining characteristics of our civilizations. 

The current research examined two different types of change and categorized them into 

opportunistic and crisis change to illustrate how modern organizations have dealt successfully 

with change. Change as a strategic process is profiled throughout four case studies in which 

the author highlights common threads indicative of successful change. As a secondary part of 

this paper, the current author has partnered with a department within the Northwest 

Manufacturing Outreach Center (NWMOC) to advance an assessment tool. The primary 

objective of this was to gain insight on change and to implement an already existing 

assessment tool into an online version, and pilot this with an organization. The result of this 

project is aimed at increasing the efficacy, function, and efficiency of the electronic version of 

the NWMOC assessment tool [6]. 

 
Fedor Donald B. and David M. Herold (2004) the purpose of this paper is to present an 

overview of the findings from the early stages of a stream of research on managing 

organizational change. Like many other industries, organizations in the paper industry are 

struggling with how to effectively implement the many changes necessary to remain 

competitive. At the present time, results are available from three different studies which have 

encompassed 92 different change initiatives in many different organizations representing 

twenty-one different industries including banking, engineering, health care, manufacturing, 

technology services, and utilities. Study 1 looked at how organizational change affects 

employees‟ fit with their own jobs and with their organization. Study 2 investigated how 

organizational change creates stress for employees. Study 3 tested the impact of 

organizational change on employees‟ commitment to the change as well as how the change 

altered their commitment to their organization. A summary of each study‟s findings are 

provided and then conclusions and implications are drawn based on all three of them [5].  
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Chew Mindy Man Min, Cheng Joseph S. L. and Petrovic-Lazarevic Sonja (2002) in this 

research paper the author discussed that the restaurant industry is an integral segment of the 

hospitality sector that is sensitive to external environmental changes. In order to remain 

competitive, restaurants must be flexible to quickly react and adapt to external environment 

challenges. Due to the close interactions and relationships between employees and Managers, 

there can be direct effects on a restaurants performance when internal and external change 

occurs. This research project was conducted in the city of Melbourne, known for its fine 

dining and sophisticated food. The study investigated managers‟ role when initiating and 

implementing organizational change in order to minimise possible employees‟ resistance to 

change. The findings support previous theoretical approaches to effective change 

management. The key elements to support change were effective communication, employees‟ 

attitude and perception of managers‟ undertaken actions [4]. 

 

Ajmal Sidra, M. Zuhair Farooq, Noman Sajid, Dr. Sajid Awan (2012) the paper aims to 

explore the role of leadership in change management process. The research is based on 

extensive review of literature, in order to find out the leadership factors that facilitate change 

in an organization. The research reveals that that basic leadership and management practices 

are associated with the core competencies of an organization to achieve desired outcomes. 

Many organizations are applying change management practices to achieve organizational 

success for long time survival. In our study we only focused on Change-A planned activity, 

Leaders as a change agent, Change as a process, Change management, and Leadership 

style/leaders for change management [2]. 

 

Pryor Mildred Golden, Taneja Sonia, Humphreys John, Anderson Donna, Singleton 

Lisa (2008) authors believe that the Change management models and research are still 

relevant for the twenty-first century. The problems are not with their relevancy or their worth. 

The problems and challenges facing organizational leaders, organizational development 

experts and researchers relate to the speed and complexity of change required today. This 

article addresses selected change management models and research, their relevance in today‟s 

global economy and the challenges facing organizational leaders and researchers in terms of 

their application and expected results. We also suggest a relatively new strategic model as 

well as new applications of existing change management models and theories [8].  

 

Vakola Maria and Nikolaou Ioannis (2005) the study explores the linkage between 

employees‟ attitudes towards organizational change and two of the most significant constructs 

in organizational behaviour; occupational stress and organizational commitment. 

Design/methodology/ approach – A total of 292 participants completed ASSET, a new 

“Organizational Screening Tool”, which, among other things, measures workplace stress and 

organizational commitment and a measure assessing attitudes towards organizational change. 

The results of the study were in the expected direction showing negative correlations between 

occupational stressors and attitudes to change, indicating that highly stressed individuals 

demonstrate decreased commitment and increased reluctance to accept organizational change 

interventions. The most significant impact on attitudes to change was coming from bad work 

relationships emphasizing the importance of that occupational stressor on employees‟ 

attitudes towards change. The results did not support the role of organizational commitment 

as a moderator in the relationship between occupational stress and attitudes to change [10].  
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4.  RESEARCH METHODOLOGY 

 

The study is descriptive study. Close ended Questionnaire is designed to collect the 

primary data from different levels of employees of the LIC of India, Bhopal.  

  

Sampling Plan 

 Sample unit : LIC of India,  Bhopal. Employees who are working more than 10 years. 

 Sample Size: 300 employees. 

 

Objectives of the study: 

1. To study the perception of employees at different levels about change management 

(Privatisation) & its causes. 

2. To study the impact of change management on performance of the LIC. 

 

Hypothesis: 

1. The perception about the change management differs widely among the different level 

of employees. 

2. There is a positive impact of change Management on performance of the LIC.  
 
 

5.  DATA ANALYSIS AND INTERPRETATION 

 
Table 1. Initially you were not in favour of Change Management (privatization of Insurance services). 

 

S. No. Opinion Respondents % 

1 Strongly agree 150 50 

2 Agree 80 27 

3 Not sure 10 3 

4 Disagree 38 13 

5 Strongly disagree 22 7 

 Total 300 100 

 

                         χ
2
 = 215.47                         df = 4                              χ

2
 (.01) = 7.78 

 

 

The employees of LIC agree to a large extent that initially they were not in favor of 

privatization of Life Insurance Corporation of India. As is clear from the above table and 

graph. The table indicates the around 77% of the employees believes that they are not in 

favour of privatization. The opinion of 20% is contrary to the belief expressed by the majority 

the reason that can be attributed to such an opinion is that the employee might have joined the 

organization recently, they belongs to new generation and they believe that they can confront 

any type of competition. 03% of the employees were not sure when they asked about the 
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privatization of LIC. Therefore it can be concluded that in the initial stage majority of the 

employees of LIC were against the privatisation. The χ
2
 value obtained is 215.47 which is 

significant at α = 0.01 and df = 4 so LIC employees differ significantly regarding their 

acceptability for change management. This may be due to less awareness about the new 

changed environment of privatization, among the employees of Life Insurance Corporation of 

India.    

 
Table 2. You were feeling insecure about the new changing environment of privatization. 

 

S. No. Opinion Respondents % 

1 Strongly agree 145 48 

2 Agree 85 28 

3 Not sure 8 3 

4 Disagree 39 13 

5 Strongly disagree 23 8 

 Total 300 100 

  

                      χ
2
 = 206.5                            df = 4                           χ

2
 (.01) = 7.78 

 

 

The employees when asked about their insecurity feeling about the new changing 

environment of privatization around 76% employees in LIC accepted that they were insecure 

about the new changing environment of privatization of insurance sector. 21% of employees, 

mostly youngsters say that they don‟t feel insecure about the new changing environment of 

privatization and they are ready to face competition from private firms. 08% of the employees 

said that they were not sure about the new changing environment of privatization of insurance 

sector. After all the other answers were analyzed these figures also show a presence of 

insecurity about the new changing environment of privatization among the majority of LIC 

employees. The χ
2
 value obtained is 206.5 which is significant at α = 0.01 and df = 4 so LIC 

employees differ significantly regarding their insecurity about the new changing environment 

of privatization. This may be due to unawareness among the employees changed environment 

and they have no clear picture about advantage and the disadvantage of the privatization in 

insurance Sector.  

 

Table 3. You were basically resisting for change due to: 

S. No. Opinion Respondents % 

1 Fear from work load 23 08 

2 Fear of training 36 12 

3 Doubts about fair distribution of profit 25 08 
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4 All of the above 98 33 

5 (a) And (b) both 118 39 

Total  300 100 

                 

  χ
2
 = 132.98                           df = 4                         χ

2
 (.01) = 7.78 

 

 

The figure reveals the condition of resisting for change due to new changing 

environment of privatization by the LIC employees. 08% of employees resist privatization 

due to fear of extra workload.  12% of employees in LIC resist the change because of training, 

employees  believes that management pressurise them for training to face the competition 

from private sector. 08% of employees resist because they have doubts about fair distribution 

of profit after the privatization in Insurance services. 39% of employees resist because they 

believe privatization will increase work load and pressure from management for training. 

While 33% of employees believe that all the above mentioned options are responsible for 

resistance to privatization in Insurance services. The χ
2
 value obtained is 132.98 which is 

significant at α = 0.01 and df = 4 so LIC employees differ significantly regarding their 

resistance for privatization. This is due to employees feeling of job insecurity, work load and 

unawareness about the change process of privatization in insurance sector. 

 
Table 4. You were having clear picture of the future before going for change. 

 

S. No. Opinion Respondents % 

1 Always 103 34 

2 Sometimes 169 57 

3 Seldom 18 6 

4 Never 10 3 

 Total 300 100 

            

                                 χ
2
 = 227.91                         df = 3                      χ

2
 (.01) = 6.25 

 

 

Interpretation 

The respondents put forth the following views when asked about having clear picture of 

the future before going for change. 34% of the employees say that the management always 

make clear picture before going for change. While 57% 0f employees believes that the 

management make clear picture about the change according to their need. 18% of employees 

said that they have Seldom clear picture about the change. 10% of employees said that they 
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are never informed before going for change. By analyzing the overall table we can say that the 

employees of LIC have a clear picture about the change as per the requirement of the 

management. The χ
2
 value obtained is 227.91 which is significant at α = 0.01 and df = 4 so 

LIC employees differ significantly regarding effective communication for change. This is due 

to the employees of LIC believed that the management always communicates them about any 

change before implementing it.  

 
Table 5. Executive‟s success is dependent on the change occurring. 

 

S. No. Opinion Respondents % 

1 Strongly agree 173 58 

2 Agree 69 23 

3 Not sure 05 02 

4 Disagree 40 13 

5 Strongly disagree 13 04 

 Total 300 100 

          

                                 χ
2
 = 308.08                         df = 4                      χ

2
 (.01) = 7.78 

 

 

Interpretation: 

In reply to a question regarding the Executive‟s success is dependent on the change 

occurring in LIC the employees have come up with different viewpoints. Around 81 % of the 

workforce is of the opinion that the Executive‟s success is dependent on the change occurring, 

out of which  23% of employees were agree but not strongly agree as other 58% of employees 

are responded to the question. Around 17 % of the employees answer in against of the 

statement. Only 2% of the employees are not sure about in their views on Executive‟s success 

is dependent on the change occurring. The χ
2
 value obtained is 308.08 which is significant at 

α = 0.01 and df = 4 so LIC employees differ significantly regarding Executive‟s success is 

dependent on the change occurring. This due to the acceptance of the above fact by the 

majority of employees Executive‟s success is dependent on the change occurring.  

 
Table 6. After privatization employees of LIC are in threat about their job. 

 

S. No. Opinion Respondents % 

1 Strongly agree 133 44 

2 Agree 72 24 
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3 Not sure Nil 00 

4 Disagree 40 14 

5 Strongly disagree 55 18 

 Total 300 100 

              

                                   χ
2
 = 98.31                     df = 4                  χ

2
 (.01) = 7.78 

 

 

Interpretation: 

This section analyses threat about job among the LIC employees after privatization. 

Looking at the table will show that employee‟s here are have not even given a single response 

to the third options. Around 68% of employee has accepted that they have feeling of threat 

about their job after privatization of Insurance sector. Out of which 44% employees having 

strong feeling of threat about their job, they believe due to competition and new age of 

technology the organization will retrench and replace them with technically sound and new 

blood people. Around 32% of employees responded that they do not feel any type of threat to 

their job in new environment of privatisation. By analyzing the data we can say most of the 

employee working in LIC have feel threat about their job due to new environment of 

privatization. The χ
2
 value obtained is 98.31 which is significant at α = 0.01 and df = 4 so 

LIC employees differ significantly regarding employees of LIC are in threat about their job 

after privatization. This is due to management tactics to train their employees to face the 

competition in changed environment.  

 
Table 7. After privatization you were forced by the management to acquire new skill to face the 

competition. 

 

S. 

No. 
Opinion Respondents % 

1 Strongly agree 183 61 

2 Agree 68 23 

3 Not sure 07 2 

4 Disagree 27 9 

5 Strongly disagree 15 5 

 Total 300 100 

  

                                χ
2
 = 351.94                       df = 4                        χ

2
 (.01) = 7.78 
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Interpretation: 

The respondents when asked the following question regarding acquiring new skill to 

face the competition after privatisation. The majority of the employee i.e. 84% accepted that 

the management forced them to acquire new skill to face the competition from private sector 

in the new changing environment of privatisation. 42% of employees believes that the 

management have not pressurize them for training, it was need of the time and every 

employee should have to update himself according to the changing environment for 

betterment and survival in the industry of his own. 2% of the employees respond that are not 

sour about the statement. 14% employees of the LIC have negative opinion regarding the 

statement they believe management never forced them to acquire new skills, everybody have 

to update himself for their own survival.The χ
2
 value obtained is 351.94 which is significant 

at α = 0.01 and df = 4 so LIC employees differ significantly regarding acquiring new skill to 

face the competition after privatization. This is due to make the LIC employees technology 

friendly, update them with new skill and prepare them to face the competition from the 

private sector.  

 
Table 8. Pressure of survival due to privatization in insurance sector leads to improve the efficiency of 

employee as well as the organization. 

 

S. No.   Opinion Respondents % 

1 Strongly agree 178 59 

2 Agree 83 28 

3 Not sure 9 3 

4 Disagree 19 6 

5 Strongly disagree 11 4 

 Total 300 100 

       

                                   χ
2
 = 352.28                         df = 4                      χ

2
 (.01) = 7.78 

 

 

Interpretation: 

The respondents in LIC believe that the Pressure of survival due to privatization in 

insurance sector leads to improve the efficiency of employee as well as the organization.  59% 

of the employees strongly believes that the pressure of survival in new changed environment 

of privatization improve the efficiency of the employees in LIC. 28% employees of LIC 

believes that the employees efficiency is increased but not just because of pressure of survival 

it‟s because of belongingness of employees with organization. 3% of employees are not sure 

about their opinion. While 10% of employees have adverse opinion about the statement when 

they ask about the question they said that the reason behind the increased efficiency of the 

organization is new skilled blood. The χ
2
 value obtained is 352.28 which is significant at α = 

0.01 and df = 4 so LIC employees differ significantly regarding acquiring new skill to face 
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the competition after privatization. This is due to pressure of survival in new changed 

environment of privatization and belongingness of employees with organization.  

 
Table 9. Privatization in insurance sector leads to improvement in customer services. 

 

S. No. Opinion Respondents % 

1 Strongly agree 183 61 

2 Agree 78 26 

3 Not sure 05 02 

4 Disagree 25 08 

5 Strongly disagree 09 03 

 Total 300 100 

              

                                     χ
2
 = 371.74                    df = 4                  2 (.01) = 7.78 

 

 

Interpretation: 

The response to the question, about Privatization in insurance sector leads to 

improvement in customer services, indicate that 61% of employees are strongly believe that 

Privatization in insurance sector leads to improvement in customer services now customer is 

treated as boss , now customer relationship management department is more active than the 

previous environment of monopoly. 26% of employee are agree with the statement but they 

believe some other factors like awareness among the customer is also one of the reason 

behind the improved customer relationship. 2% of the employees are not sure about their 

opinion. 11% of employees in LIC are disagree with the statement they believe that the reason  

behind  better customer services is due to new trained manpower of the organization. The χ
2
 

value obtained is 371.74 which is significant at α = 0.01 and df = 4 so LIC employees differ 

significantly regarding improvement in customer services after privatization. This is due to 

the competition with private sector and increased awareness among the customer about their 

rights.  

 
Table 10. LIC is more focused on timely withdrawal of money after privatization of insurance 

services. 

 

S. No. Opinion Respondents % 

1 Strongly agree 85 28 

2 Agree 123 41 

3 Not sure 23 08 

4 Disagree 45 15 
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5 Strongly disagree 24 08 

 Total 300 100 

            

                                 χ
2
 = 124.74                           df  = 4                   χ

2
 (.01) = 7.78                             

 

 

Interpretation: 

The respondents when asked the following question regarding timely withdrawal of 

money after privatization of insurance services by LIC. 28% of employees respond that the 

organization is more focused on timely withdrawal of money after privatization of insurance 

services due to changed environment of competition with private firms. 41% employees are 

agreed with statement. It is around 69% of the total employees who believe that the LIC is 

more focused on timely withdrawal of money. 2% of the employees are not sure about their 

opinion regarding the statement. Around 23% of employees have adverse view regarding the 

statement they believe it is because of new technology which helps in timely withdrawal of 

money. The χ
2
 value obtained is 124.74 which is significant at α = 0.01 and df = 4 so LIC 

employees differ significantly regarding timely withdrawal of money after privatization of 

insurance services. This may be due to the competition in the insurance sector. 

 
Table 11. The decision making process is better and fast after the privatization. 

 

S. No. Opinion Respondents % 

1 Strongly agree 168 56 

2 Agree 92 31 

3 Not sure 07 2 

4 Disagree 19 6 

5 Strongly disagree 14 5 

 Total 300 100 

                  

                                        χ
2
 = 321.58                     df = 4                       χ

2
 (.01) = 7.78 

 

 

Interpretation: 

In case of decision making process is better and fast after the privatization is shown in 

the chart and table. It is clear that most of them i.e. 56% employees strongly believe that the 

Decision making process is faster than the previous environment. They said management of 

LIC has empowered the middle and lower level of employees to take decision at operational 

level after the privatisation. 31% employee believes that decision making process has been 

faster than the previous environment. It is 87% of total employees who believe that decision 

making process is faster due to privatisation. 2% of employees are not sure about their 

opinion. While 11% of employees give this credit to computerization of the LIC and 
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information technology they believe by the use of these technology there is no need of 

spending time in moving file from one office another office for decision. The χ
2
 value 

obtained is 371.74 which is significant at α = 0.01 and df = 4 so LIC employees differ 

significantly regarding decision making process after the privatization. This may be due to 

pressure of competition after the changed environment of privatization in insurance sector. 

 
Table 5. LIC have better communication at different levels of management making and implementing 

the decision after privatization. 

 

S. No. Opinion Respondents % 

1 Strongly agree 156 52 

2 Agree 94 31 

3 Not sure 11 04 

4 Disagree 23 08 

5 Strongly disagree 16 05 

 Total 300 100 

 

               

                              χ
2
 = 267.98                       df  = 4                        χ

2
 (.01) = 7.78 

 

 

Interpretation: 

The next question deals with the better communication at different levels of 

management making and implementing the decision after privatisation in LIC. 52% of the 

employees are strongly agreed with the statement they believe after privatisation LIC has 

reduced and shorten the steps in decision making and use of information technology helps a 

lot in better communication at different levels of management in making and implementing 

the decision after privatisation. 31% of employees are agree with the statement. It is 83% of 

total employees who have positive opinion regarding the statement. 4% employees are not 

sure about their opinion. While 13% of employees have adverse opinion about the statement 

they believe some steps should be taken for smooth communication process at different level 

of management to making and implementing the decision. The χ
2
 value obtained is 267.98 

which is significant at α = 0.01 and df = 4 so LIC employees differ significantly regarding 

communication at different levels of management making and implementing the decision after 

privatization. This is due to the competition which removes the monopoly of the LIC in 

insurance sector. 

 
Table 13. Managers have more freedom for decision making after the privatization. 

 

S. No. Opinion Respondents % 

1 Strongly agree 155 52 
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2 Agree 88 29 

3 Not sure 11 4 

4 Disagree 31 10 

5 Strongly disagree 15 5 

 Total 300 100 

    

                                        χ
2
 = 251.28                        df = 4                    χ

2
 (.01) = 7.78 

 

 

Interpretation: 

The question here deals with freedom for decision making after the privatization at 

lower and middle level of managers in LIC. 52% of the employees are strongly believes that 

after privatization manager at lower and middle level have more freedom for decision making 

due to changed environment of competition. Nowadays managers success depends upon the 

how fast he takes decision and implement it. The managers at lower and middle level in LIC 

have more freedom for decision making they are empowered to take decision at the 

operational level and also accountable for the decision. 29% of the employees are agreed with 

statement they believe the managers have freedom to take decision of their related area. 4% of 

employees are unable say anything because they are not sure about their opinion. Around 15% 

of employees are not agree with the statement they believe the  freedom which managers have  

in LIC  are not actually sufficient to face the competition. The χ
2
 value obtained is 251.28   

which is significant at α = 0.01 and df = 4 so LIC employees differ significantly regarding 

communication at different levels of management making and implementing the decision after 

privatization. This is due to need to meet the requirements of new changed environment of 

throat cut competition.  

 
Table 14. Claim settlement process in LIC is more transparent and prompt after the privatization of 

insurance sector. 

 

S. No. Opinion Respondents % 

1 Strongly agree 162 54 

2 Agree 84 28 

3 Not sure 13 04 

4 Disagree 23 08 

5 Strongly disagree 18 06 

 Total 300 100 

                   

                                       χ
2
 = 272.04                     df = 4                     χ

2
 (.01) = 7.78  
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Interpretation: 

The table shows the view that employees put forth regarding transparency and 

promptness in clime settlement process in LIC after the privatization of Insurance sector. 54% 

of the employees strongly believe that the Claim settlement process in LIC is more 

transparent and prompt after the privatization of insurance sector. 28% Employees believe 

that the claim settlement process plays vital role in insurance services; success of any 

insurance organization depends upon the claim settlement ratio. If claim does not settled on 

time it will lead to dissatisfaction among the customers which results in sifting of customer to 

another insurance service provider company.  4% of employees are not sure about their 

opinion. While around 14% of employees believes that the transparency and promptness in 

clime settlement is due to use of Information technology. The χ
2
 value obtained is 272.04 

which is significant at α = 0.01 and df = 4 so LIC employees differ significantly regarding 

Improvement in Claim settlement process after change. This is due to attract and retain the 

customer.  

 
Table 15. Due to competition and threat of survival the LIC has a tremendous growth in sales of their 

financial product and services. 

 

S. No. Opinion Respondents % 

1 Strongly agree 113 38 

2 Agree 89 30 

3 Not sure 16 5 

4 Disagree 57 19 

5 Strongly disagree 25 8 

 Total 300 100 

  

                                     χ
2
 = 113.68                 df  = 4                χ

2
 (.01) = 7.78 

 

 

Interpretation: 

When asked about the impact of competition and threat of survival after privatization of 

Insurance sector 38% of employees in LIC are strongly agree with statement, majority of 

employees in  LIC beloved that the organization achieves tremendous growth in sales of their 

financial product and services. They believe that if they fail to perform they will not survive 

in the organization and market. Due to this thinking and efforts made by them, they generated 

tremendous business for the organization. 30% of employees believe that the policies and 

facilities provided by the LIC to face the competition resulted in tremendous growth in 

business for LIC. 5% of employees are not sure about their opinion with the statement. 27% 

of employees denied to accept that there is any type of threat for their survival they gives 

credit for growth in business to their efforts and use of new technology to face the 

competition. The χ
2
 value obtained is 113.68 which is significant at α = 0.01 and df = 4 so 
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LIC employees differ significantly regarding Improvement in services due to competition. 

This is due to threat of survival after the privatization of insurance sector.  

 

 

6.  FINDINGS 

 

 Around 77% of the employees believe that they are not in favour of privatization of 

insurance sector. 

 76% employees in LIC accepted that they were insecure about the new changing 

environment of privatization of insurance sector. 

 39% of employees resist privatization because they believe it will increase work load 

and pressure from management for training. 

 57% 0f employees believes that the management make clear picture about the change 

according to their need 

 Around 81 % of the workforce is of the opinion that the Executive‟s success is 

dependent on the change occurring, out of which  23% of employees were agree but 

not strongly agree as other 58% of employees are responded to the question. 

 Around 68% of employee has accepted that they have feeling of threat about their job 

after privatization of Insurance sector. Out of which 44% employees having strong 

feeling of threat about their job, they believe due to competition and new age of 

technology the organization will retrench and replace them with technically sound and 

new blood people. 

 84% accepted that the management forced them to acquire new skill to face the 

competition from private sector in the new changing environment of privatisation. 

42% of employees believes that the management have not pressurize them for training, 

it was need of the time and every employee should have to update himself according 

to the changing environment for betterment and survival in the industry of his own. 

 59% of the employees strongly believes that the pressure of survival in new changed 

environment of privatization improve the efficiency of the employees in LIC 

 61% of employees are strongly believe that Privatization in insurance sector leads to 

improvement in customer services now customer is treated as boss , now customer 

relationship management department is more active than the previous environment of 

monopoly 

 It is around 69% of the total employees who believe that the LIC is more focused on 

timely withdrawal of money. 

 It is 87% of total employees who believe that decision making process is faster in LIC 

due to privatisation. 

 83% of total employees, who have positive opinion regarding the better 

communication at different levels of management making and implementing the 

decision after privatization in LIC. 

 79% of the employees believe that after privatization manager at lower and middle 

level has more freedom for decision making due to changed environment of 

competition. 

 82% of the employees strongly believe that the Claim settlement process in LIC is 

more transparent and prompt after the privatization of insurance sector. 

 68% of employees in LIC are strongly agree with statement, majority of employees in  

LIC beloved that the organization achieves tremendous growth in sales of their 
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financial product and services. They believe that if they fail to perform they will not 

survive in the organization and market. 

 

 

7.  CONCLUSIONS 

 

Changes in organizations are a result of various factors. Changes in the external and 

internal environment impact a business organization and in order to survive and grow it has to 

adapt to the changes. Change management adds to the overall effectiveness of organizations. 

Change is required to absorb the variations in the environment. While planning and 

implementing various changes in the organizations various barriers or obstacles comes in the 

way. With the increase in complexity of a change situation the obstacles also becomes equally 

difficult to manage. Business can progress if it can adapt with the requirements of both 

internal and external environment.  

Changes most often are positive and if properly managed leads to the organization 

developing capabilities to absorb changes quickly and transform itself to a position of 

strength. Employees do not accept any change and they have resistance to change. In the 

organizational context this resistance can be against any major change in the policy rules, 

regulations, norms and procedures followed in an organization. The employees of LIC agree 

to a large extent that initially they were not in favor of privatization of Life Insurance 

Corporation of India. The employees had insecurity feeling about the new changing 

environment of privatization. The employees in LIC believe that the Pressure of survival due 

to privatization in insurance sector leads to improve the efficiency of employee as well as the 

organization. Although initially they are against the privatization but later on they have 

positive attitude towards the privatization.  

 

Suggestions 

 

 Creating a systematic design for change is important and its implementation process 

should be planned in different phases.   

 Decision making process for policy formulation should involve participation from all 

relevant stakeholders and acceptance of conflicting views. 

 It is important that a strong network of people with competency in change 

management is created. 

 An essential aspect of change management is creating opportunities for the 

development and empowerment of those who are involved. 

 It is very important to maintain clarity in all the steps involved in change process 

 Effective change management communications provide an understanding of the need 

for change and the new vision so that all stakeholders understand the reason for the 

new processes 
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