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Abstract: (1) Background: This paper examines the organizational readiness of Polish energy enterprises in the 

face of these challenges, exploring factors [1,2] that influence their ability to undertake exploratory innovation 

and meet the demands of the energy-climate nexus. The study aims to investigate the organizational readiness 

of Polish energy enterprises, focusing on their capacity to explore and adopt innovative solutions in response 

to the dual pressures of advancing energy technologies and addressing climate imperatives [3,4]; (2) Methods: 

briefly describe the main methods or treatments applied; (3) Results: The model illustrates the impact of each 

interaction among the three types of affordances, presenting a corresponding set of results specific to digital 

affordances and entrepreneurial dynamics.; (4) Conclusions: Furthermore, it offers policy recommendations to 

support the sector’s adaptive capacity and proposes frameworks for energy firms to enhance their exploration 

capabilities in response to both market and regulatory imperatives [5]. The research objective is to assess the 

current state of organizational readiness among Polish energy enterprises for implementing and scaling new 

technologies that contribute to both enhanced energy efficiency and resilience to climate change [6,7]. 

Keywords: organizational readiness; Energy climate nexus; technology entrepreneurship  

 

1. Introduction 

In the contemporary landscape characterized by volatility, uncertainty, complexity, and 

ambiguity (VUCA), the ability to adapt to organizational change has emerged as a fundamental 

imperative. Organizations are increasingly required to develop dynamic capabilities that enable them 

to navigate and respond effectively to rapidly evolving circumstances. This adaptation is not merely 

a response to isolated changes but has become a systemic necessity for maintaining competitiveness 

and resilience in an ever-shifting environment. The COVID-19 pandemic accelerated the 

development of digital technologies (e.g., the Internet of Things, artificial intelligence, digital 

platforms), leading to the rapid digitization of numerous processes and an extraordinary pace of 

innovation acceleration [8–10]. 

Business organizations are undergoing significant transformations in their operational 

environments. Managers play a crucial role in navigating these changes to foster adaptability and 

enhance alignment with new circumstances. Organizational change is an ongoing process that 

profoundly impacts overall effectiveness and efficiency. By strategically responding to these 

variations, managers can facilitate smoother transitions and promote resilience within their 

organizations [11–13]. The accelerating global shift towards sustainable energy and stringent climate 

targets poses a dual challenge for the energy sector: maintaining operational resilience while fostering 

technological innovation. In this context, technology entrepreneurship within the energy sector has 

emerged as a key driver of competitiveness, with an increasing emphasis on the capacity for 

exploration and the rapid adoption of advanced technologies. For energy enterprises, navigating the 
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"energy-climate nexus" requires a nuanced approach to organizational readiness, where adaptability 

to technological advancements is paralleled by a commitment to climate action [6,7]. This challenge 

underscores the importance of aligning corporate strategies with not only market demands but also 

evolving regulatory pressures, particularly within regions bound by ambitious climate policies [14]. 

Organizational readiness plays a decisive role in this transformative process, as it reflects a company’s 

ability to mobilize resources, integrate new technologies, and foster innovative business models. In 

the energy sector, high organizational readiness is increasingly essential to withstand the pressures 

imposed by both technological and regulatory advancements [15,16]. Yet, many enterprises face 

significant barriers—ranging from compliance with complex climate regulations to talent acquisition 

and resource management—hindering their capacity for exploration and adaptation to novel 

technological ecosystems. The readiness to explore, adopt, and scale technological solutions remains 

critical in this dynamic environment, where resilience and innovation intersect [17,18]. 

The obligations of EU law concerning energy affordances and climate impacts, as established 

within the European Union framework, have been systematically integrated into the policies of EU 

Member States [19,20]. European policymakers envision a society driven by green energy 

affordances, which are progressively embedded in the economic and legal landscape in alignment 

with shared European values [3]. 

This paper examines the organizational readiness of Polish energy enterprises in the face of these 

challenges, exploring factors [2] that influence their ability to undertake exploratory innovation and 

meet the demands of the energy-climate nexus. By evaluating the structures, processes, and resource 

allocation strategies in place, this study aims to identify key drivers and constraints of readiness 

within the sector. Furthermore, it offers policy recommendations to support the sector’s adaptive 

capacity and proposes frameworks for energy firms to enhance their exploration capabilities in 

response to both market and regulatory imperatives. 

The study aims to investigate the organizational readiness of Polish energy enterprises, focusing 

on their capacity to explore and adopt innovative solutions in response to the dual pressures of 

advancing energy technologies and addressing climate imperatives. The research objective is to 

assess the current state of organizational readiness among Polish energy enterprises for 

implementing and scaling new technologies that contribute to both enhanced energy efficiency and 

resilience to climate change. 

2. Literature Review 

The organizational readiness has been defined and measured in different ways. Some definitions 

and measures focus on the characteristics of individuals within an organization. Another, attention 

is directed toward macro-level factors, including collective commitment and collective efficacy, 

framing organizational readiness for change as a "comprehensive attitude" that integrates 

organization-wide determinants [21]. Organizational readiness refers to the relationship between 

people, processes, systems, and performance measurement. It requires synchronization and 

coordination, without which no implementation can succeed. Therefore, the organization must have 

processes and people in place to coordinate efforts and communicate changes. The organization (both 

its people and management) must be prepared to embrace changes, or more accurately, to be ready 

to adopt them [22,23]. Change is a continuous process of learning and adaptation. The goal is to 

transform the organization and shift people's mindset. Acceptance of climate change is particularly 

significant from the perspective of employees in energy companies. The changes being introduced 

are often not embraced by communities in the initial phase, which is why preparing employees of 

these companies for upcoming legislative changes is crucial. Previous analysis focus on assessing the 

alignment of goals at different management levels with the overall mission of the energy companies, 

from the perspective of organizational readiness. A key issue arises when the interests of middle 

managers or employees are in conflict with those of the organization, which can make it difficult to 

identify such discrepancies [24]. This type of misalignment can be subtle, and the motivations of 

certain groups within the organization may be directed toward goals that do not necessarily support 

the company’s mission but instead stem from individual or group interests. 
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In 2002, Simpson proposed a process model for programmatic change, detailing the integration 

of new technologies or knowledge within a program [25,26]. This model delineates stages that 

encompass initial exposure to the new technology, adoption, exploratory implementation, and 

eventually, routinized practice. Upon reaching full implementation, this structured approach 

facilitates the transition towards a sustained transfer process, thereby enabling systematic program 

enhancement and refinement. Woodman [27] identified variability as the first dimension of 

organizational readiness, referring to the extent to which individual characteristics undergo 

transformation during the change process. In implementing organizational change, it is essential to 

specify the dimensions along which this variability will occur. Among the factors of organizational 

readiness in enterprises, Klein defines motivational readiness of leaders and staff members 

(characterized by perceived need and pressure for change) alongside personal attributes (such as 

professional development, effectiveness, influence, and adaptability) and organizational climate 

factors (e.g., mission clarity, personnel cohesion, communication, and openness to change) as well as 

institutional resources that facilitate innovation implementation. However, Klein [28] identifies 

motivational readiness as the critical component of organizational readiness, despite its susceptibility 

to external influences. Armenakis et al. [29] identified key characteristics of organizational readiness 

for implementing change. These include, firstly, resistance to change, followed by the credibility of 

change agents, and finally, the importance of balancing urgency with individual and organizational 

preparedness for change. Shea et al. [30] conceptualize organizational readiness as encompassing 

both a commitment to change and the likelihood of successful change outcomes. This readiness is 

defined by the organization’s collective determination or motivation to pursue change, coupled with 

a shared confidence in its capacity to effectively implement the intended transformation. Conversely, 

some studies conceptualize organizational readiness for change as a distinct factor tailored to 

particular changes or types of change [31–33]. Individual companies, in their efforts to enhance 

organizational readiness, undertook the adoption of newly implemented quality initiatives in 

response to shifts in the external environment, including regulatory changes [26]. For instance, Backer 

[5] characterizes organizational readiness as a specific mindset reflecting both the recognition of the 

need for innovation and the organization’s capacity to engage in technology transfer. 

Table 1. Definition of organizational readiness for change. 

Conceptual definition Authors and Years 

People’s beliefs, attitudes, and intentions regarding extent to 

which changes are needed and organization’s capacity to 

make those changes 

Armenakis et al. 

(1993) 

State of mind about the need for innovation and the capacity 

to undertake technology transfer 

Backer (1995) 

State of mind that is the precursor of actual behaviors 

needed to adopt an innovation (or to resist it) 

Backer (1997)  

 

Conceptualized in terms of an individual’s perception of a 

specific facet of his/her work environment: the extent to 

which the organization is perceived to be ready to take on 

large-scale change 

Eby et al. (2000) 

 

Preparation for and support of the change by organization’s 

members 

Armenakis et al. (2002) 

The extent to which staff are aware of the need for 

change, understand the extent and implications of the 

change, and are motivated toward achieving the change 

Hailey et al. (2002)  
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An organization’s plan for change and its ability to execute 

it 

Narine et al. (2003)  

 

Capacity to implement change designed to improve 

performance 

Deveraux et al. (2006) 

Beliefs among employees that they are capable of 

implementing a proposed change the proposed change is 

appropriate for the organization, the leaders are committed 

to the proposed change, and the proposed change is 

beneficial to organizational members 

Holt et al. (2007) 

The extent to which organizational members are 

psychologically and behaviorally prepared to implement 

organizational change 

Weiner et al. (2008) 

A shared psychological state in which organizational 

members feel committed to implementing an organizational 

change and confident in their collective abilities to do so 

Weiner (2009)  

 

The degree to which those involved in a change initiative 

are individually and collectively primed, motivated, and 

technically capable of executing the change 

Hannon et al. (2017) 

 

Shared resolution by organizational members to implement 

change 

Al-Maamari et al. (2018) 

Source: elaborated by the author based on literature research. 

Entrepreneurs aspire to embrace and adapt to change [34,35]. To maximize the success of their 

initiatives, they employ measures of organizational readiness for change [36]. In their 2008 study, 

Weiner et al. [37] identified 43 instruments designed to measure organizational readiness for change. 

These instruments were subsequently assessed according to Trochim’s classifications of validity and 

types of reliability. 

 

Figure 1. 7S model to support organizational performance. Source: elaborated by the author based on [38]. 
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Factors and components of readiness to support change activities can be identified based on the 

7S McKinsey [39]. This model show framework with seven components: shared value, structure, 

systems, style, staff, strategy, skills. Every from there are parts has question about their specific, like: 

how should we help our managers in their growth? Or, what should we do to solve the specified 

business problem? Answers to the questions constitute assumptions about the success factors of 

organizational readiness. 

 

Figure 2. From readiness for change to organizational readiness for change. Sources: elaborated by the author 

based on literature research. 

For several years, researchers have sought to identify critical success factors for implementing 

organizational change within turbulent and dynamic environments [40]. Readiness for change and 

organizational capacity for change are two key constructs designed to aid organizations in navigating 

change effectively. Of the two, organizational capacity for change is a more recent and less 

empirically examined concept, and it is frequently conflated with readiness for change. 

3. Methodology 

The proposed study adopts a mixed-method approach based on the triangulation of research 

methods. It includes quantitative research through survey techniques conducted with 120 middle- 

and senior-level managers from Polish energy enterprises. The aim of the quantitative research is to 

measure key factors for organizational readiness for change, specifically: initial digital readiness 

(perceived appropriateness of the proposed change), initial management readiness (perceived 

management support for the proposed change), and initial operational readiness (perceived personal 

capability to implement and perceived personal benefits of the proposed change). The theory of 

organizational readiness for change is a multi-faceted framework developed by change management 

scholars, underscoring the critical importance of fostering organizational readiness as a precursor to 

successful change initiatives. This theory delineates several strategies aimed at cultivating such 

readiness, highlighting key determinants of implementation capability. These determinants include 

task demands, resource availability, and situational factors, all of which interact to influence an 

organization's capacity to effectively engage with and adapt to change. By understanding and 

addressing these elements, organizations can enhance their readiness and, consequently, their 

likelihood of successful change implementation [41]. The qualitative research is grounded in 5 case 

studies of selected Polish energy companies with varying levels of organizational readiness and 
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engagement in technology entrepreneurship, analyzing organizational practices, challenges, and 

success factors. The objective is to evaluate these firms' capabilities to explore and implement 

innovative solutions in response to the pressures from both advanced energy technologies and the 

necessity of climate action. The qualitative research also incorporates in-depth interviews with 20 

person like decision-makers, business leaders, and industry experts to gain insights into the influence 

of regulatory and market factors on organizational readiness, resource allocation, structural 

flexibility, and exploratory activities conducted under the dual pressures of advanced energy 

technologies and climate regulations. 

There are expect interdependences between the three organizational readiness, and therefore 

simultaneously model with three dependent variables, including high growth rates, net entry and 

survival. The factors of high growth may also facilitate survival rate and net entry [42,43]. Common 

approach to modeling jointly determined indicators is to employ a system of seemingly unrelated 

regression equations (SURE), in which the equations are interconnected solely through their error 

terms [44]. The study aims to investigate the organizational readiness of Polish energy enterprises, 

focusing on their capacity to explore and adopt innovative solutions in response to the dual pressures 

of advancing energy technologies and addressing climate imperatives. The research objective is to 

assess the current state of organizational readiness among Polish energy enterprises for 

implementing and scaling new technologies that contribute to both enhanced energy efficiency and 

resilience to climate change [45].  

H1: Organizational readiness success factor like digitals and management affordances facilitate 

entrepreneurial dynamics (net entry, survival, and high growth). 

Although diversity, management support and personnel capability to implement are positively 

related with the entry of new businesses and high growth [43], recently research highlights the role 

of digital affordances in identification entrepreneurship opportunities [46–48]. The authors highlight 

that the digitization process directly supports organizational readiness and also shapes the locus of 

entrepreneurial opportunities as entrepreneurial cognition. Firstly, digital affordances reduce asset 

specificity and enhance the operational efficiency of manufacturing value chains [49]. Secondly, 

digitalization promotes direct contact between stakeholders and entrepreneurs, reducing the number 

of face-to-face meetings, which leads to the elimination of intermediaries and lower transaction costs. 

Third, the adoption of digital technologies enables greater collaboration and customer retention. In 

conclusion, leveraging digital affordances—such as Internet access, business and social digital 

networks, data sharing, and e-commerce—facilitates accelerated opportunity recognition for 

entrepreneurs and enhances the speed of market entry. This acceleration is further supported by 

streamlined data collection processes (e.g., through tools like Google Forms, surveys, and Google 

Analytics) as well as more efficient commercialization, testing, prototyping, and adoption of new 

products [50]. The direct relationship between business performance outcomes [51]. 

H2. Operational, management and digital affordances should facilitate this entrepreneurship 

dynamics (net entry, survival and high growth). 

Attention is thus directed towards examining why the complementary effect of digital 

affordances on entrepreneurial outcomes at the regional level is likely to exceed that of technological 

affordances (i.e., high-tech intensive technologies). Entrepreneurs who cultivate digital affordances 

and acquire advanced digital skills are generally better positioned to navigate current and future 

market challenges (e.g., financial crises, demand shocks, the COVID-19 pandemic) compared to those 

who primarily adopt other forms of technology. Digital technologies necessitate skills frequently 

embedded in tacit knowledge, as opposed to industry-specific technologies, which predominantly 

rely on codified knowledge [52]. Entrepreneurs are particularly susceptible to uncertainties, with 

external shocks often leading to abrupt suspension or disruption of innovation activities. However, 

this vulnerability is less pronounced in digitally-enabled ventures that capitalize on the digital 

readiness of individuals engaged with the internet across business, leisure, and e-commerce domains. 

To mitigate market uncertainties and risks, entrepreneurs increasingly adopt digital technologies to 

build resilience and access diverse new markets, a defining characteristic of successful startups and 

scale-ups within digital markets. The complementary effects among digital, human, and cultural 
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affordances are likely to surpass those associated with industry-specific technologies (i.e., 

technological affordances), as a greater number of customers and suppliers increasingly utilize digital 

platforms for connectivity. This shift is expected to yield cost reductions, foster enhanced 

collaboration and engagement, accelerate interaction speeds, and facilitate more efficient customer 

relationship management. 

Initial organizational readiness Dependent Variables 

 

Figure 3. Conceptual model representing factors influencing the organizational readiness of energy 

entrepreneurship. Source: elaborated by the author. 

The conceptual model represents the following factors influencing the organizational readiness 

of energy entrepreneurship: initial digital readiness: perceived appropriateness of the proposed 

change; initial management readiness: perceived management support for the proposed change; 

initial operational readiness: perceived personal capability to implement the proposed change and 

perceived personal benefits of the proposed change. 

Based on the analysis of existing definitions of key factors for successful organizational readiness 

for change (Table 2), the following factors have been identified in this study key factors of initial 

organizational readiness: perceived appropriateness of the proposed change (digital readiness), 

perceived management support for the proposed change (management readiness), perceived 

personal capability and personal benefit to implement the proposed change (operational readiness). 

Table 2. Key factors of successful organizational readiness for change. 

                                      
 

Initial 
Management 

readiness

Initial 
Digitals 

readiness

Initial 
Operational 

readiness

Net entry  

Survival

High growth

Dimensions Construct 

level 

Citation 

authors   

1. Organizational climate  

2.  Staff attributes  

3. Motivation for change  

4. Adequacy of resources  

The first 

level 

Lehman  

et al. (2002) 

Unidimensionality The first 

level 

Simpson et 

al. (2007) 

1. Organization structural attributes (e.g. resources, 

processes, structure, skills) 

2. Organization members’ beliefs and mindsets 

The first 

level 

Meliyanti 

(2015) 
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Source: elaborated by the author based on literature research. 

4. Results and Discussion 

Organizational readiness is critical in driving successful change within energy companies, 

especially given the complexity and scale of the transformations they frequently undergo. While 

many energy companies implement changes following detailed analyses, they often encounter 

barriers and delays in executing their programs. These obstacles are rarely isolated incidents; rather, 

they stem from a broader lack of organizational preparedness to harness the value of integrated 

frameworks for assessment, reporting, and performance-based change initiatives. In essence, 

organizational readiness represents the capacity of an organization to effectively manage and sustain 

change, particularly by leveraging performance metrics. The model illustrates (Table 3) the impact of 

each interaction among the three types of affordances, presenting a corresponding set of results 

specific to digital affordances and entrepreneurial dynamics. Hypothesis H1, which states that 

organizational readiness success factor like digitals and management affordances facilitate 

entrepreneurial dynamics (net entry, survival, and high growth), is not supported. There is find a 

negative and significant effect of these factors on firm’s survival rate. The relationship between net 

firm entry and high-growth is not statistically significant. 

Table 3. Average marginal effects (dy/dx) across the three organizational readiness outcomes. 

Variables Survival  

(0.1)* 

Survival 

(0.05)** 

High 

growth 

(0.1)* 

High 

growth 

(0.05)** 

Net 

entry 

(0.1)* 

Net 

entry 

(0.05)** 

Perceived 

appropriateness of the 

proposed change (initial 

digital readiness) 

0,044 0.109 -0.001 

(0.00) 

-0.001 

(0.00) 

0.003 0.001 

Perceived management 

support for the proposed 

0.109 0.208 -0.001 

(0.00) 

-0.001 

(0.00) 

0.004 -0.001 

(0.00) 

3. Commitment, communication and culture 

1. Propensity for risk taking 

2. Teamwork 

3. The extent to which organizational 

leaders and member maintained a futuristic orientation 

4. The extent to which individuals and subunits worked 

together to accomplish organizational goals. 

5. Flexibility 

6. Changes in organizational structure 

7. Rewards for innovation 

The second 

level 

Ingersoll, et 

al. (2000) 

 

Organizational members agreement and willingness to 

work toward the change goal 

The second 

level 

Jansen et al. 

(2004) 

1. Perceived appropriateness of the proposed change 

2. Perceived management support for the proposed 

change 

3. Perceived personal capability to implement the 

proposed change 

4. Perceived personal benefits of the proposed change 

The second 

level 

Holt et al. 

(2007) 
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change (initial 

management readiness) 

Perceived personal 

capability and personal 

benefit to implement the 

proposed change (initial 

operational readiness) 

0.113 0.126 -0.001 

(0.00) 

-0.001 

(0.00) 

0.001 - 0.025 

Note: *0.1 and **0.05 significance level. Marginal effects were calculated with margins based on estimation on 

the same sample. Delta-method standard error calculation is used. Source: elaborated by the author based on 

survey. 

H2, which states that operational, management and digital affordances should facilitate this 

entrepreneurship dynamics (net entry, survival and high growth), is partly supported. There is a 

positive effect of complementarities driven by digital affordances management support for the 

proposed change (β = 0.208, p < 0.05) (Table 3). There is find that complementarities with digital 

affordances do not have a statistically significant effect on net entry and high growth firms. Having 

discussed the results related to main hypotheses, there is turn to the discussion of pairwise 

complementarities within spatially embedded affordances with operational, management and digital 

affordances. There is found a combination of digital, management and operational had a negative 

effect on net entry (β = -0.001, p < 0.05). This seems to be the channel by which digital affordances 

may exert a negative effect within construct on startup survival rates. This result may reflect a 

mismatch between digital skills and technology, to the organizational readiness. We find a negative 

effect of personal capability to implement the proposed change (operational) in model on net entry 

and high growth firms. The effect is weaker in magnitude (β = - 0.029, p <0.05 and β = - 0.1, p < 0.05 

and p < 0.1) than the personal capability to implement the proposed change for survival. However, 

we should note one peculiarity when interpreting these results. This means that the reduction in the 

rate of high growth businesses may not necessarily be a negative phenomenon. 

The analysis on qualitative research illustrates the diverse approaches of Polish energy 

enterprises to technology entrepreneurship and the implementation of innovations (Table 4). 

Decision-makers, business leaders, and industry experts assessed the level of organizational 

readiness of Polish energy enterprises, their structural flexibility, and resource allocation for 

exploratory activities. 

A high level of organizational readiness is typically supported by collaboration with 

technological partners and access to external financing, which constitutes a significant success factor. 

However, these enterprises also encounter substantial challenges, primarily regarding the integration 

of new technologies, resource management, and regulatory compliance, all of which impact the pace 

of transformation in the face of advanced energy technologies and climate pressures. 

Table 4. The level of organizational readiness among Polish energy enterprises for implementing advanced 

energy technologies and incorporating European regulatory solutions addressing climate action. 

Determinants PGE (Polska 

Grupa 

Energetyczna) 

Tauron Polska 

Energia 

Energa (Grupa 

Orlen) 

Enea Grupa Azoty 

(energy segment) 

Organizational 

Readiness Level 

High. PGE 

demonstrates a 

mature 

management 

structure and a 

strong readiness to 

Moderate. Tauron is 

undertaking 

innovative programs 

and gradually 

enhancing 

investments in new 

High. Energa, as 

part of the Orlen 

Group, possesses 

robust financial 

support and access 

to resources, 

Average. Enea is 

interested in 

investing in new 

technologies; 

however, limited 

resources may 

High. Grupa 

Azoty actively 

invests in research 

and development 

and collaborates 

with academic 
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invest in 

renewable energy 

technologies and 

digitalize its 

operations; 

technologies; 

however, the 

organizational 

structure 

necessitates greater 

flexibility; 

enabling 

investments in 

pioneering 

technological 

solutions; 

affect the pace and 

scope of the 

implemented 

changes 

institutions, which 

enhances its 

readiness to 

implement 

advanced 

solutions; 

Challenges Key challenges 

include ensuring 

compliance with 

stringent EU 

regulations and 

attracting skilled 

employees 

specializing in 

advanced 

technologies; 

Regulatory barriers 

and protracted 

decision-making 

processes hinder the 

pace of 

development. 

Additionally, 

adapting technology 

to meet the needs of 

a large and diverse 

customer base 

presents a significant 

challenge; 

The primary 

challenges include 

the integration of 

innovative projects 

with existing 

systems and the 

management of 

risks associated 

with substantial 

investments in the 

development of 

smart grid 

networks; 

The lack of 

sufficient funds 

and qualified 

personnel 

hampers the 

implementation of 

innovations. 

Additionally, there 

is a need to 

enhance efficiency 

in resource 

management; 

 A significant 

challenge lies in 

the high costs 

associated with 

low-emission 

technologies and 

the need to 

integrate energy 

management 

systems within the 

company's 

extensive 

structure; 

Success Factors The ability to 

establish 

partnerships with 

research 

institutions and 

access to European 

funding, which 

supports the 

development of 

projects in 

renewable energy 

and energy 

storage; 

Investments in 

digital 

transformation, 

which enhance 

operational 

efficiency and enable 

more accurate 

demand forecasting, 

as well as the 

development of 

renewable energy 

infrastructure, 

including wind 

power plants; 

Partnerships with 

industry leaders in 

technology and the 

development of 

smart grids and 

energy 

management 

systems support 

the optimization of 

energy 

distribution and 

enhance efficiency; 

Focusing on 

infrastructure 

modernization 

and the 

development of 

monitoring and 

management 

systems facilitates 

better demand 

management and 

minimizes energy 

losses; 

Access to funding 

and international 

collaboration 

facilitate the 

development of 

pilot projects in 

low-emission 

technologies and 

energy storage, 

while also 

supporting the 

achievement of 

established climate 

goals 

Source: elaborated by the author based on qualitative research. 

According to respondents in the energy sector, organizational readiness is defined as a state in 

which both leadership and employees are prepared to: measure improvements in performance, 

identify opportunities to generate benefits, implement changes in processes, consequently, drive 

behavioral change, monitor improvements in relation to process and behavioral changes. 

These are the foundational elements of readiness that enable organizations to move beyond the 

initial analysis stage and into the successful execution and realization of value from their strategic 

initiatives. 

The qualitative research also incorporates in-depth interviews with 20 person like decision-

makers, business leaders, and industry experts to gain insights into the influence of regulatory and 

market factors on organizational readiness, resource allocation, structural flexibility, and exploratory 

activities conducted under the dual pressures of advanced energy technologies and climate 
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regulations. There are different dimensions to organizational readiness, which can be assessed 

through three key areas of focus, which decision-makers, business leaders, and industry experts 

pointed out in depth interviews: 

1. Initial Management Readiness: This refers to the overall preparedness of the organization 

as a whole, including the alignment of its culture, leadership, and workforce toward embracing and 

executing change. It involves having clear communication channels, strong leadership commitment, 

and an engaged workforce that understands and supports the strategic objectives. 

2. Initial Digital Readiness: This focuses on the preparedness of specific programs or 

initiatives within the organization. It involves having the necessary resources, tools, and plans in 

place to ensure the successful implementation of new processes, technologies, or strategies. Program 

readiness ensures that each initiative is fully supported and that teams have the capacity and 

capabilities to deliver results. 

3. Initial Operational Readiness: This aspect pertains to the day-to-day operational 

capability of the organization to adapt to new processes and systems. It includes the readiness of 

infrastructure, such as IT systems and operational frameworks, to support the changes being 

introduced. Operational readiness ensures that the practical, on-the-ground implementation of 

changes is smooth and that any potential disruptions are minimized. 

Together, these three areas form a holistic view of organizational readiness [53]. For energy 

companies, the ability to measure performance improvements, seize opportunities for benefits, adjust 

processes, and sustain behavioral change is essential in achieving long-term success. Without these 

components in place, even the most well-intentioned change initiatives may falter, as the organization 

lacks the internal alignment and preparedness to capitalize on its strategic efforts. 

One of the first considerations in assessing management readiness is the support of the program 

leader. This individual has the unique ability to influence both senior management, securing their 

endorsement, and other stakeholders, generating interest and engagement. These stakeholders, in 

turn, either facilitate the implementation of the program or stand to benefit from its successful 

execution. The program leader acts as a crucial bridge between the change initiative and the broader 

organizational structure, ensuring alignment across levels. Evaluating management readiness 

focuses significantly on how effectively the impact of the project is communicated. This involves not 

only defining key performance metrics but also setting clear expectations that, as opportunities for 

business improvement are identified, these managers will take an active role in implementing the 

necessary process changes. This includes fostering behavioral change within teams and, if needed, 

making personnel decisions that align with the organization's strategic objectives. Senior leaders and 

managers must be fully aware of their roles in the change process. They are expected to champion 

the initiative, guide their teams through the transition, and ensure that the change is embedded 

within the organization. Their support can often determine whether a project thrives or fails. This is 

particularly true in energy companies, where change initiatives often have broad implications—

spanning regulatory compliance, technological updates, and sustainability goals—requiring a 

concerted effort from leadership to navigate complex operational and cultural shifts [54,55]. The 

research show, that as Weiner’s research [56] readiness of management is not only about passive 

endorsement but active engagement. Leaders must: understand the strategic importance of the 

change and communicate its value to their teams, be equipped to handle resistance and foster a 

positive environment for change, ensure that performance metrics are clearly defined and linked to 

tangible business outcomes, lead by example in modifying processes and adopting new behaviors, 

make difficult decisions regarding resource allocation, team restructuring, or personnel changes 

when necessary to align with the strategic direction. 

Management readiness is a cornerstone of organizational readiness [57]. It ensures that the 

leadership team is not only prepared but also actively committed to guiding the organization through 

change. The study results confirmed, that without the readiness of management, even well-designed 

initiatives can struggle to gain traction. Just like Armenakis et al. [58], leadership plays a key role in 

driving the process from planning to execution, aligning the change initiative with long-term 

organizational goals, and fostering a culture that is adaptive and responsive to new challenges and 
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opportunities. Therefore, assessing management readiness is essential to gauge the true potential for 

successful change implementation. Organizational readiness refers to the overall preparedness of the 

organization as a whole, including the alignment of its culture, leadership, and workforce toward 

embracing and executing change. It involves having clear communication channels, strong leadership 

commitment, and an engaged workforce that understands and supports the strategic objectives [59–

61]. 

In conclusion, from Armenakis [57], organizational readiness in energy companies goes beyond 

just planning and analysis; it is about building the internal capacity to manage and sustain change. It 

requires synchronization across leadership, programs, and operations to ensure that changes are not 

only implemented but also embedded in the organizational culture and processes for lasting impact. 

The same conclusion like Uluskan [26] and Thundiyil [27] that one of the key strategies to ensure the 

success of transformation initiatives is to involve a greater number of employees in the change 

process. This inclusion not only promotes a sense of ownership but also enhances engagement and 

increases the likelihood of success. Organizational readiness, combined with a supportive culture, 

forms the foundation for any initiative, including those aimed at driving Key Performance Indicators 

(KPIs) [62–64]. Only a handful of leading energy producers have successfully achieved a state of 

readiness, highlighting the challenge but also the competitive advantage it can offer [65,66]. 

Readiness processes are designed to implement revised practices that enhance business efficiency. 

These processes include several critical components: 

• The ability of the business to identify and prioritize issues and establish relevant KPIs. 

• The readiness of IT infrastructure and applications to support dynamic KPI initiatives. 

• The deployment of effective change management processes to modify practices and behaviors, 

ensuring the achievement of KPI targets. 

Integrated business strategies and clearly defined objectives are necessary to achieve 

breakthrough performance levels. In the energy sector, these are especially crucial given the 

industry's complexities, such as regulatory compliance, environmental sustainability, and 

technological advancement [67–69]. Organizational readiness helps companies navigate these 

complexities by ensuring that they are agile, aligned, and able to adapt to both internal and external 

changes [70–72]. 

In conclusion of research, fostering a state of organizational readiness not only drives the 

successful implementation of new strategies but also allows energy companies to remain competitive 

and responsive to emerging challenges. Without a well-coordinated effort to align people, processes, 

and systems with the company's broader goals, it becomes increasingly difficult to maintain efficiency 

and achieve sustainable success in the long term. 

5. Conslusions 

Organizational readiness is of paramount importance in energy companies, particularly in the 

context of rapidly evolving market dynamics, regulatory environments, and the increasing pressure 

for sustainable transformation. Properly defining roles, responsibilities, and the relationships 

between functions and specific positions, either before or immediately after the introduction of a new 

structure, is essential in reducing confusion, anxiety, and resistance. This clarity is critical for the 

successful implementation of changes, as it helps to align the workforce with the strategic direction 

of the company and minimizes disruption. Findings present intriguing and unexpected implications 

for societal entrepreneurship policies and strategic managerial decision-making [73,74]. The results 

of the quantitative-qualitative research enabled the identification of recommendations from the 

expert groups regarding Polish national policy aimed at supporting the energy sector in the process 

of implementing advanced energy technologies and the legal requirements of European climate 

policy [75,76]. The first, there is increase funding for research and development. Establish dedicated 

funds for the research and development of innovative energy technologies and support for 

demonstration projects. The second, there is promote inter-sectoral collaboration. Encourage 

partnerships between energy enterprises, research institutions, and universities to facilitate the 

exchange of knowledge and resources. The third, there is enhance access to EU Funds. Streamline 
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access to EU funding programs, particularly for projects related to renewable energy and energy 

efficiency. The fourth, there is simplify regulatory procedures. Reduce bureaucratic hurdles 

associated with the implementation of new technologies to expedite decision-making and 

implementation processes. The fifth, there is educational Campaigns. Organize training programs 

and informational campaigns aimed at businesses to raise awareness about the benefits of adopting 

advanced technologies. The sixth, there is support for small and medium enterprises (SMEs). Create 

financial and advisory support programs for SMEs in the energy sector to facilitate their access to 

new technologies. The seventh, there is promote innovative business models. Encourage firms to 

explore new business models based on sustainability and technological innovation. The eighth, there 

is monitoring and evaluation of progress. Implement a monitoring system to track the adoption of 

technologies and progress in meeting climate commitments, identifying and addressing potential 

difficulties. The ninth, there is tax incentives for investments in low-emission technologies. Introduce 

tax breaks and other incentives for companies investing in environmentally friendly technologies. 

The tenth, there is collaboration with international organizations. Engage in international initiatives 

and programs related to sustainable development and exchange best practices in the field of energy 

technologies. 

In-depth interviews conducted with senior and middle management allowed for the 

identification of recommendations for energy companies to enhance their organizational readiness. 

The first, there is assessment and analysis of organizational readiness. Regularly conduct assessments 

of organizational readiness to identify areas for improvement and potential challenges. The second, 

there is fostering a culture of innovation. Create an environment conducive to innovation by being 

open to new ideas, encouraging creativity, and rewarding employees for innovative approaches. The 

third, there is training and employee development. Invest in training programs that enhance skills 

related to new technologies and change management. The fourth, there is technology integration. 

Develop strategies for integrating new technologies with existing systems to enhance operational 

efficiency. The fifth, there is change management. Implement formal change management processes 

to facilitate smooth adaptation to new technological solutions. The sixth, there is collaboration with 

technology partners. Establish strategic partnerships with technology firms to leverage their expertise 

and experience. The seventh, there is enhancing organizational flexibility. Design an organizational 

structure that allows for rapid adaptation to changing market and technological conditions. The 

eighth, there is monitoring technological trends. Systematically track trends in energy technologies 

to remain informed about innovations and changes in the industry. The ninth, there is risk 

management. Develop risk management plans to mitigate negative impacts associated with the 

implementation of new technologies. The tenth, there is feedback and communication. Establish a 

system for regular communication and feedback within the organization, allowing employees to 

share their ideas and experiences related to innovations. 
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