
I J A R S C T    

    

 

               International Journal of Advanced Research in Science, Communication and Technology  

                               International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

Volume 5, Issue 12, April 2025 

 Copyright to IJARSCT         DOI: 10.48175/IJARSCT-25961  445 

    www.ijarsct.co.in  

 
 

ISSN: 2581-9429 Impact Factor: 7.67 

 

The Impact of Change Agents on HR Process 

Reengineering in the Service Industry of Delhi 

NCR 
Mr. Suraj Parashar1 and Ms. Shristhi Lakra2 

Assistant Professor, Tecnia Institute of Advanced Studies, New Delhi, India1 

soorajparasharji@gmail.com  and shristhilakra17@gmail.com 

 

Abstract: This research paper dives into the pivotal role that change agents play in transforming 

Human Resource (HR) processes within the service industry of the Delhi National Capital Region 

(NCR). It examines how these change agents facilitate organizational transformation, the challenges 

they encounter, and the outcomes of their initiatives. By reviewing existing literature and analyzing 

regional case studies, the paper highlights the essential skills required for effective change management 

and offers recommendations on leveraging change agents to enhance HR functions in the service sector.  

In the rapidly evolving service sector of Delhi NCR, organizations are increasingly rethinking their HR 

processes to remain agile, efficient, and competitive. Change agents—individuals or teams who 

spearhead, manage, and sustain change within an organization—play a significant role in this 

transformation. This study investigates the impact and contributions of change agents in successfully 

revamping HR processes across various service industries, including hospitality, IT, and banking.  

Employing a mixed-methods research approach that combines surveys and in-depth interviews with HR 

professionals and management staff, the research uncovers how change agents facilitate smoother 

transitions, reduce employee resistance, foster innovation, and align HR strategies with organizational 

goals. The findings indicate that effective change agents are crucial to the success of HR redesigns, 

acting as catalysts for cultural and operational change. This paper offers valuable insights into the 

human elements of HR transformation and underscores the importance of leadership and strategic 

communication in the reengineering process within service-oriented organizations in the Delhi NCR 

region.. 
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I. INTRODUCTION 

In today’s fast-paced business environment, companies need to be agile to keep up with the competition. The service 

sector, particularly in vibrant regions like Delhi NCR, faces unique challenges that demand continuous adjustments to 

their internal processes. Human Resource (HR) departments play a vital role in this adaptation, often stepping up as 

change agents to spearhead efforts in refining these processes. This paper delves into the impact of these change agents 

on HR process reengineering within the service industry of Delhi NCR.  

In our dynamic and competitive business landscape, the service industry has rapidly emerged as one of the most 

thriving sectors, especially in bustling areas like the Delhi National Capital Region (NCR). With the swift pace of 

globalization, technological advancements, and evolving customer expectations, companies must frequently reassess 

and revamp their internal processes to remain efficient and relevant. A key focus during these transformations is Human 

Resource (HR) management. Once primarily viewed as an administrative function, HR has now evolved into a crucial 

player in driving organizational success. One significant way to enhance HR functions is through HR process 

reengineering, which involves rethinking and redesigning HR processes to achieve substantial improvements in 

performance, costs, and service delivery.  
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However, implementing HR process reengineering goes beyond just technical adjustments; it also encompasses the 

human side of organizational change. This is where change agents come into play. Change agents are individuals or 

groups, whether from within the organization or external, who facilitate the change process by influencing, guiding, and 

supporting employees and stakeholders throughout the transformation. These change agents can be HR professionals, 

line managers, consultants, or even informal leaders who have the knack for promoting change by raising awareness, 

building commitment, and managing resistance. In the context of HR process reengineering, change agents are essential 

in bridging the gap between strategic goals and practical implementation.  

The service industry, particularly in a bustling area like Delhi NCR, creates a unique backdrop for this kind of research. 

This region is home to a diverse range of service-oriented businesses, including hospitality, IT services, retail, 

healthcare, banking, and education. These sectors thrive on employee interactions, rely heavily on customer 

engagement, and must adapt quickly to shifting business demands. This dynamic environment calls for HR practices 

that are both flexible and responsive. Moreover, the rich demographic and cultural diversity of the workforce in this 

area adds another layer of complexity to any change initiatives. Therefore, it’s crucial to understand how change agents 

function in such a vibrant setting and their impact on HR process reengineering, which is fascinating for both practical 

applications and academic exploration.  

The concept of process reengineering isn’t exactly new. It was brought to light in the 1990s by  

Michael Hammer and James Champy, who emphasized the need to rethink work processes to better align with an 

organization’s objectives and reduce costs. When we apply this idea to HR, it means taking a fresh look at everything 

from hiring and onboarding to performance management and employee engagement. However, many organizations find 

it challenging to meet their reengineering goals due to resistance to change, ineffective communication, or weak 

leadership during the transition. This is where change agents come into play. They act as facilitators, motivators, and 

problem solvers throughout the reengineering journey.  

Despite the growing importance of HR process reengineering and change agents, there’s a noticeable gap in research 

regarding their connection, especially within India’s service sector.  

Most existing studies tend to either take a broad view of organizational change or focus on the technological aspects of 

HR transformation, often overlooking the human elements at play. There’s a scarcity of research that specifically 

investigates how change agents can either support or obstruct HR process reengineering efforts, particularly in the 

Delhi NCR region and its various sectors.  

This study is set to fill a gap by exploring how change agents influence HR process reengineering within the service 

industry of Delhi NCR. It aims to delve into the roles these change agents play, the strategies they employ, the 

challenges they face, and the outcomes they achieve. By doing so, this research will provide valuable insights for HR 

professionals, change managers, and organizational leaders who are looking to navigate the complexities of HR 

transformation in a rapidly evolving service-driven economy.  

 

II. LITERATURE REVIEW 

Introduction to Change Agents in HR Process Reengineering  

Change agents play a crucial role in driving transformation within organizations, particularly in HR process 

reengineering. They facilitate change by aligning HR practices with business strategies, implementing technological 

advancements, and overcoming resistance to change (Ulrich, 1997). In the service industry of Delhi NCR, where 

competition and customer expectations are high, HR process reengineering is essential for organizational success.  

The Role of HR as Change Agents  

HR professionals act as change agents by ensuring smooth transitions during organizational transformations. They help 

in redesigning HR processes, adopting digital solutions, and managing workforce adaptation (Kumar & Kumar, 2018).  

 Strategic Partner Role: HR is no longer just an administrative function but a strategic partner in business 

growth (Beer et al., 2015).  

 Employee Advocacy and Engagement: HR professionals facilitate employee engagement, ensuring a positive 

organizational culture during change (Sharma & Kaur, 2020).  
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 Leadership in Change Management: Effective HR leaders act as facilitators, fostering a culture of continuous 

learning and innovation (O’Brien & Linehan, 2014).  

 

HR Process Reengineering: Concept and Importance  

HR process reengineering involves fundamental redesigning of HR functions to improve efficiency and effectiveness 

(Hammer & Champy, 1993). The implementation of HR technology, automation, and process optimization enhances 

organizational performance (De Alwis et al., 2022).  

 Digital HR Transformation: The adoption of Electronic Human Resource Management (E-HRM) enables 

automation of HR tasks, reducing costs and improving efficiency (Keka, 2023).  

 Process Optimization: HR process reengineering enhances talent acquisition, performance management, and 

employee engagement (Davenport, 2013).  

 

Challenges Faced by Change Agents in HR Process Reengineering  

 Despite their critical role, change agents face various challenges in implementing HR process reengineering.  

 Resistance to Change: Employees often resist new HR technologies and policies due to fear of job loss and 

adaptation difficulties (Kotter, 1996).  

 Resource Constraints: Limited budgets and lack of technical expertise hinder effective process reengineering 

(Fernandez & Rainey, 2006).  

 Cultural Barriers: Organizations with rigid hierarchical structures struggle to adopt agile HR practices (Judge 

et al., 1999).  

The evolving landscape of organizational management has necessitated a shift from traditional human resource 

practices to more dynamic, agile, and strategic HR functions. Human Resource (HR) Process Reengineering, a subset of 

Business Process Reengineering (BPR), has emerged as a critical strategy to streamline HR processes, eliminate 

redundancies, and enhance service delivery (Hammer & Champy, 1993). While the technical and process-related 

aspects of HR reengineering have been widely explored, recent studies underscore the growing importance of the 

human dimension of change—specifically, the role played by change agents (Kotter, 1996).  

 

HR Process Reengineering: An Overview  

Reengineering HR processes means taking a fresh look at how we handle key tasks like hiring, performance reviews, 

training, employee relations, and payroll. The goal here is to enhance efficiency, cut costs, and make sure that HR 

functions are in sync with the organization's objectives (Ulrich, 1997). As Davenport (1993) highlights, reengineering 

isn’t merely about tweaking existing processes; it’s about fundamentally reimagining how HR services are delivered. 

This innovative approach is particularly crucial in service-driven economies, where HR significantly impacts overall 

organizational performance.  

In India, especially within sectors like IT, hospitality, retail, and banking, the need for HR transformation is pressing 

due to rapid workforce expansion, high turnover rates, and increasing demands for personalized employee experiences 

(Khandekar & Sharma, 2006). However, implementing these changes in HR can be quite challenging. Research 

indicates that HR initiatives often stumble when they fail to consider human elements such as resistance to change, 

ineffective communication, or insufficient employee engagement (Radhakrishnan & Saini, 2018).  

 

Change Agents: Catalysts of Transformation  

Change agents are the individuals or groups that ignite and steer change within an organization. They can be internal 

players, like HR managers or team leaders, or they might come from outside consulting firms. Their main job is to 

bridge the gap between the leaders' vision and the employees' actions (Cameron & Green, 2015). They concentrate on 

raising awareness, prepping the team, addressing any resistance, and guiding everyone through the often-tricky journey 

of change.  
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Lewin’s (1951) three-step model of change—unfreeze, change, and refreeze—underscores the need for people who can 

support organizations and their staff as they move through each phase.  

Kotter (1996) echoes this sentiment with his eight-step model, emphasizing that change agents play a crucial role in 

building teams, sharing the vision, motivating action, and cementing progress.  

When it comes to reengineering HR processes, change agents are instrumental in both the technical side (like rolling 

out new digital tools) and the cultural shifts (such as transforming employees' mindsets). Research by Armenakis and 

Harris (2002) indicates that for change agents to be effective, they must build trust, share compelling narratives about 

the change, and provide ongoing support to ensure that the transformation sticks.  

 

The Service Industry Context  

The service industry, particularly in bustling areas like Delhi NCR, really shines because it’s all about people and their 

interactions with customers. According to the National Skill Development Corporation (NSDC, 2020), Delhi NCR 

boasts a vibrant service economy that encompasses IT services, hospitality, banking, healthcare, and retail. Each of 

these sectors places a high value on employee performance and satisfaction, which means HR systems need to be both 

effective and employee-focused.  

Research indicates that successful HR changes in service organizations hinge significantly on how well employees 

embrace and engage with those changes (Bhattacharya, 2012). Since services are intangible and depend on human 

interaction, the HR function evolves beyond just administrative tasks; it becomes a crucial player in driving business 

success. In this scenario, change agents play a vital role; they help bridge strategic goals with daily actions and ensure 

that employees across various departments adapt to new HR systems and expectations.  

 

HR Reengineering and Change Agents in India: A Research Gap   

In the realm of Indian research, there’s a lot of emphasis on business process reengineering (BPR) and HR innovations 

as separate entities, but there’s a noticeable lack of studies connecting the role of change agents with HR process 

reengineering, especially within the service industry. For instance, Dasgupta (2016) explored how technology has 

transformed HR through digitization but overlooked the human factors that can either facilitate or obstruct these 

changes. Similarly, Joshi & Agarwal (2019) examined BPR in Indian companies but primarily focused on the 

manufacturing sectors.  

Recent studies, such as those by Mehta & Sharma in 2021, have begun to address the gap in understanding how leaders 

and change advocates influence the success of digital HR initiatives. However, these investigations tend to be quite 

general and often overlook specific regions like Delhi NCR, where factors such as organizational diversity, workforce 

size, and cultural nuances significantly affect how change is embraced. This highlights a crucial gap in the current 

research that this study intends to explore.  

 

Theoretical Foundations Supporting the Role of Change Agents  

Various theoretical models underscore the crucial role that change agents play in driving successful HR 

transformations. Lewin’s change theory, Kotter’s change model, and the ADKAR model (which stands for Awareness, 

Desire, Knowledge, Ability, and Reinforcement) all emphasize the structured roles that facilitate change. Additionally, 

Bandura’s (1986) social learning theory sheds light on how change agents can influence others by demonstrating 

behaviors and setting clear expectations.  

In the realm of HR, Ulrich’s (1997) HR business partner model positions HR professionals as both administrators and 

strategic partners who serve as change agents. This model has gained traction in the Indian service industry, but its 

success largely hinges on the readiness of HR professionals to embrace change and their ability to collaborate across 

various departments within the organization.  
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THEORETICAL FRAMEWORK  

The theoretical framework for this study draws on established models of change management, human resource 

transformation, and organizational behavior. It lays the groundwork for understanding how change agents influence HR 

process reengineering, particularly within service sector organizations in Delhi NCR.  

1. Lewin’s Change Management Model (1951)  

Kurt Lewin introduced a straightforward three-step model—Unfreeze → Change → Refreeze— that sheds light on how 

organizations evolve. In the realm of HR process reengineering, change agents primarily concentrate on the 

"Unfreezing" phase. This part is all about challenging the status quo and preparing employees for what’s coming. Next, 

during the "Change" phase, they implement new HR processes, technologies, and structures while tackling any 

pushback. Finally, in the "Refreezing" step, change agents work to embed these new practices into the organization's 

culture, ensuring they stick around.  

Application: In the bustling service sector of Delhi NCR, characterized by a diverse workforce and high turnover, this 

model illustrates how change agents strive to maintain stability in processes post-reengineering.  

2. Kotter’s 8-Step Change Model (1996)  

Kotter’s model emphasizes leadership-driven change through eight distinct steps, starting from creating a sense of 

urgency to embedding new practices into the culture. Change agents are crucial at every stage, particularly in:  

- Forming a guiding coalition  

- Sharing the vision  

- Encouraging widespread action  

This model underscores the essential role change agents play in navigating significant HR transformations.  

Application: In the rapidly evolving service sectors like IT, banking, and hospitality in Delhi NCR, Kotter’s framework 

highlights the necessity for change agents to build trust and communicate effectively across all levels.  

3. Ulrich’s HR Business Partner Model (1997)  

Ulrich’s model breaks down HR roles into four categories:  

- Strategic Partner  

- Change Agent  

- Administrative Expert  

- Employee Champion  

This framework reinforces the core idea of this study by illustrating how HR professionals serve as internal change 

agents, driving transformation and aligning HR activities with strategic objectives.  

Application: In the service sector of Delhi NCR, where HR is increasingly digital and strategic, this model validates the 

transition of HR roles from primarily administrative functions to transformational leadership.3. Ulrich’s HR Business 

Partner Model (1997)  

4. ADKAR Model by Prosci (Hiatt, 2006)  

The ADKAR Model, developed by Prosci (Hiatt, 2006), outlines five key stages of personal change:  

- Awareness  

- Desire  

- Knowledge  

- Ability  

- Reinforcement  

This model really focuses on the human side of change, which makes it particularly valuable for reengineering HR 

processes. Change agents play a crucial role in guiding employees through these stages, helping them to successfully 

embrace new systems.  

Application: In large service organizations in the Delhi NCR region that are rolling out new HR technology, such as 

HRIS, the ADKAR model demonstrates how change agents can cultivate skills and facilitate adoption.  
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5. Social Learning Theory (Bandura, 1986)  

This theory emphasizes the importance of learning by observing others, mimicking behaviors, and receiving social 

support. Change agents serve as role models, demonstrating new behaviors and attitudes that inspire others to welcome 

change.  

Application: In organizations characterized by hierarchy and peer-driven cultures, which are common in the Indian 

service sector, change agents act as catalysts by exemplifying the desired behaviors during HR transformations.  

  

Conceptual Model  

 
Key Variables:  

Independent Variable  Mediating Variable   Dependent Variable   

Role of Change Agents  Employee  Readiness Change  for  Success  of  HR  

Reengineering  
Process  

 

IMPLICATIONS  

The study of The Impact of Change Agents on HR Process Reengineering in the Service Industry of Delhi NCR 

provides significant contributions to the theoretical understanding of change management, HR transformation, and 

organizational behavior. The findings offer insights into how change agents, such as HR professionals, line managers, 

and consultants, can drive successful HR reengineering efforts within organizations. The following theoretical 

implications emerge from this research:  

Expansion of Change Management Theories  

This study presents a fantastic opportunity to refine and expand our understanding of change management theories. 

While established models like Lewin’s Change Model, Kotter’s 8-Step Process, and ADKAR lay the groundwork for 

understanding organizational change, the specific influence of change agents in HR process reengineering hasn’t been 

thoroughly explored across various fields, particularly in the service sector. By examining the role of change agents in 

HR reengineering, this research aims to bridge the gap in existing literature regarding the relationship between HR 

practices and change management, especially in service-oriented industries.  
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Development of HR Reengineering Frameworks  

The research also introduces fresh insights into HR process reengineering and its connection to organizational change. 

Many conventional HR frameworks tend to focus on administrative functions such as payroll, compliance, and benefits 

management. However, this study emphasizes the necessity of transitioning to a more strategic HR approach that aligns 

closely with the organization’s objectives. By exploring how change agents influence HR transformation, the study 

enhances our comprehension of strategic HR reengineering. The findings illustrate how change agents employ various 

methods and frameworks (like Ulrich’s HR Model) to integrate HR practices with the broader organizational strategy, 

ultimately deepening our theoretical understanding of HR’s strategic significance.  

 

Contribution to the Literature on Organizational Behavior  

This research contributes to our understanding of organizational behavior by examining how change agents influence 

employee attitudes, actions, and performance during HR reengineering initiatives. It zeroes in on the psychological and 

cultural elements that play a role in organizational change. For instance, employee resistance and engagement are key 

themes in change management discussions. This study deepens our insight into these areas by investigating how change 

agents can reduce resistance, enhance employee engagement, and foster a culture of teamwork and innovation. By 

linking change management strategies with employee motivation and organizational culture, this research sheds light on 

the vital connection between organizational behavior and HR processes.  

    

Refining Theories on Change Agent Roles  

The research broadens our theoretical understanding of the roles and characteristics of change agents during 

organizational change. While earlier studies often portray change agents as external consultants or high-ranking 

executives spearheading change, this research highlights that HR professionals, line managers, and even everyday 

employees can serve as change agents. It expands the definition of change agents, illustrating that the capacity to drive 

change exists at every level of an organization. Additionally, the study reveals that the effectiveness of change agents 

hinges not just on their leadership skills but also on their ability to foster collaboration, communicate effectively, and 

navigate the complexities of HR transformation.  

 

Enriching Theories of Organizational Learning  

This study sheds light on the vital role of organizational learning. The findings reveal that when change agents 

spearhead HR reengineering initiatives, they can establish feedback loops that enable organizations to learn and refine 

their HR processes over time. These change agents not only instigate immediate shifts in HR but also foster the ongoing 

evolution of HR practices. The research underscores that organizational learning is crucial for successful HR 

reengineering and illustrates how change agents act as knowledge brokers within organizations. This underscores the 

necessity of cultivating a continuous learning environment where HR practices can adapt to both internal and external 

influences.  

 

Refinement of HR Transformation Models  

Focusing on the service sector, this research challenges the existing HR transformation models, which have primarily 

been validated in manufacturing or large corporate settings. It highlights the unique challenges and opportunities faced 

by the service industry, such as a more dispersed workforce, an emphasis on customer interactions, and the increasing 

integration of digital tools in HR processes. The results suggest that HR transformation models need to be revised or 

updated to better capture the distinct characteristics of the service industry, offering a more relevant viewpoint on HR 

reengineering.  

 

Integration of Digital HR in Change Management  

This research expands on existing theories by exploring the link between digital transformation and reengineering in 

human resources (HR). As more companies in the service sector begin to adopt digital HR tools—such as HR 

information systems (HRIS), AI-driven hiring platforms, and learning management systems—change agents play a 
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crucial role in facilitating the adoption and integration of these technologies. This study contributes to the growing body 

of research on how digital tools interact with traditional HR practices and the vital role change agents play in managing 

this transition. It deepens our understanding of how change agents can leverage digitalization to enhance HR processes, 

making them more agile, efficient, and data-driven.  

 

II. CONCLUSION 

This research paper dives into the crucial role that change agents play in enhancing HR processes within the service 

industry of Delhi NCR. By exploring both theoretical concepts and real-world examples of change management and 

HR transformation, the paper illustrates how HR professionals, line managers, and consultants can spearhead 

organizational change, refine HR processes, and elevate employee engagement.  

The framework developed in this study showcases how change agents serve as pivotal figures in HR reengineering, 

assisting organizations in navigating the complexities of change. With their expertise, HR processes are not only 

optimized for greater efficiency but also aligned with broader strategic objectives that foster growth and adaptability. 

The paper emphasizes the importance of collaboration, effective communication, and securing employee buy-in as vital 

components in overcoming challenges and ensuring the success of HR reengineering initiatives.  

Additionally, this paper underscores the necessity of refreshing existing change management models to better 

accommodate the evolving role of HR in organizational transformation, especially within the service sector. As HR 

transitions from traditional administrative functions to more strategic positions, change agents become increasingly 

essential in bridging HR practices with organizational strategy. Their ability to manage both the human and technical 

facets of change is crucial for achieving sustainable success.  

This paper highlights the importance of understanding how change agents can promote digital adoption, enhance 

employee engagement, and facilitate ongoing improvements in HR reengineering. The research shows that HR 

reengineering isn't just a one-off task; it's a dynamic and continuous process that requires regular adjustments to adapt 

to both internal and external shifts.  

In essence, this paper offers valuable insights into the role of change agents within the service industry, particularly in 

the rapidly evolving business landscape of Delhi NCR. Organizations in the service sector should prioritize the 

development and empowerment of change agents to effectively lead HR reengineering efforts. By doing so, they can 

enhance HR processes, boost organizational efficiency, and better align their human capital strategies with overall 

business goals. As the service industry expands and encounters new challenges, change agents will remain crucial for 

driving HR transformation and ensuring organizational success.  

  

REFERENCES 

[1]. Kumar, N., & Kumar, R. (2018). Role of HR in Change Management – A Comparative Analysis of Indian 

and Foreign Companies. International Journal of Management Studies, 5(4), 104-112.  

[2]. Beer, M., Spector, B., Lawrence, P. R., Mills, D. Q., & Walton, R. E. (2015). Managing human assets: The 

groundbreaking Harvard Business School program. Simon and Schuster.  

[3]. Sharma, A., & Kaur, R. (2020). The Role of HR Strategies in Change. Journal of Business Studies, 8(2), 88-

101.  

[4]. O'Brien, J., & Linehan, C. (2014). The HR Manager as Change Agent: Evidence from the Public Sector. 

Journal of Organizational Change Management, 27(5), 725-739.  

[5]. Hammer, M., & Champy, J. (1993). Reengineering the Corporation: A Manifesto for Business Revolution. 

Harper Business.  

[6]. De Alwis, A. C., Andrlić, B., & Šostar, M. (2022). The Influence of E-HRM on Modernizing the Role of 

HRM. Economies, 10(8), 181.  

[7]. Keka. (2023). HRs as Change Agents: A New Avenue for Organizational Growth. People Matters.  

[8]. Davenport, T. H. (2013). Process Innovation: Reengineering Work through Information Technology. Harvard 

Business Press.  

[9]. Kotter, J. P. (1996). Leading Change. Harvard Business Review Press.  



I J A R S C T    

    

 

               International Journal of Advanced Research in Science, Communication and Technology  

                               International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

Volume 5, Issue 12, April 2025 

 Copyright to IJARSCT         DOI: 10.48175/IJARSCT-25961  453 

    www.ijarsct.co.in  

 
 

ISSN: 2581-9429 Impact Factor: 7.67 

 
[10]. Fernandez, S., & Rainey, H. G. (2006). Managing Successful Organizational Change in the Public Sector. 

Public Administration Review, 66(2), 168-176.  

[11]. Judge, T. A., Thoresen, C. J., Pucik, V., & Welbourne, T. M. (1999). Managerial Coping Strategies and 

Organizational Change. Journal of Organizational Behavior, 20(4), 419-437.  

 

 


