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Abstract - Organizational change is a necessity in responding to the dynamics of both internal and external environments. 

However, the success of the change highly depends on the extent to which the process operates within the applicable legal 

boundaries. This study aims to examine the relationship between change management and legal compliance through a 

literature review approach. Data were obtained from relevant academic sources and analyzed thematically to understand 

the conceptual principles governing the alignment between institutional transformation and legal validity. The study results 

show that legal compliance is not an obstacle to change, but rather a foundation that strengthens the legitimacy and 

sustainability of the process. When the law is aligned from the planning stage to the evaluation stage, changes tend to be 

widely accepted, minimize conflicts, and have a clearer direction. Furthermore, these findings underscore the importance 

of strengthening regulatory capacity within organizations so that every transformative managerial decision does not violate 

applicable legal provisions. This study is expected to enrich scientific references in the development of management policies 

and the strengthening of organizational governance systems oriented towards legal and institutional sustainability. 
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INTRODUCTION 

Modern organizations are constantly faced with dynamics that demand change as part of the adaptation process 

to external and internal environments. Change is no longer considered a sporadic event, but rather a continuous necessity 

in maintaining institutional relevance and performance. In the process, change management becomes an important 

component that determines the continuity of direction, the effectiveness of policy implementation, and the stability of 

human resources (Klein et al., 2022). The success of the change is greatly influenced by the extent to which compliance 

with applicable legal regulations is maintained and preserved in every phase of the transformation (Paraschiv et al., 2019).  

Legal compliance within an organization is not merely a normative obligation, but a prerequisite for maintaining 

institutional integrity and the legitimacy of managerial decisions (Burdon & Sorour, 2020). On an operational scale, the 

change process often touches on aspects that are legally regulated, such as employment contracts, organizational structure, 

and internal oversight mechanisms. If changes are made without considering the legal dimensions, the potential for 

conflict and resistance will increase (Beşliu, 2018). Therefore, the synergy between change initiatives and legal 

compliance needs to be carefully considered so that the resulting transformation is constructive.  

In practice, many organizations fail to manage change because they do not systematically integrate legal aspects. 

When changes are made hastily and ignore the existing legal framework, the risk of non-compliance increases, which can 

lead to administrative sanctions or damage to reputation. Literature shows that the implementation of changes that do not 

take into account the legal dimension often results in long-term detrimental impacts (Smart & Pacula, 2019). This is where 

it is important to examine the relationship between the change process and legal compliance both conceptually and 

applicatively.  

Literature studies examining the relationship between change management and legal compliance within 

organizations are becoming increasingly important to understand systematically (Chiva & Habib, 2015). The aim is not 

merely to detail the concepts but to explore how change practices should be carried out while adhering to the applicable 

legal norms. This understanding is necessary for the organization to be able to transform itself legally, ethically, and 

productively (Kennet-Hensel & Payne, 2018).  

A common issue that arises in the implementation of change is management's tendency to overlook legal 

obligations in the name of efficiency or short-term interests (Jalagat, 2016). Research by Pfeffer and Salancik (1978) and 

Hauser (2022) shows that many managerial decisions are driven by external pressures, rather than normative 

considerations. In this situation, legal aspects are often seen as a burden, rather than as guidelines to be followed. As a 

result, the change process proceeds without a clear legal direction and has the potential to cause legal conflicts. 

A study by Kotter (1996) and Schwarz et al. (2021) identified that one of the main causes of failure in 

organizational change is the lack of attention to formal structures and systems. When the formal structure is part of the 

legal framework, the failure to adjust changes to those provisions will hinder the organization's sustainability (Soderstrom 

& Weber, 2020). This discontinuity indicates the need for a change approach that aligns with legal principles so that the 

legitimacy of the change can be maintained.  
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Another relevant issue is the organization's low capacity to establish an internal legal oversight system 

during the change process. According to the regulations reviewed by Suchman (1995), organizational legitimacy is 

closely related to compliance with agreed-upon norms and legal systems. If the organization fails to create a 

monitoring system that ensures the change process adheres to the law, not only will the transformation goals not be 

achieved, but public trust in the organization will also decline (Martinez, 2020; Fiene, 2022).  

The need to systematically examine the relationship between the change process and legal compliance 

becomes increasingly crucial in an era of ever more complex regulations. Every organizational decision that impacts 

structure, authority, and resources must be reviewed from two main dimensions: administrative feasibility and legal 

compliance (Warren, 2019). Without such a review, the organization's transformation process can lose direction, 

and furthermore, threaten the sustainability of the institution itself.  

By examining these interconnections, it is hoped that a change model can be found that is not only 

managerially adaptive but also legally consistent. This approach allows organizations to remain flexible in innovating 

while maintaining their credibility in the eyes of regulators and other stakeholders. Therefore, this research is 

designed to trace and elucidate that relationship within a scientifically accountable conceptual framework.  

This study aims to systematically identify and evaluate various literature findings that discuss the 

relationship between change management processes and legal compliance within organizations. This study aims to 

explore the concepts, theories, and practices that demonstrate how organizations can implement changes efficiently 

without neglecting legal provisions. The results of this research are expected to provide conceptual contributions in 

building a responsive and legally compliant institutional change design. 

RESEARCH METHODS 

This research employs a descriptive-qualitative literature study approach designed to compile and interpret 

theoretical understandings and conceptual practices regarding the relationship between change management and 

legal compliance within organizations. The literature review is considered relevant because it allows for the 

collection and analysis of various research findings and theories that have been previously developed. According to 

Booth et al. (2008), this method is effective for examining how an issue has been studied by previous researchers, 

identifying analytical gaps, and constructing coherent arguments based on documented scientific evidence. This 

approach not only relies on content summaries but also prioritizes conceptual synthesis to make the reading of the 

theme more reflective and directed. 

In the process, a literature review is conducted on academic publications such as scientific books, journal 

articles, and institutional study reports relevant to the topics of organizational change and compliance law. Data is 

classified based on thematic categories, such as principles of managerial change, legal compliance approaches, and 

models of change and legality integration. Referring to Strauss and Corbin (1990), the literature analysis was conducted 

using open and selective coding techniques to identify patterns of relationships between conceptual variables. The 

main objective of this approach is not to measure numerically, but to construct a strong and argumentative conceptual 

framework as a foundation for a comprehensive scientific understanding of the relationship between change 

management and legal compliance. 

RESULTS AND DISCUSSIONS 

Changes in organizations are often driven by the need to remain relevant amidst rapid social, technological, and 

market changes. However, in every step towards transformation, organizations must manage the transition by considering 

the accompanying legal dimensions (Scholz, 2017). When change is solely oriented towards speed and efficiency without 

adhering to the applicable rules, the sustainability of the transformation itself will be called into question. The formal 

structure designed by law is not present as an obstacle, but rather as a guide that ensures order in the process of change 

(Bubuljica, 2019). 

Amid the managerial euphoria towards innovation and structural overhaul, legal aspects are often treated merely 

as an administrative burden. However, legal provisions contain norms that have been agreed upon as the basis for 

organizing legitimately (Jackson, 2018). Exceeding legal boundaries in the change process can lead to serious 

consequences, ranging from formal sanctions to a public trust crisis (Rogers & Bell, 2022). Therefore, it is important for 

management to incorporate the law as part of a rational and balanced change strategy. 

When an organization decides to change its structure, systems, or internal policies, they are essentially touching 

the foundations that have been established by previous laws or internal regulations. In this situation, the decision to change 

must consider how to avoid violating the principle of legality that binds all entities and stakeholders (Wettstein, 2015). 

The law provides a framework that allows changes to occur in an orderly manner and to be accepted both procedurally 

and substantively (Craig, 2017). 
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The change management process will not succeed if it is not accompanied by a deep understanding of the 

applicable legal governance. Organizations that can unite the spirit of change with legal clarity will be better prepared to 

navigate external pressures without losing direction. As expressed in various organizational studies, compliance does not 

mean stagnation, but rather a prerequisite for creating legitimate and well-structured transformation (Blumberg et al., 2019). 

In daily practice, the tension between the speed of transformation and regulatory compliance often becomes a 

vulnerable point of failure. Decision-makers who are insensitive to the role of law in change risk procedural violations, 

which ultimately weaken the outcome of the change itself (Zalnieriute et al., 2019). This is where the strategic value of 

compliance is tested: whether it is accepted as a common foundation or merely seen as an obstacle to be circumvented. 

Therefore, understanding the relationship between change and legal compliance is not merely a technical 

management discussion, but rather an ethical and administrative foundation in shaping the future of the organization. 

When legal values are fully integrated into the change process, the organization not only experiences structural shifts but 

also strengthens its legitimacy, which will support the sustainability of the transformation in the long term (Sroufe 2017).  

Change management in an organization is a dynamic process that requires attention to the balance between 

adaptive flexibility and firmness in the formal structure. When changes are made without considering the legal foundation, 

the transformation becomes vulnerable to internal resistance and external accountability (Van Tuder & Keen, 2018). 

Contemporary literature shows that legal compliance is not merely an obstacle to change, but an integral component that 

ensures the legitimacy and sustainability of managerial decisions (Weiss, 2001). 

The relationship between change and law is becoming increasingly important in an organizational environment 

governed by strict regulations and public oversight. Changes that impact work structure, remuneration systems, or 

procurement processes must be aligned with applicable legal provisions (Sousa-Zomer et al., 2018). If this is ignored, the 

organization risks facing legal lawsuits, administrative sanctions, and reputational damage. In a study by Christensen et 

al. (2007), it was mentioned that public organizations adopting institutional reforms tend to succeed when changes are 

guided by explicit legal frameworks.  

Legal compliance has both protective and proactive functions. It protects the organization from unintended 

deviations during the transition process, while providing a framework that allows changes to be made responsibly (Gozman & 

Currie, 2015; Darmawan & Gani, 2024). According to Moran and Brightman (2001), changes based on a legal structure 

are more likely to be accepted by stakeholders because they demonstrate clarity of direction and transparency. That is, 

the law provides a common language in communication between management and organizational members.  

One important dimension in linking change with compliance is how internal policies are designed. Organizations 

that have internal guidelines aligned with external regulations are better able to navigate changes without experiencing 

legal conflicts (Mair et al., 2015). This is emphasized by Burke (2002), who states that change designs that take legal 

frameworks into account will reduce the potential for conflict while also strengthening institutional legitimacy. In this 

case, the law serves as a foundation in building trust in the outcomes of the change.  

The implications of the change process on legal compliance also encompass aspects of human resources. Any 

change that touches on employment contracts, allocation of responsibilities, or employee discipline must be evaluated based 

on the principles of legality and procedural justice (Tyler et al., 2015). In a study by Beer and Nohria (2000), it was explained 

that much of the resistance to change is caused by violations of legal expectations that are considered part of employee 

protection. Therefore, open communication about the legal impact of changes needs to be emphasized from the beginning.  

Legal oversight in the change process is not only carried out by external parties but must also be built from 

within through an internal compliance unit (Gozman & Currie, 2015). This unit is responsible for ensuring that each stage 

of the change process undergoes an adequate legal review. Robbins and Judge (2007) state that the role of the legal 

function in organizations is often overlooked in the initial design of changes, even though its contribution is crucial in 

maintaining consistency between goals and procedures. The integration of the legal function from the planning stage will 

strengthen the organization's accountability.  

The level of compliance within an organization greatly depends on the legal culture that develops within it (Al 

Hakim et al., 2022). When the management structure places law as part of work values, the process of change will be 

easier to adapt (Gorddard et al., 2016). In a study by Scott (2003), it is mentioned that organizational legitimacy in society 

can only be obtained if the procedures and outcomes of change are based on an recognized normative framework. That 

is, law is not just an external norm, but also an internal element that shapes the work ethic.  

The alignment between change management and legal compliance is also determined by leadership style. 

Leaders with a legal understanding will be more cautious in navigating change (Mansaray, 2019). They tend to design 

policies that are not only innovative but also rule-abiding. In Gill's (2003) view, organizational transformation guided by 

law-based leadership will create stable outcomes with minimal conflict. Therefore, legal literacy among leaders needs to 

be a focus in managerial development.  

The public policy framework often serves as the primary reference in organizational changes within the 

government sector (Christensen et al., 2020). Bureaucratic reform, for example, can only be effective if supported by a 

strong legal foundation. A study by Pollitt and Bouckaert (2004) shows that countries that successfully implement 
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institutional reforms have a well-established tradition of administrative law. This means that the success of institutional 

transformation is greatly influenced by the quality of regulations and compliance with them.  

In the corporate realm, the implementation of legally-based change management is closely related to corporate 

governance practices. Every structural change or business strategy must adhere to the rules established within the 

governance framework (Hahn et al., 2015). Huse (2005) mentioned that transparency, accountability, and legal 

responsibility are indicators of success in assessing the validity of changes. This indicates that change management is not 

separate from legal oversight and public accountability. Regulatory compliance functions as a safeguard against arbitrary 

decision-making and mitigates reputational risks associated with governance failures. Furthermore, boards of directors 

are increasingly expected to play an active role in overseeing major transformations to ensure legal and ethical alignment. 

The integration of compliance officers within change initiatives helps translate legal obligations into actionable 

procedures. Stakeholder communication must be conducted with legal clarity to avoid misinformation and potential 

litigation. Ultimately, legally grounded change enhances organizational resilience and public legitimacy in dynamic 

business environments.  

There are also inherent risk aspects in changes, especially when a thorough legal evaluation is not conducted. 

These risks can include violations of contractual rights, the establishment of policies that contradict the law, or abuse of 

authority (Stephens, 2017). According to Hill and Jones (2001), legal risk management must be part of change planning 

so that the organization can act preventively. Thus, legal studies must be aligned with financial, operational, and HR 

aspects in the transformation process. Without legal foresight, even well-intentioned reforms may trigger litigation or 

regulatory penalties that compromise strategic objectives. Moreover, proactive legal analysis enables institutions to 

identify gray areas in compliance and close potential loopholes before they escalate into crises.  

The experience of international organizations shows that the success of change is influenced by the consistency 

of implementing the principle of legality at every stage of implementation. Examples of public sector reforms in 

Scandinavian countries demonstrate that legal compliance accelerates consensus and minimizes social tensions (Midttun 

et al., 2015). Christensen and Lægreid (2001) and Inderberg et al. (2019) explain that legal-based changes create clarity 

of purpose and build a healthy communication space between stakeholders.  

Organizations in the education and health sectors also experience significant pressure for change, both due to 

quality demands and regulatory changes (Blanco-Portela et al., 2017). Success in navigating changes in these sectors is 

greatly determined by the organization's ability to understand the laws governing service standards, professional ethics, 

and user protection. This is evidenced in the research by Ferlie et al. (2005), which emphasizes the importance of legal 

readiness in supporting changes in the public service sector.  

One important point in this study is that compliance is not passive. It requires a supervision structure, reporting 

processes, and evaluation mechanisms (Neumann et al., 2018). When this system is built in a planned manner within the 

change design, the results will be more measurable. According to Hughes (2003), organizational design that aligns change 

processes and compliance systems results in more consistent performance and is widely accepted by the community.  

The conclusion from the entire literature indicates that the relationship between change management and legal 

compliance is complementary. Both cannot be separated without causing consequences for the organization's credibility 

and resilience. Therefore, effective change design is one that takes the law into account from the beginning, rather than 

considering it as an afterthought. 

CONCLUSIONS 

A literature review on the relationship between change management and legal compliance in organizations shows 

that the success of transformation cannot be separated from adherence to the applicable legal framework. The change 

process carried out systematically and aligned with legal frameworks will result in credible, procedural, and accountable 

decisions. On the other hand, changes initiated without a strong legal foundation risk creating disorder, conflict, and lack 

of clarity in the organization's direction. Therefore, the relationship between change and law is mutually reinforcing in 

creating a healthy organizational dynamic.  

The implications of these findings indicate that the integration of managerial processes and legal compliance 

should be incorporated into the initial design of changes. Management needs to position the law as an instrument 

supporting innovation, not as a hindrance. In the long run, such an approach will encourage organizations to build a positive 

reputation, increase stakeholder trust, and create institutional structures that are resilient to crises and uncertainties.  

As guidance, it is recommended that organizations planning changes conduct a thorough legal audit before and 

during the implementation process. Legal evaluation should be made part of the success indicators, not just an 

administrative supplement. Involvement of compliance units, regulatory training for leaders, and the establishment of 

internal oversight structures are concrete steps that can support the alignment between organizational goals and the 

applicable legal framework. 
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