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Introduction
Organizations embrace change initiatives to enhance the realization of its objectives through the most efficient and cost-effective means. However, employees often resist the process of change due to the enormous work related shifts. Some of the leading causes of employee resistance to change may include; poor communication, inadequate training, and uncertainty of the future (Maheshwari & Vohra, 2015). The top management has to ensure that employees within the organization understand the benefits of embracing change. According to Kegan & Lahey (2013), some of the tools that can be utilized within an organization include; training and communication, negotiation and agreement, facilitation and support, participation and involvement, manipulation and coercion.

Training and communication

Across many organizations, employees usually resist change due to inadequate education on the new process and communication from the top management (Mariana et al., 2013). In many instances, employees who lack the prerequisite skills for performing a particular task may often be resistant to the new process as it would create uncertainties about their quality of work. As such, it is important for the managers to take an initiative of educating the employees on the benefits that would accrue due to the changes (Maheshwari & Vohra, 2015).

Through providing the right training and education, employees gain a sense of self-confidence and trust in comprehending their responsibilities arising from the organizational changes. Therefore, managers and the top administration within an organization need to be honest and communicate to the employees the need for the anticipated changes and further preparing the employees psychologically for the desired changes within the organization (Matos & Esposito, 2014). When the top executive talks openly about the probable issues due to the changes, employees will find it easy to appreciate the change and gear towards enhancing more innovative ideologies that would further the organization's agenda. 
Negotiation and agreement
Negotiations play an essential role in rolling out changes within an organization. In many organizations, employees act similarly and may decide to resist a particular change that is to be introduced by a corporation's managers. In ensuring that there is an understanding of issues that may arise, managers have the responsibility of ensuring that they negotiate with employees by bringing them on board to discuss the aspects of change (Maheshwari & Vohra, 2015). Through negotiation, employees feel valued in the running of the organization’s affairs. Additionally, mutual agreements encompass the essence of embracing organizational changes. Through the agreement, any issues may be explained and ironed out by the top management thereby enhancing employee understanding on the need for the changes. 
Shared diagnosis between the top management and the employees improves decision making as both parties endeavor to understand a common problem through different approaches (Kegan & Lahey, 2013). The role of shared diagnosis is thus crucial in delineating the problem and mapping out the possible alterations for the effective execution of change. Further, mutual agreements bridge the gap between the employee’s perceptions of the changes and enhance a common ground as a way of rolling out the changes. Employees through the agreement can be offered an opportunity to do away with the changes that may negatively impact on their performance.  Elsewhere, employers can provide incentives to employees such as offering them additional perks and remunerations, holidays and flexible schedules that would enhance their appreciation of the transformations within the corporation. 
Facilitation and support

In many organizations, employees resist changes due to the disturbance in the normalcy of their programs and duties. It is imperative for the managers to understand the essential support that would go along in enhancing changes that would disrupt the existing routines and schedules of the employees. Managers have to ensure that they become supportive of all the staff in the various departments during the process of change. The transition period creates a furor among staff members who perceive the changes as having adverse effects on their output. Providing facilitation and support boosts the morale of employees by asserting the top management’s involvement in the process of change (Kegan & Lahey, 2013).

Thus, facilitation and support promote a smooth transition into the desired aspects of the organization's management by proving a sense of commitment from the top management. As such, employees find it easy to relate with the modifications within the organization. The managers can offer support through counseling that instills confidence and a sense of belonging among the affected employees. In enhancing change, the organization can utilize change agents who are in most cases consultants (Maheshwari & Vohra, 2015). The experts would guide the top management on how to execute changes without creating undesirable impacts on the performance and employee productivity.

Participation and involvement

Employee exclusion from the crucial change initiative meetings and endeavors in most instances result in resistance within organizations. Reducing resistance among staff members can be achieved by encouraging the employees to get involved in the essential decision-making processes and participating in enhancing an inclusion of their ideologies (Mariana et al., 2013). The opinions and feedbacks of employees are important in the design and implementation of the change aspects as it promotes a feeling of worth in their ideologies. In organizations where employees are given an opportunity to participate in the modification programs, their productivity has been noted to improve (Kegan & Lahey, 2013). When employees are involved and participate in the change process, the organization’s executive members can determine the areas of deficiency, weaknesses, and areas to improve. Further, their involvement and participation promote the efficient utilization of their learning techniques depending on their needs. 
Manipulation
Employee manipulation is another important combative tool in reducing the organizational resistance. The manipulation entails the use of a variety of strategies that are aimed at influencing employee inclination to a particular perspective (Kegan & Lahey, 2013). One of the most efficient manipulation tactics is a situation in which managers nominate individual employees to act as leaders of the teams that are responsible for initiating and executing the changes. The chosen employees can be given specific managerial responsibilities that would encourage their participation within the change initiatives. Although the tact may fail to work in situations where the employees feel like they have been tricked, it is important for the top management to enhance a cordial relationship without creating any mistrust. 

Coercion
Finally, where other combative tools fail, an organization can utilize coercion as a way of exerting its influence among employees. Coercion is a tool used by corporations in situations where other tools fail and in circumstances where there is need to implement the changes quickly (Kegan & Lahey, 2013). During certain periods, organizations often have little time to train their employees and thus, coercion is the best combative tool that can be utilized effectively. Some of the oppression approaches include; threatening the staff about the possibility of losing their jobs if they fail to comply, possible transfers, fines or even a cut in their remuneration (Kegan & Lahey, 2013). Although through coercion particular changes may be realized, the tool may often result in a reduction in employee productivity, rebellion, and skepticism. As such, managers need to utilize the tool cautiously. 
In conclusion, it is necessary for managers to address different situations that resulted in employee resistance is an essential element in dealing with the resistance of employees to organizational changes. Since changes affect employee lives, it is important for managers to assess on the best tool that can be utilized in creating change within the organization.
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