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Tools to Combat Resistance to Change in Organizations 

Change is currently a normal characteristic for businesses and organizations due to the ever-evolving technology, economy and information systems. Therefore, it is imperative for companies and organizations to reorganize their structures, methods of operation, organization’s culture, strategies, and technologies either continuously or periodically to keep up with the environment’s dynamics. An organization may also go through a change in its management and business structure with an aim to counter react to a failure, stay ahead of the competition, adopt to government policies or achieve efficiency among other drivers. Indispensable as it is, change is not always warmly received in organizations. This is because it in most cases involves changing people’s behavior and culture, and as it is well known human beings prefer consistency to change (Dawson, 2003). Based on Lewin–Schein’s model, employees use denial as an unconscious defense mechanism to resist change. Other reasons that form the basis to change resistance are lack of understanding and trust, uncertainties, possibilities of an increased workload and fear of loss of reward system, different perceptions to change, peer pressure among others. Classical organization theory, which perceives unity and coherence as the basis for efficiency and productivity, has formed a perceptions that resistance to change a problem that needs to be eliminated. However, it is not entirely a problem but an opportunity that encourages managers to revise bad aspects of the initiative (Kebapci & Erkal, 2009). There are various ways through which resistance to change can be combated as discussed below. 

Building Capacity for Change

Capacity for change is simply the ability of an organization to continuously adopt to change not as a one-time event but as a normal event aimed at responding to internal and external changes. This capacity may be built at the micro level where various strategies on approaches to change are devised, and willingness and ability to change are devised. At this stage, it is important to employ a change agent to identify and share tools and insights regarding change as well as evaluate employees and reward them by the willingness and ability to change. At the micro stage, it is critical that a common enterprise-wide framework is achieved, focusing on talking and thinking about change. It may also be important to provide coaching and consulting services for change, create an environment that communicates honesty, trust, and transparency. It is also necessary to involve employees for example through rewarding managers who promote change successfully and encouraging innovation among employees.  The second level to building capacity for change is the mesco level. At this stage, an organization provides infrastructure to facilitate change, ensures that necessary resources are available. Actions that are necessary at this level include holding frequent meetings that involve all levels of staff to identify and access opportunities, hold inexpensive experiments to test new ideas, implement a reliable system that will encourage sharing of information and knowledge, intense training and educating among others. The final level is the macro level where a facilitative culture is built by leaders through emphasizing learning, information sharing, and creation of a shared purpose among others. This method tends to be lengthy and expensive. It may be used when immediate results are not necessary. 

Participation and Involvement

Participation in the content of organizational change means allowing employees to have a voice in the process of change and allowing them give their inputs and suggestions. Participation encourages managers and employees to share ideas with each other, together making the change decisions and sharing the responsibilities here forth. When people are allowed to be part of an early diagnosis of problems, they are encouraged and motivated to adopt the suggested solutions, making the transitional stage easier. Participation not only creates a positive, responsive behavior during the transitional stage but also creates job satisfaction, commitment, increased productivity and improved quality. Participation and involvement are best suitable where change initiators may not have all the required information for design change and where employees have significant power to resist change. Based on the principal agent theory (Khan & Rehman, 2008), participation and involvement allow sharing of knowledge and trust between managers who come up with the ideas to change and employees who are the change agents. 

Education and Communication

Lack of communication is a major contributing factor to resistance to change. In fact, from various researchers, organizations fail to keep employees in the know on issues regarding change satisfactorily. Communication is important and should be carried out in every stage, including the pre-implementation stage, which enables employees to see the logic in the change effort (Beitler, 2005). Therefore, it helps reduce grapevine and misguided perceptions regarding an organizational change. This tool is best suitable where employees have not been involved in the initial stages of change, where they do not have enough knowledge and information on the change. Education also enables employees not to get too stuck in the denial stage and instead easily adopt their new roles. Training is a crucial part of education, it answers enhances confidence on new technologies and reduces the fear of unknown. 

Negotiation and Agreement

Negotiation and agreement can be carried out by offering incentives to employees, especially where those resisting changes are in power thus have a significant effect in the process of change. Sometimes, if necessary, such employees may be allowed early buyouts and encouraged to early retirement. The Agent theory suggests that to enhance the relationship between the agent and the principal, correct contracting should be involved, in this case, negotiation should involve sufficient compensation (Jensen & Meckling, 1976; Charles & Thomas, 1992). Negotiation is also appropriate where an employee may suffer loss instigated by the change. 

Manipulation and Coercion

 A manipulation technique may be adopted where other options may not work or are too expensive. Manipulation may be through co-option where an individual may bring in the change steering group not due to their significant contribution but as a patronizing gesture, just for the sake of appearance to ease the resistance to change. Such individuals may be selected as leaders from a group of resisters and may even be allocated a role without necessarily threatening the change effort (Smollan, 2011).  Coercion is not highly encouraged, but where change is urgent, employees may be forced into accepting change, for example by threatening them with loss of jobs in case of resistance to change. 

In conclusion, to successfully combat resistance to change, it is critical that the general reason behind the resistance is known in order to save time and cost. It is also necessary that quality leadership is adopted to create a vision for change and motivate employees, reduce fear and anxiety towards change.
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