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    Topics Covered:
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· Reasons / Sources of Resistance to Change

· Overcoming Resistance to Change

· The Organization Development Process

· Model Questions
WHAT IS ORGAINSATIONAL CHANGE?

Change refers to any alteration that occurs in total work environment. Generally people are accustomed to a well-established way of life and any variation in or deviation from that life may be called a change. Change may be very simple just like to shift the location of an office or it may be amore complex technological change, which may ever threaten the very existence of some people in the organization. 

Change occasionally results in disequilibrium in the environment conditions of the organization. The most changes disturb the equilibrium of situation and environment in which the individuals or groups exist. In order to remove this disequilibrium, and to return to a normal state of balance, people take time for adaptation and adjustment to change. Man being dynamic adjusts himself according to the environmental situation. He may be prepared to adapt or introduce change as soon as he gets education and training in adapting the new techniques in the interest of the organization. The introduction of these changes (training and education) may again create disequilibrium and the problem of adjustment. Now, it is the duty of the management to facilitate adjustment, especially prior to the initiation of change so that a new state of equilibrium can be adapted quickly and chance of little or nonresistance may be restored. If, on the other hand, management ignores this fundamental fact of human behavior, and does nothing to help the people adjust, resistance will occur and disequilibrium will exist in the environment. Thus organizational change involves disequilibrium in the situation and environment in which the people and the group exist.

Change may affect an individual, a group, and the whole organization. If the change is beneficial to parties affected, it may be immediately accepted. If, on the other hand, change affects no one the people will be quite indifferent but if anyhow change is detrimental to their interest, they will resist the change to their full strength. The reaction is based upon not necessarily on facts but on their perception of the situation, i.e., how they perceive the change.

REASONS/SOURCES OF RESISTANCE TO CHANGE

A)
Individual resistance:
Individual sources of resistance to change reside in basic human characteristics such as perceptions, personalities and needs. The following summarizes five reasons why individuals may resist change:

1.
Habit: Human beings are creatures of habit & life is complex enough. To cope with this complexity, all rely on habits or programmed responses.

2.
Security: Peoples with a high need for security are likely to resist change because it threatens their feelings of safety.

3.
Economic factors: Another source of individual resistance is concern that changes will lower one's income.

4.
Fear of the unknown: Changes substitute ambiguity and uncertainty for the known. Employees in organizations hold dislike for uncertainty. So they resist change.

5.
Selective information processing: Individuals shape their world through their perceptions. Once they have created this world, it resists change.

B)
Organizational resistance: Sometime organizations are conservative. They actively resist change. Six major sources of organizational resistance have been identified:

1.
Structural inertia: Organizations have built in mechanisms to produce stability. When an organizations is confronted with change, this structural inertia acts as a counterbalance to sustain stability.

2.
Limited focus of change: Organizations are made up of a number of interdependent sub‑systems. So limited changes in subsystems tend to get nullified by the larger system.

3.
Group inertia: If union norms dictate resisting any unilateral change made by management, an individual union member is likely to resist.

4.
Threat to expertise: Changes in organizational patterns may threaten the expertise of specialized groups.

5.
Threat to established power relationships: Any re​distribution of decision making authority can threaten long established power relationships within the organization.

6.
Threat to established resource allocation: Those that most benefit from the current allocation of resources often feel threatened by the changes that many affect future allocations.

OVERCOMING RESISTANCE TO CHANGE

Six tactics have been suggested for use by change agents in dealing with resistance to change:

• Education & Communication

• Participation

• Facilitation & Support

• Negotiation

• Manipulation & Cooptation (buy‑off the leaders)

• Coercion 
1. Education & communication: Resistance can be reduced through communicating with employees to help them see the logic of a change.

2. Participation: It is difficult for individuals to resist a change decision in which they participated. Prior to making a change, those opposed can be brought into the decision process.

4. Facilitation & support: Change agents can offer a range of supportive efforts to reduce resistance. When employee fear & anxiety are high, employee counseling and therapy, new‑skills training, leave of absence may facilitate adjustment.

5. Negotiation: Another way for change agent to deal with potential resistance to change is to exchange something of value for a lessening of the resistance.

6. Manipulation and cooptation: Twisting and distorting factors to make them appear more attractive, withholding undesirable information and creating false rumors to get employees to accept a change are all examples of manipulation. Cooptation is to 'buy off" the leaders of a resistance group by giving them a key role in the change decision.

7. Coercion: Coercion is the application of direct threats or force upon the resisters. Some examples of coercion are threats of transfer, loss of promotion, negative performance evaluation etc.

THE ORGANIZATION DEVELOPMENT PROCESS

Organizational development process is a complex process. A typical complete OB program includes the following steps:

Initial Diagnosis


Data Collection


Data Feedback and Confrontation


Action Planning and Problem Solving


Use of Interventions


Evaluation and Follow‑up

1. Initial Diagnosis: The consultant meets with top management to determine the nature of the firm's problem to develop the 00 approaches most likely to be successful.

2.
Data Collection: surveys may be made to determine organizational climate and behavioral problems.

3.
Data Feedback and confront ion: Work groups are assigned to review the data collected, 1‑o 'Mediate areas of disagreement and to establish priorities for change.

4. Action Planning and Problem Solving: Groups use the data to develop specific recommendations for change.

5.
Use of Interventions: Once the action planning is completed, the consultant helps the participants select and use appropriate OD interventions.

6. Evaluation and Follow‑up: Finally the consultant helps the organization evaluate the results of its 0D efforts and develop additional programs in areas where additional results are needed.
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