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ABSTRACT

Change is part of the contemporary business landscape, but the issue of resistance to change is still one of the
most prevalent obstacles to effective organisational change. This paper examines the reasons and effects and plans
of overcoming resistance at the work place by critically reviewing the literature. Based on the classical theories
like the model of change proposed by Lewin and the pioneering work by Coch and French, and using the modern
input of Warrick, Burnes, among others, the paper summarises the results of the studies on various fields. The
review mentions psychological, cultural, and structural aspects as significant points of resistance such as fear of
the unknown, lack of trust, poor communication, and leadership barriers. The results indicate that to achieve an
effective change management, the integrations of strategies, including effective communication, employee
involvement, the leadership devotion, training, and application of change agents, are necessary. Moreover, the
research highlights the need to promote organisational resilience in order to respond to the current digital change,
work-hybridisation, and changes based on innovation. The paper will end by giving recommendations to managers
and future research areas especially on change preparedness and how leadership can be used to reduce resistance
in fast changing work environments.
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INTRODUCTION

Modern organisations are characterised by change, which is necessitated by technological progress, globalisation,
competition, as well as changing workforce demands. Although change is crucial to organisational success and
sustainability, change resistance is among the most prominent challenges managers have to deal with when
implementing successful changes (Warrick, 2023; Burnes, 2015). Resistance occurs at different levels such as
individual, group and organisational levels and it may be associated with low productivity, demotivation, and
project failure in certain instances (Coch and French, 1948; Laframboise, Nelson and Schmaltz, 2003). The
interpretation of this resistance is thus very important to leaders aiming at successfully navigating through change.
Initial research like Coch and French (1948) emphasized psychological causes of resistance by demonstrating that
employees tend to respond adversely to changes that have been forced on them because of fear of the unknown,
threats of job loss and loss of control. Following studies have added to this understanding to show that the
organisational culture, leadership behaviour and communication practices are important in either playing up or
playing down resistance (Burnes, 2015; Karlsson, 2012). The environments of modern organisations are becoming
harder and harder, as the digital transformation, hybrid ways of work, and high-speed innovation demand constant
changes. In this regard, managers should implement strategies that are based on human and structural aspects of
resistance (Laidoune, Zid & Sahraoui, 2022; Johannessen, 2021).

Resistance is not only an obstacle, but it can be a valuable input to enhance the change process. As an example,
resistance can be turned into engagement and commitment by consulting employees and encouraging them to
participate (Self, 2007; Goncalves and Goncalves, 2012). Information technology organisation research has shown
that the use of participatory strategies, together with effective communication and training can go a long way in
alleviating resistance and enhancing the uptake of new systems (Goncalves and Goncalves, 2012). Equally,
research in the field of workplace accommodation projects indicates that the psychological and organisational
resistance can be alleviated by proper planning, consultation and appropriate supportive leadership (Laframboise,
Nelson and Schmaltz, 2003).

Although this knowledge exists, there are still some gaps in the knowledge about resistance in contemporary
organisational settings. At that, the effect of resistance to innovation and digital transformation of employee
behaviour has not been studied to the full extent (Tomsk Polytechnic University, 2015). Furthermore, leaders in
isolation may also be guilty of resisting change, whether deliberately or inadvertently, by not being models of
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change behaviour, by reinforcing old ways of doing things, and by not showing the required commitment to
strategic initiatives (Karlsson, 2012; Warrick, 2023). This is where a holistic approach is required, which takes
into account the accountability of the leadership and the readiness of employees.

This study aims at synthesising the literature on resistance to change, the primary causes and effects, and
experimenting the feasible approaches to overcoming opposition in the work environment. The study will offer
practical guidelines to managers through reviewing the classical and modern literature and also show where more
research is necessary, especially in digital and hybrid and changing work conditions (Laidoune, Zid & Sahraoui,
2022; Johannessen, 2021). This paper aims to achieve three things: firstly, to learn about the psychological,
cultural and structural aspects of resistance motivation; secondly, to evaluate the effects of resistance on
organisational performance; and thirdly, to suggest evidence based approach to effective change management.
By doing this, this research adds to both the scholarly literature and the practice of management by providing a
broad overview of resistance to change, incorporating the experiences of different organisational settings, and
outlining the strategies that leaders can consider to support the culture of flexibility and resiliency. Finally, not
only can the management of resistance be focused on getting over the hurdles but also on using the insights and
involvement of the employees to enable long-term organisational change (Warrick, 2023; Burnes, 2015).

LITERATURE REVIEW
The issue of resistance to change is long known to be a core problem of organisational management. The
phenomenon covers psychological, structural, and cultural aspects, which determines how employees react to the
initiative that changes the specific processes, positions, or technologies (Coch and French, 1948; Burnes, 2015).
To manage any resistance, a combination of traditional theories, research, and modern knowledge has to be
synthesized so that an effective approach to changing the situation is possible.
Basic Theory of Resistance.
Early Coch and French (1948) research was the foundation of the study of resistance as a natural response to
change. Their research has highlighted that employees encounter anxiety when facing new procedures, which is
largely because they fear the unknown, they feel threatened by job security and status or control may be lost. They
placed an emphasis on participation and communication as a way to minimize resistance, and the involvement of
employees in planning and decision-making is an important way to enhance adoption. Following the same
premise, Burnes (2015) made the case that resistance should not be viewed as a bad thing, as it can also be an
indicator of constructive feedback that points to the pitfalls or unnoticed parts of the change process.
Although not mentioned in this paper, Lewin Change Model is implicit in much of the literature, as it views change
as a three-step process:unfreezing, changing, and refreezing. In this case, resistance is present in the unfreezing
stage, when existing behaviours and attitudes are put to test (Burnes, 2015). This theoreticalisation offers a
valuable approach to perceiving how organisational changes can be planned in order to reduce resistance and
smooth the transitions.

Causes of Resistance to Change
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Psychological and Behavioural Factors.

The psychology of employees is one of the major sources of resistance. The fear of the unfamiliar, the lack of
confidence in abilities, and an experience of potential job loss and threat to their security are always impediments
to change (Warrick, 2023; Self, 2007). Self (2007) noted that preparation is an important factor, and argued that
employees are better prepared when they regard change as something they can deal with and that change is
something pertinent to their job. Goncavals and Goncavals (2012) discovered in IT organisations that the rapid
changes in technology contribute towards resistance particularly in cases where workers do not have the required
knowledge or training about the new systems. The results described above indicate that success of organisational
change efforts can be greatly affected by psychological preparedness, with specific help.

Organisational and Structural Factors.

In addition to personal psychology, there are the structural and cultural aspects as well, which add their fair share
of resistance. Karlsson (2012) has indicated that managers themselves can also be resistant to change because of
their routine and because they fear to lose some power and also because they are not comfortable with new
organisational strategies. In the same way, Laframboise, Nelson, and Schmaltz (2003) established that workplace
accommodation projects are usually faced with resistance in cases where organisational policies, communication
channels, or leadership support fails. According to these studies, the problem of resistance is not just an employee
one, but a systemic problem that needs integrated interventions at different organisational levels.

Tomsk Polytechnic University (2015) investigated the concept of innovation resistance as an organisational
phenomenon in general by emphasising that cultural norms, established practices, and organisational inertia can
impede the process of adjusting to technological or procedural innovations. These results highlight the importance
of managers being able to envision structural barriers and influence organisational culture in the ways that will
facilitate change.

Communication and Leadership.

Leadership and communication are considered to be fundamental elements of resistance when it comes to its
overcoming. Warrick (2023) pointed out that leaders should lead by example, and ensure open and clear
communication in order to build trust. As Johannessen (2021) argued, this is because constant communication
and knowledge-sharing in organisations improves the sense of participation, which decreases uncertainty and
reluctance in employees. An exemplary leadership, therefore, does not only lead to processes of change, but also
affects perception, motivation, and engagement of employees.

Laidoune, Zid, and Sahraoui (2022) also added that, leadership support in the face of disruptions can make
organisations more resilient. Their research indicated that adaptive leaders, who promote innovation and are able
to provide supporting environments, minimise the ill-effects of resistance a lot. Leadership is a catalyst and a
buffer in a nutshell, which influences the reception of change throughout organisational hierarchies.

Sector-Specific Insights

Studies in various industries give further indications on dealing with resistance. Goncalves and Goncalves (2012)
have shown that participatory methods in IT organisations, which are supported by training and effective
communication, are particularly useful in the reduction of resistance to changes brought about by technology. In
a similar study, Laframboise, Nelson, and Schmaltz (2003) discovered that workplace accommodation projects
conducted using structured consultation and planning brought about significant reductions in staff opposition. All
these studies put emphasis on the relevance of context-sensitive approaches that can respond to the sources of
resistance in a particular organisational setting.

Gaps and New Challenges.

Even though much research has been done, there are still gaps in the understanding of resistance in modern
organisational settings. The implication of digital change, hybrid working, and innovation-based workplace on
employee resistance has little to be researched (Laidoune, Zid, and Sahraoui, 2022; Johannessen, 2021).
Furthermore, leaders can also become the cause of resistance, both by their silence and by following the old
fashioned ways (Karlsson, 2012). To reduce such gaps, a holistic approach must be considered, one which
incorporates the readiness of employees, the accountability of the leadership, and cultural adaptation.
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Summary of Key Insights
All the literature agrees that the resistance to change is multidimensional involving psychological, structural and
cultural aspects. Strategies that are useful in their management include:

v Involvement and participation of the employees (Coch and French, 1948; Self, 2007; Goncalves and
Goncalves, 2012)

v Open communication and sharing of knowledge on a regular basis (Warrick, 2023; Johannessen, 2021).

v" Modelling the desired behaviours and commitment to leadership (Karlsson, 2012; Laidoune, Zid and
Sahraoui, 2022).

v' It is expected that structural and cultural barriers will be encountered (Laframboise, Nelson and
Schmaltz, 2003; Tomsk Polytechnic University, 2015).

v' When all of these strategies are put together, they form an environment where resistance is not just
conquered but converted to engagement, feedback and long term organisational improvement.

Table 1: Summary of Key Literature on Resistance to Change

Author(s) & Year Focus / Context Key Findings Strategies
Coch & French (1948) | Workplace change Fear, loss of control Employee participation
Burnes (2015) Organisational Resistance can be | Proactive planning
change constructive
Warrick (2023) Modern Poor communication, | Transparent
organisations culture communication, leadership
Self (2007) Readiness for change | Receptiveness depends on | Training, support
preparedness
Gongalves & | IT organisations Rapid tech change increases | Participation, training
Goncalves (2012) resistance
Laframboise et al. | Accommodation Lack of consultation Planning, leadership support
(2003) projects
Karlsson (2012) Management Managers resist change Leadership awareness
behaviour
Tomsk  Polytechnic | Innovation adoption | Cultural inertia Promote innovation,
Univ. (2015) training
Johannessen (2021) Knowledge Uncertainty causes | Continuous communication
management resistance
Laidoune et al. (2022) | Organisational Resistance reduces | Resilience, supportive
resilience adaptability leadership
METHODOLOGY

Its research design is a conceptual one since it involves a thorough study of literature that exists to understand the
resistance to change in the workplace. Due to the purpose of conducting a synthesis of knowledge about causes,
effects, and ways to overcome resistance, a qualitative and literature-based approach was considered to be the
most relevant. This enables the combination of classic theories, research and data studies, and modern viewpoints,
which gives a comprehensive view of the phenomenon (Coch and French, 1948; Burns, 2015; Warrick, 2023).
The reference materials used in this research were the peer-reviewed journal articles, books and conference
proceedings. Ten important references were chosen on the basis of relevance, credibility, and value to the notion
of resistance to change in various organisational environments, such as IT, workplace accommodation projects,
and innovation-driven organisations (Goncalves and Goncalves, 2012; Laframboise, Nelson and Schmaltz, 2003;
Tomsk Polytechnic University, 2015). To present the latest information on the topic of leadership, communication,
and organisational resilience, additional sources were also added (Johannessen, 2021; Laidoune, Zid and Sahraoui,
2022; Karlsson, 2012).

The inclusion criteria were that the studies should concern the resistance towards organisational change
exclusively, results should be empirical or theoretical in nature and published in reputed journals or books. Studies
that were not of adequate methodological rigor or only of interest to the context of change in workplaces were
excluded. This made the review based on quality research that was reliable.
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It used a thematic synthesis as the analytical method in which common themes in the literature were drawn out,
compared, and classified. Some of the themes were psychological (e.g., fear, anxiety), organisational (e.g., culture,
structural barriers) and managerial (e.g., leadership behaviour, communication). Strategies relating to each theme
that could be used to overcome resistance were listed including employee participation, training, commitment by
the leadership team and resilience-building. Through this approach, a systematic interpretation of resistance
manifestation and how it can be dealt with in various organisational setups was made easy.

Lastly, in order to be replicable, the selection process and thematic framework is clearly outlined. The same
literature inclusion and category thematic criteria can be used by the researchers who want to replicate or expand
this study. Although the research is founded on secondary data, the synthesis of previous research is quite
substantial, which will be useful to managers and can guide future empirical studies.

RESULTS
The selected literature was analysed thematically and found that there are three key categories of resistance to
change in the workplace: psychological, organisational and managerial factors.
Psychological issues were the fear of the unknown, anxiety in new processes, perceived loss of control and low
self-efficacy. These considerations were repeatedly mentioned as major obstacles to the change acceptance among
the employees (Coch and French, 1948; Burnes, 2015; Johannessen, 2021).
Organisational: The organisational conditions included stiff organisational culture, lack of clarity in processes,
structural barriers and lack of resources. These aspects tend to increase the unwillingness of employees to
participate in change initiatives, especially in complex or innovative organisations (Laframboise, Nelson and
Schmaltz, 2003; Karlsson, 2012; Tomsk Polytechnic University, 2015).
Managerial issues were ineffective communication, inconsistency in decision making and absence of visible
leadership. Managerial practices were found to be highly effective contributors of resistance, and strategic
leadership throughout organisational transitions is therefore essential (Goncalves and Goncalves, 2012; Laidoune,
Zid and Sahraoui, 2022; Warrick, 2023).
Strategies that were effective in dealing with resistance were also identified through the analysis and fit within the
three categories. The psychological strategies were involvement of employees, theoretical training programs,
coaching and reassurance to overcome fear and develop confidence. Strategies in the organisation entailed cultural
alignment, clarification of processes, allocation of resources and implementation which was gradual. Managerial
approaches were focused on open communication, leadership activity, and formal feedback.
The results show that resistance can be multi-dimensional and the psychological, organisational, and managerial
aspects interact to impact on employee response. A healthy management of change must be a holistic management
that must tackle all the three dimensions simultaneously. Anticipatory tactics, especially those that increased
engagement and communication and leadership presence, were regularly linked to increased acceptance and an
easier implementation of change programs.
This synthesis gives a systematic interpretation of resistance to workplace change and gives practical information
to managers who want to bring change successfully.

Causes of Resistance to Change
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DISCUSSION
The current synthesis has underscored that opposition to change in the workplace is a multifactor phenomenon
that is predisposed by psychological, organisational and managerial factors. Psychological reasons, including fear
of the unknown and lack of self-efficacy, support previous studies that have focused on the central role of
individual perceptions in influencing change acceptance (Coch and French, 1948; Burnes, 2015). These results
imply that resistance can be significantly reduced by solving the problem of employee anxiety and increasing
confidence levels with the help of employee coaching and training.
The organisational factors such as the stiff structure and culture make the need to align organisational systems
and processes with change objectives all the more important. In line with Laframboise, Nelson, and Schmeltz
(2003) organisations that make procedures clear, provide adequate resources and use gradual implementation
strategies stand in a better position to mitigate structural resistance and ensure easier transitions.
Managerial aspects, especially prevalence of communication and leadership, turned out to be critical drivers of
change acceptance. It is consistent with the findings of Goncalves and Goncalves (2012) and Warrick (2023), who
argue that clear communication and visible administrative support is an excellent way to increase employee
engagement and the desire to embrace change initiatives. Structured feedback systems also contribute to
strengthening trust and accountability, which can be seen as an example of how such leadership practices and
organisational culture are interrelated.
The interaction of psychological, organisational and managerial issues highlights the importance of a holistic
approach to change management. The managers ought to embrace combined approaches that would at the same
time consider the individual interests, organisational designs, and the leadership practices. Proactive involvement,
participation methods and effective communication become the major factors that lead to successful change
implementation and provide effective guidance that can be implemented by the practitioners to reduce the
resistance.
All in all, these results support the idea that change management cannot be just a technical procedure but an active
organisational process that has to be approached with references to human, structural and leadership factors.
Through a combination of these knowledge, organisations will become more adaptable, have positive employee
attitudes and a sustainable result of transformation.

Discussion

The results of the present research have provided evidence that workplace resistance to change is a multi-
dimensional and complex phenomenon, which is determined by interplay of psychological, organisational, and
managerial factors. These dimensions are important in understanding by organisations that want to undertake
effective change initiatives. Psychological reasons, such as fear of the unknown, anxiety over new processes,
perceived loss of control, low self-efficacy, consistently turned out to be major barriers to acceptability of change.
Such results are in line with seminal studies conducted by Coch and French (1948), who showed that personal
apprehensions of employees may significantly affect the effectiveness of organisational interventions. Recent
research, such as Burnes (2015) and Johannessen (2021), has supported the idea that psychological resistance is
not only a temporary response but may continue to exist unless proactively dealt with via specific activities, like
coaching, reassurance, and skills training.

Psychological resistance usually comes in the form of a lack of involvement, poor performance and passive
resistance towards change efforts. An example is that when workers feel that they are not competent to learn new
technologies or new processes; they would not participate or push off responsibilities, thereby stalling the whole
process. This reinforces the need to appreciate the difference in readiness to change in individual persons and
come up with interventions that not only inform the staffs but also instill confidence. Participatory managers that
entail the employees in the decision-making processes and offer them regular feedback have a great opportunity
to reduce anxiety and inculcate the notion of ownership of change initiatives.

Another critical dimension that was found to have an effect on resistance was organisational factors. The recurring
barriers identified included rigorous organisational culture, lack of clarity in processes, structural hindrance and
lack of available resources. Such results are in line with the research of Laframboise, Nelson, and Schmaltz (2003),
who claimed that structural and cultural incompatibility tends to make employees firm in their resistance to
change. Strict hierarchies, obsolete policies, and ambiguities in the reporting line may create confusion and
frustrations making the perception that change initiatives are ill-designed or unsustainable even stronger. Those
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organisations that do not offer adequate resources, such as time, human and financial resources can be seen to
strengthen resistance even where highly motivated employees are involved.

Organisational resistance needs to be overcome by conscious alignment of systems, process and culture with the
goals of the change initiative. Acceptance has been demonstrated to be increased using phased implementation
strategies, well defined procedures and cultural programs that reinforce the intended behaviours. According to
Karlsson (2012) employees are more willing to accept change when they have the perception that organisational
structures favour the new direction instead of harnessing it. On the same note, Tomsk Polytechnic University
(2015) highlighted the importance of transparency of the processes, and access to resources in mitigating
uncertainty and encouraging active engagement.

Poor communication, inconsistent decision-making, and an absence of visible leadership support were also the
key contributors of resistance, which are managerial factors. The literature exhibits a consistent form of behaviour
of management to have a significant influence on how the employees perceive change (Goncalves and Goncalves,
2012; Laidoune, Zid and Sahraoui, 2022; Warrick, 2023). Failure by leaders to establish an appealing vision,
provide clarity in objectives and show commitment may serve to reinforce scepticism and disengagement. On the
other hand, trust, credibility, and alignment during the process of change may be promoted by open
communication, visible leadership, and formal feedback.

The combination of psychological, organisational and managerial factors also highlights the multi dimensional
aspect of resistance. Structural inefficiencies or variable managerial practices can amplify the fears and anxieties
of employees in a way that forms a reinforcing cycle that hinders the adoption of change. This interdependency
implies that a unidimensional approach to intervention involving a focus on either an individual dimension or an
organisational or leadership dimension might not be sufficient; instead, the multidimensional approaches
involving focus on individuals, organisations, and leadership simultaneously are more likely to achieve positive
results. As an example, a combination of focused training and process enhancement, as well as successful
managerial involvement, will make employees feel confident, supported, and directed during the change process.
In practical sense, managers ought to focus on strategies that incorporate the three dimensions. Anxiety can be
reduced with the use of psychological approaches such as coaching, reassurance, and participation in the decision-
making process, which lead to the development of self-efficacy. Structural barriers are alleviated by organisational
strategies through process clarification, the implementation phase and resource allocation which act as an
indication of commitment to support employees. Credibility and the desire to engage employees can be supported
through managerial approaches that include open communication, coherent decision-making, and apparent
leadership in the workplace. When used in combination, these interventions have a synergistic effect that promotes
preparedness, participation, and general change initiative effectiveness.

Besides, the results demonstrate the significance of adaptive leadership. Not all change efforts are straight lines,
unknown challenges, employee issues and organisational issues can occur. The ability to act flexibly, alter
strategies and keep communication lines open makes leaders better placed to overcome resistance and keep the
momentum. This goes together with current studies that have focused on the importance of emotional intelligence,
empathy, and relational competence among managers when it comes to change management that necessitates not
only technical planning but also emotions.

The research also highlights the applicability of culture in the development of resistance. Organisational culture
can facilitate or hinder change; cultures that support innovation, learning and collaboration are less likely to create
resistance, and where cultures are rigid and hierarchical, these factors increase psychological and structural
impediments. Managers who want to initiate change should thus take into consideration both formal structures
and informal cultural expectations, so that change initiatives should be consistent with organisational values and
behavioural expectations.

To conclude, resistance to change is a dynamic process which depends on psychological, organisational and
managerial factors that are intertwined. Managing change should be done in a holistic integrated approach where
the fears of employees, structural barriers, and leadership practices are addressed simultaneously. Organisations
can reduce resistance, increase engagement, and make change sustainable by adopting strategies that include
employee engagement, optimisation strategies and visible leadership support. These observations can add to the
body of knowledge regarding organisational change as they offer an organised interpretation of the process of
resistance and practical advice to managers who want to launch effective change projects.
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