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ABSTRACT 

Changing an organizational culture is one of the most difficult challenges for every Organization. In order to survive Competitive 

world, Organization and their culture must be continuously evolve and change. Organization change occurs when Change agent 

solves external and internal forces for change are competitive, economic, political, global, demographic, social, and ethical 

forces.Resistance to change happens the action taken by individuals and groups when they perceive that a change that is occurring 

as a threat to them. Its really important is how Organizations manage resistance to change.By using different strategies, 

organization manage resistance to change. Most major change initiatives in organizations culture is intended to boost quality, 

improve culture, generate successful results. 
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1. INTRODUCTION 

The organization landscape of the 21st century is 

characterized by rapid change brought about due to 

technological, economic, political and social changes. It is no 

longer the case that the managers and employees of 

organization in this decade can look forward to more of the 

same every year. To resist change is as basic as human nature 

and hence the change agents must manage resistance by an 

inclusive approach that considers the personality clashes and 

the ego tussles. Managers at all levels have a tendency to resist 

change and in the high stakes game of change management, it 

is ones of that can articulate and communicate the change in a 

clear and coherent manner that succeeds. Hence it becomes 

critical that organizations develop the capabilities to adapt and 

steer change in their advantage.  

 

1.1   What Is Mean By Organizational Change? 

Organizational Change defined as a change that has significant 

effects on the way work is performed in an organization. 

Organizational change occurs when business strategies of an 

organization are altered. Organizational change may be 

apparent when there is a gap between how the work area is 

operating and how it should be operating to ensure successful 

future growth. Organizational change may be a result of the 

work area identifying goals that they want to achieve. 

 

1.2   What is change management? 

Change Management is a structured approach shifting 

individuals, teams and organizations from a current state to a 

desired future state. According to Kotter, change 

Management is basic structures utilization and tools to control 

any organizational change effort. It is an organizational 

process aimed at helping employees to accept and embrace 

change in their current Organizational Culture. 

Goal of Change Management is to minimize the change 

impacts on workers and avoid distraction. 

 

1.3 Change Agents 

Change Agent is responsible for managing change activities. 

They see a future of the organization, which others have not 

identified, and they are able to motivate, invent and implement 

this vision. Change agents can be managers or non mangers, 

current or new employees, or outside consultants. 

In this era of globalization, Organizations need to cope up 

with the dynamic changes, which take place very often. 

Because of these changes, competitions among firms are 



 
INTERNATIONAL JOURNAL FOR RESEARCH IN EMERGING SCIENCE AND TECHNOLOGY, VOLUME-3, ISSUE-11, NOV-2016                                 E-ISSN: 2349-7610 

 

VOLUME-3, ISSUE-11, NOV-2016                                                COPYRIGHT © 2016 IJREST, ALL RIGHT RESERVED                                                                                           2 

becoming intense and every organization should be flexible 

enough to implement the changes whenever required for its 

survival. 

 

2.  BASIC FORMS OF CHANGE 
 

2.1. Planned Change: 

It is a planned change resulting from a deliberate decision to 

alter the organization. Companies that wish to move from a 

traditional hierarchical structure to modern improved 

structure, Self-managed teams must use a proactive, carefully 

orchestrated approach. Not all change is planned. 

 

Process of Planned Change 

Once the management decides to implement changes in the 

organization, it needs to be done carefully as it is a very 

sensitive issue. It is very important for all the employees to 

adapt to change. According to Kurt Lewin, the planned 

organization change is implemented in three different stages. 

They are 

 

 Unfreezing:  In unfreezing stage, the organization 

studies if the change is required or not, what and why 

is the change necessary. Considering the entire 

situation, the organization decides for appropriate 

change. Thus a plan and strategy is formulated as 

required. 

 Changing: Actual change occurs at this stage. New 

value systems, behaviors, or structures replace the old 

ones. This is the action-oriented stage. This can be a 

time of confusion, disorientation, and despair mixed 

with hope and discovery.  

 Refreezing: Here the change becomes permanent. 

Refreezing means the newly acquired values, 

beliefs, and structures get refrozen. A new status quo 

is established at this stage. Refreezing is Important 

because without, it there lies a vacuum.  

2.2. Unplanned Change: 

 

It is an unforeseen change.change in government regulations 

and changes in the economy. Responsiveness to unplanned 

change requires tremendous flexibility and adaptability on the 

part of the organizations. Managers must be prepared to 

handle both planned and unplanned forms of change in 

organizations. 

 

2.3. Radical Change: 

 

It is a process by which firms regain competitive advantage 

after it has been lost or threated significantly. The type and 

extent of change undertaken depends upon the firm’s 

resources and capabilities. It is  competitive environment and 

its leadership. Radical change is divergent, meant to change 

the firm’s processes, systems, structures, strategies and core 

value. 

 

2.4. Transformational Change: 

 

This change occurs when organizations incur drastic changes 

and must essentially transform themselves. This can occur 

when an organization faces different technologies, significant 

changes in supply and demand, unexpected losses etc. 

 

3. FORCES FOR CHANGE 

 

Most organizations prefer to stability to change because the 

more predictable and routine activities .The higher the level of 

efficiency that can be obtained. Thus status quo is preferred in 

many cases. Organizations are not static; they are continuously 

changing in response to a variety of forces coming from both 

inside and outside organization. For Organization, the 

challenge is to anticipate and direct change processes so that 

the performance is improved. 

 

 

 

 

 

 

 

3.1 Internal Forces 

Internal Forces give pressure for change that originate inside 

the organization are generally recognizable in the form of 

signal indicating that needs to be altered, such are the internal 

forces. 

 

FORCES   
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 Declining Effectiveness is a pressure to change 

organization culture. A company that experiences its 

third quarterly loss within a fiscal year is 

undoubtedly motivated to do something about it. 

Some companies react by instituting layoffs and 

massive cost-cutting programs, where as others look 

at the bigger picture, view the loss as symptomatic of 

an underlying problem, and seek the cause of the 

problem. 

 

 Crisis Situation stimulates change in an organization 

strikes or walkouts may lead management to change 

the wage structure. The resignation of a key decision 

maker is one crisis that causes the company to rethink 

about management team and its role in the 

organization. For example a much publicized crisis 

that led to change with Exxon was the oil spill 

accident with Exxon’s valdez oil tanker. The accident 

brought about many changes in Exxon’s 

environmental policies. 

 

 Changes in Employee Expectations can trigger 

changes in organizations. A company that hires a 

group of young new employees may be met with a 

set of expectations very different from those 

expressed by older workers. The work force is more 

educated than ever before. Although its advantages, 

workers with more educated demand more of 

employers. Today’s workforce is also concerned with 

to maintain balance issues between career and family, 

such as dependent care. The many sources of 

workforce diversity hold potential for a host of 

differing expectations among employees. 

 

 Changes in Work Climate can also stimulate 

change. A workforce that seems lethargic, 

unmotivated and dissatisfied is a symptom that must 

be addressed. These problems are common in 

organizations that have experienced layoffs. Workers 

who have escaped dismiss may grieve for those who 

have lost their jobs and may find it hard to continue 

to be productive. They may fear that they will be laid 

off as well, and many feel insecure in their jobs.  

    3.2 External Forces 

   The major external forces for change are:- 

 Workforce Nature: Every organization must adjust 

to a multicultural environment, demographic 

changes, immigration and outsourcing. 

 Technology is continually changing jobs and 

organization. For example faster & cheaper mobile 

computers and handheld devices. 

 Economic crisis rise and fall of global housing 

market, financial sector collapse, global recession. 

 Competition is changing process. Competitors are as 

likely to come from across the ocean as from across 

town. Ex: increased government regulation of 

commerce. 

 Social Trends are remaining dynamic. Companies 

must continually adjust product and marketing 

strategies to be sensitive to changing social trend. Ex: 

The state Bank of India did the same when it stated a 

zero balance bank account program for villagers 

 

4. RESISTANCE TO CHANGE 

It is very difficult for organizations to avoid change, as new 

ideas promote growth for them and their members. Change 

occurs for many reasons such as new staff roles; increases or 

decreases in funding, new technology acquisition, new 

missions, vision or goals; and to reach new members or 

clients. Changes can create new opportunities, but are often 

met with criticism from resistant individuals within the group. 

 

4.1 Lack of Trust 

Organization Trust plays a big role in running a successful 

organization. When organization members feel they cannot 

trust each other or key decision makers, it becomes difficult 

for them to accept organizational changes. They may changes 

to some negative underlying reason or even assure they will 

eventually lose their jobs. 

 

4.2 Self Interest 

Person Ego often interferes with the ability to adapt to change. 

Some want to maintain the status quo to better advance their 

own personal agendas; others have different motivations, 

every employees are acting in their own self-interest, instead 

of the organization’s greater good, will resist change 
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4.3 Poor Communication 

Changes inside an organization start with key decision makers. 

It is up to them to pass along the details to team members and 

ensure all questions and complaints are handled before 

changes go into effect. Unfortunately, as change spreads 

through the hierarchy, details are sometimes skewed and 

members end up receiving inaccurate, second-hand 

information. Poor communication can therefore cause 

resistance to change. 

 

4.4 Fear of the Unknown 

Change often brings with it certain uncertainty. Employees 

facing a technological change, such as the introduction of a 

new computer system may resist the change simply because it 

introduces ambiguity into what was previously a comfortable 

situation for them. This is especially a problem when there has 

been a lack of communication about that change. 

 

4.5 Fear of Loss 

 

When a change is coming, some employees may fear losing 

their jobs, particularly when an advanced technology like 

robotics is introduced. Employees also may fear losing their 

status due to a change. Computer system experts, for example, 

may feel threatened when they feel their expertise is eroded by 

the installation of a more user-friendly networked information 

system. Another important common fear is that changes may 

diminish the positive qualities the individual enjoys in the job. 

Computerizing the customer service positions at south western 

Bell, Example threated the autonomy that representatives 

previously enjoyed.  

 

4.6 Fear of Failure  

Some employees fear their own failure changes because of 

changes. Introducing computers into the workplace often 

arouses individuals’ self-doubts about their ability to interact 

with the computer. Resistance can also stalk from a fear that 

the change itself will not really take place. For Example In one 

large library that was undergoing a major automation efforts, 

employees had their doubts as to whether the vendor could 

deliver system that was promised, that’s employees’ fear were 

founded. 

 

4.7 Disruption of Interpersonal Relationships 

Employees may resist change because of threatens to limit 

meaningful interpersonal relationship on the job Librarians 

facing the automation computerized system was implemented, 

they would not be able to interact as they did when they had to 

go another floor of the library to get help finding a resource. In 

the new get their information without consulting another 

librarian. 

 

4.8 Cultural Assumptions and Values 

Cultural Values can be impediments to change, if values 

underlying the change are alien to employees. This form of 

resistance can be very difficult to overcome, because some 

cultural assumptions are unconscious. Some cultural tend to 

avoid uncertainty may be met with great resistance. 

 

5. MANAGING RESISTANCE TO CHANGE 

Key to managing resistance to change is to plan for it and to 

be ready with a variety of strategies for using the resistance as 

feedback and helping employees negotiate the transition. 

 

Strategies for Managing Resistance to Change 

 

5.1 Leadership 

A change Leader can reinforce a climate of psychological 

support for change. A strong and effective leader can exert 

emotional pressure on his subordinates to bring about desired 

change. Greater the status and credibility of the person who is 

acting as a change agent, the greater will be the influence upon 

the employees who are involved in the change process. 

 

5.2 Participation & Involvement 

When employees are involved in the change process they are 

more likely to buy into change rather than resist it. This 

approach is likely to lower resistance more so than merely 

hoping people will acquiesce to change. 

 

5.3 Facilitation & Support 

Managers can head of the potential resistance by being 

supportive of employees during difficult times. Managerial 

support helps employees deal with fear and anxiety during a 

transition period. This approach is concerned with provision of 

special training, counselling, time off work. 

 

5.4 Education & Effective Communication: 
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Open Communication in an organization culture of trust is a 

key ingredient for successful change. It is also beneficial to 

inform people about the potential consequences of the change. 

One of the best ways to overcome resistance to change is to 

educate people about the changing effort beforehand facing. 

Friendly communication and education helps employees see 

the logic in the change effort. This reduces incorrect rumours 

and unfounded concerning the effects of change in the 

organization. 

 

5.5 Negotiation and Agreement 

Negotiation and Agreement techniques are used while costs 

and benefits must be balanced for the benefits of all concerned 

parties. Managers can combat resistance by offering incentives 

to employees for not to resist change. This can be done by 

allowing change resistors to prohibit elements of change that 

are threatening, or change resistors can be offered incentives 

to employees to go somewhere else in the company in order to 

avoid having to experience the change effort. This approach 

will be appropriate where those resisting change are in a 

position of power. 

 

5.6 Explicit and Implicit Coercion 

Managers can implicitly or explicitly force employees into 

accepting change by making clear that resisting change can 

lead to losing jobs, reduce salary, firing, or not promoting 

employees. 

 

6. CONCLUSION 

Change is the only constant thing in the business and the 

landscape of the 21st century is littered with companies that 

have not adapted to the changing times. Change is the new 

form for leadership success and all leaders must accept this 

fact. Manages change at the organizational level with a focus 

on culture. Changing Organizational Culture represents an 

original and timely addition to the literature on organizational 

change. Organization leader realizes that his organization is in 

need of significant change initiative, to achieve goals & 

objective of Organization. Key factors for successful change 

initiative are Leadership and Management skills, such as 

visioning planning, assigning task, prioritizing, and auditing 

then giving modification.Most major change initiatives 

whether intended to improve culture, boost quality or reverse a 

corporate death spiral that generate only lukewarm results. 

Hence, organizations must and should embrace change and the 

approaches discussed in this paper are part of the solution. 
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