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ABSTRACT  

Organizations need to change due to challenges they are facing caused by the 

dynamic environment where they operate. Also, organizations undertake 

changes because they have new ideas to improve their performance. So, organ-

izational changes are imposed by factors of external or internal environment. 

The aim of every change is to improve organizational performance by increas-

ing its effectiveness. Sometimes, changes are proposed during crises time. In 

crisis’s situation, organizations need to cut their costs, and the most common 

change is reducing staff. 

In every situation, change is something new for employees. Change affect em-

ployees because they are going to implement it. They can show positive atti-

tude/behavior (readiness to change) or negative attitude/behavior (resistance to 

change) to proposed change. When employees show positive attitude, they agree 

on change and they are motivated to implement it. On the other hand, negative 

attitudes reflect that employees do not agree to organizational change. They are 

not motivated to involve in organizational change and sometimes they refuse it. 

Change managers are interested to have employees which are motivated and 

opened to change because this can lead to a successful change management pro-

cess. On the other side, resistance to change can lead to the failure of change, 

because resistance may create costs and delays into change management pro-

cess. 

This paper will explain which factors impose organizations to undertake 

changes time to time. Also, it will analyze how employees behave during organ-

izational change. The aim of this paper is to explain why employees resist to 

organizational change and how can change managers reduce employee’s re-

sistance. 
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I. INTRODUCTION 

Nowadays, organizational environment is characterized 

by complexity and competitiveness. Organizations due to 

this environment, have to undertake changes to remain 

profitable and competitive. Organizational changes may 

affect organizational culture, good and services, technology, 

organizational structure, or strategy. Sometimes, change 

creates a situation which generates a high level of discomfort 

for the employees [4]. 

Employees attitude or behavior regarding change depends 

by their individual perceptions. Also, they are influenced by 

organizational past experiences of change management or 

how much available information do they have regarding 

change. Employees can show positive attitude/behavior 

(readiness to change) or negative attitude/behavior 

(resistance to change) to proposed change. 

Employees role in change management is crucial because 

they are the key factor of change implementation. Therefore, 

many researchers had studied the role of employees in 

change management [1], [5], [6]. 

Some authors stressed that 70% of all change initiatives 

fail, because managers did not understand the process of 

change management [2]. Employees resistance to change 

have been seen as a potential factor to change failure. 

Resistance is connected to negative attitudes or behaviors. 

Resistance to change is an essential factor to be considered 

in any change process since resistance is a key for failure [8], 

[12]. However, some researchers had claim that resistance to 

change is not a completely negative element, because when 

it is based on real arguments against change it contribute to 

improve change management process [13]. 

 

II. ORGANIZATIONAL CHANGE FACTORS 

Organizations do not operate in vacuum; they are open 

systems that exchange with their external environment. Also, 

organizations have their own internal environment. 

Organizations need to change due to factors of internal and 

external environment. External factors that force 

organization to change are:  

a) economic factors;  

b) technological changes;  

c) social changes;  

d) costumers needs for goods and services. 

Economic factors- Macroeconomic factors such as the rate 

of inflation and unemployment, monetary and fiscal policies 

of the government, are causes that have a high influence on 
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organizations. Managers need to track these indicators in 

order to make the right decisions for change. 

Technological changes- Organizations have to adopt 

technological change that is shown in its industry 

environment. Technological changes may force 

organizations to undertake big or small change. When the 

organizations adopt new technology, its work structure is 

affected, and a new equilibrium has to establish. 

Social changes- Society has changed. Most social changes 

are level of educations, urbanization, feeling of autonomy, 

etc. These changes affect employee’s behavior in the 

workplace. Organizations have to understand employees’ 

desires in order to match their desires with their work, or to 

change the way they motivate their employees. 

Costumers desires for goods and services- Costumers 

needs and desires change time to time. These changes force 

the organizations to bring those products which meet the 

buyer’s requirements. 

Internal factors that force organizational change are:  

a) employees;  

b) organization structure;  

c) organizational processes. 

Employees- They bring changes in organizations. They 

change methods of working for being more productive or 

effectiveness in their work. 

Organizational structure- is an internal source for 

organizational change. Structure defines the authority and the 

hierarchy in a company. Sometimes, organizations have to 

reorganize their structure because the old structure does not 

afford new challenges. 

Organizational processes- are activities that produce an 

output. These activities need to change in order to 

accomplish organizational objectives or costumers’ desires 

which change over time. 

External and internal factors of organizational change are 

shown in figure below (Fig. 1). 

 

 

Fig. 1. Organizational change factors. Source: adopted by author 

 

III. EMPLOYEES RESISTANCE TO ORGANIZATIONAL CHANGE 

In every situation, change is something new for 

employees. Change affect employees because they are going 

to implement it. They can show positive attitude/behavior 

(readiness to change) or negative attitude/behavior 

(resistance to change) to proposed change. When employees 

show positive attitude, they agree on change and they are 

motivated to implement it. On the other hand, negative 

attitudes or behaviors reflect that employees do not agree to 

organizational change. Resistance to change is considered as 

a negative attitude of employees to change. 

Many change initiatives failure because employees resist 

to change [8], [10], [12], [13]. Resistance to change creates 

costs and delays into change management process. So, 

managers have to take into considerations employees’ 

resistance in order to create u suitable change process. When 

change is introduced in organization, it produces a range of 

reactions due to the inherent uncertainty or to the incentives 

that alter human behavioral patterns such as: status quo, 

anxiety, lack of tolerance, stress, etc. 

Employees resist to organizational change because they 

fear the undesired consequences. Every change creates a new 

situation in organization. The process of passing from known 

to unknown implies uncertainty, therefore individuals’ 

perceived threats towards a state which they knew, controlled 

and it was a satisfactory stage. Employees have different 

level of education, backgrounds, experiences, personalities 

and this impact the way they accept change. 

Some authors, divided factors of resistance to change into 

[7]: a) individual factors; b) group factors and c) 

organizational factors. Reasons why employees resist to 

proposed change are different [9]. These authors stressed that 

the most common reasons employees resist to change are: a) 

individual interests, b) misunderstandings of change and its 

implications, c) low tolerance of change.  

Other studies have grouped sources of employees’ 

resistance to change into: a) mistrust and lack of confidence; 

b) emotional response; c) fear of failure; d) poor 

communication; e) time. Main sources of employees to 

change are shown in Fig. 2. 

 

 
Fig. 2. Sources of employee’s resistance to organizational change. 

Source: Adopted by author. 

 

A. Mistrust and Lack of Confidence 

Lack of confidence is the most common cause of 

resistance to organizational change. On the other hand, trust 

in management plays an important role in employees’ 

response to change. If they trust and feel confident with 

change leader, they are more opened to change otherwise 

they will refuse it. Employees are more likely to work with 

leader who understands their needs or daily job problems. 

B. Emotional Response 

Some researchers argued that resistance to change is a 

response of employees needs [3]. Oreg founded in his model 

of testing resistance that emotional reaction of employees has 

a strong impact in the employee’s rejection to organizational 

change [11]. 
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This is normal because employees react to anything that 

change their working routine. Managers have to predict these 

feelings and to understand that for employees change 

sometimes is accompanied with feelings of lost or 

unhappiness. 

Managers to avoid these feelings have to explain to their 

employees why change is important to the organizations and 

to stress the output change is going to provide. 

C. Fear of Failure 

Sometimes, employees have to learn new skills to 

implement organizational change. Employees may have the 

desire to be opened to change, but they may feel they do not 

have the right knowledge or abilities to implement the 

organizational change. Managers have to value the ability of 

their employees according to proposed change. If they do not 

have the proper ability change needs to be successfully 

implemented, first, employees have to be trained to gain the 

right knowledge. Then they have to feel comfortable to apply 

the knowledge they have acquired. So, they feel they have 

the right silks for implementing the change in organization. 

D. Poor Communication 

Communication is e key element during change process. 

If employees have lack of information why change is 

important, what is going to improve the proposed change or 

has the organization the capacity to undertake the change, 

probably they are going to refuse it. When organization do 

not share information to their employees, they feel 

insignificant to the organization. Also, poor communication 

creates doubt about change in terms of change aim, change 

outcomes, etc. 

Managers to avoid employee’s resistance, must 

communicate to them and to realize which are the employee’s 

reactions to change. If employees are concerned about 

change, change agent must motivate them and to explain why 

change is necessary for the organizations and what it will 

bring to them. 

E. Unrealistic Timelines 

Every change needs time to happen. The amount of time 

required for change depends on type of organizational 

change. Time is an essential characteristic of change. Kotter 

stressed the importance of creating a sense of urgency for 

change, in his eight steps model, in order that employees 

accepted it. Although, managers have to find a balance 

between creation a sense of urgency and the time of 

transition. Because if you harry up to undertake a change 

when your organization is not in a crisis’s situation 

employees may resist to accept change as they think maybe 

change has not been proper evaluated. Employees need time 

to understand change. 

 

IV. CONCLUSIONS 

This study was focused on factors impose change in 

organizations. Also, it describes employees’ reactions to 

change and which are the main sources that cause employees 

resistance to change. Some of this study conclusions are: 

• There are external and internal factors that impose 

organizational change. 

• External factors are economic factors, technology, social 

changes and costumers. 

• Internal factors are employees, organizational structure, 

organizational process.  

• Employees have different attitudes regarding change. 

• They may show readiness to change or resistance to 

change 

• Resistance to change is an obstacle for change success. 

• Employee’s source of resistance are: a) mistrust and lack 

of confidence; b) emotional response; c) fear of failure; 

d) poor communication; e) time. 
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