Running Head: IMPACT OF EMOTIONS ON THE CHANGE PROCESS	1

IMPACT OF EMOTIONS ON THE CHANGE PROCESS	4












IMPACT OF EMOTIONS ON THE CHANGE PROCESS
Name
Institution
Date

 Emotions are body responses that emanate from life pressures. They can either be positive or negative. The negative ones are of interest in this subject. All emotions tend to be psychological affecting the normal functioning of our bodies and our perceptions towards things happening within our environment. The change process demands consent and the normal functioning of everyone’s brain in an organization as long as they impact the change in one way or the other. This is because what needs implementation affects the organization as a whole but not any specified department (Ashkanasy et al., 2017). 
Fear, egotism, self-interest, anger, or frustration are all negative emotions. Their impact on the change process is as discussed hereafter. They reduce the breadth of perception and constructive thinking (Duck, 1993). Driven by such emotions, one cannot make objective decisions that would benefit the organization. Creative thinking is constrained under emotions which means that people cannot project the desired impact of the change purposed. Change needs to be well thought from every department so that what is implemented will achieve full support. The implication of this is that change agents should drive emotions out of their board. 
Interaction between the change commissioners and the workforce allows for fair expression of feelings toward the perceived change. This is curtailed in the case of emotional feelings as one is pressured and cannot rightfully and freely express their views. A rift is created amongst the parties who are supposed to discuss the implications of the change process. For instance if the employees are pressured to the extent of being in fear, they cannot comprehend the change process and its implementation cannot be supported (Smollan, 2009). This translates to failure. 
Reduction in productivity. If a change which would have had positive results to the company is not adopted, productivity is compromised. Often, changes are made as correctional measures and/or improved mechanisms of doing business. Negative emotions limit how change is perceived. Self-interest, for instance, would affect a manager’s directive role in that employees view the change as a constraint to their personal gains (Ashkanasy et al., 2017). Fear will limit interactions between managers and other employees and this affects negatively the organizational change process which is primarily set to improve the organizations productive range. 
Communication in the organization is impaired by negative emotions. Communication is a very powerful tool in the growth of an organization. Negative emotions breakdown the communication process thus making change process appear as if it is a top-down imposition (dictated from the high administration). Employees, thus, cannot support such the change intervention, and if any party is not in support of the prompt, failure cannot be evaded (Smollan, 2009). 
Managers cannot communicate effectively in the situation of emotions. Under emotional disruption, the mangers will lose to the air the content of intended change. Consistency will be compromised and this will make employees lose their trust on the purposed change. The end result is ignorance of the change. Again, the clarity of the message is negatively affected by emotional disruption. A manager’s conciseness will be dependent on the state of his/her emotional balance. Similarly, employees deserve a settled mind to be able to perceive or decode the change message (Duck, 1993). Physical pressures are caused by emotions which then affect a manager’s way of communicating the change intended. Managers are the lead agents of change in an organization and this means that they should be free from emotional issues that will impact their communication. Other types of emotions make managers dictate on the change they purpose out of self-interest. Managers having egotism cannot establish an environment where issues can be discussed because they believe they are always right. 
To conclude, emotions such as fear, egotism, self-interest, anger, or frustration affect the change process negatively. If managers can manage emotions during the change process, positive results can always be achieved.
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