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Part 1: Resistance to Change
Introduction
Employees and departmental managers can resist change when it occurs in an organization. As change remains an important factor in the operation processes of the organization, many members view it as the leading source of conflicts. Organizations can strategically manage change through approaches that Lewin’s method proposes. This approach to change intervention and management is useful in curbing signs and reasons for change resistance. The reasons for resisting change, on the other hand, are both internally instigated within organizations and externally imported by those who resist the change. This paper analyzes the signs, reasons or causes and intervention approaches of resistance to change.  Change is however, inevitable and should be prepared for before organizational staff either actively or passively resist it. Resistance to change causes reduced operational and strategical mandates of any organization.
Symptoms of Resistance to Change that I Have Experienced Before
At one point, I have avoided taking new assignments as a passive way of resisting the proposed change at my organization. My organization had promptly announced that it would implement downsizing in two weeks’ time after the announcement. Owing to doubts about whether I would be among the team to be retrenched, I declined to file additional reports which were part of my work. Franklin & Aguenza (2016) discuss that junior employees will resist proposed changes when no proper communication is unveiled about the impending change processes. In the same week, I was engulfed in both active and passive resistance to the announced change.  Srivastava & Agrawal (2020) describe active resistance to change as the physical participation in either verbal or violent altercation with the authorities. In my paradigms, I was caught up in a verbal exchange with my seniors for the failure to consider employees in decision making.
I have also been involved in absenteeism and perpetuation of reduced productivity as a way of resisting proposed change before. Organizations depend on employees’ skills to yield productivity and create value for the company. As a way to indicate my personal standing in relation to the low wages that we were given as employees, absenteeism was a leading indicator that showed the organizational leaders that things were not right. Franklin & Aguenza (2016) elaborate that when organizations posit to implement a proposal or a change intervention, the leadership should ensure that employees are considered in decision making regarding the change. Determination of whether resistance to change will be active or passive is curtailed by the reasons for whether the change will directly infringe personal gains. Wages are the most mandatory rewards and when they are scrapped downwards, Khan, Raza & George (2017) conclude that even high-end corporations are faced with operational breakdown.
Reasons for Resisting Change
Fear, anxiety and psychological interruptions that come with losing one’s source of income precisely during unforeseen economic times are individual reasons that cause resistance to change. In very many cases, I have witnessed employees rise through ranks and achieve promotions within short intervals. More than often, these employers possess towering aspirations in their work. Events such as downsizing initiate psychological stress and anxieties that interfere with the employees’ morale, therefore causing friction to positively support the proposed change processes. Grama & Todericiu (2016) explain that leadership within companies needs to develop the right communication strategies and channels that do not contravene employee expectations when change is announced.
Inadequate communication causes extreme resistance to change. Communication is very crucial in an organization as concluded by Sorre (2016). Through communication, employees across departments perform and, in most cases, outperform themselves to create outstanding results and value for the company. Any absence of this communication will result in guess works and rigidity to change when errors ultimately occur in project performance. The absence of communication reiterates conflicting factors that are often witnessed in lawsuits and legal charges against employees or organizations.
Furthermore, I find that a lack of trust among the management leads to change resistance. This is typical among the organizations that partner or merge management or administration systems. One side of the partnership would resist the change proposed by the other party. At this point, the management crisis causes standpoint to the normal operations of the business. Al-Ali et al. (2017) envision that resistance to change from the top management prevents ordinary members of the organizations from fully implementing their jobs. Additionally, junior members of the organization will become disappointed and disoriented for they lack reporting structure in the company.
Reasons for Resistance to Change that I Believe are Difficult to handle for Managers
I believe that handling resistance to change at the leadership level due to lack of communication is the most difficult to contain. Decision-making processes become slowed down, alignment to organizational set objectives become impaired and managing employees is equally undermined. Sartori et al. (2018) discuss that resistance to change at the top leadership impedes operation management such as employee remuneration approaches and timely project implementation becomes impaired. As a manager, I find that the dissemination of top leadership decisions to the junior levels of the organization becomes unparalleled with expectation forcing many irregular practices among employees like absconding responsibilities and initiation of truancy.
I also believe that rebuilding lost trust among the various departments in an organization is categorically difficult to handle. There is always suspicion lurking behind every decision that is brought in for scrutiny from other departments who may have projected either verbal utterance or physically participated in change resistance. As a manager, treating everyone who was involved in active resistance to the proposed change as an equal member becomes difficult without performance evaluation. Equally, Malhotra et al. (2020) posit that change interventions that are salary-related are difficult for managers to handle. Using performance appraisal has often been the threshold with which organizations gain leverage to downsize, underpay or lower normal payment plans used to compensate the employees. When these issues are not adequately addressed through change proposals, as managers, we find it as an uphill task to coordinate the affairs of the agitated organizational staff.
Management Change Resistance Intervention Approach and Methods
Indeed, I have worked in an organization where I believe management resistance to change occurred. My organization was under a partnership with another company. One party for which I worked had its manager resisting their departmental salaries cut owing to the great work the department carried out for the company.  As a manager, I would show no biases and rally behind the top management with full support because I believe that every change in an organization is caused by informed decisions and research. It is easier for the employees who fall under my rank to follow me if I understand the change process and support it. I must also practice listening empathically to relate informed messages about change decisions in other areas of company. This is a concept that Al-Ali et al. (2017) call an exemplary change management procedure. The top management is the head of the organization and if based on proven better intervention techniques, all members should accept the changes and work through it strategically.
Before it is unfolded, communication of the change process should be carried out in an inclusive and collaborative manner that involves all the stakeholders. Reliability is easily enhanced whenever change processes are strategically communicated to the rest of the organization (Sartori et al., 2018). Employees readily accept the change process when the management provides clear communication procedures for how the change will affect the individual lives financially and psychologically. Nonetheless, as a manager within my rank, I must be involved in every decision-making process so as not to miss out on the reasons why certain change decisions are better even for my office.
I am very much attracted to Lewin’s method of change management.  Al-Ali et al. (2017) describe that Lewin’s method of change management incorporates prior communication about the change in the organization. This method is not only effective in preparing people psychologically about impending changes but also ensures a guarantee of what change looks like and how to approach it when it comes. According to my leadership principles, events that aim to serve as lifetime changes in organizations must equally accord priority to the people who drive the events to perfection. These are the employees of every organization. Lewin’s method of change management postulates stages, including unfreeze, change and refreeze (Al-Ali et al., 2017). These stages translate to prior communication of the change initiative, the actual rollout of the change and gaining stability once more after the organization has accepted the change (Al-Ali et al., 2017).
Conclusion
Change should be anticipated based on the indicating responses that are resulted by processes in the organization. By looking at the indicators in market product fluctuation, technology trends, marketing methods and economic patterns, organizations can prepare for change. This preparation goes a long way in preventing employees from showing signs such as absenteeism, low morale and reduced productivity when they hear of change. Organizational management should endeavour to communicate accordingly, not just for change processes but also for the unified running of the organization and its departments. Managers, on the other hand, should practice unbiased approaches to proposed organizational changes, and in return, they should work with all departments to improve trust and acceptability of change.
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