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RESISTANCE TO CHANGE IN A COMPANY
Introduction
Change is everywhere in the world and very few residents seem to cuddle the concept. We are creatures of principles and follow day to day routines (Tushman & Anderson, 2004). When change transpires, our activities and thought patterns are interrupted. One of the major problems which organization executive face is employee resistance to change. Resistance to Change occurs due to the following internal and external factors:
· Self-interest
· Lack of understanding
· Lack of trust in management
· Low tolerance for change
· Differing assessments of the need for change.
Self–Interest
Change could affect various people in the company openly. For example, it may need somebody to surrender a certain position. In this situation, the resistance to change is encouraged by personal interest. The personal interest matters to the change due to our work and in addition personal life is interrupted (Bruckman, 2008). It is not likely to be aware of all sources of resistance to change but someone anticipated that there will be change and got prepared to manage it. Knowing the behaviors that indicate probable resistance will increase awareness and the concerned.
Lack of Trust in Management
When changes are established, people who lack trust in the company management question the cause of change. They tend to observe the change as negative for the whole company and in many cases can be afraid of the security of their job.
Low Tolerance for Change
People are described as creatures of habit and they tend to have routines in their individual workplace. This makes people feel contented and secure. Disturbing this routine disrupts their way of thinking and it makes them feel unsatisfied or even harmed in one way or another. Many people can finally manage with the change and create new routines but people with a low tolerance to change may not cope with the change. This is because they want to maintain their old routines of working and obtain their security and comfort in the working area.
Differing Assessments of the Need for Change
It can be discussed that people at certain stages within a company must not feel unconstrained to contribute to ideas on changes in the business. Although it is also significant to remember that a person will cope with the change if management decision play’s a big responsibility in a smooth changeover in the company’s success in the long term. Therefore, people who may not get the need to cope with a certain change can be resistant to change in a company concerning to the intention of change due to management disagreement.
Lack of Understanding 
Misunderstanding usually causes fear of the unknown in the company. One of the main reasons for resistance is fear of the unknown. For example, I have been in resistant to change for so long in our company. This is due to introduction of new computer system and is feared because may cause great error in the computer system. Management wanted to improve the production and provide quality service to the costumers. I felt that it was not significant for me to adopt a new computer method since the old computers could work well. I have found that in business world change is often needed in order to adapt to shifting trends. Changing how the company operates is always frustrating and painful process, and there are common failures before success is gained. I have been embarking on an organizational change that I have likely encountered. My resistance to change in the business was mainly caused by lack of understanding (Pardo del Val & Martínez Fuentes, 2003). I only took active steps towards the unknown and generally believed that the risk of misunderstanding is still greater than of moving forward towards the new direction due to fear. I lacked competence because I could not admit the fear. However, change in businesses necessitates changes in ability, and various people will feel that they are not able to create the transition very well. Simply, I could not ask other employees in the company the new method to work due to fear. I was setting myself against all the difficult wiring, and every emotional connection was taught to the clients in the old way that was not significant. I also lost trust in my job, and people could not believe that the change initiative was temporary affecting me. I was not consulted before the business management change and people were not allowed to discuss about the change in our organization. Many people were affected in their working area since they were not informed and there was no employee satisfaction in the company. Other conditions of misunderstanding were due to:
· Poor communication
· Changes to business routines
· Exhaustion and saturation
· Change in the status quo, and
· Misunderstanding the benefits and rewards of employees.
Lack of understanding affected me mostly due to classic psychological reaction to change. All source of resistance to change requires to be acknowledged and my emotion was validated. It was far better to expect objections than to use my time setting out fires. I knew how to conquer resistance to change in different ways (Matos Marques Simoes & Esposito, 2014). Misunderstanding about the purpose for change remained to be unclear for some days. If the employees do not understand the purpose of change, you can really expect resistance. Particularly from those who are strong in thinking that the current method of doing things operates well. I could lose the job due to fear of resisting anything that risk job security, nothing louder than; business leaders who decide to create changes. For employees, change to business can have the similar connotation as downsizing which is the reason as to why resistance is a natural to react to change in the working area. In many organizations, changes are accompanied by the removal of jobs that can cause redundant or that are no more important to organization’s success. When the company has decided to make big changes, should properly communicate to avoid confusion and help employee to plan for the implementations. This is essential, if you have no idea of the changes you will be able to ask and get familiar to change protocols in order to be comfortable with the changes. I think it is the role of the company management to schedule the meeting to describe the changes which are implementing and to give a forum response or feedbacks, ideas, and concern on how to adapt those changes as soon as possible. All these happened due internal factors that showed resistance towards organizational change.


Overcoming My Resistance to Change
My resistance to change could be conquered using Kotter’s eight step plan theory. These plans start by discovering a sense of urgency on the need to execute the change. I found that I should commit the required time and resources into new working computer system by communicating openly on the reason to change to the new computer working system. It also promotes the creation of power alliance to bring up the change. As the management was required to change some heads of the department in the organization, employees must be trained on new computer system. This is in order to practice the expectation of whole transition to the new computer system. Step three in Kotter’s eight step plan is forming a new vision that promotes strategies. Since the business management goals have been improved, there will be positive production and positive feedback for the customers. Step four of Kotter’s, the plan provides vision to workers at all stages. It also inspires and provides encouragement in a clear manner. This is perhaps the main powerful step in my case because my reason for resistance to change was that I did not know how to install a new computer system. 
In the step five in Kotter’s plan, it includes empowering the workers to adopt the change and motivate risk taking. This plan could train the workers on how to use the new computer system. It could help me to practice and cope with the change. In this step employees are awarded motivation gifts such as new technology tablet and smart phones if they perform well. Step seven of Kotter’s plan helps in analyzing the strength of the changes, consolidates the improvement and makes the required adjustment for the benefit of the employees. Evaluating the impact of the changes on the organization performance will determine if the change is harmful or profitable for the company (Elving, 2005). It also indicates the progress used to motivate employees on the advantage of coping with the new computer system and amendments could be formed to further developed results. If there is a result of danger, the required adjustments can be taken to gain the desired effects. Finally, the step eight Kotter’s plan will reinforce the need to implement the changes and measures observed to get familiar with the new computer system by giving the positive results to everybody in the company and contrasting the organization’s performance before the change. I actually know that the plan could have been good for me if there were voluntary training classes. I could be very active in learning and adopting the quicker implementation of changes by providing better understanding of the new computer working system.
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