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Factors Contributing to Change Resistance 
The business environment is increasingly becoming dynamic and organizations must introduce new ideas to cope with the trends. However, introducing changes is an uphill task since human beings are naturally resistant. New ideas or technology cause disruption hence interfering with our comfort. In essence, the resistance to change is due to the desire to maintain the status quo rather than venture out. People do not just resist to change but due to several factors, both internal and external. This paper looks into internal and external factors that contribute to an individual’s resistance to change. 
The first factor that makes an individual resist change is the fear of losing power in the new structure (Gerald, 2017). In an organizational setup, individuals yield power through either personal influence on other employees or management structure. Introducing changes that result in the restructuring of the management system leads to adjustments in roles hence reducing the influence. For example, restructuring can involve the dissolution of some departments or bringing in new supervisor. Similarly, introducing new technology in the management system reduces personal contacts thus reducing the power of senior employees over their juniors. The people holding power in the initial structure thus resist change to maintain their influence over juniors.
Secondly, people resist change in an organization due to the fear of losing their jobs (Vaara, Sonenshein, & Boje, 2016). Every employee's wish is to stay in the jobs as long as they want. However, the advancement in the technological invention is becoming a primary threat most employees. Technology is shifting the professional landscape and pushing many people out of business or employment. For instance, bank tellers are already getting hard to remain in their employment due to the invention of Automatic Teller Machines (ATM) and online banking (Jegede, 2014). The technology has reduced traffic to the banking halls forcing the management of various banks to lay off some employees. Besides technology, other changes like restructuring also threaten employees' job security making them reluctant to embrace it. Management decisions like retrenchment or centralization of the company's operations also threaten employees' jobs. In other words, people resist any change due to job security.

Thirdly, employees resist changes in an institution if they conflict with their individual plans (Burnes, 2015). Changes at the workplace directly impact the socio-economic life of the employees as it likely to influence areas like working hours and salaries. An increase in workload or working hours impacts an individual's social life as it reduces the time spent with family and friends. Besides, it results in exhaustion which has an emotional impact and can lead to other psychological conditions like stress or even depression (Yu, Wang, Zhai, Dai, & Yang, 2015). In essence, exhaustion negatively impacts an employee's mental and physical health. An individual that wants more time with family and friends is likely to resist any change that seeks to introduce more working hours. On the other hand, employees oppose austerity measures like salary reduction or restructuring as they directly limit their future promotion prospects. Moreover, scrapping academic leave for employees also does not go well with people hoping to advance their studies. People support or resist any based on its implication on their individual plans. 
Additionally, the fear of unknown also plays a critical role in people’s resistance to new ideas (Gerald, 2017). As stated earlier, human beings naturally like to remain in the comfort status.  Any disruption causes panic due to the uncertainty of the future of the new system. Operating in comfort zones makes it easy for one to project the future like promotions, salary increase or other benefits. Introducing changes like capping on compensation or restructuring management leave most employees in a state of confusion as they do not what to expect. The confusion causes fear which leads to opposition to the new ideas.

Poor communication between the management and the employees also cause opposition to the proposed changes (Gerald, 2017). Communication plays an essential role in influencing employees to support the management position on various issues affecting the organization. Leaders that engage their followers make them understand the benefits and drawbacks that come with the changes (Vaara, Sonenshein, & Boje, 2016). Understanding the true impact of the changes to their personal and professional progress help them makes an informed choice on the subject. In most cases, the opposition comes up due to miscommunication which creates conflicting perspectives on the entire project. Besides, some individuals use poor communication between the two parties as a tool for power play to assert their influence. Effective communication between the management and staffs creates mutual understating leading to little or resistance. 
Moreover, mistrust trust between the individual and the initiator of the change also leads to resistance (Gerald, 2017). Human beings often attach the idea to the relationship between him or her and the owner. In circumstances where there is mistrusts, opposition arises as one party view it as a trap. In an organizational context, a mistrust between the employees and change agent influences the former's perception of the whole process (Burnes, 2015). For example, if the proposed changes seek to dissolve a department, its head will possibly view it as an attempt to strip him or her powers. The perception is based on their mistrust rather than the potential benefits or drawbacks of the process. Therefore, it is critical to appoint change agents that have a cordial relationship with most employees to minimize resistance.

In addition, the availability of resources to implement proposed changes also plays a pivotal in determining its acceptance or rejection (Gerald, 2017). Initiating changes in an organization requires resources that include human capital and money to execute. For example, a company that intends to introduce new technology in their system must have the capacity purchase and install them. Besides, they require qualified technicians to operate them. In an event where none of the employees has requisites skills, they have to outsource technicians. Insufficient resources in an organization create opposition to the change in two fronts depending on the source of the idea (Gerald, 2017). If it comes from the employees then leadership is likely to reject due to unaffordability. On the other hand, employees are likely to oppose any attempt by managers to spend money introducing new technology when they have pending arrears. Further, creating new posts in an institution struggling to meet its financial obligations will attract opposition from both employees and other stakeholders.
In conclusion, several factors contribute to the resistance to change by individuals in an organization. Factors like fear for the unknown, implication on the individual plans, and availability of resources to implement the changes all play a role. Additionally, effective communication between the two parties, trust, job security, and organizational power politics also contribute to the resistance. However, company manager can minimize the resistance by engaging the employees and highlighting potential benefits. Mutual understanding between the two parties reduces resistance as everyone's concern is addressed. 
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