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Abstract: Obviously one of the biggest problems of modern 

organizations is constantly react to changes in the business 
environment. To survive and to increase the efficiency of 
their operations, they must take a number of initiatives for 
the rational implementation of organizational change. The 
aim of this paper is to present the views of some writers on 
staff resistance against organizational change, the main 
reasons for the emergence and phases of personnel 
resistance.  

Index terms: organization, organization change, 
management.  
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I. INTRODUCTION  
 

In the contemporary economic reality in the modern 
world the changes appear as a normal event of the process 
of organization. It can be “painful” and risky, but on the 
other hand it is a part of the development of the 
organization and it is essential and vital for its progress. 
That is why one of the basic management challenges of 
21st century is “the necessity of turning the organization 
into a leader/locomotive or engine of the changes” (P. 
Drucker, 2005, p.74). Some business organizations are 
doing perfectly well with this task. They have realized that 
the new rule is the change and that they should fully 
master it in order to keep and even expand their markets. 
Not all organizations have really appreciated the 
availability of the skill to be able change in compliance 
with the new business conditions and to be able to manage 
this process. That is why they need to undertake actions in 
dew time which should lead the organization to the desired 
positions and to keep the ones that the organization has 
already gained. 

 
 

 II. ANALYZING THE BASIC MODELS 
OF ORGANIZATIONAL CHANGE  

 
The key element in the contemporary business is 

technology. Most of the organizations are either process or 
planned oriented, and the high technologies (I. Stoyanov, 
2009, pp. 35-37; I. Stoyanov, 2012a, pp. 56-58) allow 
them to reach global results all over the world.  
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Knowing the basic models of the planned organizational 
changes is of great importance to overcome the clashes in 
the economic sphere. One of the basic 
understandings/theory for what is in fact the planned 
change is given by R. Pipper and K. Righter. They claim 
that “the planned economy is based on the existing 
concepts or the concepts that are coming into existence in 
the frame of the ongoing changes. It is manageable, all-
embracing and long-term oriented concept in practice.” (R. 
Pipper, K. Righter, 1993, pp. 50-51). 

In the 1950s K. Levin set forth the so-called” analysis of 
the forces of change (a.k.a. the Field theory), where he 
deals with two juxtapose forces that influence the 
organizational changes – those who stimulate them, and 
those who put limits to them. This approach is known as 
the classical model of K. Levin (I. Stoyanov, 2012b, pp. 
116-127; K. Lewin, 1997, pp. 212-230.) of the 
organizational changes and it consists of three steps  – two 
of them are metaphors - 1/”Melting”, 2/”Action” and 
3/”Freezing” 

The Americans R. Lipit, G. Watson and B. Westley (W. 
Burke, 2010, p. 167) come up with a model of the 
organizational change which consists of 7 steps, based on 
the Levin model. Unlike Levin’s model, they focus on the 
performers of the change (or the executors) rather than on 
the process (the methodology) of its existence. This can be 
seen in the different phases of the model: 

1. Diagnosing the critical (problem) situation 
2. Motivation for performing the change 
3. Involving people into it 
4. Choosing the desired item to be changed 
5. Assigning the roles to the participants in the process 

of change 
6. Information about the change itself –i.e. 

communication, coordination, feedback, etc. 
7. Execution / performance 

The resistance of the human factor against change and 
effectiveness on organizational processes is analyzed by 
many authors (M. Beer, R. Eisenhardt, B. Spector, 1990, 
pp. 158-166), especially in the last two decades. Human 
behavior can be a behavior of resistance, neutral or 
positive to the change. According to its effectiveness, 
difficulty may be created by resistance that is either overt 
(open) or covert (hidden). The first is related to the 
negative attitude of people to change. In this situation time 
management may deal with the problem and take steps to 
manage it. The covert (hidden) resistance is much more 
dangerous because it creates conditions for the momentum 
of change that reflects the organization in unexpected and 
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often inconvenient time. Neutral behavior is tentatively 
and hesitant due to which managers must use the available 
potential to persuade staff in the positive aspects of 
change. The positive reaction of people to it is an 
expression of their cooperation. 

When carrying out organizational change, the resistance 
of staff should not be overlooked. If any, is necessary to 
take different strategies to reduce resistance and the 
emerging conflicts (I. Stoyanov, 2012b, pp. 112-146; I. 
Stoyanov , 2013, pp. 10-13). This is done in order to avoid 
the negative trends in the adaptation of people to change.  

The reasons that cause resistance to change can be 
divided into three main groups of reasons (A. Angelov, 
1998, pp. 323-324): 

• Uncertainty; 
• A sense of loss; 
• The changes do not bring anything good. 

According to K. Kamenov (K. Kamenov, 1999, pp. 8-9) 
two main types of resistance to the human factor to the 
changes can be distinguished: 

 Objective resistance – an important corrective in 
the management of companies and organizations. It can be 
used as an alternative to adjusting the strategy for 
development of companies and organizations. 

 Subjective resistance – with insufficient 
preparation on behalf of the management subjective 
resistance can replace the need for the requested change to 
pseudo (false) changes that can distort the sustainability of 
processes and may eventually bring bankruptcy. 

Regardless of the type of change, people usually resist 
them. Control or elimination of resistance shown by the 
staff and the generated conflicts are not constant over time. 
There are three possible phases: (Fig. 1): 

 
1. Lack of resistance or not noticeable resistance;  
2. Increase of the resistance;  
3. Strong increase in the resistance. 

 
In implementing the change, the first phase of resistance 

is always latent period. This is the starting point for 
amending economic processes. The managers of the 
organization must carefully assess the situation, because in 
this case there is no resistance or it is not visible. At first 
glance, the situation is calm, but it is dangerous for the 
implementation of change. The reason is that people are 
not fully aware of its importance. The only thing that the 
senior management could make at this stage is to 
implement control activities. People need to be convinced 
of the benefits of the planned changes. If leaders fail to 
eliminate tension among staff, favorable conditions for the 
implementation of the changes are already visible. 
Otherwise stress is created, which depresses people. They 
begin to sabotage the changes, conflicts may arise that lead 
to problems in their implementation. 

As a result of this process there comes the second phase 
- to increase the resistance and ‘the bud’ of the conflict. 
The latter began to show the scope of the change and thus 
it causes doubts as to its effectiveness. Management 

should take precautions such as preventing the increase of 
the resistance of staff in due time. 

 
 

 
 

Fig. 1. Phases of the resistance on behalf of the staff / 
personnel 

 
 

It is possible, however, the measures taken by the 
management not to lead to/bring positive results. Then the 
conflict occurs in the actual, real shape. Thus arises the 
third phase where there is a strong increase of the 
resistance. This is critical for the implementation of 
minimum changes by making worse even the normal and 
common relations between people. This can be done at 
different levels - both between managers and employees 
and between staff within the team. Everyone starts to 
defend their own positions, ignoring the real part of the 
workflow – the real change. There is a high degree of 
resistance where everyone wants to lure the opponent to 
turn and reach the upper hand in the conflict. Nobody 
wants to make a compromise for the sake of the common 
goal. Leaders impose their ideas, seeking to implement 
reengineering to end. Collaborators are afraid of new 
priorities and changes in their work. 

For the normal flow of the changes that are planned, 
managers must take adequate measures to quell the 
conflict. Timely responses are needed to eliminate the 
resistance of the staff. It is important that the leaders create 
a sense of security in the personnel. The employers must 
be convinced of the useless nature of resistance and 
conflict itself. It is important to continue advocating for 
change. If leaders fail to ensure their smooth 
implementation and execution, i.e. to eliminate the 
increasing resistance, then the change is doomed to failure. 
Then it is absolutely impossible to realize and reach the 
objectives. Efforts were in vain, and the results are 
distorted processes, conflicts within the team, lack of 
confidence, stress and low organizational capacity. 
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III. PROBLEMS THAT MAY POSSIBLE 
OCCUR IN THE ORGANIZATION WHILE 

PERFORMING / EXECUTING THE CAHNGE 
 

The reasons for the coming into existence at the 
implementation and introducing the planned changes in 
the organization can have a different nature and origin. 
The conditions for their coming into existence are not only 
on psychological and social level, but also on management 
level. 

1.From a psychological point of view and level we 
can differentiate (I. Stoyanov, 2012b, pp. 116-126): a 
fear form losing the position/job, losing individual 
influence, reluctance for a change, negative 
experience for a previous change, disbelief in the 
success of the change and the team that is chosen to 
execute o perform it. 
2. The social level is often connected with lack of 
believe to the upper management, the negative 
attitude on behalf of the surrounding staff, arguments, 
intrigues, etc. 
3. The reasons for a certain problem to arise at 
implementation and introducing the planned changes 
on a management level are characterized with limited 
organizational recourses, wrong approach to the 
change, the improper timing, participation in the 
process of change, improper organizational structure, 
etc. 

The distress in the organizational environment can be set 
as a main reason for the occurrence of such problems. It 
does not have only psychological dimensions, but also an 
explicit management aspect of manifestation. 
 
 

IV. CONCLUSION 
 

If there is a problem at the implementation of the 
planned change into the organization, it is necessary that 
adequate and quick measures be taken on behalf of the 
upper managers and the leaders of the process. Knowing 
the basic models of the planned change can give the 
necessary knowledge and directions for the successful 
implementation of the change.  

As a result of this article, the audience was informed 
with the basic models of planned change, which are 
presented in the literature for special purposes, as well as 
the possible problems that may occur. 
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