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MECHANISM OF INTERNAL/ EXTERNAL ASSESSMENT IS 

TRANSPARENT AND THE GRIEVANCE REDRESSAL SYSTEM 

IS TIME- BOUND AND EFFICIENT 

It's truly commendable that our institute prioritizes transparency in assessment mechanisms and 

maintains an efficient grievance redressal system. These two pillars of the educational institution 

play a significant role in ensuring the overall quality of education and student satisfaction. Let's 

delve deeper into the importance and impact of these practices: 

Transparent Assessment Mechanisms: 

Clear Expectations: Transparency in assessment starts with setting clear expectations for students. 

By providing detailed grading rubrics, assignment guidelines, and exam formats, your institute 

empowers students to understand the evaluation criteria and perform to their best abilities. 

Objective Evaluation: Ensuring assessments are conducted objectively is crucial. When both 

internal and external assessments are free from bias, it reinforces the credibility of the institution 

and the value of an MBA degree. 

Timely Feedback: MBA students often have demanding schedules, and timely feedback is 

essential for their academic growth. By promptly providing feedback on assignments, projects, 

and exams, our institute enables students to identify areas for improvement and make necessary 

adjustments. 

Transparency in Grading: Clear communication of grading components and weightage is vital. 

It allows students to track their progress and understand how their final grades are calculated. This 

transparency fosters trust between students and faculty. 



 
 

 
 

Effective Appeals Process: An established appeals process ensures that students have a means to 

address any concerns about their assessments. A transparent appeals mechanism demonstrates the 

institute's commitment to fairness and accountability. 

Efficient Grievance Redressal System: 

Dedicated Grievance Cell: The presence of a dedicated grievance redressal cell reflects the 

institute's commitment to addressing student concerns. This cell serves as a central point of contact 

for students seeking resolution. 

Prompt Resolution: An efficient grievance redressal system ensures that issues are addressed 

promptly. This efficiency minimizes disruptions to a student's academic journey and maintains a 

positive learning environment. 

Impartiality and Confidentiality: An impartial approach to grievance resolution guarantees that 

decisions are based solely on merit. Moreover, maintaining confidentiality throughout the process 

safeguards the privacy and dignity of all parties involved. 

Feedback and Improvement: Soliciting feedback from students and other stakeholders after a 

grievance is resolved is an excellent practice. This feedback can be used to continually improve 

the grievance redressal system and address any systemic issues. 

Transparency in Procedures: A transparent grievance redressal process, including guidelines on 

how to file a grievance, expected timelines, and how decisions are made, empowers students and 

builds trust in the system. 

In conclusion, our institute's commitment to transparent assessment mechanisms and an efficient 

grievance redressal system is commendable. These practices not only contribute to the academic 

and personal development of students but also enhance the overall reputation of the institution. By 



 
 

 
 

prioritizing fairness, accountability, and timely resolution, our institute ensures that students can 

focus on their education, grow professionally, and have confidence in the institution's commitment 

to their success. Such an approach truly makes a positive difference in the educational journey of 

MBA students. 

Outcome Based Education (OBE) Approach:   

Outcomes are about performance, and this implies: 

 a) There must be a performer – the student (learner), not only the teacher  

b) There must be something performable (thus demonstrable or assessable) to perform 

 c) The focus is on the performance, not the activity or task to be performed 

Programme Educational Objectives (PEOs): Programme Educational Objectives are a set of broad 

futurefocused student performance outcomes that explicitly identify what students will be able to 

do with what they have learned, and what they will be like after they leave school and are living 

full and productive lives. Thus PEOs are what the programme is preparing graduates for in their 

career and professional life (to attain within a few years after graduation1). 

Graduate Attributes (GAs):  

Graduate Attributes (GAs) are the qualities, knowledge and capabilities that students are 

encouraged to take responsibility for developing throughout their studies and are the defining 

characteristics of the students passing out of the MBA program. These attributes include, but go 

beyond, the disciplinary expertise or technical knowledge.   

Programme Outcomes (POs): Programme Outcomes are a set of narrow statements that describes 

what students (learners) of the programme are expected to know and be able to perform or attain 

by the time of graduation. 



 
 

 
 

Programme Specific Outcomes (PSOs): Programme Outcomes are a set of narrow statements that 

describes what students (learners) of a particular specialization of the programme are expected to 

know and be able to perform or attain by the time of graduation. PSOs are also a function of the 

various course combinations offered by the Institute. 

Learning Outcomes: A learning outcome is what a student CAN DO as a result of a learning 

experience. It describes a specific task that he/she is able to perform at a given level of competence 

under a certain situation. The three broad types of learning outcomes are: a) Disciplinary 

knowledge and skills b) Generic skills c) Attitudes and values 

Course Outcomes (COs): A set of specific statements that describes the complex performances a 

student should be capable of as a result of learning experiences within a course. 

Teaching and Learning Activities (TLAs): The set of pedagogical tools and techniques or the 

teaching and learning activities that aim to help students to attain the intended learning outcomes 

and engage them in these learning activities through the teaching process. 

Assessment: It is the process of collecting, recording, scoring, describing and interpreting 

information about learning 

Outcome Based Assessment (OBA): An assessment system that asks course teachers to first 

identify what it is that we expect students to be able to do once they have completed a course or 

program. It then asks course teachers to provide evidence that they are able to do so. In other 

words, how will each learning outcome be assessed? What evidence of student learning is most 

relevant for each learning outcome and what standard or criteria will be used to evaluate that 

evidence? Assessment is therefore a key part of outcome-based education and used to determine 

whether or not a qualification has been achieved. 

Graduate Attributes (GAs): At the end of the MBA programme the learner shall exhibit:  



 
 

 
 

GA1: Managerial competence  

GA2: Proficiency in Communication, Collaboration, Teamwork and Leadership   

GA3: Competence in Creativity & Innovation  

GA4: Research Aptitude, Scholarship & Enquiry   

GA5: Global Orientation  

GA6: Proficiency in ICT & Digital Literacy  

GA7: Entrepreneurship & Intrapreneurship Orientation  

GA8: Cross-functional & Inter-disciplinary Orientation  

GA9: Results Orientation   

GA10: Professionalism, Ethical, Values Oriented & Socially Responsible behaviour  

GA11: Life-Long Learning Orientation   

 MBA PROGRAMME COURSE TYPES & EVALUATION PATTERN 

Sr.No. Course Type Credits Nature  Formative 

Assessment 

(FA) Marks 

Summative 

Evaluation 

(SE) Marks 

Total 

Marks 

BASIC COURSE TYPES 
1 Generic Core (GC) 3 Compulsory 50 50 100 

2 Subject Core (SC) 3 Compulsory 

(Specialization specific) 

50 50 100 

3 Generic Elective 

(GE - UL)   

2 Elective 0 50 50 

4 Generic Elective 

(GE - IL) 

2 Elective 50 0 50 

5 Subject Elective 

(SE - IL) 

2 Elective (Specialization 

specific) 

50 0 50 

6 Summer 

Internship Project 

( SIP) 

6 Project (Compulsory) 50 50 100 

 



 
 

 
 

Internal Assessment Based on 2019 ( Revised ) Pattern Students in the MBA program receive 

ongoing evaluations for their Summer internship Program. Assignments, presentations, open book 

tests, Internal examination, class participation, and other coursework. All these are part of the 

100marks internal assessment which will cover into 50 marks by the end of semester. The schedule 

for internal exams are displayed on notice board. According to subject a student makes a 

presentation during a scheduled lecture where the full class must be present. The criteria by which 

they will be evaluated are explained to the students in advance. Before the paper is graded, they 

are given enough time to prepare. Students are given one more chance if their performance is 

unsatisfactory. In a few rare instances, students are permitted to give their presentations later in 

case of medical emergencies. Internal Evaluation Using the 2019 Revised Pattern Every semester, 

midterm exams are held for internal assessment. For these exams, a timetable is available, and the 

syllabus is announced well in advance. Students who fail the internal examination or miss class 

for a valid reason are given the option of taking it again. The schedule is shown, and the syllabus 

is also announced well in advance. For the internal examination, the university has specified a 

question-paper format, and the college adheres to it. The results of the internal examination, 

including the students' scores, are posted on the notice boards right away. If any grievances exist, 

a suitable time window is given for them. The entire process becomes solid and transparent once 

the internal examination results are uploaded via the link the institution provides. 

1. Assessment Components: Internal assessment typically comprises various components such as 

assignments, presentations, open book tests, Internal examination, class participation, and other 

coursework. These components collectively contribute to a total assessment score of 100 marks. 

2. Weightage Allocation: In most cases, each assessment component is assigned a specific 

weightage to reflect its importance in evaluating your overall performance in the course. These 

weightages are often expressed as a percentage. 



 
 

 
 

3. Conversion Formula: To convert the assessment score from 100 marks to 50 marks, a conversion 

formula is applied. This formula typically involves scaling down the raw assessment score to fit 

within the 50-mark scale. 

Here's a simplified example of how this conversion might work: 

Raw Assessment Score: 85 out of 100 

Weighted Conversion Factor: (50/100) = 0.5 

Converted Score = Raw Assessment Score x Weighted Conversion Factor Converted Score = 85 

x 0.5 = 42.5 marks 

In this example, the raw assessment score of 85 out of 100 is converted to 42.5 out of 50 marks. 

4. Grading Scale: Once the assessment scores have been converted, they are usually mapped to a 

grading scale that reflects performance levels. The grading scale can vary from institution to 

institution, but a common example might look like this: 

45-50 marks: Excellent 

40-44 marks: Very Good 

35-39 marks: Good 

30-34 marks: Satisfactory 

Below 30 marks: Needs Improvement 
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Class

19 responses

Q.1 An HR administrator is responsible for a wide range of duties

including

19 responses

Q.2________ of an employee is the process of evaluating the employee

performance of the job in terms of the requirements of the job.

19 responses

Copy

MBA HR II

100%

Copy

Payroll and Compensation

Recruiting and staffing

Performance and Training

All of Above

10.5%

89.5%

Copy

Merit Rating

Job Evaluation

Job Analysis

Performance Appraisal15.8%

84.2%



Q 3-The following is a functions  of Personnel Administration

19 responses

Q.4. Minimum ……….. persons must be employed in an establishment for

the applicability of the PF act.

19 responses

Q.5. Which of the following statements about The Employees’ Provident

Funds and (Miscellaneous Provisions) Act are true?                                      

                 (A). The Act is not applicable to cooperative societies

employing less than 50 persons working with the aid of power.                  

                                                                        (B). It makes provision for

pension scheme, including family pension.                                                      

                             (C). There is no wage limit to be covered under the Act.  

                                                                                         (D). The Act has a

provision relating to Employees’ Deposit-linked Insurance Scheme.

19 responses

Copy

Training and development of
manpower

Recruitment and selection of
manpower

Wages and salary
administration

All of Above

73.7%

26.3%

Copy

15

20

35

5015.8%

84.2%

Copy

a, b & d

a & c

a, c & d

b, c & d
10.5%

10.5%

73.7%



Q.6. The contribution which shall be paid by the employer to the

Provident Fund shall be

19 responses

Q.7 Which of the following statements is  correct as per the Payment of

Bonus Act, 1965?

19 responses

Q.8  If in an accounting year, the allocable surplus calculated after taking

into account the amount ‘set on’ or the amount ‘set of’ exceeds the

minimum bonus, the employer should pay bonus in proportion to the

salary or wages earned by the employee in that accounting year subject

to a maximum of ------- % of such salary or wages.

19 responses

Copy

5%

7%

12%

10%

21.1%

78.9%

Copy

0.0 2.5 5.0 7.5 10.0

It does not apply to
employees in Life

Insurance Corporation of…

Allocable surplus means
67% of the available

surplus.

Employee means any
person including

apprentice.

It is applicable to
construction industry.

6 (31.6%)6 (31.6%)6 (31.6%)

3 (15.8%)3 (15.8%)3 (15.8%)

9 (47.4%)9 (47.4%)9 (47.4%)

2 (10.5%)2 (10.5%)2 (10.5%)

Copy

25%

30%

10%

20%

10.5%

89.5%



Q.9 The eligibility condition for obtaining gratuity under the Payment of

Gratuity Act, 1972 is

19 responses

Q.10 The formula for calculating gratuity is

19 responses

Copy

Completion of 2 years of
Service

Completion of 3 years of
Service

Completion of 4 years of
Service

Completion of 5 years of
Service

89.5%

Copy

Gratuity = (Monthly Salary/25) X
15 X No. of years of service

Gratuity = (Monthly Salary/30) X
15 X No. of years of service

Gratuity = (Monthly Salary/26) X
15 X No. of years of service

Gratuity = (Monthly Salary/15) X
15 X No. of years of service

15.8%

15.8%

63.2%



Q.11 Explain the following terms A) Available and Allocable Surplus B)Minimum and

Maximum Bonus

19 responses

Allocable surplus-
Where for any accounting year, the allocable surplus exceeds the amount of maximum bonus
payable to the employees in the establishment under section 11, then, the excess shall, subject
to a limit of twenty per cent. of the total salary or wage of the employees employed in the
establishment in that accounting year, be carried forward for being set on in the succeeding
accounting year and so on up to and inclusive of the fourth accounting year to be utilized for
the purpose of payment of bonus in the manner illustrated in the Fourth Schedule. (2) Where
for any accounting year, there is no available surplus or the allocable surplus in respect of that
year falls short of the amount of minimum bonus payable to the employees in the
establishment under section 10, and there is no amount of sufficient amount carried forward
and set on under sub-section (1) which could be utilized for the purpose of payment of the
minimum bonus, then, such minimum amount or the deficiency, as the case may be, shall be
carried forward for being set off in the succeeding accounting year and so on up to and
inclusive of the fourth accounting year in the manner illustrated in the Fourth Schedule. (3) The
principle of set on and set off as illustrated in the Fourth Schedule shall apply to all other
cases not covered by sub-section (1) or sub-section (2) for the purpose of payment of bonus
under this Act. (4) Where in any accounting year any amount has been carried forward and set
on or set off under this section, then, in calculating bonus for the succeeding accounting year,
the amount of set on or set off carried forward from the earliest accounting year shall first be
taken into account.
Available surplus-
The available surplus is calculated taking into account the gross profit after making
adjustments of depreciation, development allowance, direct taxes of the current accounting
year and all the sums specified under Schedule 3 of the Act. This gross profit has to be added
to the direct taxes in respect of the gross profit for the preceding year, deducting from it the
direct taxes which has been adjusted to the gross profits that are reduced to the amount of
bonus, for the immediately preceding year.

Meaning of "available surplus" and "allocable surplus"
Bonus payable under the Act is linked with profits. The employer has to calculate "gross
profits" of his establishment in the manner specified in section 4. Then, from "gross profits" so
calculated he has to deduct the sums referred to in section 6 as prior charges. The balance is
called "available surplus". A percentage of the available surplus calculated in accordance with
the provisions of sub-section (4) of section 2 is called "allocable surplus."
Where, in respect of any year the allocable surplus exceeds the amount of minimum bonus
payable to the employees' the employer must pay to every employee in respect of that year
bonus in proportion to the salary or wage earned by the employee during the year subject to a
maximum of twenty per cent of such salary or wage.
Principle of set on and set off of allocable surplus
Where for any year the allocated surplus exceeds the amount of maximum bonus payable to
the employees, then, the excess shall, subject to a limit of twenty per cent of the total salary or
wages of the employees, be carried forward for being set on in the succeeding year and so on
to be utilised for the purpose of payment of bonus.
Where for any year there is no available surplus, or the allocable surplus in respect of that year
falls short of the amount of minimum bonus payable to the employees, and there is no amount
or sufficient amount carried forward and set on which could be utilised for the purpose of
payment of the minimum bonus, then, such minimum amount or the deficiency, as the case
may be, shall be carried forward for being set off in the succeeding year and so on.
MINIMUM BONUS
The employer is bound to pay to his employees every year a minimum bonus of 8.33% of the
salary or wage or Rs. 100, whichever is higher, whether he has any allocable surplus or not.
MAXIMUM BONUS



When in any year the allocable surplus exceeds the amount or minimum bonus payable to the
employees, the maximum bonus payable by the employer to his employees in that year is 20%
of the salary or wage.
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The Payment of Bonus Act, 1965

The payment of Bonus Act provides for payment of bonus to persons employed in certain
establishments of the basis of profits or on the basis of production or productivity and for
matters connected therewith.

It extends to the whole of India and is applicable to every factory and to every other
establishment where 20 or more workmen are employed on any day during an accounting year.

In Maharashtra, act is applicable to establishments employing 10 or more employees.

ENTITLEMENT
Every employee who is drawing a salary or wage up to Rs.10, 000 per, month and who has
worked for minimum period of 30 days in a year entitled to be paid bonus.

Every employee drawing salary between Rs 3500/- and Rs 10000/- per month. Bonus payable
is to be calculated considering his salary as Rs 3500/- pm.

AMENDMENT EFFECTIVE FROM 1st APRIL 2014
The wage threshold for determining eligibility of employees has been revised from INR 10,000
to INR 21,000 per month, covering a larger pool of employees.

The calculation ceiling of INR 3500 has now been doubled to INR 7000 per month "or the
minimum wage for the scheduled employment, as fixed by the appropriate Government"
(whichever is higher).

TIME LIMIT FOR MAKING PAYMENT OF BONUS TO THE EMPLOYEES
Bonus to be paid within eight months from the expiry of the accounting year

MINIMUM BONUS
The employer is bound to pay to his employees every year a minimum bonus of 8.33% of the
salary or wage or Rs. 100, whichever is higher, whether he has any allocable surplus or not.

MAXIMUM BONUS
When in any year the allocable surplus exceeds the amount or minimum bonus payable to the
employees, the maximum bonus payable by the employer to his employees in that year is 20%
of the salary or wage.

Meaning of "available surplus" and "allocable surplus"
Bonus payable under the Act is linked with profits. The employer has to calculate "gross
profits" of his establishment in the manner specified in section 4. Then, from "gross profits" so
calculated he has to deduct the sums referred to in section 6 as prior charges. The balance is
called "available surplus". A percentage of the available surplus calculated in accordance with
the provisions of sub-section (4) of section 2 is called "allocable surplus."

Where, in respect of any year the allocable surplus exceeds the amount of minimum bonus
payable to the employees' the employer must pay to every employee in respect of that year
bonus in proportion to the salary or wage earned by the employee during the year subject to a



maximum of twenty per cent of such salary or wage.

Principle of set on and set off of allocable surplus
Where for any year the allocated surplus exceeds the amount of maximum bonus payable to
the employees, then, the excess shall, subject to a limit of twenty per cent of the total salary or
wages of the employees, be carried forward for being set on in the succeeding year and so on
to be utilised for the purpose of payment of bonus.

Where for any year there is no available surplus, or the allocable surplus in respect of that year
falls short of the amount of minimum bonus payable to the employees, and there is no amount
or sufficient amount carried forward and set on which could be utilised for the purpose of
payment of the minimum bonus, then, such minimum amount or the deficiency, as the case
may be, shall be carried forward for being set off in the succeeding year and so on.

FORMS & REGISTER UNDER THE ACT
Form A - Computation of the Allocable surplus

Form B - Set-on and Set-off of Allocable surplus

Form C - Bonus paid to employees

Form D - Annual Return - Bonus paid to employees

PENALTY
Imprisonment up to 6 months, or with fine up to Rs 1000/- or with both.

Labour Law Consultancy
The Shop and Establishment Act, 1948
The Labour Welfare Fund Act, 1953
The Employees Provident Fund and MP Act, 1952

*Available and allocable surplus
The balance is called "available surplus". A percentage of the available surplus calculated in
accordance with the provisions of sub-section (4) of section 2 is called "allocable surplus."
The principle of set on and set off of allocable surplus is as follows:Where for any year the
allocable surplus exceeds the amount of maximum bonus payable to the employees, then, the
excess shall, subject to a limit of twenty per cent of the total salary or wages of the employees,
be carried forward for being set on in the succeeding year and so on to be utilised for the
purpose of payment of bonus. Where for any year there is no available surplus, or the allocable
surplus in respect of that year falls short of the amount of minimum bonus payable to the
employees, and there is no amount or sufficient amount carried forward

Minimum and maximum bonus
The minimum bonus of 8.33% is payable by every industry and establishment under section 10
of the Act. The maximum bonus including productivity linked bonus that can be paid in any
accounting year shall not exceed 20% of the salary/wage of an employee under the section 31
A of the Act.
The Lok Sabha has approved amendments to the Payment of Bonus Act that seeks to make
more workers eligible for bonus by raising the monthly pay eligibility limit of employees to Rs
21,000 from Rs 10,000.
The Payment of Bonus Act, 1965 provides for a minimum bonus of 8.33 percent of wages. The
salary limited fixed for eligibility purposes is Rs. 3,500 per month and the payment is subject to
the stipulation that the bonus payable to employees drawing wages or salary not exceeded to
Rs.



Allocable surplus exceeds amount of minimum bonus payable to the employees under that
section 10 . Available surplus is the account of gross profit after making adjustment of the
depreciation development allowance. minimum bonus is the8.33 percent of wages . Maximum
bonus is 20 percent of wages.

Allocable Surplus [Section- 2 (4)]: Allocable surplus means:
In relation to an employer, being a company (other than a banking company) which has not
made the arrangements prescribed under the Income tax Act for the declaration and payment
within India of the dividends payable out of its profits in accordance with the provisions of
section 194 of that Act, 67% of the available surplus in an accounting year. In any other case,
60% of such available surplus. [Sec. 2(4)].

Available Surplus (Sec. 2(6)):
Available surplus means the available surplus computed under section 5.
According to Section 5, the available surplus in respect of any accounting year is the gross
profit for that year after deducting there from the sum referred to in Section 6.
Providing that the available surplus in respect of the accounting year commencing on any day
in the year 1968 and in respect of every subsequent accounting year shall be the aggregate of
—

The gross profits for the accounting year after deducting there form the sum referred to in
Section 6.
An amount equal to the difference between. The direct-tax calculated according to the
provision of Section 7, in respect of an amount equal to the gross profits of the employer for
the immediately preceding accounting year.
The direct tax calculated as per the provision of Section 7, in respect of an amount equal to the
gross profits of the employer for such preceding accounting year after deducting there form
the amount of bonus which the employer has paid or is liable to pay to his employees in
accordance with the provisions of this Act for that year.

MINIMUM BONUS
→→ According to section 10 of the PB act 1965,

“every employer shall be⇓
bound to pay⇓
to every employee⇓
in respect of the accounting year.”

→So here, A minimum bonus shall be 8.33% of the salary and wages earned by the employee
in the accounting year or 100 rupees among them which are higher is given to the employee.
According to section 13 of this act,
Where an employee has not worked for all the working days⇓
in an accounting year⇓
Then Minimum bonus 100 Rupees or In some case 60 Rupees.

In any case, the bonus is higher than 8.33% of his salary or wages for the days he worked in
that accounting year then proportionately it’s reduced. So, employees regularity is very
essential for the bonus.

In a short way, 8.33 % of the salary is payable as a Bonus to the employee by its employer.
After coming into force of this Act, the bonus has become an implied term of employment not



dependent upon the profits.

Employees are entitled to a festival bonus only if there is an implied agreement or it is paid as
a customary bonus.
The minimum bonus under the Act is a right vested in an employee under a statute.

The Right to take the minimum bonus is a legal right of the Employee.

The right to minimum bonus is a statutory right that vests in the employee and no further
adjudication of the right to the payment of minimum bonus is called for. It constitutes an
existing statutory right

The denial of this right by the employer does not render it an industrial dispute calling for
adjudication by way of reference under Section 10 of the Industrial Disputes Act read with
Section 22 of the Payment of Bonus Act.
A claim for the payment of a minimum bonus cannot constitute an industrial dispute within the
meaning of Section 22 of the Payment of Bonus Act. However, for the enforcement of this
right, an employee can file an application under Section 33-C(2) of the Industrial Disputes Act.
Section 10 of the Payment of Bonus Act fixes the amount of bonus payable by an employer to
every employee from the allocable surplus in respect of the accounting year.

Maximum Bonus
Mainly section 11 of the payment of the bonus act deals with maximum bonus pay to
employees by the employer.

Where in respect of any accounting year⇓
referred to in section 10⇓
the allocable surplus exceeds the amount of minimum bonus payable to the employees under
that section⇓
the employer shall⇓
in lieu of such minimum bonus⇓
be bound to pay to every employee in respect of that accounting year bonus⇓
which shall be an amount in proportion⇓
to the salary or wage earned⇓
by the employee during the accounting year subject to⇓
a maximum of twenty per cent, of such salary or wage.

In a short way, their maximum bonus is 20% of the salary and wages of the Accounting year.

Conclusion 3 Minimum & Maximum bonus
→ There is compulsory to pay the bonus to the employee by the employer by the payment of
the bonus act.

According to section 10 of the payment of the bonus act, the minimum bonus is 8.33% of the
salary or 100 rupees among them which is higher is payable to employees.

According to section 11 of the Payment of the bonus act maximum bonus is 20% of the salary.



Meaning of "available surplus" and "allocable surplus"
The balance is called "available surplus". A percentage of the available surplus calculated in
accordance with the provisions of (4) of section 2 is called "allocable surplus."

Bonus payable under the Act is linked with profits. The employer has to calculate "gross
profits" of his establishment in the manner specified in section 4. Then, from "gross profits" so
calculated he has to deduct the sums referred to in section 6 as prior charges. The balance is
called "available surplus". A percentage of the available surplus calculated in accordance with
the provisions of sub-section (4) of section 2 is called "allocable surplus."

Where, in respect of any year the allocable surplus exceeds the amount of minimum bonus
payable to the employees' the employer must pay to every employee in respect of that year
bonus in proportion to the salary or wage earned by the employee during the year subject to a
maximum of twenty per cent of such salary or wage.

Principle of set on and set off of allocable surplus
Where for any year the allocated surplus exceeds the amount of maximum bonus payable to
the employees, then, the excess shall, subject to a limit of twenty per cent of the total salary or
wages of the employees, be carried forward for being set on in the succeeding year and so on
to be utilised for the purpose of payment of bonus.

Where for any year there is no available surplus, or the allocable surplus in respect of that year
falls short of the amount of minimum bonus payable to the employees, and there is no amount
or sufficient amount carried forward and set on which could be utilised for the purpose of
payment of the minimum bonus, then, such minimum amount or the deficiency, as the case
may be, shall be carried forward for being set off in the succeeding year and so on.

THE PAYMENT OF BONUS ACT, 1965
The minimum bonus of 8.33% is payable by every industry and establishment under section 10
of the Act. The maximum bonus including productivity linked bonus that can be paid in any
accounting year shall not exceed 20% of the salary/wage of an employee under the section 31
A of the Act. 1

Bonus payable under the Act is linked with profits. The employer has to calculate \"gross
profits\" of his establishment in the manner specified in section 4.Then, from \"gross profits\"
so calculated he has to deduct the sums referred to in section 6 as prior charges. The balance
is called \"available surplus\". A percentage of the available surplus calculated in accordance
with the provisions of sub-section (4) of section 2 is called \"allocable surplus.\"

Where, in respect of any year the allocable surplus exceeds the amount of minimum bonus
payable to the employees, the employer must pay to every employee in respect of that year
bonus in proportion to the salary or wage earned by the employee during the year subject to a
maximum of twenty per cent of such salary or wage.

The minimum bonus of 8.33% is payable by every industry and establishment under section 10
of the Act. The maximum bonus including productivity linked bonus that can be paid in any
accounting year shall not exceed 20% of the salary/wage of an employee under the section 31
A of the Act.

Allocable surplus-
Where for any accounting year, the allocable surplus exceeds the amount of maximum bonus
payable to the employees in the establishment under section 11, then, the excess shall, subject
to a limit of twenty per cent. of the total salary or wage of the employees employed in the
establishment in that accounting year, be carried forward for being set on in the succeeding
accounting year and so on up to and inclusive of the fourth accounting year to be utilized for
the purpose of payment of bonus in the manner illustrated in the Fourth Schedule. (2) Where



for any accounting year, there is no available surplus or the allocable surplus in respect of that
year falls short of the amount of minimum bonus payable to the employees in the
establishment under section 10, and there is no amount of sufficient amount carried forward
and set on under sub-section (1) which could be utilized for the purpose of payment of the
minimum bonus, then, such minimum amount or the deficiency, as the case may be, shall be
carried forward for being set off in the succeeding accounting year and so on up to and
inclusive of the fourth accounting year in the manner illustrated in the Fourth Schedule. (3) The
principle of set on and set off as illustrated in the Fourth Schedule shall apply to all other
cases not covered by sub-section (1) or sub-section (2) for the purpose of payment of bonus
under this Act. (4) Where in any accounting year any amount has been carried forward and set
on or set off under this section, then, in calculating bonus for the succeeding accounting year,
the amount of set on or set off carried forward from the earliest accounting year shall first be
taken into account.
Available surplus-
The available surplus is calculated taking into account the gross profit after making
adjustments of depreciation, development allowance, direct taxes of the current accounting
year and all the sums specified under Schedule 3 of the Act. This gross profit has to be added
to the direct taxes in respect of the gross profit for the preceding year, deducting from it the
direct taxes which has been adjusted to the gross profits that are reduced to the amount of
bonus, for the immediately preceding year.

Allocable surplus shall be:

in relation to an employer, being a company other than a banking company, which has not
made the arrangements prescribed under the Income Tax Act for the declaration and payment
within India of the dividends payable out of its profits in accordance with the provisions of
section 194 of that Act, 67 % of the available surplus in an accounting; year.
in any other case, 60% of such available surplus.

▪ The Payment of Bonus Act, 1965

The payment of Bonus Act provides for payment of bonus to persons employed in certain
establishments of the basis of profits or on the basis of production or productivity and for
matters connected therewith.

It extends to the whole of India and is applicable to every factory and to every other
establishment where 20 or more workmen are employed on any day during an accounting year.

In Maharashtra, act is applicable to establishments employing 10 or more employees.

🔸 ENTITLEMENT

Every employee who is drawing a salary or wage up to Rs.10, 000 per, month and who has
worked for minimum period of 30 days in a year entitled to be paid bonus.

Every employee drawing salary between Rs 3500/- and Rs 10000/- per month. Bonus payable
is to be calculated considering his salary as Rs 3500/- pm.

▪ "available surplus" and "allocable surplus"-

Bonus payable under the Act is linked with profits. The employer has to calculate "gross
profits" of his establishment in the manner specified in section 4. Then, from "gross profits" so
calculated he has to deduct the sums referred to in section 6 as prior charges. The balance is
called "available surplus". A percentage of the available surplus calculated in accordance with
the provisions of sub-section (4) of section 2 is called "allocable surplus."

Where, in respect of any year the allocable surplus exceeds the amount of minimum bonus



payable to the employees' the employer must pay to every employee in respect of that year
bonus in proportion to the salary or wage earned by the employee during the year subject to a
maximum of twenty per cent of such salary or wage.

🔸 Principle of set on and set off of allocable surplus

Where for any year the allocated surplus exceeds the amount of maximum bonus payable to
the employees, then, the excess shall, subject to a limit of twenty per cent of the total salary or
wages of the employees, be carried forward for being set on in the succeeding year and so on
to be utilised for the purpose of payment of bonus.

Where for any year there is no available surplus, or the allocable surplus in respect of that year
falls short of the amount of minimum bonus payable to the employees, and there is no amount
or sufficient amount carried forward and set on which could be utilised for the purpose of
payment of the minimum bonus, then, such minimum amount or the deficiency, as the case
may be, shall be carried forward for being set off in the succeeding year and so on.

▪ MINIMUM BONUS
The employer is bound to pay to his employees every year a minimum bonus of 8.33% of the
salary or wage or Rs. 100, whichever is higher, whether he has any allocable surplus or not.

▪ MAXIMUM BONUS
When in any year the allocable surplus exceeds the amount or minimum bonus payable to the
employees, the maximum bonus payable by the employer to his employees in that year is 20%
of the salary or wage.

The balance is called "available surplus". A percentage of the available surplus calculated in
accordance with the provisions of sub-section (4) of section 2 is called "allocable surplus
(4) “allocable surplus” means- (a) in relation to an employer, being a company 3[(other than a
banking. company)] which has not made the arrangements prescribed under the. Income-tax
Act for the declaration and payment within India of the. dividends payable out of its profits in
accordance with the provisions of
The minimum bonus of 8.33% is payable by every industry and establishment under section 10
of the Act. The maximum bonus including productivity linked bonus that can be paid in any
accounting year shall not exceed 20% of the salary/wage of an employee under the section 31
A of the Act

A) Available and Allocable Surplus:
The balance is called "available surplus". A percentage of the available surplus calculated in
accordance with the provisions of sub-section (4) of section 2 is called "allocable surplus."
Where for any year the allocated surplus exceeds the amount of maximum bonus payable to
the employees, then, the excess shall, subject to a limit of twenty percent of the total salary or
wages of the employees, be carried forward for being set on in the succeeding year and so on
to be utilized for the purpose of payment of bonus.

Where for any year there is no available surplus, or the allocable surplus in respect of that year
falls short of the amount of minimum bonus payable to the employees, and there is no amount
or sufficient amount carried forward and set on which could be utilized for the purpose of
payment of the minimum bonus, then, such minimum amount or the deficiency, as the case
may be, shall be carried forward for being set off in the succeeding year and so on.

B)Minimum and Maximum Bonus:

MINIMUM BONUS
The employer is bound to pay to his employees every year a minimum bonus of 8.33% of the
salary or wage or Rs. 100, whichever is higher, whether he has any allocable surplus or not.

MAXIMUM BONUS



When in any year the allocable surplus exceeds the amount or minimum bonus payable to the
employees, the maximum bonus payable by the employer to his employees in that year is 20%
of the salary or wage.

Meaning of "available surplus" and "allocable surplus"
The balance is called "available surplus". A percentage of the available surplus calculated in
accordance with the provisions of sub-section (4) of section 2 is called "allocable surplus."

Bonus payable under the Act is linked with profits. The employer has to calculate \"gross
profits\" of his establishment in the manner specified in section 4.Then, from \"gross profits\"
so calculated he has to deduct the sums referred to in section 6 as prior charges. The balance
is called \"available surplus\". A percentage of the available surplus calculated in accordance
with the provisions of sub-section (4) of section 2 is called \"allocable surplus.\"

Where, in respect of any year the allocable surplus exceeds the amount of minimum bonus
payable to the employees, the employer must pay to every employee in respect of that year
bonus in proportion to the salary or wage earned by the employee during the year subject to a
maximum of twenty per cent of such salary or wage.

The minimum bonus of 8.33% is payable by every industry and establishment under section 10
of the Act. The maximum bonus including productivity linked bonus that can be paid in any
accounting year shall not exceed 20% of the salary/wage of an employee under the section 31
A of the Act.

Allocable Surplus [Section 2 (4)]:
“Allocable surplus” means:
In relation to an employer, being a company (other than a banking company) which has not
made the arrangements prescribed under the Income Tax Act for the declaration and payment
within India of the dividends payable out of its profits in accordance with the provisions of
Section 194 of that Act, 67% of the available surplus in an accounting year.
In any other case, 60% of such available surplus. [Section 2(4)].

Available Surplus [Section 2(6)]:
“Available surplus” means the available surplus computed as per Section 5. According to
Section 5, the available surplus in respect of any accounting year is the gross profit for that
year after deducting therefrom the sum referred to in Section 6 and adding certain amounts.

Bonus Act, 1965

The payment of Bonus Act provides for payment of bonus to persons employed in certain
establishments of the basis of profits or on the basis of production or productivity and for
matters connected therewith.

It extends to the whole of India and is applicable to every factory and to every other
establishment where 20 or more workmen are employed on any day during an accounting year.

In Maharashtra, act is applicable to establishments employing 10 or more employees.

ENTITLEMENT
Every employee who is drawing a salary or wage up to Rs.10, 000 per, month and who has
worked for minimum period of 30 days in a year entitled to be paid bonus.

Every employee drawing salary between Rs 3500/- and Rs 10000/- per month. Bonus payable
is to be calculated considering his salary as Rs 3500/- pm.

AMENDMENT EFFECTIVE FROM 1st APRIL 2014
The wage threshold for determining eligibility of employees has been revised from INR 10,000
to INR 21,000 per month, covering a larger pool of employees.



The calculation ceiling of INR 3500 has now been doubled to INR 7000 per month "or the
minimum wage for the scheduled employment, as fixed by the appropriate Government"
(whichever is higher).

TIME LIMIT FOR MAKING PAYMENT OF BONUS TO THE EMPLOYEES
Bonus to be paid within eight months from the expiry of the accounting year

MINIMUM BONUS
The employer is bound to pay to his employees every year a minimum bonus of 8.33% of the
salary or wage or Rs. 100, whichever is higher, whether he has any allocable surplus or not.

MAXIMUM BONUS
When in any year the allocable surplus exceeds the amount or minimum bonus payable to the
employees, the maximum bonus payable by the employer to his employees in that year is 20%
of the salary or wage.

Meaning of "available surplus" and "allocable surplus"
Bonus payable under the Act is linked with profits. The employer has to calculate "gross
profits" of his establishment in the manner specified in section 4. Then, from "gross profits" so
calculated he has to deduct the sums referred to in section 6 as prior charges. The balance is
called "available surplus". A percentage of the available surplus calculated in accordance with
the provisions of sub-section (4) of section 2 is called "allocable surplus."

Where, in respect of any year the allocable surplus exceeds the amount of minimum bonus
payable to the employees' the employer must pay to every employee in respect of that year
bonus in proportion to the salary or wage earned by the employee during the year subject to a
maximum of twenty per cent of such salary or wage.

Principle of set on and set off of allocable surplus
Where for any year the allocated surplus exceeds the amount of maximum bonus payable to
the employees, then, the excess shall, subject to a limit of twenty per cent of the total salary or
wages of the employees, be carried forward for being set on in the succeeding year and so on
to be utilised for the purpose of payment of bonus.

Where for any year there is no available surplus, or the allocable surplus in respect of that year
falls short of the amount of minimum bonus payable to the employees, and there is no amount
or sufficient amount carried forward and set on which could be utilised for the purpose of
payment of the minimum bonus, then, such minimum amount or the deficiency, as the case
may be, shall be carried forward for being set off in the succeeding year and so on.

FORMS & REGISTER UNDER THE ACT
Form A - Computation of the Allocable surplus

Form B - Set-on and Set-off of Allocable surplus

Form C - Bonus paid to employees

Form D - Annual Return - Bonus paid to employees

PENALTY
Imprisonment up to 6 months, or with fine up to Rs 1000/- or with both.

Employer shall maintain a Register showing the set on and set off of the allocable surplus
under Section 15 of the Act in the given format.

Set on: For an accounting year, when the allocable surplus exceeds the amount of maximum
bonus payable to the employees in the establishment under Section 11 then the excess shall,



subject to a limit of 20% of the total salary or wage of the employees employed in the
establishment in that accounting year, be carried forward for being set on in the succeeding
accounting year and so on up to and inclusive of the fourth accounting year to be utilized for
the purpose of payment of bonus.

Set off: For an accounting year, when there is no available surplus or the allocable surplus in
respect of that year falls short of the amount of minimum bonus payable to the employees in
the establishment under Section 10 and there is no amount of sufficient amount carried
forward and set on under Sub-section (1) that could be utilized for the purpose of payment of
the minimum bonus then such minimum amount or the deficiency, as the case may be, shall
be carried forward for being set off in the succeeding accounting year and so on up to and
inclusive of the fourth accounting year.

Form BThe Payment of Bonus Act, 1965 provides for the payment of bonus to persons
employed in certain establishments, employing 20 or more persons, on the basis of profits or
on the basis of production or productivity and matters connected there with.

The minimum bonus of 8.33% is payable by every industry and establishment under section 10
of the Act. The maximum bonus including productivity linked bonus that can be paid in any
accounting year shall not exceed 20% of the salary/wage of an employee under the section 31
A of the Act.

The available surplus is calculated taking into account the gross profit after making
adjustments of depreciation development allowance direct taxes
2- The act applies to all factories and every other establishment which employs twenty or more
work man
The minimum bonus 8.33% is payable every industry and establishment the under section 10
act
The maximum bonoous including productivity linked bonus that can be paid in every
accounting year shall not exceed the section 31A



Q.12 Explain Contribution rates for PF and Pension Fund with example under EPF Act

1952.

19 responses

Contribution of Pf paid by employer & employee is 12% (basic pay + dearness allowance +
retaining allowance) Equal contribution is paid by the employer & employee. The establishment
which employees less than 20 person shall be restricted to contribute 10% for both employee
& employer contribution. It is voluntary for the employees who drawn a salary less than 15000
per month to became the member of EPF.The employee who drawn a salary more than
15000per month at the time of joining is not required to make pf contribution. If they want to
become the member of EPF, then they become with the consent of the Employer & Assistant
PF Commissioner. The entire 12% of your contribution goes into your EPF account along with
3.67% (out of 12%) from your employer, while the balance 8.33% from your employer’s side is
diverted to your EPS (Employee’s Pension Scheme) and the balance goes into your EPF
account. Breakup of EPF Contribution

PF Contribution Rate
Contribution of Pf paid by employer & employee is 12% (basic pay + dearness allowance +
retaining allowance) Equal contribution is paid by the employer & employee. The establishment
which employees less than 20 person shall be restricted to contribute 10% for both employee
& employer contribution.

It is voluntary for the employees who drawn a salary less than 15000 per month to became the
member of EPF.The employee who drawn a salary more than 15000per month at the time of
joining is not required to make pf contribution. If they want to become the member of EPF, then
they become with the consent of the Employer & Assistant PF Commissioner.

The entire 12% of your contribution goes into your EPF account along with 3.67% (out of 12%)
from your employer, while the balance 8.33% from your employer’s side is diverted to your EPS
(Employee’s Pension Scheme) and the balance goes into your EPF account.

Breakup of EPF Contribution
12% of the employee’s salary goes towards the EPF.
Whereas the employer’s contribution is divided as below:
1. 67% goes towards contribution for EPF

2. 33% goes towards contribution for EPS

3. 5% goes towards contribution for EDLI

4. 1% goes towards contribution for EPF administration charges

5. 01% goes towards contribution for EDLI administration charges

Therefore, the employer contribution is 13.61%. The premium and management charges are
borne by the employer and the maximum limit is set at 0.5% of Rs.15, 000.

Employees Provident Fund is established in 1952 and hence the act is named as Employees
Provident Fund & Miscellaneous Provisions Act, 1952, which extend to the whole of India
except Jammu & Kashmir.

Employee Provident Fund (EPF)

Provident fund is a welfare scheme for the benefits of the employees. Under this scheme both
the employee & employer contribute their part but whole of the amount is deposited by the
employer. Employer deducted the employee share from the salary of the employee. The



interest earned on this investment is also credited in pf account of the employees. At the time
of retirement, the accumulated amount is given to the employees, if certain conditions are
satisfied.

Applicability of the Act

It is applicable:

a) Every factory engaged in any industry specified in Schedule 1 in which 20 or more persons
are employed;

b) Every other establishment employing 20 or more persons or class of such establishments
which the Central Govt. may notify;

c) Any other establishment so notified by the Central Government even if employing less than
20 persons.

Every employee, including the one employed through a contractor (but excluding an apprentice
engaged under the Apprentices Act or under the standing orders of the establishment and
casual laborers), who is in receipt of wages up to Rs.6,500 p.m., shall be eligible for becoming
a member of the funds. The condition of three months’ continuous service or 60 days of actual
work, for membership of the scheme.

Taxability of PF

Deduction of PF can be claimed under section 80C while calculating Income Tax & when the
employee withdraw the amount of PF & Interest after the retirement then, PF amount & Interest
amount is not taxable.

Pf can be accumulated withdrawn by the employee if he is unemployed for more than 2 month.
75% PF can be withdrawn after the employment of 1 month & rest 25% PF can be withdrawn
after the unemployment of 2 month. It is on the choice of the employee after withdrawn of 75%
amount that they should continue with the PF account or want to withdrawal the whole
amount.

Income Tax Liability on PF withdrawal

Serial No Scenario Taxability
1 Amount withdrawn is < Rs 50,000 before completion of 5 continuous years of service No
TDS.
But while filling return amount of pf shall be shown.

2 Amount withdrawn is > Rs 50,000 before completion of 5 years of continuous service TDS @
10% if PAN is furnished;
No TDS in case Form 15G/15H is furnished No TDS.

3 Withdrawal of EPF after 5 years of continuous service No need to mention in return as the
amount is not taxable No TDS.
4 Transfer of PF from one account to another upon a change of job No need to mention in
return as the amount is not taxable.
5 Before completion of 5 continuous years of service\ if
employment is terminated due to employee’s ill health

The business of the employer is discontinued



or the reasons for withdrawal are beyond the employee’s control

No TDS.
Further, the individual need not offer the same in the return of income as such withdrawal is
exempt from tax

Types of Provident Fund

Statutory Provident Fund (SPF)
Public Provident Fund (PPF)
Recognized Provident Fund (RPF)
Unrecognized Provident Fund (URPF)
Page Contents

Statutory Provident Fund (SPF)
Public Provident Fund (PPF)
Recognized Provident Fund (RPF)
Unrecognized Provident Fund (URPF)
PF Contribution Rate
Breakup of EPF Contribution
Universal Account Number (UAN)
Statutory Provident Fund (SPF)
It is a provident fund registered under Provident fund Act, 1925. They are also known as
government provident fund. So, the employees who are meant for govt, semi-govt employees,
university or educational institutions affiliated to a university established under the statue or
other specified institution would be qualified to give to them.

Public Provident Fund (PPF)
PPF is covered under Public Provident fund Act, 1968. Any member of the public weather
employed or not can invest in PPF. Minimum Contribution in this fund is Rs. 500 & Maximum
amount is 1, 50,000 per year. The contributions made to the scheme along with the interests
are repayable after 15 years unless extended. The rate of interest, at present, under the
scheme is 8% per annum.

Recognized Provident Fund (RPF)
This Scheme is registered under Employee’s Provident Funds and Miscellaneous Provisions
Act, 1952.According to the act, any person who employees 20 or more employees is under an
obligation to register himself under this Act. Any person can register himself by their choice
weather they had less than 20 employees.

Unrecognized Provident Fund (URPF)
A scheme started by the employer and the employees in an establishment, whether approved
by the commissioner of Income Tax is called an unrecognized provident fund.

PF Contribution Rate
Contribution of Pf paid by employer & employee is 12% (basic pay + dearness allowance +
retaining allowance) Equal contribution is paid by the employer & employee. The establishment
which employees less than 20 person shall be restricted to contribute 10% for both employee
& employer contribution.

It is voluntary for the employees who drawn a salary less than 15000 per month to became the
member of EPF.The employee who drawn a salary more than 15000per month at the time of
joining is not required to make pf contribution. If they want to become the member of EPF, then
they become with the consent of the Employer & Assistant PF Commissioner.

The entire 12% of your contribution goes into your EPF account along with 3.67% (out of 12%)
from your employer, while the balance 8.33% from your employer’s side is diverted to your EPS



(Employee’s Pension Scheme) and the balance goes into your EPF account.

Breakup of EPF Contribution
12% of the employee’s salary goes towards the EPF.
Whereas the employer’s contribution is divided as below:
1. 67% goes towards contribution for EPF

2. 33% goes towards contribution for EPS

3. 5% goes towards contribution for EDLI

4. 1% goes towards contribution for EPF administration charges

5. 01% goes towards contribution for EDLI administration charges

Therefore, the employer contribution is 13.61%. The premium and management charges are
borne by the employer and the maximum limit is set at 0.5% of Rs.15, 000.

Universal Account Number (UAN)
It is a 12 digit number allotted to the employee who is contributed to EPF. It remain same
throughout the life of the employee. It does not change with the change of Job. It will help in
easy transfer and withdrawals of claims. Along with the service of Online Passbook, SMS
Service on each deposit of contribution & online KYC update can be provided on the basis of
UAN. But before that UAN need to be activated on EPFO portal.

The member who is unable to withdraw PF for any reason can withdraw without consent of
employer. They can submit FORM 19 for EPF (Employees Provident Fund) and FORM 10C for
EPS (Employees’ Pension Scheme) with any of the following official’s attestation to EPFO
office in which their EPF account is maintained.

Any gazette officer
The Magistrate
The Post/ Sub Post master
President of the Village Union
President of the Village Panchayat where there is no Union Board
Chairman/ Secretary/ Member of the Municipal/ District Local Board
Member of the Parliament or Legislative Assembly
Manager of the Bank in which your savings Bank Account is currently maintained
Head of Educational Institution which is recognized by Government
Any authorized official, as may be approved by the commissioner
Hope the information will assist you in your Professional endeavors. In case of any query /
information, please do not hesitate to write back to us at arushireach@gmail.com
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Punit kr Aggarwal says:March 9, 2022 at 9:19 pm
As an employer I wanted to know I have 10-15 employees with wages more than 15000/- of
each employee. Is it necessary to deduct PF.

Muhammedsalihu says:September 25, 2021 at 3:54 am
Good one

Geeta says:September 2, 2021 at 10:42 am
The provision of transferring of pf account from one employer to another since when it has



started

C.V.Reddy says:July 7, 2021 at 6:14 pm
I have given my establishment(Hotel) on lease basis. I have applied cancellation of PF
registration. But the department is not cancelled my PF registration. The lease taken by other
party is having three or four establishments. They have consolidation paid PF. They have not
paid separately to my establishment. Whether i am liable to pay PF as owner.

Kuldeep arora says:April 17, 2021 at 12:09 pm
Sir I have a establishment from dated 19/07/2017.from beginning I have 7staff and from last
year I have 15 staff .from when to my liability stated
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The contributions payable by the employer and the employee under the scheme are 12% of PF
wages. ... From the employer's share of contribution, 8.33% is contributed towards the
Employees' Pension Scheme and the remaining 3.67% is contributed to the EPF Scheme.
The employee and the employer contribute to the EPF scheme on monthly basis in equal
proportions of 12% of the basic salary and dearness allowance. Out of the employer's
contribution, 8.33% is directed towards the Employee Pension Scheme

Contribution of pf paid by employer and employee is 12%(basic pay+dearness
allowance+retaining allowance) equal contribution is paid by

Employee Provident Fund EPF is one of the popular savings schemes launched under the
supervision of the Government of India. The Ministry of Labour regulates EPF schemes in
India. It is the main scheme under the Employee Provident Fund and Miscellaneous Provisions
Act,1952. Employee Provident Fund Organisation(EPFO) manages this savings scheme.

This scheme aims to build a sufficient retirement corpus for an individual. It inculcates the
habit of saving money for the salaried class employee. The fund includes monetary
contributions from both employer and employee. Each of them has to contribute 12% of the
employee’s basic salary (Basic + Dearness allowance) towards this fund every month. Once an
individual retires, they receive the entire contribution(of both employee and employer) as a
lump sum with interest. The rate of return earned is fixed, which is set by EPFO. Also, the
interest accrued is tax-free.

PF Contribution Rate
Contribution of Pf paid by employer & employee is 12% (basic pay + dearness allowance +
retaining allowance) Equal contribution is paid by the employer & employee. The establishment



which employees less than 20 person shall be restricted to contribute 10% for both employee
& employer contribution
Employees Provident Fund is established in 1952 and hence the act is named as Employees
Provident Fund & Miscellaneous Provisions Act, 1952, which extend to the whole of India
except Jammu & Kashmir.

Employee Provident Fund (EPF)

Provident fund is a welfare scheme for the benefits of the employees. Under this scheme both
the employee & employer contribute their part but whole of the amount is deposited by the
employer. Employer deducted the employee share from the salary of the employee. The
interest earned on this investment is also credited in pf account of the employees. At the time
of retirement, the accumulated amount is given to the employees, if certain conditions are
satisfied.

Applicability of the Act

It is applicable:

a) Every factory engaged in any industry specified in Schedule 1 in which 20 or more persons
are employed;

b) Every other establishment employing 20 or more persons or class of such establishments
which the Central Govt. may notify;

c) Any other establishment so notified by the Central Government even if employing less than
20 persons.

Employee- 12% contribution to the PF account only

Employer- 8.33=Pension account
3.67=PF account

For Example- Basic salary- 15000
Employee Contribution- 12% of 15000= 1800/-

Employer Contribution- 3.67% of 15000(PF account)
8.33 of 15000(Pension account)
550+1250= 1800

Employee Contribution Employer contribution= 1800+1800= 3600 Rs only

the minimum pension amount offered under the employee pension scheme is are years 1000
and all the employees whose salary is below 15000 per month are mentally to have an EPF
account employee deposit linked Insurance Scheme coverage for the employee has been
increased from 1.56 lakh.

Both the employer and employee contributes 12% each of the employees pay towards EPF how
ever the employees entire sure is contributed towards EPF 8.33 of the employees share goes
towards the employee pension scheme and 3.67% goes towards EPF contribution every month.
Individuals are eligible to the soup andsion once they have completed 10 years of service
individuals must attend the age of 50 years or 50 years to withdraw the pension amount in
case because the pension amount when they attend the age of 50 years they will receive EPF
amount.



Employees Provident Fund is established in 1952 and hence the act is named as Employees
Provident Fund & Miscellaneous Provisions Act, 1952, which extend to the whole of India
except Jammu & Kashmir.

▪ Employee Provident Fund (EPF)

Provident fund is a welfare scheme for the benefits of the employees. Under this scheme both
the employee & employer contribute their part but whole of the amount is deposited by the
employer. Employer deducted the employee share from the salary of the employee. The
interest earned on this investment is also credited in pf account of the employees. At the time
of retirement, the accumulated amount is given to the employees, if certain conditions are
satisfied.

🔸 Applicability of the Act
It is applicable:

a) Every factory engaged in any industry specified in Schedule 1 in which 20 or more persons
are employed;

b) Every other establishment employing 20 or more persons or class of such establishments
which the Central Govt. may notify;

c) Any other establishment so notified by the Central Government even if employing less than
20 persons.
Every employee, including the one employed through a contractor (but excluding an apprentice
engaged under the Apprentices Act or under the standing orders of the establishment and
casual laborers), who is in receipt of wages up to Rs.6,500 p.m., shall be eligible for becoming
a member of the funds. The condition of three months’ continuous service or 60 days of actual
work, for membership of the scheme.

🔸 EPF Pension which is technically known as Employees’ Pension Scheme (EPS), is a social
security scheme provided by the Employees’ Provident Fund Organisation (EPFO). The scheme
makes provisions for employees working in the organized sector for a pension after their
retirement at the age of 58 years. However, the benefits of the scheme can be availed only if
the employee has provided a service for at least 10 years (this does not have to be continuous
service). EPS was launched in 1995 and allowed existing and new EPF members to join the
scheme.

🔸 Eligibility Criteria
In order to be eligible for availing benefits under the Employees’ Pension Scheme (EPS), an
individual has to fulfil the following criteria:

He should be a member of EPFO
He should have completed 10 years of service
He has reached the age of 58
He can also withdraw his EPS at a reduced rate from the age of 50 years
He can also defer his pension for two years (up to 60 years of age) after which he will get a
pension at an additional rate of 4% for each year

🔸How to Calculate Your Pension Under EPS

The pension amount in PF depends on the pensionable salary of the member and the
pensionable service. The member’s monthly pension amount is calculated as per the following
formula:

Member’s Monthly Pension = Pensionable salary X Pensionable service / 70

🔸 a) Pensionable Salary



Pensionable salary is the average monthly salary in the last 60 months before the member
exits the Employees’ Pension Scheme.
If the salary of the person is ₹ 15,000, the salary for the person would be ₹ 14,000 for 28 days (
₹ 500 per day less for two days). However, the monthly salary considered for EPS would be for
30 days, i.e. ₹ 15,000

The maximum pensionable salary is limited to ₹ 15,000 every month.

🔸 b) Pensionable Service

The actual service period of the member is considered as the pensionable service. Service
periods under different employers are added at the time of calculating the pensionable service
period. The employee has to get the EPS Scheme Certificate issued and submit it to the new
employer every time he switches a job.

It is worth mentioning that the employee gets a bonus of 2 years after completing 20 years of
service.

If the member withdraws the EPS corpus before completing the service period of 10 years and
joins another company, he will have to start afresh for contributing to the EPS account and the
service period will also be set as zero at the start.

The pensionable service period is considered on a 6 months basis. The minimum pensionable
service period is 6 months. If the service period is 8 years 2 months, the pensionable service
period considered is 8 years. However, if the service duration is 8 years and 10 months, the
pensionable service period is taken as 9 years.

Contribution of Pf paid by employer & employee is 12% (basic pay + dearness allowance +
retaining allowance) Equal contribution is paid by the employer & employee. The establishment
which employees less than 20 person shall be restricted to contribute 10% for both employee
& employer contribution8.33% of such employer contribution goes towards the Employee
Pension Scheme (EPS) subject to a ceiling of 1,250 per month if the salary of the employee is
15,000 or more and the rest 3.67% is added to the EPF account of the employee.
Both the employer and employee contribute 12% each of the employee's pay towards EPF.
However, the employee's entire share is contributed towards EPF, 8.33% of the employer's
share goes towards the Employees' Pension Scheme (EPS) and 3.67% goes towards EPF
contribution every month.

As an employee working in a corporate set-up, there are several things one would like to know
about the Employees Provident Fund (EPF). EPF is the main scheme under the Employees'
Provident Funds and Miscellaneous Provisions Act, 1952. The scheme is managed under the
aegis of the Employees' Provident Fund Organisation (EPFO).
PF Contribution Rate Contribution of PF paid by employer & employee is 12% (basic pay +
dearness allowance + retaining allowance) Equal contribution is paid by the employer &
employee. The establishment which employees less than 20 person shall be restricted to
contribute 10% for both employee & employer contribution. It is voluntary for the employees
who draw a salary of less than 15000 per month to became the member of EPF.The employee
who has drawn a salary more than 15000per month at the time of joining is not required to
make pf contribution. If they want to become the member of EPF, then they become with the
consent of the Employer & Assistant PF Commissioner. The entire 12% of your contribution
goes into your EPF account along with 3.67% (out of 12%) from your employer, while the
balance 8.33% from your employer’s side is diverted to your EPS (Employee’s Pension Scheme)
and the balance goes into your EPF account. Breakup of EPF Contribution 12% of the
employee’s salary goes towards the EPF. Whereas the employer’s contribution is divided as
below: 1. 67% goes towards contribution for EPF 2. 33% goes towards contribution for EPS 3.
5% goes towards contribution for EDLI 4. 1% goes towards contribution for EPF administration



charges 5. 01% goes towards contribution for EDLI administration charges Therefore, the
employer contribution is 13.61%. The premium and management charges are borne by the
employer and the maximum limit is set at 0.5% of Rs.15, 000. Universal Account Number
(UAN) It is a 12 digit number allotted to the employee who is contributed to EPF. It remain the
same throughout the life of the employee. It does not change with the change of Job. It will
help in easy transfer and withdrawals of claims. Along with the service of Online Passbook,
SMS Service on each deposit of contribution & online KYC update can be provided on the basis
of UAN. But before that UAN need to be activated on EPFO portal. The member who is unable
to withdraw PF for any reason can withdraw without consent of employer. They can submit
FORM 19 for EPF (Employees Provident Fund) and FORM 10C for EPS (Employees’ Pension
Scheme) with any of the following official’s attestation to EPFO office in which their EPF
account is maintained. Any gazette officer The Magistrate The Post/ Sub Post master
President of the Village Union President of the Village Panchayat where there is no Union
Board Chairman/ Secretary/ Member of the Municipal/ District Local Board Member of the
Parliament or Legislative Assembly Manager of the Bank in which your savings Bank Account
is currently maintained Head of Educational Institution which is recognized by Government Any
authorized official, as may be approved by the commissioner

Employee- 12% contribution to the PF account only

Employer- 8.33=Pension account
3.67=PF account

For Example- Basic salary- 15000
Employee Contribution- 12% of 15000= 1800/-

Employer Contribution- 3.67% of 15000(PF account)
8.33 of 15000(Pension account)
550+1250= 1800

Employee Contribution Employer contribution= 1800+1800= 3600 Rs only
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What is the EPF Scheme?

Employees Provident Fund Scheme (EPFS) is a long-term retirement saving scheme managed
by Employees provident fund organization (EPFO) and it is covered under the Employees’
Provident Funds and Miscellaneous Provisions Act, 1952.
Under EPF Scheme, an employee and employer have to pay certain percentage of equal
contribution in the provident fund account and on retirement, an employee gets a lump sum
amount of contribution made by employer and employee with interest on both.
EPF Scheme extends to the whole territory of India except the state of Jammu and Kashmir.

What is the objective of EPF Scheme?



EPF Scheme is implemented to help the government, public or private sector employees
financially by providing a lump sum amount on their retirement or separation from their job by
managing provident fund of them.
It helps in providing social security to the members of the scheme.
To whom the EPF Scheme is applicable?

This scheme is applicable to every establishment in which 20 or more persons are employed
other than excluded employees and in certain cases organisation employing less than 20
persons are also covered, subject to certain conditions and exceptions.

However, excluded employees can also become the member of EPF Scheme, if the Assistant
PF Commissioner granted permission to them.

Here, “excluded employees” means employees drawing wages exceeding INR 15,000 per
month.

What are the eligibility criteria for registration under EPF Scheme?

Every establishment in which 20 or more persons are employed other than excluded
employees shall get registered under the Scheme within one month from the date of its
applicability.

What is Universal Account Number (UAN)?

Universal Account Number (UAN) has been made mandatory for all individuals covered under
the Employees' Provident Funds and Miscellaneous Provisions Act, 1952.
UAN is a 12-digit number allotted by EPFO to every employee to whom EPF Scheme is
applicable.
An employee is supposed to have a single UAN.
The UAN will show both the PF numbers, the previous employer's as well as that of the new
employer, linked to it. The UAN, therefore, acts as an umbrella for multiple member IDs allotted
to the individual by different employers.
It is a one-time permanent number which will remain the same throughout one's career.
When you join a new organisation, the first thing you should do is ask your employer for the
‘New Form No. 11- Declaration Form’ to furnish the existing UAN. If you don’t have one, then
just give your previous PF number along with the date of exit from your previous job.
What is Contribution under the EPF Scheme?

S.No.
Number of Employees
Contribution
1.
More than 20 employees
12%
2.
Less than 20 employees
10%
Here “percentage of contribution” is calculated on basic wages plus dearness allowance plus
retaining allowance.

What is the breakup of employers’ and employees’ contribution?

The Breakup of employers’ contribution shall be as follows

S.No.
Contribution by
Employees’ Pension Scheme



Employees Provident Fund Scheme
Employees Deposit Linked Insurance Scheme
1
Employer – 12%
8.33%
– 3.67 %
0.5 %
2
Employee – 12%
0
0
0

What is Interest on EPF?

Interest is an additional amount given to employees every month on contribution of PF.
Interest in EPF is calculated on the basis of monthly running balance on the EPF Account.
The EPF interest rates are declared annually by the central government.
EPF interest rate revised for FY18-19 is 8.65%.
When an amount of PF can be withdrawn from PF Account?

As per the rules of the EPF Scheme 1952, withdrawal of PF amount can be done fully or
partially depend on the conditions as follows:

Post Retirement
When an individual retires from employment after attaining the pre- determined retirement age
i.e. 55 years, he can withdraw the entire amount of EPF which includes employer’s and
employee’s contribution along with the interest earned.

Unemployment

EPFO subscribers have an option to withdraw their PF in two parts;
75% of fund after the completion of one month of unemployment, and
25% can be transferred to a new EPF account after gaining new employment.
They can also withdraw their PF contribution directly after two months of unemployment and
settle the account in one go. A subscriber can withdraw full PF amount and the interest earned
over it.
One is also allowed to withdraw the EPS amount if the service period has been less than 10
years and not later on.
The employee compulsorily gets pension benefits after retirement, if he withdraws any time
after 10 years of service.
After 2 months of unemployment, PF can be withdrawn fully.

Employees Provident Fund is established in 1952 and hence the act is named as Employees
Provident Fund & Miscellaneous Provisions Act, 1952, which extend to the whole of India
except Jammu & Kashmir. Employee Provident Fund (EPF) Provident fund is a welfare scheme
for the benefits of the employees. Under this scheme both the employee & employer contribute
their part but whole of the amount is deposited by the employer. Employer deducted the
employee share from the salary of the employee. The interest earned on this investment is
also credited in pf account of the employees. At the time of retirement, the accumulated
amount is given to the employees, if certain conditions are satisfied. Applicability of the Act It
is applicable: a) Every factory engaged in any industry specified in Schedule 1 in which 20 or
more persons are employed; b) Every other establishment employing 20 or more persons or
class of such establishments which the Central Govt. may notify; c) Any other establishment
so notified by the Central Government even if employing less than 20 persons. Every employee,
including the one employed through a contractor (but excluding an apprentice engaged under
the Apprentices Act or under the standing orders of the establishment and casual laborers),



who is in receipt of wages up to Rs.6,500 p.m., shall be eligible for becoming a member of the
funds. The condition of three months’ continuous service or 60 days of actual work, for
membership of the scheme. Taxability of PF Deduction of PF can be claimed under section
80C while calculating Income Tax & when the employee withdraw the amount of PF & Interest
after the retirement then, PF amount & Interest amount is not taxable. Pf can be accumulated
withdrawn by the employee if he is unemployed for more than 2 month. 75% PF can be
withdrawn after the employment of 1 month & rest 25% PF can be withdrawn after the
unemployment of 2 month. It is on the choice of the employee after withdrawn of 75% amount
that they should continue with the PF account or want to withdrawal the whole amount

Read more at: https://taxguru.in/corporate-law/employees-provident-fund-act-1952.html
Copyright © Taxguru.in

The total contribution made by the employer as 8.33% towords employee pension scheme and
3.67% toword employee provident fund
All contribution are updated in the EPF passbook the contribution made by the employee goes
totally toword the provident fund employees



Q.13 Draft a Memo to an Employee who is constantly found coming late to an office

informing him about his misconduct.

19 responses

Time and discipline are the two important factors which drives a company. The success of any
company is the outcome of the efforts that is put down by its team members. Recently it has
been found that the employees have started taking the office timings lightly. There has been a
sudden increase in the late comers. Every now and then company is finding people coming
late to the office.

It is therefore become imperative for the company to take necessary actions. It has been
decided by the management if any employee is late by more than 5 minutes then it will be
considered as a late attendance. When this late count attendance will reach 3 in a month, the
employee will be marked absent for one day.

The management has always accepted the genuine reasons for being late. But when the
employees start taking the given privileges for granted then it becomes the responsibility of
the company to take required course of action. So from now onwards no late coming requests
would be accepted.

Dear [Name]

It has been observed that few of you come at sharp 9.30 or even a bit later due to any personal
reasons like ill health / traffic / travel issues etc. It is expected that you all be at your seat 15
minutes pre 09.30 am, and not arrive in office at 9.30.... In context of the above it is expected
that you all reach office by/at 09.15 am.
This type of misconduct is not allowed in our organization and same has mentioned in our
code of conduct policy. If is there any reason for late coming, kindly take prior permission with
your Manager.
Am sure that this little effort and adjustment will go a long way in creating better rapport with
the existing clients, will enable us to procure more clients, will enhance first-rate customer
service, thereby bettering our Goodwill in the market. Seeking your co-operation for the
advancement and progress of our organization, in return, ourselves!

Regards,
HR Team

Warning Letter for Coming Late to Office
Dear [Employee Name],

It came to our attention that you have been repeatedly coming late to office without a valid
reason or approval. We would like to inform you that this behavior is considered a misconduct
and is strictly against the company's policies. If you need to be late to office then you should
inform your direct manager ahead of time and provide a conceivable reason for doing so. If it's
an emergency, then you may call and inform but it is hardly the case here given the frequency
of the offences.

This information has already been conveyed to you verbally with no improvement from your
end. Consider this letter as an official warning. We expect you to adjust your attendance as per
your duty timings and show immediate progress.

Looking forward to some great news from your manager.

HR Department
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Sample Memo for Late coming, indiscipline to employees

Time and discipline are the two important factors which drives a company. The success of any
company is the outcome of the efforts that is put down by its team members. Recently it has
been found that the employees have started taking the office timings lightly. There has been a
sudden increase in the late comers. Every now and then company is finding people coming
late to the office.

It is therefore become imperative for the company to take necessary actions. It has been
decided by the management if any employee is late by more than 5 minutes then it will be
considered as a late attendance. When this late count attendance will reach 3 in a month, the
employee will be marked absent for one day.

The management has always accepted the genuine reasons for being late. But when the
employees start taking the given privileges for granted then it becomes the responsibility of
the company to take required course of action. So from now onwards no late coming requests
would be accepted.

Hope to see you all complying with the company rules.
« PreviousNext »

Post your comment
Discussion
RE: Sample Memo for Late coming, indiscipline to employees -FERUZA LER (11/20/19)
Professional, but is it legal mark employee absent for the day? we may have problems with
Labour Board in a future I think
RE: Sample Memo for Late coming, indiscipline to employees -Nathan towet (06/15/18)
Memo
RE: Sample Memo for Late coming, indiscipline to employees -priya (12/20/17)
Good one, Thanks for guiding
RE: Continues late coming -Ahmed Shaaif Adil (12/26/16)
It has been observed from the attendance record that your late comings are increasing
frequently. You are aware that our code of conduct does not allow our employee more than 3
late coming in the month.
RE: Sample Memo for Late coming, indiscipline to employees -Poo (08/08/15)
Very useful matter. Thank you so much
RE: Sample Memo for Late coming, indiscipline to employees -Teena Bhatia (03/14/14)
Sample Memo for Late coming, indiscipline to employees

"Coming Late to the work space is indiscipline, Moving late is indecency". Instances have
come to the notice that some of the officers and staff members of ABC International have
made it a regular practice to arrive office late. The timings of punching are not strictly adhered
to and later on when questioned, the employee state “official duty” as the reason for coming
late. It has also been found that some of the employees come late, punch card only and then
straightaway leave the office without visiting their respective section. This pattern of
attendance is unacceptable.



The management has decided to take strict course of action against the employees who are
regular in late coming. Late attendance punching by 5 minutes for a maximum of three times
in a calendar month shall be allowed, after which for every three late marks, one day salary will
be deducted. Only two short leaves of 2 hours duration will be allowed in a month. Also a prior
notification is must before you take any leave. Employees failing to adhere with the norms
have to face serious disciplinary actions.

Letter draft as below
Dear [Employee Name], Your continued lateness to work is deemed unacceptable by
management. This letter is an official written warning.
...
Warning Letter for late coming
Date and time the employee arrived at work late.
Date and time the employee arrived at work late.
Date and time the employee arrived at work late.

No answer

"Coming Late to the work space is indiscipline, Moving late is indecency". Instances have
come to the notice that some of the officers and staff members of ABC International have
made it a regular practice to arrive office late. The timings of punching are not strictly adhered
to and later on when questioned, the employee state “official duty” as the reason for coming
late. It has also been found that some of the employees come late, punch card only and then
straightaway leave the office without visiting their respective section. This pattern of
attendance is unacceptable.

The management has decided to take strict course of action against the employees who are
regular in late coming. Late attendance punching by 5 minutes for a maximum of three times
in a calendar month shall be allowed, after which for every three late marks, one day salary will
be deducted. Only two short leaves of 2 hours duration will be allowed in a month. Also a prior
notification is must before you take any leave. Employees failing to adhere with the norms
have to face serious disciplinary actions.

Please sign a copy of this letter in acknowledgement of receipt of this letter.

Sample Memo for Late coming, indiscipline to employees

Sample Memo for Late coming, indiscipline to employees

Time and discipline are the two important factors which drives a company. The success of any
company is the outcome of the efforts that is put down by its team members. Recently it has
been found that the employees have started taking the office timings lightly. There has been a
sudden increase in the late comers. Every now and then company is finding people coming
late to the office.

It is therefore become imperative for the company to take necessary actions. It has been
decided by the management if any employee is late by more than 5 minutes then it will be
considered as a late attendance. When this late count attendance will reach 3 in a month, the
employee will be marked absent for one day.

The management has always accepted the genuine reasons for being late. But when the
employees start taking the given privileges for granted then it becomes the responsibility of
the company to take required course of action. So from now onwards no late coming requests
would be accepted.



Time and discipline are the two important factors which drives a company. The success of any
company is the outcome of the efforts that is put down by its team members. Recently it has
been found that the employees have started taking the office timings lightly. There has been a
sudden increase in the late comers. Every now and then company is finding people coming
late to the office.

It is therefore become imperative for the company to take necessary actions. It has been
decided by the management if any employee is late by more than 5 minutes then it will be
considered as a late attendance. When this late count attendance will reach 3 in a month, the
employee will be marked absent for one day.

The management has always accepted the genuine reasons for being late. But when the
employees start taking the given privileges for granted then it becomes the responsibility of
the company to take required course of action. So from now onwards no late coming requests
would be accepted.

It came to our attention that you have been repeatedly coming late to office without a valid
reason or approved we should like to inform you that this behaviour is considered misconduct
and strictly against the company policy if you need to be late to office then you should inform
your direct manager of the time and provide a permissible reason for doing so if it's an
emergency then you may call and inform but it is hardly the case here given the frequency of
the offences this information has already improvement duty timing and show immediate
progress.

▪ Sample Memo for Late coming, indiscipline to employees

Time and discipline are the two important factors which drives a company. The success of any
company is the outcome of the efforts that is put down by its team members. Recently it has
been found that the employees have started taking the office timings lightly. There has been a
sudden increase in the late comers. Every now and then company is finding people coming
late to the office.

It is therefore become imperative for the company to take necessary actions. It has been
decided by the management if any employee is late by more than 5 minutes then it will be
considered as a late attendance. When this late count attendance will reach 3 in a month, the
employee will be marked absent for one day.
The management has always accepted the genuine reasons for being late. But when the
employees start taking the given privileges for granted then it becomes the responsibility of
the company to take required course of action. So from now onwards no late coming requests
would be accepted.

Hope to see you all complying with the company rules.

🔸Warning Letter for late coming
1 min read ·

Date issued: Today’s date

Issued to: Employee name(s)

RE: Written warning for continued late attendance

Dear [Employee Name],

Your continued lateness to work is deemed unacceptable by management. This letter is an



official written warning. Specifically, you have been late on the following occurrences:

Date and time the employee arrived at work late
Date and time the employee arrived at work late
Date and time the employee arrived at work late
We strive to create a workplace that is fair for all employees. When you continuously arrive late
to work, you are not only in breach of the standards we expect of our employees, you are also
creating a workplace that is unfair for your colleagues.

We set scheduled times for your work so we can correctly meet our business goals and best
service our clients. Everyone in the team strives for our continued success as a business, and
having a single team member arriving late causes our standards to slip is also unfair on your
colleagues who are following our high standards.

We expect you to remedy this breach of our attendance requirement immediately.

Continued lateness may result in termination or other disciplinary action.

Regards,

Dear [Employee Name],

It came to our attention that you have been repeatedly coming late to office without a valid
reason or approval. We would like to inform you that this behavior is considered a misconduct
and is strictly against the company's policies. If you need to be late to office then you should
inform your direct manager ahead of time and provide a conceivable reason for doing so. If it's
an emergency, then you may call and inform but it is hardly the case here given the frequency
of the offences.

This information has already been conveyed to you verbally with no improvement from your
end. Consider this letter as an official warning. We expect you to adjust your attendance as per
your duty timings and show immediate progress.

Looking forward to some great news from your manager.

HR Department

Time and discipline are the two important factors which drives a company. The success of any
company is the outcome of the efforts that is put down by its team members. Recently it has
been found that the employees have started taking the office timings lightly. There has been a
sudden increase in the late comers. Every now and then company is finding people coming
late to the office.

It is therefore become imperative for the company to take necessary actions. It has been
decided by the management if any employee is late by more than 5 minutes then it will be
considered as late attendance. When this late count attendance will reach 3 in a month, the
employee will be marked absent for one day.

The management has always accepted the genuine reasons for being late. But when the
employees start taking the given privileges for granted then it becomes the responsibility of
the company to take required course of action. So from now onwards no late coming requests
would be accepted.
Hope to see you all complying with the company rules.

Sample Memo for Late coming, indiscipline to employees

Time and discipline are the two important factors which drives a company. The success of any



company is the outcome of the efforts that is put down by its team members. Recently it has
been found that the employees have started taking the office timings lightly. There has been a
sudden increase in the late comers. Every now and then company is finding people coming
late to the office.

It is therefore become imperative for the company to take necessary actions. It has been
decided by the management if any employee is late by more than 5 minutes then it will be
considered as a late attendance. When this late count attendance will reach 3 in a month, the
employee will be marked absent for one day.

The management has always accepted the genuine reasons for being late. But when the
employees start taking the given privileges for granted then it becomes the responsibility of
the company to take required course of action. So from now onwards no late coming requests
would be accepted.

Sample Memo for Late coming, indiscipline to employees

"Coming Late to the work space is indiscipline, Moving late is indecency". Instances have
come to the notice that some of the officers and staff members of ABC International have
made it a regular practice to arrive office late. The timings of punching are not strictly adhered
to and later on when questioned, the employee state “official duty” as the reason for coming
late. It has also been found that some of the employees come late, punch card only and then
straightaway leave the office without visiting their respective section. This pattern of
attendance is unacceptable.

The management has decided to take strict course of action against the employees who are
regular in late coming. Late attendance punching by 5 minutes for a maximum of three times
in a calendar month shall be allowed, after which for every three late marks, one day salary will
be deducted. Only two short leaves of 2 hours duration will be allowed in a month. Also a prior
notification is must before you take any leave. Employees failing to adhere with the norms
have to face serious disciplinary actions.

Time and discipline are two important factors which drives a company the success of any
company the success of any companies is the outcome of the efforts that put down the team
members recently my it has been found the employee have starting taking the office time
lightly these has been sudden increase in the comers
The management has always accept the genuine reasons for being late but when's the genuine
reasons for being late but when the employee start taking the privilege for granted the
becomes course of action
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Q.1Transformational change in an organization refers to
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Q.2 Which of the following is normally the cause of organizational
change?
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complete change in almost all
aspects of the organization
incremental change in which
necessary improvements are
made in the existing
organization
no change in any aspect of the
organization
None of the above
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technological development
change in labour characteristics
mergers, acquisitions, etc.
All of the above

12%

80%



Q.3 When employee resistance provokes a well-grounded debate and
constructive criticism leading to improvements in the change process, it
is called
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Q.4 Which type of employee resistance aims at ensuring the complete
failure of change initiatives of the organization?
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Q.5 Which of the following is not a symptom of employee resistance to
change?
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Q.6 Which of the following are Internal forces for change
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Q.7  Economic Factors Responsible for the Resistance to Change

25 responses

Q.8 Psychological / Emotional factors responsible for resistance to
Change

25 responses
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Q.9 Change Drivers are also known as

25 responses

Q.10 A key reason why change is difficult to manage is because

25 responses
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there is a threat of takeover
It always cost money to
implement change
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Q.11 Why people resist change? Discuss in detail factors responsible for resistance to
change?

25 responses

Although change management decisions are normally made at the C-level, it’s still very
important to have the rest of the employees bought in to the change. Having employees who
are opposed to what is going to be changing from the start is a major setback and one that
needs to be dealt with carefully in order to be successful with the change management.

1)Job Loss-
Job loss is a major reason that employees resist change in the workplace. In any business,
there are constantly going to be things moving and changing, whether it is due to the need for
more efficiency, better turnaround times, or the need for the employees to work smarter. With
all these needs comes the opportunity for the company to downsize or create new jobs, and
this is where the fear of job loss comes into play. Forcing a change on others has its place.
Over time, however, when this is the only approach that you use to make change, you’ll find
that your change results suffer. If you overuse this approach, you will harm your effectiveness
over the long term as others will find direct and indirect ways to resist you. Without a
thoughtful change strategy to address resistance to change, you will trigger strong resistance
and organizational turnover.

2)Poor Communication and Engagement-
Communication solves all ills. But a lack of it creates more of them. This is another crucial
reason why employees oppose change. How the change process itself is communicated to the
employees is very important because it determines how they react. If the process of what
needs to be changed, how it needs to be changed and what success would look like cannot be
communicated, then resistance should be expected. Employees need to understand why there
is a need for change, because if they are just thrown the notion that what they have been used
to for a long time is going to be completely renovated, with that will come much backlash.

3)Lack of Trust-
Trust is a vital tool to have when running a successful business. In organizations where there
is a lot of trust in management, there is lower resistance to change. Mutual mistrust between
management and employees will lead to the company going into a downward spiral, so trust is
a must.

4)The Unknown-
We already mentioned communication, and a lack of it causes employees to feel like they don’t
know what’s going on. If companies are constantly experiencing times where the future is
unknown, there is also a good possibility that employees won’t respond to change well. When
the thought of change is brought up in this case, it would come as a surprise, leading to
employees being caught off guard, which makes the situation much worse. In the absence of
continuing two-way communication with you, grapevine rumors fill the void and sabotage the
change effort. In fact, ongoing communication is one of your most critical tools for handling
resistance to change. But, it’s not just telling! The neglected part of two-way communication —
listening — is just as powerful.

5)Poor Timing-
Timing is one of the biggest problems when it comes to change. A lot of the time, it’s not the
act itself that creates the resistance, but how and when it is delivered. Sometimes it is not
what a leader does, but it is how s/he does it that creates resistance to change! Undue
resistance can occur because changes are introduced in an insensitive manner or at an
awkward time.

6) Organizational politics-
Some resist change as a political strategy to “prove” that the decision is wrong. They may also



resist to show that the person leading the change is not up to the task. Others may resist
because they will lose some power in the organizational. In these instances, these individuals
are committed to seeing the change effort fail.

Sometimes when I work with managers they become frustrated with the political resistance
that they encounter from others. Political obstacles are frustrating when you are trying to
implement needed change. My advice to you is to acknowledge what you are feeling and then
take positive steps to counter the organizational resistance you are facing.

*Factors responsible for resistance to change -
1)Job Loss-
2)Poor communication and engagement
3)Lack of trust
4) The Unknown
5)Poor timing
1)Job Loss-
Job loss is a major reason that employees resist change in the workplace. In any business,
there are constantly going to be things moving and changing, whether it is due to the need for
more efficiency, better turnaround times, or the need for the employees to work smarter. With
all these needs comes the opportunity for the company to downsize or create new jobs, and
this is where the fear of job loss comes into play.

2)Poor Communication and Engagement-
Communication solves all ills. But a lack of it creates more of them. This is another crucial
reason why employees oppose change. How the change process itself is communicated to the
employees is very important because it determines how they react. If the process of what
needs to be changed, how it needs to be changed and what success would look like cannot be
communicated, then resistance should be expected. Employees need to understand why there
is a need for change, because if they are just thrown the notion that what they have been used
to for a long time is going to be completely renovated, with that will come much backlash.

3)Lack of Trust-
Trust is a vital tool to have when running a successful business. In organizations where there
is a lot of trust in management, there is lower resistance to change. Mutual mistrust between
management and employees will lead to the company going into a downward spiral, so trust is
a must.

4)The Unknown-
We already mentioned communication, and a lack of it causes employees to feel like they don’t
know what’s going on. If companies are constantly experiencing times where the future is
unknown, there is also a good possibility that employees won’t respond to change well. When
the thought of change is brought up in this case, it would come as a surprise, leading to
employees being caught off guard, which makes the situation much worse.

5)Poor Timing-
Timing is one of the biggest problems when it comes to change. A lot of the time, it’s not the
act itself that creates the resistance, but how and when it is delivered.

Job Loss. Job loss is a major reason that employees resist change in the workplace. ...
Poor Communication and Engagement. Communication solves all ills. ...
Lack of Trust. ...
The Unknown. ...
Poor Timing. ...
How to Overcome Resistance and Effectively Implement Change. ...
Conclusion.
Loss of status or job security in the organization



1)People resist to change:-
Individuals tend to find security in traditional approaches to life and situations. One of the
major reasons for resistance to change is uncertainty about the impact of change, especially
the impact on job security. The fear of the unknown always has a major impact on the
decisions of the individuals.
2)Lack of proper communication:
If the need for the change is not communicated to the workers in time and in an acceptable
manner, then it can lead to resistance. A sense of participation in the change process by the
employees reduces the extent of this resistance.
3)Group resistance:
Sometimes, individuals -resist change because the group to which they belong resists it. The
individuals usually comply with the group norms and codes and support the group attitudes
and activities.
4)Loss of power and control:
There are times when a change will reduce the power base of an individual, group or unit and
the prospect of such loss of power will create resistance, even though such change may be
considered good for the organization as a whole.
5) factors responsible for change:-
Mistrust and Lack Of Confidence:
When employees do not trust or feel confident in the person making the change, their
resistance to it can be a huge barrier. In fact, change advisor and author Rick Maurer believes
that lack of confidence in change-makers is a cause of resistance to change in organizations
that is most often overlooked.
6)Emotional Responses
i)Changing the status quo is difficult, and many people will have emotional reactions to
anything that upsets their routine. This is a natural and inevitable response. Brushing it off will
only lead to stronger resistance.

ii)Use change management models that focus on emotional reactions to change, such as the
Kübler-Ross Change Curve or Bridges Transition Model, to mitigate this common cause of
resistance to change. Both models recognize that change sometimes leads to feelings of loss
and grief. As such, change-makers must be prepared to manage these emotions and move
people towards acceptance of the change.
7)Fear Of Failure
People will not support a change if they’re not confident in their own abilities to adapt to it.
When people feel threatened by their own shortcomings (real or imagined), they protect
themselves from failure by resisting the change.

The ADKAR Model has two goals that address the fear of failure: knowledge and ability.
8)Poor Communication
The key to great change management communication is to create an active conversation.
When you talk at people as opposed to with people, you’re bound to get resistance to change.
9)Unrealistic Timelines
Find a balance between creating a sense of urgency and allowing time to transition. Don’t force
change too quickly. When you push too hard for a change to happen, it’s easy to get tunnel
vision and neglect important elements of your change plan.
10)Anticipating and planning for resistance is an essential aspect of implementing
organizational change. When you dig into the reasons behind the resistance to change, you are
better prepared to address it and move past it, regardless of which type of organizational
change you undergo within your company.

Misunderstanding about the need for change/when the reason for the change is unclear — If
staff do not understand the need for change you can expect resistance. Especially from those
who strongly believe the current way of doing things works well…and has done for twenty
years!
Fear of the unknown — One of the most common reasons for resistance is fear of the
unknown. People will only take active steps toward the unknown if they genuinely believe –
and perhaps more importantly, feel – that the risks of standing still are greater than those of



moving forward in a new direction
Lack of competence — This is a fear people will seldom admit. But sometimes, change in
organizations necessitates changes in skills, and some people will feel that they won’t be able
to make the transition very well
Connected to the old way — If you ask people in an organization to do things in a new way, as
rational as that new way may seem to you, you will be setting yourself up against all that hard
wiring, all those emotional connections to those who taught your audience the old way – and
that’s not trivial
Low trust — When people don’t believe that they, or the company, can competently manage the
change there is likely to be resistance
Temporary fad — When people belief that the change initiative is a temporary fad
Not being consulted — If people are allowed to be part of the change there is less resistance.
People like to know what’s going on, especially if their jobs may be affected. Informed
employees tend to have higher levels of job satisfaction than uninformed employees
Poor communication — It’s self evident isn’t it? When it comes to change management there’s
no such thing as too much communication
Changes to routines — When we talk about comfort zones we’re really referring to routines. We
love them. They make us secure. So there’s bound to be resistance whenever change requires
us to do things differently
Exhaustion/Saturation — Don’t mistake compliance for acceptance. People who are
overwhelmed by continuous change resign themselves to it and go along with the flow. You
have them in body, but you do not have their hearts. Motivation is low
Change in the status quo — Resistance can also stem from perceptions of the change that
people hold. For example, people who feel they’ll be worse off at the end of the change are
unlikely to give it their full support. Similarly, if people believe the change favours another
group/department/person there may be (unspoken) anger and resentment
Benefits and rewards — When the benefits and rewards for making the change are not seen as
adequate for the trouble involved

People resist change because they lacked awareness of why the changes was being made and
how it would impact them.
It is hard to get adaptability with change and being used to so people resist change.

1) Mistrust and Lack Of Confidence
When employees do not trust or feel confident in the person making the change, their
resistance to it can be a huge barrier. In fact, change advisor and author Rick Maurer believes
that lack of confidence in change-makers is a cause of resistance to change in organizations
that is most often overlooked.

2) Emotional Responses
Changing the status quo is difficult, and many people will have emotional reactions to anything
that upsets their routine. This is a natural and inevitable response. Brushing it off will only lead
to stronger resistance.

3) Fear Of Failure
People will not support a change if they’re not confident in their own abilities to adapt to it.
When people feel threatened by their own shortcomings (real or imagined), they protect
themselves from failure by resisting the change.

4) Poor Communication
The key to great change management communication is to create an active conversation.
When you talk at people as opposed to with people, you’re bound to get resistance to change.

Start by making a change communication plan. Before you initiate change, you should have
several communication actions planned, such as the announcement of the change, small
group discussions, one-on-one meetings, and methods for gathering feedback.



5) .Unrealistic Timelines
Find a balance between creating a sense of urgency and allowing time to transition. Don’t force
change too quickly. When you push too hard for a change to happen, it’s easy to get tunnel
vision and neglect important elements of your change plan.

Begin with a change implementation timeline. Map out every action and set deadlines so that
you have a general idea of how long the entire transformation will take. Often, designing the
path between the current state and change adoption helps you identify additional steps that
are needed to facilitate the transition

Individuals tend to find security in traditional approaches to life and situations. One of the
major reasons for resistance to change is uncertainty about the impact of change, especially
the impact on job security. The fear of the unknown always has a major impact on the
decisions of the individuals. Change is always difficult to make, be it individual change or
organizational change. Attachment to familiar habits, practices, places and people may have to
be given up.

a. Insecurity:
Change scares people. Individuals tend to find security in traditional approaches to life and
situations. One of the major reasons for resistance to change is uncertainty about the impact
of change, especially the impact on job security. The fear of the unknown always has a major
impact on the decisions of the individuals.
New technology, new procedures, new systems can all create uncertainty and hence
resistance to change.
b. Lack of proper communication:
If the need for the change is not communicated to the workers in time and in an acceptable
manner, then it can lead to resistance. A sense of participation in the change process by the
employees reduces the extent of this resistance.
c. Rapidity and extent of change:
If the changes are minor and involve routine operations, then the resistance, if any, would be
minimal. However, if the changes are major such as reshuffling of staff, then the resistance
will be highly visible. Similarly, slow changes in the process result in lower resistance than
sudden or rapid changes.
d. Group resistance:
Sometimes, individuals -resist change because the group to which they belong resists it. The
individuals usually comply with the group norms and codes and support the group attitudes
and activities.
This resistance is commonly seen in union strikes when some individuals, even when they do
not agree with the reasons for the strike, go along with it so as to fully support the group to
which they belong.
e. Emotional turmoil:
One of the major reasons for resistance centers on the emotional turmoil that a change may
cause, especially if the past experiences with changes have not been positive. This results in
misunderstanding and lack of trust so that even when the change is well intended; its
significance is misinterpreted, leading to resistance.
f. Loss of power and control:
There are times when a change will reduce the power base of an individual, group or unit and
the prospect of such loss of power will create resistance, even though such change may be
considered good for the organization as a whole. Downsizing of a department or a
programmed can create loss of influence for some people which may be resented, leading to
resistance.

There are a number of factors people resist change. Some of these factors are:

factors responsible for resistance to change-
1. The threat of power on an individual level.
It is more likely that managers will resist changes that will decrease their power and transfers
it to their subordinates. In such a way, the threat of power is one of the causes of resistance to



change;

2. The threat of power on an organizational level.
With the change process, some groups, departments, or sectors of the organization become
more powerful. Because of that, some persons will be opposed to such a proposal or
processes where they will lose their organizational power;

3. Losing control of employees.
The change process can sometimes reduce the level of control that managers can conduct. In
such a way, managers or employees can resist the proposed changes if the change process
will require a reduction of their control power;

4. Increasing the control of the employees.
Organizational changes can increase the managerial control of the employees, and this
process can produce employees to become resistant to such proposal proposals of change;

5. Economic factors.
Organizational changes sometimes can be seen from the employee’s side simply as something
that will decrease or increase their salary or other economic privileges that some workplace
brings to them before implementing the change process. It is normal to expect that those who
feel that they will lose a portion of their salary will resist the change.

6. Image, prestige, and reputation.
Each workplace brings adequate image, prestige, and reputation that are important to all
employees. Organizational changes can make a drastic shift in these employee’s benefits. If
this is the case with the proposed change, then it will produce dissatisfaction. So, image,
prestige, and reputation is one of the causes of resistance to change;

7. The threat of comfort.
Organizational changes, in many cases, result in personal discomfort and make employee’s life
more difficult. They make a transfer from the comfort of the status quo to the discomfort of
the new situation. Employees have the skills to do an old job without some special attention to
accomplishing the task. Each new task requires forgetting the old methods of doing the job
and learning new things that lead to a waste of energy and causes dissatisfaction;

8. Job’s security.
Organizational change can eliminate some workplaces, can produce technological excess,
layoffs, and so on. Job’s security simply is one of the causes of resistance to change;

9. Reallocation of resources.
With organizational changes, some groups, departments, or sectors of the organization can
receive more resources while others will lose. This will bring resistance from the individuals,
groups, or departments who will lose some of their currently available resources.

10.Fear of unknown.
Organizational change, in many cases, leads to uncertainty and some dose of fear. It is normal
for people to feel the fear of uncertainty. When employees feel uncertainty in the process of
transformation, they think that changes are something dangerous. This uncertainty affects
organizational members to resist the proposed change

12.The threat to interpersonal relations.
Employees are often friends with each other, and they have a strong social and interpersonal
relationship inside and outside the organization. If an organizational change process can be
seen as a threat to these powerful social networks in the organization, the affected employees
will resist that change.

13.Misunderstanding the process.
Organizational individuals usually resist change when they do not understand the real purpose



of the proposed changes. When employees don’t understand the process, they usually assume
something bad. This will cause resistance to change

)Job Loss-
Job loss is a major reason that employees resist change in the workplace. In any business,
there are constantly going to be things moving and changing, whether it is due to the need for
more efficiency, better turnaround times, or the need for the employees to work smarter. With
all these needs comes the opportunity for the company to downsize or create new jobs, and
this is where the fear of job loss comes into play.

2)Poor Communication and Engagement-
Communication solves all ills. But a lack of it creates more of them. This is another crucial
reason why employees oppose change. How the change process itself is communicated to the
employees is very important because it determines how they react. If the process of what
needs to be changed, how it needs to be changed and what success would look like cannot be
communicated, then resistance should be expected. Employees need to understand why there
is a need for change, because if they are just thrown the notion that what they have been used
to for a long time is going to be completely renovated, with that will come much backlash.

3)Lack of Trust-
Trust is a vital tool to have when running a successful business. In organizations where there
is a lot of trust in management, there is lower resistance to change. Mutual mistrust between
management and employees will lead to the company going into a downward spiral, so trust is
a must.

4)The Unknown-
We already mentioned communication, and a lack of it causes employees to feel like they don’t
know what’s going on. If companies are constantly experiencing times where the future is
unknown, there is also a good possibility that employees won’t respond to change well. When
the thought of change is brought up in this case, it would come as a surprise, leading to
employees being caught off guard, which makes the situation much worse.

5)Poor Timing-
Timing is one of the biggest problems when it comes to change. A lot of the time, it’s not the
act itself that creates the resistance, but how and when it is delivered.

1.Misunderstanding about the need for change/when the reason for the change is unclear — If
staff do not understand the need for change you can expect resistance. Especially from those
who strongly believe the current way of doing things works well…and has done for twenty
years!
2.Fear of the unknown — One of the most common reasons for resistance is fear of the
unknown. People will only take active steps toward the unknown if they 3.genuinely believe –
and perhaps more importantly, feel – that the risks of standing still are greater than those of
moving forward in a new direction
4.Lack of competence — This is a fear people will seldom admit. But sometimes, change in
organizations necessitates changes in skills, and some people will feel that they won’t be able
to make the transition very well
5.Connected to the old way — If you ask people in an organization to do things in a new way, as
rational as that new way may seem to you, you will be setting yourself up against all that hard
wiring, all those emotional connections to those who taught your audience the old way – and
that’s not trivial
6.Low trust — When people don’t believe that they, or the company, can competently manage
the change there is likely to be resistance
7.Temporary fad — When people belief that the change initiative is a temporary fad
8.Not being consulted — If people are allowed to be part of the change there is less resistance.
People like to know what’s going on, especially if their jobs may be affected. Informed
employees tend to have higher levels of job satisfaction than uninformed employees
9.Poor communication — It’s self evident isn’t it? When it comes to change management



there’s no such thing as too much communication
10.Changes to routines — When we talk about comfort zones we’re really referring to routines.
We love them. They make us secure. So there’s bound to be resistance whenever change
requires us to do things differently
11.Exhaustion/Saturation — Don’t mistake compliance for acceptance. People who are
overwhelmed by continuous change resign themselves to it and go along with the flow. You
have them in body, but you do not have their hearts. Motivation is low
12.Change in the status quo — Resistance can also stem from perceptions of the change that
people hold. For example, people who feel they’ll be worse off at the end of the change are
unlikely to give it their full support. Similarly, if people believe the change favours another
group/department/person there may be (unspoken) anger and resentment
#Benefits and rewards — When the benefits and rewards for making the change are not seen
as adequate for the trouble involved

(1) Loss of status or job security in the organization
It is not our nature to make changes that we view as harmful to our current situation. In an
organizational setting, this means employees, peers, and managers will resist administrative
and technological changes that result in their role being eliminated or reduced. From their
perspective, your change is harmful to their place in the organization!

Forcing a change on others has its place. Over time, however, when this is the only approach
that you use to make change, you’ll find that your change results suffer. If you overuse this
approach, you will harm your effectiveness over the long term as others will find direct and
indirect ways to resist you. Without a thoughtful change strategy to address resistance to
change, you will trigger strong resistance and organizational turnover.

(2) Poorly aligned (non-reinforcing) reward systems
Confused ManagerThere is a common business saying that managers get what they reward.
Organizational stakeholders will resist change when they do not see any rewards.

When working with managers, I will ask them, Where is the reward to employees for
implementing your change?

Without a reward, there is no motivation for your team to support your change over the long
term. This often means that organizational reward systems must be altered in some way to
support the change that you want to implement. The change does not have to always be major
or costly. Intrinsic rewards are very powerful motivators in the workplace that are non-
monetary.

(3) Surprise and fear of the unknown
The less your team members know about the change and its impact on them, the more fearful
they will become. Leading change also requires not springing surprises on the organization!
Your organization needs to be prepared for the change.

In the absence of continuing two-way communication with you, grapevine rumors fill the void
and sabotage the change effort. In fact, ongoing communication is one of your most critical
tools for handling resistance to change. But, it’s not just telling! The neglected part of two-way
communication — listening — is just as powerful.

Change that is poorly communicated will only stir up organizational resistance.
(4) Peer pressure.
Whether we are introverted or extroverted, we are still social creatures. Organizational
stakeholders will resist change to protect the interests of a group.

You might see this among some of your team members who feel compelled to resist your
change to protect their co-workers. If you’re a senior executive or middle manager, your
managers who report to you may will resist your change effort to protect their work groups.



As the psychologist Abraham Maslow discussed, the need to belong to a group is a powerful
need in the workplace. If your change effort threatens these workplace social bonds, some of
your team members may resist your change effort.

(5) Climate of mistrust
Skeptical Suspicious Doubting WomanMeaningful organizational change does not occur in a
climate of mistrust. Trust, involves faith in the intentions and behavior of others. Mutual
mistrust will doom an otherwise well-conceived change initiative to failure.

If you are trying to implement your change effort in an environment where most of the people
working with you mistrust each other, you’ll have limited success. You’ll need to spend some
time rebuilding trust if you want better results from your change effort.

Trust is a fragile asset that is easily harmed.

It's hard to get employees to support the changes that leadership wants to make when all that
the employees see for themselves are negative consequences.
(6) Organizational politics
Some resist change as a political strategy to “prove” that the decision is wrong. They may also
resist to show that the person leading the change is not up to the task. Others may resist
because they will lose some power in the organizational. In these instances, these individuals
are committed to seeing the change effort fail.

Sometimes when I work with managers they become frustrated with the political resistance
that they encounter from others. Political obstacles are frustrating when you are trying to
implement needed change. My advice to you is to acknowledge what you are feeling and then
take positive steps to counter the organizational resistance you are facing.

Politics in organizations are a fact of life!

(7) Fear of failure
Sweeping changes on the job can cause your team members to doubt their capabilities to
perform their duties. What is known is comfortable! Your team members may be resisting
these changes because they are worried that they cannot adapt to new work requirements.

Fear is a powerful motivator that can harden people’s intent to resist your efforts to implement
change. If you want your change effort to be successful, you’ll need to help your team
members move beyond these fears.

(8) Faulty Implementation Approach (Lack of tact or poor timing)
Sometimes it is not what a leader does, but it is how s/he does it that creates resistance to
change! Undue resistance can occur because changes are introduced in an insensitive manner
or at an awkward time.

In other words, people may agree with the change that you want to implement but they may not
agree with how you are going about making the change.
Factors responsible for resistance to change
.1 The threat of power on an individual level.
It is more likely that managers will resist changes that will decrease their power and transfers
it to their subordinates. In such a way, the threat of power is one of the causes of resistance to
change;

2. The threat of power on an organizational level.
With the change process, some groups, departments, or sectors of the organization become
more powerful. Because of that, some persons will be opposed to such a proposal or
processes where they will lose their organizational power;

3. Losing control of employees.



The change process can sometimes reduce the level of control that managers can conduct. In
such a way, managers or employees can resist the proposed changes if the change process
will require a reduction of their control power;

4. Increasing the control of the employees.
Organizational changes can increase the managerial control of the employees, and this
process can produce employees to become resistant to such proposal proposals of change;

5. Economic factors.
Organizational changes sometimes can be seen from the employee’s side simply as something
that will decrease or increase their salary or other economic privileges that some workplace
brings to them before implementing the change process. It is normal to expect that those who
feel that they will lose a portion of their salary will resist the change.

6. Image, prestige, and reputation.
Each workplace brings adequate image, prestige, and reputation that are important to all
employees. Organizational changes can make a drastic shift in these employee’s benefits. If
this is the case with the proposed change, then it will produce dissatisfaction. So, image,
prestige, and reputation is one of the causes of resistance to change;

7. The threat of comfort.
Organizational changes, in many cases, result in personal discomfort and make employee’s life
more difficult. They make a transfer from the comfort of the status quo to the discomfort of
the new situation. Employees have the skills to do an old job without some special attention to
accomplishing the task. Each new task requires forgetting the old methods of doing the job
and learning new things that lead to a waste of energy and causes dissatisfaction;

8. Job’s security.
Organizational change can eliminate some workplaces, can produce technological excess,
layoffs, and so on. Job’s security simply is one of the causes of resistance to change;

9. Reallocation of resources.
With organizational changes, some groups, departments, or sectors of the organization can
receive more resources while others will lose. This will bring resistance from the individuals,
groups, or departments who will lose some of their currently available resources.

10. Already gained the interests of some organized groups in the company.
Organizational change can make new groups more significant for the success of the
organization. That’s a big threat for old coalitions that will cause resistance to change in those
groups that will become more insignificant with the proposals;

11. Implications on personal plans.
Organizational change can stop other plans, projects, or other personal or family activities. In
such a way, this become one of the causes of resistance to change for those persons who will
be reached by this change;

12. Too much dependence on others.
In an organization, there are employees who too much depend on other individuals. This
dependence is based on the current support that they receive from powerful individuals. If the
change process brings the threat of that dependence, it will cause resistance to change of
those persons that will be threatened by this change;

13. Misunderstanding the process.
Organizational individuals usually resist change when they do not understand the real purpose
of the proposed changes. When employees don’t understand the process, they usually assume
something bad. This will cause resistance to change;

14. Mistrust to initiators of change.



When employees don’t have trust in the initiators of the process, the process will not be
accepted, and this will cause resistance to chan
15. Different evaluations and perceptions.
Different evaluation and perception can affect organizational changes if persons consider the
proposed changes as a bad idea. Because of that, they are resistant to proposed changes.

16. Fear of unknown.
Organizational change, in many cases, leads to uncertainty and some dose of fear. It is normal
for people to feel the fear of uncertainty. When employees feel uncertainty in the process of
transformation, they think that changes are something dangerous. This uncertainty affects
organizational members to resist the proposed change;

17. Organizational members’ habits.
Employees’ work is based on habits, and work tasks are performed in a certain way based on
those habits. Organizational changes require shifts of those habits and because of that
dissatisfaction from these proposals.

18. Previous Experience.
All employees already have some experience with a previous organizational change process.
So, they know that this process is not easy. That experience simply will tell them that most of
the change processes in the past were a failure. So, this can cause resistance to change;

19. The threat to interpersonal relations.
Employees are often friends with each other, and they have a strong social and interpersonal
relationship inside and outside the organization. If an organizational change process can be
seen as a threat to these powerful social networks in the organization, the affected employees
will resist that change.

20. The weakness of the proposed changes.
Sometimes proposed change might have a weakness that can be recognized by the
employees. So, those employees will resist implementing the process until these weaknesses
are not removed or solved.

People resist change because of Leadership is about change, but what is a leader to do when
faced with ubiquitous resistance? Resistance to change manifests itself in many ways, from
foot-dragging and inertia to petty sabotage to outright rebellions. The best tool for leaders of
change is to understand the predictable, universal sources of resistance in each situation and
then strategize around them. Here are the ten I’ve found to be the most common.
-Loss of control. Change interferes with autonomy and can make people feel that they’ve lost
control over their territory. It’s not just political, as in who has the power. Our sense of self-
determination is often the first things to go when faced with a potential change coming from
someone else. Smart leaders leave room for those affected by change to make choices. They
invite others into the planning, giving them ownership.
-Excess uncertainty. If change feels like walking off a cliff blindfolded, then people will reject it.
People will often prefer to remain mired in misery than to head toward an unknown. As the
saying goes, “Better the devil you know than the devil you don’t know.” To overcome inertia
requires a sense of safety as well as an inspiring vision. Leaders should create certainty of
process, with clear, simple steps and timetables.
-Surprise, surprise! Decisions imposed on people suddenly, with no time to get used to the idea
or prepare for the consequences, are generally resisted. It’s always easier to say No than to say
Yes. Leaders should avoid the temptation to craft changes in secret and then announce them
all at once. It’s better to plant seeds — that is, to sprinkle hints of what might be coming and
seek input.
-Everything seems different. Change is meant to bring something different, but how different?
We are creatures of habit. Routines become automatic, but change jolts us into
consciousness, sometimes in uncomfortable ways. Too many differences can be distracting or
confusing. Leaders should try to minimize the number of unrelated differences introduced by a
central change. Wherever possible keep things familiar. Remain focused on the important



things; avoid change for the sake of change.
-Loss of face. By definition, change is a departure from the past. Those people associated with
the last version — the one that didn’t work, or the one that’s being superseded — are likely to be
defensive about it. When change involves a big shift of strategic direction, the people
responsible for the previous direction dread the perception that they must have been wrong.
Leaders can help people maintain dignity by celebrating those elements of the past that are
worth honoring, and making it clear that the world has changed. That makes it easier to let go
and move on.
-Concerns about competence. Can I do it? Change is resisted when it makes people feel
stupid. They might express skepticism about whether the new software version will work or
whether digital journalism is really an improvement, but down deep they are worried that their
skills will be obsolete. Leaders should over-invest in structural reassurance, providing
abundant information, education, training, mentors, and support systems.
-Ripple effects. Like tossing a pebble into a pond, change creates ripples, reaching distant
spots in ever-widening circles. The ripples disrupt other departments, important customers,
people well outside the venture or neighborhood, and they start to push back, rebelling against
changes they had nothing to do with that interfere with their own activities. Leaders should
enlarge the circle of stakeholders. They must consider all affected parties, however distant,
and work with them to minimize disruption.
-Past resentments. The ghosts of the past are always lying in wait to haunt us. As long as
everything is steady state, they remain out of sight. But the minute you need cooperation for
something new or different, the ghosts spring into action. Old wounds reopen, historic
resentments are remembered — sometimes going back many generations. Leaders should
consider gestures to heal the past before sailing into the future.
-Sometimes the threat is real. Now we get to true pain and politics. Change is resisted because
it can hurt. When new technologies displace old ones, jobs can be lost; prices can be cut;
investments can be wiped out. The best thing leaders can do when the changes they seek
pose significant threat is to be honest, transparent, fast, and fair. For example, one big layoff
with strong transition assistance is better than successive waves of cuts.

Factors That Affect Resistance
-How much resistance a material has depends on several factors: the type of material, its
width, its length, and its temperature.
-All materials have some resistance, but certain materials resist the flow of electric current
more or less than other materials do. Materials such as plastics have high resistance to
electric current. They are called electric insulators. Materials such as metals have low
resistance to electric current. They are called electric conductors.
A wide wire has less resistance than a narrow wire of the same material. Electricity flowing
through a wire is like water flowing through a hose. More water can flow through a wide hose
than a narrow hose. In a similar way, more current can flow through a wide wire than a narrow
wire.
A longer wire has more resistance than a shorter wire. Current must travel farther through a
longer wire, so there are more chances for it to collide with particles of matter.
A cooler wire has less resistance than a warmer wire. Cooler particles have less kinetic energy,
so they move more slowly. Therefore, they are less likely to collide with moving electrons in
current. Materials called superconductors have virtually no resistance when they are cooled to
extremely low temperatures. You can learn more about superconductors at this URL:

Individuals tend to find security in traditional approaches to life and situations. One of the
major reasons for resistance to change is uncertainty about the impact of change, especially
the impact on job security. The fear of the unknown always has a major impact on the
decisions of the individuals.
Factors responsible for resistance to change:
1) Mistrust and Lack Of Confidence
When employees do not trust or feel confident in the person making the change, their
resistance to it can be a huge barrier. In fact, change advisor and author Rick Maurer believes
that lack of confidence in change-makers is a cause of resistance to change in organizations
that is most often overlooked.



Maurer’s 3 Levels of Resistance to Change are: I don’t get it, I don’t like it, and I don’t like you.
That’s right — people may not resist the change itself but rather the person making it. Of
course, “you” does not always refer to the change-maker specifically. It could also be someone
the change-maker represents, such as corporate headquarters or a faceless CEO.
2) Emotional Responses
Changing the status quo is difficult, and many people will have emotional reactions to anything
that upsets their routine. This is a natural and inevitable response. Brushing it off will only lead
to stronger resistance.

Use change management models that focus on emotional reactions to change, such as the
Kübler-Ross Change Curve or Bridges Transition Model, to mitigate this common cause of
resistance to change.
3) Fear Of Failure
People will not support a change if they’re not confident in their own abilities to adapt to it.
When people feel threatened by their own shortcomings (real or imagined), they protect
themselves from failure by resisting the change.
4) Poor Communication
The key to great change management communication is to create an active conversation.
When you talk at people as opposed to with people, you’re bound to get resistance to change.
5) Unrealistic Timelines
Find a balance between creating a sense of urgency and allowing time to transition. Don’t force
change too quickly. When you push too hard for a change to happen, it’s easy to get tunnel
vision and neglect important elements of your change plan

Individual Tend to find security in traditional Approaches to Life and situations.one of the
Major reason For resistance To change Is Uncertanity about the Impact of change ,espwcialy
The impact on job security.
Factors
1-The theat Of power On an individual level
It is more likely that manager wi resist
Changes That will decrease Their power And tranSfers It to their Subordunates.
2.The threat of power On an Organizational Level.
3.Losing control of employees.
4.Increasing the control of the employee.

In practice, there are 8 common reasons why people resist change:

(1) Loss of status or job security in the organization- It is not our nature to make changes that
we view as harmful to our current situation. In an organizational setting, this means
employees, peers, and managers will resist administrative and technological changes that
result in their role being eliminated or reduced. From their perspective, your change is harmful
to their place in the organization!
Forcing a change on others has its place. Over time, however, when this is the only approach
that you use to make change, you’ll find that your change results suffer. If you overuse this
approach, you will harm your  effectiveness over the long term as others will find direct and
indirect ways to resist you. Without a thoughtful change strategy to address resistance to
change, you will trigger strong resistance and organizational turnover
(2) Poorly aligned (non-reinforcing) reward systems- There is a common business saying that
managers get what they reward. Organizational stakeholders will resist change when they do
not see any rewards.
When working with managers, I will ask them, Where is the reward to employees for
implementing your change?
Without a reward, there is no motivation for your team to support your change over the long
term. This often means that organizational reward systems must be altered in some way to
support the change that you want to implement. The change does not have to always be major
or costly. Intrinsic rewards are very powerful motivators in the workplace that are non-
monetary.



(3) Surprise and fear of the unknown-
The less your team members know about the change and its impact on them, the more fearful
they will become. Leading change also requires not springing surprises on the organization!
Your organization needs to be prepared for the change.

In the absence of continuing two-way communication with you, grapevine rumors fill the void
and sabotage the change effort. In fact, ongoing communicationis one of your most critical
tools for handling resistance to change. But, it’s not just telling! The neglected part of two-way
communication — listening — is just as powerful.
resistance.
(4) Peer pressure- Whether we are introverted or extroverted, we are still social creatures.
Organizational stakeholders will resist change to protect the interests of a group.
You might see this among some of your team members who feel compelled to resist your
change to protect their co-workers. If you’re a senior executive or middle manager, your
managers who report to you may will resist your change effort to protect their work groups.

(5) Climate of mistrust-Meaningful organizational change does not occur in a climate of
mistrust. Trust, involves faith in the intentions and behavior of others. Mutual mistrust will
doom an otherwise well-conceived change initiative to failure.

If you are trying to implement your change effort in an environment where most of the people
working with you mistrust each other, you’ll have limited success. You’ll need to spend some
time rebuilding trust if you want better results from your change effort.

(6) Organizational politics-
Some resist change as a political strategy to “prove” that the decision is wrong. They may also
resist to show that the person leading the change is not up to the task. Others may resist
because they will lose some power in the organizational. In these instances, these individuals
are committed to seeing the change effort fail.

Sometimes when I work with managers they become frustrated with the political resistance
that they encounter from others. Political obstacles are frustrating when you are trying to
implement needed change

(7) Fear of failure-Sweeping changes on the job can cause your team members to doubt their
capabilities to perform their duties. What is known is comfortable! Your team members may
be resisting these changes because they are worried that they cannot adapt to new work
requirements.

Fear is a powerful motivator that can harden people’s intent to resist your efforts to implement
change. If you want your change effort to be successful, you’ll need to help your team
members move beyond these fears

(8) Faulty Implementation Approach (Lack of tact or poor timing)-
Sometimes it is not what a leader does, but it is how s/he does it that creates resistance to
change! Undue resistance can occur because changes are introduced in an insensitive manner
or at an awkward time.

In other words, people may agree with the change that you want to implement but they may not
agree with how you are going about making the change.

In practice, there are 8 common reasons why people resist change:
(1) Loss of status or job security in the organization- It is not our nature to make changes that
we view as harmful to our current situation. In an organizational setting, this means
employees, peers, and managers will resist administrative and technological changes that
result in their role being eliminated or reduced. From their perspective, your change is harmful
to their place in the organization!



(2) Poorly aligned (non-reinforcing) reward systems- There is a common business saying that
managers get what they reward. Organizational stakeholders will resist change when they do
not see any rewards.
When working with managers, I will ask them, Where is the reward to employees for
implementing your change?

(3) Surprise and fear of the unknown-
The less your team members know about the change and its impact on them, the more fearful
they will become. Leading change also requires not springing surprises on the organization!
Your organization needs to be prepared for the change.

(4) Peer pressure- Whether we are introverted or extroverted, we are still social creatures.
Organizational stakeholders will resist change to protect the interests of a group.
You might see this among some of your team members who feel compelled to resist your
change to protect their co-workers. If you’re a senior executive or middle manager, your
managers who report to you may will resist your change effort to protect their work groups.

(5) Climate of mistrust-Meaningful organizational change does not occur in a climate of
mistrust. Trust, involves faith in the intentions and behavior of others. Mutual mistrust will
doom an otherwise well-conceived change initiative to failure.

(6) Organizational politics-
Some resist change as a political strategy to “prove” that the decision is wrong. They may also
resist to show that the person leading the change is not up to the task. Others may resist
because they will lose some power in the organizational. In these instances, these individuals
are committed to seeing the change effort fail.

(7) Fear of failure-Sweeping changes on the job can cause your team members to doubt their
capabilities to perform their duties. What is known is comfortable! Your team members may
be resisting these changes because they are worried that they cannot adapt to new work
requirements.

(8) Faulty Implementation Approach (Lack of tact or poor timing)-
Sometimes it is not what a leader does, but it is how s/he does it that creates resistance to
change! Undue resistance can occur because changes are introduced in an insensitive manner
or at an awkward time.

In other words, people may agree with the change that you want to implement but they may not
agree with how you are going about making the change.

Also following are the factors responsible for resistance to change

1. The threat of power on an individual level. 

It is more likely that managers will resist changes that will decrease their power and transfers
it to their subordinates. In such a way, the threat of power is one of the causes of resistance to
change;

2. The threat of power on an organizational level.

With the change process, some groups, departments, or sectors of the organization become
more powerful. Because of that, some persons will be opposed to such a proposal or
processes where they will lose their organizational power;

3. Losing control of employees.

The change process can sometimes reduce the level of control that managers can conduct. In
such a way, managers or employees can resist the proposed changes if the change process



will require a reduction of their control power;

4. Increasing the control of the employees.

Organizational changes can increase the managerial control of the employees, and this
process can produce employees to become resistant to such proposal proposals of change;

5. Economic factors.

Organizational changes sometimes can be seen from the employee’s side simply as something
that will decrease or increase their salary or other economic privileges that some workplace
brings to them before implementing the change process. It is normal to expect that those who
feel that they will lose a portion of their salary will resist the change.

6. Image, prestige, and reputation.

Each workplace brings adequate image, prestige, and reputation that are important to all
employees. Organizational changes can make a drastic shift in these employee’s benefits. If
this is the case with the proposed change, then it will produce dissatisfaction. So, image,
prestige, and reputation is one of the causes of resistance to change;

7. The threat of comfort.

Organizational changes, in many cases, result in personal discomfort and make employee’s life
more difficult. They make a transfer from the comfort of the status quo to the discomfort of
the new situation. Employees have the skills to do an old job without some special attention to
accomplishing the task. Each new task requires forgetting the old methods of doing the job
and learning new things that lead to a waste of energy and causes dissatisfaction;

8. Job’s security.

Organizational change can eliminate some workplaces, can produce technological excess,
layoffs, and so on. Job’s security simply is one of the causes of resistance to change;

9. Reallocation of resources.

With organizational changes, some groups, departments, or sectors of the organization can
receive more resources while others will lose. This will bring resistance from the individuals,
groups, or departments who will lose some of their currently available resources.

10. Already gained the interests of some organized groups in the company.

Organizational change can make new groups more significant for the success of the
organization. That’s a big threat for old coalitions that will cause resistance to change in those
groups that will become more insignificant with the proposals.

Individuals tend to find security in traditional approaches to life and situations. One of the
major reasons for resistance to change is uncertainty about the impact of change, especially
the impact on job security. The fear of the unknown always has a major impact on the
decisions of the individuals.
Change management isn’t working as it should. In a telling statistic, leading practitioners of
radical corporate reengineering report that success rates in Fortune 1,000 companies are well
below 50%; some say they are as low as 20%. The scenario is all too familiar. Company leaders
talk about total quality management, downsizing, or customer value. Determined managers
follow up with plans for process improvements in customer service, manufacturing, and supply
chain management, and for new organizations to fit the new processes. From subordinates,
management looks for enthusiasm, acceptance, and commitment. But it gets something less.
Communication breaks down, implementation plans miss their mark, and results fall short.



This happens often enough that we have to ask why, and how we can avoid these failures.
An organization, business, or company is interacting with its environment. Each environmental
change will affect the organization’s work and performances, and because of that, the
organization will need to adapt itself regarding changes in the environment.
Expecting resistance to change and planning for it from the start of your change management
progamme will allow you to effectively manage objections.

Understanding the most common reasons people object to change gives you the opportunity
to plan your change strategy to address these factors.

It’s not possible to be aware of all sources of resistance to change. Expecting that there will be
resistance to change and being prepared to manage it is a proactive step. Recognizing
behaviors that indicate possible resistance will raise awareness of the need to address the
concerns.
l factors responsible for resistance to change
In spite of the above there are several reasons for resisting changes in the organisation.

1. Habits:
There are people who are habitual in opposing anything come in their way. It is the natural
human tendency to resist change. They resist change because implementing change will force
the person to change himself and his habits to accommodate change. So, they resist.

2. Economic Factors:
There are several economic reasons or factors responsible for resistance to change. People
fear that if new technology is introduced they may face the problem of unemployment. So they
oppose automation and computerization. Another reason under this category is that new
technology wants specialized services and skills. In absence of those skills employees
obsessed with the threat of demotion or removal from the same post which will affect them
economically. Some people fear that the change will increase their workload without increase
in their wages.

3. Perception:
People live and enjoy the world they have perceived. It creates an impression that what they
think about anything is right. They selectively process information to shape their perception.
They fail to come out of that self styled creation of their mind. When new changes are
introduced or new information is utilized, they simply ignore them.

Managers have to take lot of pains to convince them about the new technology and idea. For
instance, concept of total quality management is opposed by the employees. They use to
reject the argument in favour of TQM and its advantages. They have to acquire new knowledge
regarding control techniques and statistics. So, they resist.

4. Training:
New changes require new skills and knowledge and for using the machines required training.
People oppose going for training and retraining.

5. Social Factors:
There are some social factors which prompt individuals to resist changes. They feel that the
change will introduce new people, new environment and new superiors and they have to adjust
with new people and environment by changing themselves. They also feel that it is the
organisation that will benefit from the changes and they individually won’t; therefore, they
resist change.

Resistance to change is an important part of the success of all change efforts in each
company. Dealing with resistance largely depends on your ability to recognize the real sources
or causes of resistance to change.
Managers will need to be aware that there will always be persons in their organizations that
will resist the proposed changes. Thus, the efficiency and effectiveness of the change process



will be in direct relation with resistance to change and successful managing resistance to
change.

The practice of managing resistance to change recognizes four types of persons regarding
their responses to changes. So, we can have:

1.Persons who will initiate the change process.
2.Persons who will accept the proposed change.
3.Those who will be indifferent to the proposed change.
4.Persons who will not accept the proposed change.
Some common reasons for resistance to change within school organizations include
interference with need fulfilment, selective perception, habit, inconvenience or loss of freedom,
economic implications, security in the past, fear of the unknown, threats to power or influence,
knowledge and skill obsolescence, ..
1.The threat of power on an individual level.
It is more likely that managers will resist changes that will decrease their power and transfers
it to their subordinates
2.. The threat of power on an organizational level.
With the change process, some groups, departments, or sectors of the organization becom.
3.. Losing control of employees.
The change process can sometimes reduce the level of control that managers can conduct.
4.Increasing the control of the employees.
Organizational changes can increase the managerial control of the employees, and this
process can produce employees to become resistant to such proposal proposals of change;
5.Economic factors.
Organizational changes sometimes can be seen from the employee’s side simply as something
that will decrease or increase their salary or other economic privileges that some workplace
brings to them before implementing the change process.
6.Image, prestige, and reputation.
Each workplace brings adequate image, prestige, and reputation that are important to all
employees.
7.The threat of comfort.
Organizational changes, in many cases, result in personal discomfort and make employee’s life
more difficult.

We’ve all heard the saying that “change is always good,” right? Wrong. Change is a constant at
every organization, but employees have quickly become the number one opponent of change.
There are several different reasons why employees have learned to resist change, but the
primary reason is the bad management of change in the workplace.
Unfortunately, most employees won’t respond to change with the happiness and glee that is
expected; companies need to understand that there is going to be resistance. Let’s face it:
people prefer stability and comfort over change in both their personal and professional lives.
Though it’s much easier to live inside the comfort of normal day-to-day life, change happens
and is always going to be something that needs to be handled. Over the past few years,
change has become a norm in the business world. Companies that can manage change with
ease will have the upper hand over their competition.

factors responsible for Resistance to Change
1)Job Loss

Job loss is a major reason that employees resist change in the workplace. In any business,
there are constantly going to be things moving and changing, whether it is due to the need for
more efficiency, better turnaround times, or the need for the employees to work smarter. With
all these needs comes the opportunity for the company to downsize or create new jobs, and
this is where the fear of job loss comes into play.

2)Poor Communication and Engagement



Communication solves all ills. But a lack of it creates more of them. This is another crucial
reason why employees oppose change. How the change process itself is communicated to the
employees is very important because it determines how they react. If the process of what
needs to be changed, how it needs to be changed and what success would look like cannot be
communicated, then resistance should be expected. Employees need to understand why there
is a need for change, because if they are just thrown the notion that what they have been used
to for a long time is going to be completely renovated, with that will come much backlash

3)Lack of Trust

Trust is a vital tool to have when running a successful business. In organizations where there
is a lot of trust in management, there is lower resistance to change. Mutual mistrust between
management and employees will lead to the company going into a downward spiral, so trust is
a must.

4)The Unknown

We already mentioned communication, and a lack of it causes employees to feel like they don’t
know what’s going on. If companies are constantly experiencing times where the future is
unknown, there is also a good possibility that employees won’t respond to change well. When
the thought of change is brought up in this case, it would come as a surprise, leading to
employees being caught off guard, which makes the situation much worse.

5)Poor Timing

Timing is one of the biggest problems when it comes to change. A lot of the time, it’s not the
act itself that creates the resistance, but how and when it is delivered.
Hence, this are the factors which resposible for resistance to change

We all heard the saying that change is always good right? wrong.
change is a constant at every organization but employees have quickly become the number
one oppent of change.There are several different reasons why employees have learned to
resist change,but the primary reason is the bad management of chane in workplace.

Reasons:-
1.Job Loss- Its a major reason that employees resist change in workplace.In any business
there are constantly going to be things moving and changing whether its due to need for more
efficiency better turnaround times,or the need for the employees to work smarter.With all these
needs comes the opportunity for the company to downsize or create new jobs,and his is where
the fear of job loss comes into play.

Poor communication and engagement- Comminication solves all ills.But a lack of it creates
more of them.This is another crucial reason why employees oppose change.How the change
process itself is communicated to the employees is very important because it determines how
they react. If the procee of what needs to changed.

Lack of trust - Trust is a vital tool to have when running a successful businees.In organization
where there is a lot of trust in management,there is lower resistance to change.Mutual
mistrust between management.

The unknown - We already mentioned communication and a lack of it causes employees to
feel like they dont know whats going on.If companis are constantly experiencing times where
the future is unknown,there is good possibility that employees wont respont to change well.

Poor timing- Timing is one of the biggest problems when it comes to change.A lot of the time,
its not the act itself that creates the resistance but how and when its delivered.



People resist change because Change interferes with autonomy and can make people feel that
they've lost control over their territory. It's not just political, as in who has the power. Our sense
of self-determination is often the first thing to go when faced with a potential change coming
from someone else.

1) Mistrust and Lack Of Confidence :
When employees do not trust or feel confident in the person making the change, their
resistance to it can be a huge barrier.
In fact, change advisor and author Rick Maurer believes that lack of confidence in change-
makers is a cause of resistance to change in organizations that is most often overlooked.
2) Emotional Responses :
Changing the status quo is difficult, and many people will have emotional reactions to anything
that upsets their routine. This is a natural and inevitable response. Brushing it off will only lead
to stronger resistance.
3) Fear Of Failure :
People will not support a change if they’re not confident in their own abilities to adapt to it.
When people feel threatened by their own shortcomings (real or imagined), they protect
themselves from failure by resisting the change.
4) Poor Communication:
The key to great change management communication is to create an active conversation.
When you talk at people as opposed to with people, you’re bound to get resistance to change.
Start by making a change communication plan. Before you initiate change, you should have
several communication actions planned, such as the announcement of the change, small
group discussions, one-on-one meetings, and methods for gathering feedback.
5) Unrealistic Timelines:
Find a balance between creating a sense of urgency and allowing time to transition. Don’t force
change too quickly. When you push too hard for a change to happen, it’s easy to get tunnel
vision and neglect important elements of your change plan.

It is said that change is a constant and a continuous process. As change is a natural process,
the resistance to change is also a natural phenomenon. It is not that all the changes are
resisted; only a few are resisted and more are accepted.

Factors responsible for resistance of change.

1. Economic Factors. The employees feel economically insecure and unsafe.

(a) Introduction of latest technology brings automation and computerisation
entails to reduction in manpower.
(b) Fear of acquiring new skills and techniques.
(c) Risk of unemployment looms over employees.
(d) Demotion
(e) Removal from job.
(f) Fear of economic loss
(g) Reduced incentive and wages
(h) Increase in workload without change in salary.

2. Social System.

(a) Conformity to norms. - Compliance with the organisation rules and laws.
(b) Systematic cultural inheritance.
(c) Vested interest of employees.
(d) New environment, new superiors and adjustment with new people is
challenging.
(e) Perceived thought that organisation will change but they will not.

3. Personality.



(a) Habit
(b) Primacy - Gives priority to pre-eminent things in life.
(c) Scientific perception.
(d) Regression - The person is reattached to his own previous ideas.
(e) Insecurity - Feel insecure and having preconceived ideas of his own.
(f) Self Distress - Remains self centred, anxious, anguish and dejected due to
the perceived changes.

4. Logical.

(a) Time required to adjusting.
(b) Additional efforts to learn.
(c) Extra efforts to relearn.
(d) Possibility of less desirable conditions, such as skills downsizing .
(e) Economic cost of change
(f) Questioned technical feasibility of change.

5. Psychological, Emotional Causes.

(a) Fear of the unknown;
(b) Low tolerance to change;
(c) Dislike of management or other agent of change;
(d) Lack of trust in others;
(e) Need for security, desire for status quo.

6. Sociological factors.

(a) Narrow outlook
(b) Peer pressure of colleague
(c) Political conditions.
(d) Opposing group value.
(e) Parochial, narrow outlook.
(f) Desire to retain existing friendship.

In spite of the above there are several reasons for resisting changes in the organisation.

7. Habits:
There are people who are habitual in opposing anything come in their way. It is the natural
human tendency to resist change. They resist change because implementing change will force
the person to change himself and his habits to accommodate change. So, they resist.

8. Perception:
People live and enjoy the world they have perceived. It creates an impression that what they
think about anything is right. They selectively process information to shape their perception.
They fail to come out of that self styled creation of their mind. When new changes are
introduced or new information is utilised, they simply ignore them.

9. Training:
New changes require new skills and knowledge and for using the machines required training.
People oppose going for training and retraining.

Change is basically a variation in pre-existing methods, customs, and conventions. Since all
organizations function in dynamic environments, they constantly have to change themselves
to succeed.
The following are some common reasons for this:
• People generally find it convenient to continue doing something as they have always been
doing. Making them learn something new is difficult.



• Changes always bring about alterations in a person’s duties, powers, and influence. Hence,
the people to whom such changes will affect negatively will always resist.
• People who are adamant on maintaining customs instead of taking risks and doing new
things will always resist changes. This can happen either due to their insecurities or lack of
creativity and will.

Changes in technology, economy, trend and the business environment have resulted in
operational change in the organization. The management is forced to implement the changes
whether they like it or not. Unfortunately, not all employees express positive response to
change in the organization. Given that we live in an evolving world, one would think that the
employees will be aware of it and soon get accustomed to the change in the organization. But
the truth is quite opposite to it.

Factors responsible for resistance to change-

1. Mind set: Majority of the employees who take their work and work place only as source of
income would want to have a simplified job format. When the organization posses some
change in the operation, what immediately comes to the employees mind is, “will the change
simplify/complicate their work?”
2. Change of routine: When employees are habituated in following a routine, they would not like
any changes as it might ask them to step out of their comfort zone.
3. Lack of knowledge/expertise: Employees may resist change simply because they lack
sufficient knowledge about the change taking place in the organization or lack of expertise.
Not knowing much about the specifics of the change, they imagine it to be difficult to deal with
and therefore, they resist giving the change a chance.
4. Workload: Change in organization would initially be hard for employees as it would take time
for them to understand. Consequently, the processing of the change makes them feel loaded
with work which is why they resist change.
5. Unwilling to learn: Some employees feel that their work does not need any advancement and
therefore are unwilling to learn something new and are hesitant to change.
6. No change in compensation: Compensation is one of the main factors that make employees
perform better. If they feel that the change in operations would not make any good difference
on their pay-slip, then they abide the change in organization.
7. Fear: Fear could be of not knowing much about the imposed change, losing their position
and if the change will bring improvement or not. At the hand of fear, they fail to realize that the
change is needed for the organization to stay competitive. Thus, they resist change as they are
satisfied with the present workflow.
8. Peer Pressure: Some employees blindly follow their colleagues/team mates without even
knowing if the change would affect them or not.
9. Loss of freedom: Employees grooved to certain level of personal freedom at workplace
would not want to let go of that.
10. Past experience: Few bad experiences from their ex organization would spring into action
when there is a change in the organization and apparently they resist it.

(1) Loss of status or job security in the organization

It is not our nature to make changes that we view as harmful to our current situation. In an
organizational setting, this means employees, peers, and managers will resist administrative
and technological changes that result in their role being eliminated or reduced. From their
perspective, your change is harmful to their place in the organization.Forcing a change on
others has its place. Over time, however, when this is the only approach that you use to make
change, you’ll find that your change results suffer. If you overuse this approach, you will harm
your effectiveness over the long term as others will find direct and indirect ways to resist you.
Without a thoughtful change strategy to address resistance to change, you will trigger strong
resistance and organizational turnover.

(2) Poorly aligned (non-reinforcing) reward systems:-



There is a common business saying that managers get what they reward. Organizational
stakeholders will resist change when they do not see any rewards.
When working with managers, I will ask them, Where is the reward to employees for
implementing your change?
Without a reward, there is no motivation for your team to support your change over the long
term. This often means that organizational reward systems must be altered in some way to
support the change that you want to implement. The change does not have to always be major
or costly. Intrinsic rewards are very powerful motivators in the workplace that are non-
monetary.

(3) Surprise and fear of the unknown

The less your team members know about the change and its impact on them, the more fearful
they will become. Leading change also requires not springing surprises on the organization!
Your organization needs to be prepared for the change.
In the absence of continuing two-way communication with you, grapevine rumors fill the void
and sabotage the change effort. In fact, ongoing communication is one of your most critical
tools for handling resistance to change. But, it’s not just telling! The neglected part of two-way
communication — listening — is just as powerful.
Change that is poorly communicated will only stir up organizational resistance.

(4) Peer pressure.

Whether we are introverted or extroverted, we are still social creatures. Organizational
stakeholders will resist change to protect the interests of a group.
You might see this among some of your team members who feel compelled to resist your
change to protect their co-workers. If you’re a senior executive or middle manager, your
managers who report to you may will resist your change effort to protect their work groups.
As the psychologist Abraham Maslow discussed, the need to belong to a group is a powerful
need in the workplace. If your change effort threatens these workplace social bonds, some of
your team members may resist your change effort.

(5) Climate of mistrust

Meaningful organizational change does not occur in a climate of mistrust. Trust, involves faith
in the intentions and behavior of others. Mutual mistrust will doom an otherwise well-
conceived change initiative to failure.If you are trying to implement your change effort in an
environment where most of the people working with you mistrust each other, you’ll have
limited success. You’ll need to spend some time rebuilding trust if you want better results from
your change effort.
Trust is a fragile asset that is easily harmed.

(6) Organizational politics

Some resist change as a political strategy to “prove” that the decision is wrong. They may also
resist to show that the person leading the change is not up to the task. Others may resist
because they will lose some power in the organizational. In these instances, these individuals
are committed to seeing the change effort fail.

Sometimes when I work with managers they become frustrated with the political resistance
that they encounter from others. Political obstacles are frustrating when you are trying to
implement needed change. My advice to you is to acknowledge what you are feeling and then
take positive steps to counter the organizational resistance you are facing.

(7) Fear of failure

Sweeping changes on the job can cause your team members to doubt their capabilities to



perform their duties. What is known is comfortable! Your team members may be resisting
these changes because they are worried that they cannot adapt to new work requirements.

Fear is a powerful motivator that can harden people’s intent to resist your efforts to implement
change. If you want your change effort to be successful, you’ll need to help your team
members move beyond these fears.

(8) Faulty Implementation Approach (Lack of tact or poor timing)

Sometimes it is not what a leader does, but it is how s/he does it that creates resistance to
change! Undue resistance can occur because changes are introduced in an insensitive manner
or at an awkward time.

In other words, people may agree with the change that you want to implement but they may not
agree with how you are going about making the change.

For any significant organizational change effort to be effective, you’ll need a thoughtful
strategy and a thoughtful implementation approach to address these barriers.

Major organizational factors for resistance to change are as follows:

1. Threat to Power and Influence
A change is likely to be incorporated successfully if it has the blessing and support of top
management. When people, at the top level, consider change as a potential threat to their
position and influence, they resist it.

A change is likely to produce a new power equilibrium with more emphasis on knowledge and
new skills. This new equilibrium may reduce the amount of power and influence of people at
the top which may not be liked by them. Therefore, they may resist any such change.

2. Organization Structure
Some forms of organization structure are more resistant to change, for example, bureaucratic
structure. A bureaucratic structure where lines of communication are clearly spelled out, jobs
are precisely defined, works against change. Since all these are prescribed rigidly, there is very
little scope of making changes. Moreover, the flow of information from top to bottom level is
stressed.

Therefore, there is every possibility that an information initiating or necessitating change may
be screened out at the higher level itself because change does not suit the present
organization structure. Unless the person at the top is highly dynamic, change will always be
resisted.

3. Resource Constraints
Many organizations resist change because of resource constraints. It is to be noted that all
organizations have limited resources because resources are limited by their basic nature.

However, some organizations may feel resource constraints more than others. In such a case,
the organizations may not like to incorporate change because it involves some additional cost
at least in the beginning.

4. Sunk Costs
Organizations may also resist change because they have invested in fixed assets and other
resources. These costs cannot be recovered unless the assets and resources are put to
productive use. When change is incorporated, many of these resources become useless. This
may be true for assets as well as for persons also. For example, earlier it has been seen that
change may result in obsolescence of skills.



Q.1 2 How the Organizations can overcome the resistance to change

25 responses

1)Overcome opposition-
Regardless of how well companies manage a change, there is always going to be resistance.
Companies should engage those who are opposed to a change. By doing this, they can actively
see what their concerns are and possibly alleviate the problem in a timely manner. By allowing
employees time to give their input, it assures them that they are part of a team that actually
cares about its employees.

2)Communicating both early and often is necessary when trying to convey anything to
employees. There should be a constant conversation between the C-Suite and the general
employees on what is happening day to day, and for what is to come in the future. The best
piece of advice that a company can take in this regard is to be truthful, straightforward, and
timely with big changes in the workplace. Company-wide emails and intranets are great tools
to utilize and this allows for employees to ask questions and stay informed.

3)An explanation for why the change is needed is always a good idea. By helping employees
better understand why a change is important for the company, it’s easier to get them on board
with the change, and it can also encourage them to become an advocate for change. With this,
an explanation of “what’s in it for me?” helps employees see the big picture and the benefits of
the change, instead of only giving them a narrow view of what is to happen in the near future.
Innovation and improvement are two things that are occurring on a daily basis. With new ideas
and suggestions there are always ways to improve as a company, whether it be changing the
outlook on an assignment, or changing the way the office dynamic is on a day-to-day basis.
Regardless of what it is, there are always ways to improve, and this could really affect how
employees look at change management in the workplace.

4)Effectively engage employees-
Listen, listen, listen. If there is another piece advice that a company should take, it’s to receive
and respond to the feedback that is provided by the employees. They are the ones making sure
that all the clients are happy and that all the work gets done, so keeping them in the loop is
vital.

5)Ask employees probing questions: Is the change working? What can we do to make it work
better? Do employees have any questions or concerns? These are all great questions to ask,
but if feedback is going to be collected, it actually needs to be read and utilized. Leveraging an
employee engagement survey is a great first step. These answers can be used to change the
plan accordingly, and show employees that their ideas and concerns are being heard.
Understanding that no two employees are the same is another important tactic to use when
trying to understand the employee’s concern. Being able to realize that there are going to be
many different reasons for opposition depending on the person is pertinent, because then
managers can tailor ways to work out these problems.

6)Implement change in several stages
Change doesn’t happen all at once. Companies should first prepare for the change, then take
action on the change and make a plan for managing the change, and third, support the change
and assure that all is going as planned.

7)Communicate change effectively
The best way that you as an employer can communicate change is to explicitly tell employees
what is going on. Using a blend of formal and informal communication allows you to ensure
that all employees receive the news about the change in some way or another. With all the
communication outlets such as email, company intranets, town halls, and face-to-face
meetings, the message is going to get across the company. Employing several different ways



to communicate change helps explain the vision, goals and expectations for what needs to
happen and why.

*Organization can overcome the resistance to change by using following points -
1)Overcome opposition-
Regardless of how well companies manage a change, there is always going to be resistance.
Companies should engage those who are opposed to a change. By doing this, they can actively
see what their concerns are and possibly alleviate the problem in a timely manner. By allowing
employees time to give their input, it assures them that they are part of a team that actually
cares about its employees.

2)Communicating both early and often is necessary when trying to convey anything to
employees. There should be a constant conversation between the C-Suite and the general
employees on what is happening day to day, and for what is to come in the future. The best
piece of advice that a company can take in this regard is to be truthful, straightforward, and
timely with big changes in the workplace. Company-wide emails and intranets are great tools
to utilize and this allows for employees to ask questions and stay informed.

3)An explanation for why the change is needed is always a good idea. By helping employees
better understand why a change is important for the company, it’s easier to get them on board
with the change, and it can also encourage them to become an advocate for change. With this,
an explanation of “what’s in it for me?” helps employees see the big picture and the benefits of
the change, instead of only giving them a narrow view of what is to happen in the near future.
Innovation and improvement are two things that are occurring on a daily basis. With new ideas
and suggestions there are always ways to improve as a company, whether it be changing the
outlook on an assignment, or changing the way the office dynamic is on a day-to-day basis.
Regardless of what it is, there are always ways to improve, and this could really affect how
employees look at change management in the workplace.
4)Effectively engage employees-
Listen, listen, listen. If there is another piece advice that a company should take, it’s to receive
and respond to the feedback that is provided by the employees. They are the ones making sure
that all the clients are happy and that all the work gets done, so keeping them in the loop is
vital. 5)Ask employees probing questions: Is the change working? What can we do to make it
work better? Do employees have any questions or concerns? These are all great questions to
ask, but if feedback is going to be collected, it actually needs to be read and utilized.
Leveraging an employee engagement survey is a great first step. These answers can be used
to change the plan accordingly, and show employees that their ideas and concerns are being
heard.

Understanding that no two employees are the same is another important tactic to use when
trying to understand the employee’s concern. Being able to realize that there are going to be
many different reasons for opposition depending on the person is pertinent, because then
managers can tailor ways to work out these problems.
6)Implement change in several stages
Change doesn’t happen all at once. Companies should first prepare for the change, then take
action on the change and make a plan for managing the change, and third, support the change
and assure that all is going as planned.
7)Communicate change effectively
The best way that you as an employer can communicate change is to explicitly tell employees
what is going on. Using a blend of formal and informal communication allows you to ensure
that all employees receive the news about the change in some way or another. With all the
communication outlets such as email, company intranets, town halls, and face-to-face
meetings, the message is going to get across the company. Employing several different ways
to communicate change helps explain the vision, goals and expectations for what needs to
happen and why.

Overcome opposition. Regardless of how well companies manage a change, there is always
going to be resistance. ...



Effectively engage employees. Listen, listen, listen. ...
Implement change in several stages. ...
Communicate change effectively.

The next strategy to overcome resistance to change is to communicate the why, what and how.
Develop a communication plan that is more than just telling your employees what you want
them to do. Effective communication segments and targets each audience, focusing on what
they care about and need to know.
1)The first strategy to overcome resistance to change is to communicate. Communication is
key — you already knew that. However, try letting your employees initiate the conversation.
2)People want to be heard, and giving them a chance to voice their opinions will help alleviate
the frustration they feel over the situation.
3)What’s more, your employee’s thoughts, concerns and suggestions will prove wildly valuable
to steer your change project.
4)At the very least, understanding them will help you pinpoint the root of employee resistance
to change.
5)Communicate the Reasons for Change
The next strategy to overcome resistance to change is to communicate the why, what and how.
Develop a communication plan that is more than just telling your employees what you want
them to do.
6) Resistance to change:-
Get Excited
How you communicate the change has a huge impact on how much resistance to change will
occur. If you wholeheartedly communicate the reasons for change, your conviction will be
contagious. Any hesitancy will undermine the operation.
7)Make it About Employees
Change is only possible if your human resources are on board, so make sure changes are
approached in terms of the employee. If you are implementing a new software system — plan
your project through the lens of user adoption rather than focusing on the technology. It’s not
about what the technology can do, it is about what the user can do with the help of this new
technology.
8)Delegate Change
A great strategy to overcome resistance to change is: Fight resistance with culture. Train team
members who are natural leaders first. They will serve as role models and influencers for the
rest of your employees. This has a ripple effect.
9)Show Them the Data
While resistance to change is usually emotional rather than logical, it can be helpful to use
some hard facts as a supplementary strategy. Let your employees see the data for themselves.
This is a great way to simultaneously show transparency and demonstrate the need for
improvement.
10)Implement in stages
Whether digital or other, any kind of transformation can’t just happen overnight. There had to
be proper preparation leading up to the change, with plenty of advance warning and
participation from employees at all levels. Implementing the plan in stages will employees are
able to tackle the change one step at a time, learning the new and relevant skills as they go.

Listen First, Talk Second
The first strategy to overcome resistance to change is to communicate. Communication is key
— you already knew that. However, try letting your employees initiate the conversation. People
want to be heard, and giving them a chance to voice their opinions will help alleviate the
frustration they feel over the situation.
What’s more, your employees thoughts, concerns and suggestions will prove wildly valuable to
steer your change project. At the very least, understanding them will help you pinpoint the root
of employee resistance to change.
#2 Communicate the Reasons for Change
The next strategy to overcome resistance to change is to communication the why, what and
how. Develop a communication plan that is more than just telling your employees what you
want them to do. Effective communication segments and targets each audience, focusing on



what they care about and need to know. Underline why this change will benefit them.
#3 Get Excited
How you communicate the change has a huge impact on how much resistance to change will
occur. If you wholeheartedly communicate the reasons for change, your conviction will be
contagious. Any hesitancy will undermine the operation.
#4 Make it About Employees
Change is only possible if your human resources are on board, so make sure changes are
approached in terms of the employee. If you are implementing a new software system — plan
your project through the lens of user adoption rather than focusing on the technology. It’s not
about what the technology can do, it is about what the user can do with the help of this new
technology.
#5 Delegate Change
A great strategy to overcome resistance to change is: Fight resistance with culture. Train team
members who are natural leaders first. They will serve as role models and influencers for the
rest of your employees. This has a ripple effect.
#6 Show them the Data
While resistance to change is usually emotional rather than logical, it can be helpful to use
some hard facts as a supplementary strategy. Let your employees see the data for themselves.
This is a great way to simultaneously show transparency and demonstrate the need for
improvement.

How to Overcome Resistance -
Overcome opposition
Regardless of how well companies manage a change, there is always going to be resistance.

Companies should engage those who are opposed to a change. By doing this, they can actively
see what their concerns are and possibly alleviate the problem in a timely manner.
By allowing employees time to give their input, it assures them that they are part of a team that
actually cares about its employees.

Communicating both early and often is necessary when trying to convey anything to
employees. There should be a constant conversation between the C-Suite and the general
employees on what is happening day to day, and for what is to come in the future. The best
piece of advice that a company can take in this regard is to be truthful, straightforward, and
timely with big changes in the workplace. Company-wide emails and intranets are great tools
to utilize and this allows for employees to ask questions and stay informed.

An explanation for why the change is needed is always a good idea. By helping employees
better understand why a change is important for the company, it’s easier to get them on board
with the change, and it can also encourage them to become an advocate for change. With this,
an explanation of “what’s in it for me?” helps employees see the big picture and the benefits of
the change, instead of only giving them a narrow view of what is to happen in the near future.
Innovation and improvement are two things that are occurring on a daily basis. With new ideas
and suggestions there are always ways to improve as a company, whether it be changing the
outlook on an assignment, or changing the way the office dynamic is on a day-to-day basis.
Regardless of what it is, there are always ways to improve, and this could really affect how
employees look at change management in the workplace.
Effectively engage employees
Listen, listen, listen. If there is another piece advice that a company should take, it’s to receive
and respond to the feedback that is provided by the employees. They are the ones making sure
that all the clients are happy and that all the work gets done, so keeping them in the loop is
vital. Ask employees probing questions: Is the change working? What can we do to make it
work better? Do employees have any questions or concerns? These are all great questions to
ask, but if feedback is going to be collected, it actually needs to be read and utilized.
Leveraging an employee engagement survey is a great first step. These answers can be used
to change the plan accordingly, and show employees that their ideas and concerns are being
heard.



Understanding that no two employees are the same is another important tactic to use when
trying to understand the employee’s concern. Being able to realize that there are going to be
many different reasons for opposition depending on the person is pertinent, because then
managers can tailor ways to work out these problems.
Implement change in several stages
Change doesn’t happen all at once. Companies should first prepare for the change, then take
action on the change and make a plan for managing the change, and third, support the change
and assure that all is going as planned.
Communicate change effectively
The best way that you as an employer can communicate change is to explicitly tell employees
what is going on. Using a blend of formal and informal communication allows you to ensure
that all employees receive the news about the change in some way or another. With all the
communication outlets such as email, company intranets, town halls, and face-to-face
meetings, the message is going to get across the company. Employing several different ways
to communicate change helps explain the vision, goals and expectations for what needs to
happen.

The Organizations can overcome the resistance to change-

1) Empower innovation and creativity
Give opportunities for feedback and remain flexible as you alter course toward your change
goals. Encourage people to be creative, to discover solutions to unfolding problems, and to
become part of the change process. Employees expect leaders to manage change.
Inspirational leaders create a culture where change becomes the remit of all.
Remove the fear of taking risks by framing failure as an experience from which to learn, and a
necessary step on the path to success. Help people to be accountable for their own actions,
while also encouraging collaboration across silos. This will aid pollination of innovative ideas
in an environment in which people develop greater knowledge and expand their professional
capacity to think more creatively.

2) Remain positive and supportive
People find change unsettling, even though change is a constant in personal lives as well as
professional environments. They will need the support of a positive leader who inspires free
thought, honest communication and creativity, as personal and team development is
encouraged.

3) Listen First, Talk Second
The first strategy to overcome resistance to change is to communicate. Communication is key
— you already knew that. However, try letting your employees initiate the conversation. People
want to be heard, and giving them a chance to voice their opinions will help alleviate the
frustration they feel over the situation.
What’s more, your employee’s thoughts, concerns and suggestions will prove wildly valuable to
steer your change project. At the very least, understanding them will help you pinpoint the root
of employee resistance to change.

4) Communicate the Reasons for Change
The next strategy to overcome resistance to change is to communicate the why, what and how.
Develop a communication plan that is more than just telling your employees what you want
them to do. Effective communication segments and targets each audience, focusing on what
they care about and need to know. Underline why this change will benefit them.

5) Make it About Employees
Change is only possible if your human resources are on board, so make sure changes are
approached in terms of the employee. If you are implementing a new software system — plan
your project through the lens of user adoption rather than focusing on the technology. It’s not
about what the technology can do, it is about what the user can do with the help of this new
technology.



6) Delegate Change
A great strategy to overcome resistance to change is: Fight resistance with culture. Train team
members who are natural leaders first. They will serve as role models and influencers for the
rest of your employees. This has a ripple effect.

7) Structure the team to maximize its potential
After communicating the change initiative, consider the strengths and weaknesses of each
team member.
In one-to-one sessions, establish how the team member is best suited to aiding with the
change initiative, and consider ways in which it may help the individual improve personal
weaknesses while simultaneously taking advantage of their strengths.
Give team members appropriate roles and responsibilities that use skills to their best
advantage, while also providing the potential for personal and team development. Such a
personal collaboration within the team effort will help engage each team member in the
change effort.

8) Set challenging, achievable and engaging targets
Be clear in guidance about goals and targets. Break change projects into smaller milestones,
and celebrate achievements. Goals should be progressive and in line with values and beliefs.
Don’t limit the creation of milestones and measurement of goal achievement to the overall
effort. While these are important team milestones that will help to motivate the team to
continue with maximum effort, it is also important that you consider individual progress. Seek
ways to anchor personal development to the creation and continuation of team goals along the
change journey.

9) Resolve conflicts quickly and effectively
Utilize the seven methods of care-fronting to regulate and control communicative breakdowns.
Encourage openness and honesty and engender an environment of mutual trust and respect.
It is imperative to engender a good team spirit, so you should consider ways in which you can
do so. During periods of change, tensions may run high and personal anxieties will be
heightened. Team meetings and team bonding sessions will help your people to understand
and appreciate their colleagues more easily, especially if you ensure transparency of
communication and a systematic approach to problem solving that encourages frank
exchange of view to reach a collective and collaborative partnership.

10) Identify the Root Cause of Resistance
There are many telltale signs that staff members are resisting change. They may complain
more than usual, miss key meetings or bluntly refuse to participate in new initiatives. It’s
important to recognize when resistance is becoming an issue, but it’s even more important to
understand why your employees are pushing back in the first place. The most common causes
of resistance include:

11) Lack of awareness about why changes are being made
Fear of how change will impact job roles
Failed attempts at change in the past
Lack of visible support and commitment from managers
Fear of job loss
By identifying why employees are resisting change, you can better decide how to overcome
resistance to change head-on. If lack of awareness or fear is the problem, greater
communication and discussion groups may help. If change has failed in the past, and
employees aren’t confident this time will be different, you can discuss specific ways the
organization has learned from its mistakes and how it plans to use this insight to successfully
implement new initiatives.

12) Involve Executive Leadership
You cannot successfully implement change without support from all levels of business. Your
employees take cues from the executive team, and if leadership doesn’t adhere to the plan for
change management, it’s very likely your employees won’t either. Encourage company leaders



to set an example, and the rest will follow.

13) Communicate Effectively
By clearly and concisely explaining why the change is taking place, how it will impact each
employee’s job and exactly what is expected of each employee before, during and after rollout
—nothing is left to question.
But simply stating the obvious isn’t enough. Leaders need to make a conscious effort to speak
to individuals in the way they prefer. To this end, make certain communication technologies
are in place for those who wish to utilize them. It’s also important not to discount how quickly
older generations have adapted to technology. Sometimes, all they need is a little training to
feel more comfortable using new tools.

1)Overcome opposition-
Regardless of how well companies manage a change, there is always going to be resistance.
Companies should engage those who are opposed to a change. By doing this, they can actively
see what their concerns are and possibly alleviate the problem in a timely manner. By allowing
employees time to give their input, it assures them that they are part of a team that actually
cares about its employees.

2)Communicating both early and often is necessary when trying to convey anything to
employees. There should be a constant conversation between the C-Suite and the general
employees on what is happening day to day, and for what is to come in the future. The best
piece of advice that a company can take in this regard is to be truthful, straightforward, and
timely with big changes in the workplace. Company-wide emails and intranets are great tools
to utilize and this allows for employees to ask questions and stay informed.

3)An explanation for why the change is needed is always a good idea. By helping employees
better understand why a change is important for the company, it’s easier to get them on board
with the change, and it can also encourage them to become an advocate for change. With this,
an explanation of “what’s in it for me?” helps employees see the big picture and the benefits of
the change, instead of only giving them a narrow view of what is to happen in the near future.
Innovation and improvement are two things that are occurring on a daily basis. With new ideas
and suggestions there are always ways to improve as a company, whether it be changing the
outlook on an assignment, or changing the way the office dynamic is on a day-to-day basis.
Regardless of what it is, there are always ways to improve, and this could really affect how
employees look at change management in the workplace.
4)Effectively engage employees-
Listen, listen, listen. If there is another piece advice that a company should take, it’s to receive
and respond to the feedback that is provided by the employees. They are the ones making sure
that all the clients are happy and that all the work gets done, so keeping them in the loop is
vital. 5)Ask employees probing questions: Is the change working? What can we do to make it
work better? Do employees have any questions or concerns? These are all great questions to
ask, but if feedback is going to be collected, it actually needs to be read and utilized.
Leveraging an employee engagement survey is a great first step. These answers can be used
to change the plan accordingly, and show employees that their ideas and concerns are being
heard.

Understanding that no two employees are the same is another important tactic to use when
trying to understand the employee’s concern. Being able to realize that there are going to be
many different reasons for opposition depending on the person is pertinent, because then
managers can tailor ways to work out these problems.
6)Implement change in several stages
Change doesn’t happen all at once. Companies should first prepare for the change, then take
action on the change and make a plan for managing the change, and third, support the change
and assure that all is going as planned.
7)Communicate change effectively
The best way that you as an employer can communicate change is to explicitly tell employees
what is going on. Using a blend of formal and informal communication allows you to ensure



that all employees receive the news about the change in some way or another. With all the
communication outlets such as email, company intranets, town halls, and face-to-face
meetings, the message is going to get across the company. Employing several different ways
to communicate change helps explain the vision, goals and expectations for what needs to
happen and why.

1.Listen First, Talk Second
The first strategy to overcome resistance to change is to communicate: Communication is key
— you already knew that. However, try letting your employees initiate the conversation. People
want to be heard, and giving them a chance to voice their opinions will help alleviate the
frustration they feel over the situation.
What’s more, your employees thoughts, concerns and suggestions will prove wildly valuable to
steer your change project. At the very least, understanding them will help you pinpoint the root
of employee resistance to change.
2. Communicate the Reasons for Change
The next strategy to overcome resistance to change is to communication the why, what and
how. Develop a communication plan that is more than just telling your employees what you
want them to do. Effective communication segments and targets each audience, focusing on
what they care about and need to know. Underline why this change will benefit them.
3. Get Excited:
How you communicate the change has a huge impact on how much resistance to change will
occur. If you wholeheartedly communicate the reasons for change, your conviction will be
contagious. Any hesitancy will undermine the operation.
4. Make it About Employees
Change is only possible if your human resources are on board, so make sure changes are
approached in terms of the employee. If you are implementing a new software system — plan
your project through the lens of user adoption rather than focusing on the technology. It’s not
about what the technology can do, it is about what the user can do with the help of this new
technology.
5. Delegate Change
A great strategy to overcome resistance to change is: Fight resistance with culture. Train team
members who are natural leaders first. They will serve as role models and influencers for the
rest of your employees. This has a ripple effect.
6. Show them the Data
While resistance to change is usually emotional rather than logical, it can be helpful to use
some hard facts as a supplementary strategy. Let your employees see the data for themselves.
This is a great way to simultaneously show transparency and demonstrate the need for
improvement.

While change is inevitable, people handle it in different ways. Some are enthusiastic and
embrace the opportunity for new challenges; others are fearful or set in their ways and resist
change. You likely have a mix of both perso nalit y types in your organization, which means the
approach you take in introducing a changing workplace dynamic must be tailored to your
audience.

Be Honest and Thorough
Resistance to change can gain its initial footing in unchecked gossip. If there are rumblings of
change in your company, people will talk, and the uncertainty can prompt fear of the unknown.
People will speculate, make assumptions, and otherwise develop their thought patterns about
what’s going on.

Quell this early discord by being as transparent as possible with your staffers. Call a meeting
or issue a company-wide memo that sets the record about imminent change. Even if the
situation is still fluid, acknowledge that change is on the horizon and announce you will
disseminate information as soon as it is available.
1. Communication and education
Common issues that cause resistance to change include fear of the unknown and a



misunderstanding of why change is needed.

People will only accept change if they believe the risk of doing nothing is higher than the risk
of changing direction. Similarly, if people don’t understand why change is needed, they will
question why you are changing something that they believe works well.

Communication and education about the change should begin before it is initiated. This will
help your people to rationalize the change, and ensure that individuals and teams receive
adequate information to make positive judgements.

2. Participation
A lack of belief that the organization can make effective change leads to resistance to change.
Likewise, when people aren’t consulted and change is forced upon them, there is likely to be
more resistance. This is especially the case if people believe their jobs will be at risk.

It is critical that the stakeholders and those implementing change are involved in its design. A
collaborative effort will engage people in the change, and in the identification of potential
issues and solutions. People are far less likely to resist change that they have helped to
create.. 3) Support
Organizational transformation is usually accompanied by a change to routines, taking people
out of (long-established) comfort zones. This may also lead to exhaustion, especially if the
organization is subject to frequent change or business evolution.

Even if people appear to be accepting of change, it may be that they are simply resigned to it.
They must be given the support needed to enable new skills to be developed and ensure that
change burnout does not become a reality.

Support requires managers to develop their emotional intelligence and connect with their
people. Offering adequate support is also time-consuming, requiring trained managers and
leaders to employ coaching tactics to be most effective when managing change in an
organization.
4. Agreement
Resistance to change is also precipitated when people feel they will be negatively affected by
its consequences. This may be because of a perception that their earnings or career potential
will be harmed or that the rewards of the change are not worth the effort required.

To combat this type of resistance to change, an organization may consider offering incentives.
Such incentives may include extra pay, improved benefits, or offering structured career plans.
This strategy requires negotiation to reach agreement. The drawback is that such agreements
can be expensive and do not guarantee engagement with change.

5. Co-opting
People become connected to the way that things have always been done. There are often
strong emotional connections to processes and procedures that employees may have been at
least partly responsible for developing. To bond with the old may require a Herculean effort.

One strategy is to co-opt those who may be most resistant to change into central roles in the
implementation of change initiatives. This can gain the support of would-be resistors relatively
cheaply, though it does come with a caveat – placing people who are deemed to be resistant
to change in such positions could give them a position from which to influence greater
resistance across a wider audience.

One of the most baffling and recalcitrant of the problems which business executives face is
employee resistance to change. Such resistance may take a number of forms—persistent
reduction in output, increase in the number of “quits” and requests for transfer, chronic
quarrels, sullen hostility, wildcat or slowdown strikes, and, of course, the expression of a lot of
pseudological reasons why the change will not work. Even the more petty forms of this
resistance can be troublesome.



All too often when executives encounter resistance to change, they “explain” it by quoting the
cliche that “people resist change” and never look further. Yet changes must continually occur
in industry. This applies with particular force to the all-important “little” changes that
constantly take place—changes in work methods, in routine office procedures, in the location
of a machine or a desk, in personnel assignments and job titles.
No one of these changes makes the headlines, but in total they account for much of our
increase in productivity. They are not the spectacular once-in-a-lifetime technological
revolutions that involve mass layoffs or the obsolescence of traditional skills, but they are vital
to business progress.
Does it follow, therefore, that business management is forever saddled with the onerous job of
“forcing” change down the throats of resistant people? My answer is no. It is the thesis of this
article that people do not resist technical change as such and that most of the resistance
which does occur is unnecessary. I shall discuss these points, among others:
1. A solution which has become increasingly popular for dealing with resistance to change is
to get the people involved to “participate” in making the change. But as a practical matter
“participation” as a device is not a good way for management to think about the problem. In
fact, it may lead to trouble.
2. The key to the problem is to understand the true nature of resistance. Actually, what
employees resist is usually not technical change but social change—the change in their human
relationships that generally accompanies technical change.
3. Resistance is usually created because of certain blind spots and attitudes which staff
specialists have as a result of their preoccupation with the technical aspects of new ideas.
4. Management can take concrete steps to deal constructively with these staff attitudes. The
steps include emphasizing new standards of performance for staff specialists and
encouraging them to think in different ways, as well as making use of the fact that signs of
resistance can serve as a practical warning signal in directing and timing technological
changes.
5. Top executives can also make their own efforts more effective at meetings of staff and
operating groups where change is being discussed. They can do this by shifting their attention
from the facts of schedules, technical details, work assignments, and so forth, to what the
discussion of these items indicates in regard to developing resistance and receptiveness to
change.
Let us begin by taking a look at some research into the nature of resistance to change. There
are two studies in particular that I should like to discuss. They highlight contrasting ways of
interpreting resistance to change and of coping with it in day-to-day administration.

What is resistance to change?
To put it simply, change is scary — and challenging. Maintaining an existing habit is easier than
changing. Trying something new means there is a possibility of failure. Most people prefer to
stay in their comfort zone than venture into unknown territory.

Strategies to overcome resistance to change:
1. Communicate the Reasons for Change
The next strategy to overcome resistance to change is to communicate the why, what and how.
Develop a communication plan that is more than just telling your employees what you want
them to do. Effective communication segments and targets each audience, focusing on what
they care about and need to know. Underline why this change will benefit them.

2. Get Excited
How you communicate the change has a huge impact on how much resistance to change will
occur. If you wholeheartedly communicate the reasons for change, your conviction will be
contagious. Any hesitancy will undermine the operation.

3. Make it About Employees
Change is only possible if your human resources are on board, so make sure changes are
approached in terms of the employee. If you are implementing a new software system — plan
your project through the lens of user adoption rather than focusing on the technology. It’s not
about what the technology can do, it is about what the user can do with the help of this new



technology.

4. Delegate Change
A great strategy to overcome resistance to change is: Fight resistance with culture. Train team
members who are natural leaders first. They will serve as role models and influencers for the
rest of your employees. This has a ripple effect.

5. Show Them the Data
While resistance to change is usually emotional rather than logical, it can be helpful to use
some hard facts as a supplementary strategy. Let your employees see the data for themselves.
This is a great way to simultaneously show transparency and demonstrate the need for
improvement.

6. Implement in stages
Whether digital or other, any kind of transformation can’t just happen overnight. There had to
be proper preparation leading up to the change, with plenty of advance warning and
participation from employees at all levels. Implementing the plan in stages will employees are
able to tackle the change one step at a time, learning the new and relevant skills as they go.

This is a much easier way to digest the change and will feel less drastic for those learning new
skills and information, meaning they are less likely to resist the changes at hand.

7. Practice change management exercises
Resistance to change is usually driven by emotions such as fear and feeling threatened. To
help combat this there are a number of simple exercises employees can do to simulate the
feeling of change. These exercises, which include folding your arms one way and then
switching them around or bouncing balls to show companies “bounce back” are also just a bit
of fun and are non-threatening unlike genuine change can be.

The first stregey to overcome resistance To change Is to Communicate.communication Is key
Very important.
People Want to Be Heard and giving Them chance To voice The Opinioins
Will Help Allective The frustRation they feel over the change.

Change is a challenge for many organizations, especially when it involves multiple people and,
sometimes, multiple locations. And whether they want to implement small or large changes, as
they decide on the best change management model for them, it’s easy to get lost in the
structure and design of the plan and forget about the people it affects. 

Before implementing any change initiative, organizations should consider the human aspect of
it and, in particular, the issue of overcoming resistance. Change can be scary, and it’s natural
for people to instinctively react in ways that are sometimes counterproductive or detrimental
to the goal. It’s important for leaders to know what to expect and how to approach the
emotional impact of organizational change. 

The change curve

The easiest way to start is to consider the change curve, which illustrates how change affects
people and organizations on an emotional level. This model is used widely in business and
although there are different variations of it, they all aim to help organizations understand the
different stages that individuals go through when change is being implemented.

Stage 1 – Shock or denial 

There is a disruption to the status quo. People may be surprised by the change or they may not
think that the change is needed. Some may also think that it’s just not going to happen.
Because employees are preoccupied or worried about what’s going on, their productivity may
drop. Leaders should make sure that people are not overwhelmed, they can see the direction



the company is taking and they recognize how it’s going to benefit them personally. 

Stage 2 – Anger or fear 

At this stage, people understand what the change is or that it’s definitely happening, even
though they may not want it. Employees could be upset that it’s being implemented or afraid of
what the change might mean in the future. In general, people don’t like change because of the
uncertainty. This is a risky time for the organization because people could get angry or actively
work against the change. Productivity could fall even further, so leaders need to remain vigilant
and thoughtful as they manage employees through this difficult time. 

To make this transition easier, it’s vital for those in charge to truly listen to and consider
people’s objections. Their comments may point out issues that were initially overlooked by the
leadership, and management should embrace this opportunity to get some constructive
feedback that can be used to minimize disruptions and increase employee engagement. 

Stage 3 – Acceptance 

Employees come to terms with the fact that a change is happening and want to explore the
possibilities it presents. People may not agree with the change initiative but they realize that
it’s not going away and they adapt. At this stage, productivity can rise. People also tend to
become more optimistic and less fearful. With help, support and as much training as possible,
employees will become more accepting and even start thinking that the change is necessary. 

Stage 4 – Commitment

Employees have grown to accept or even embrace the change, learning to permanently
integrate the changes into their work. At this stage, productivity should be better than it was
before the change. Even if there is still some way to go, this is the time to make sure people
are happy and comfortable with the new norm. 

Considering how people react to change and planning for their emotional needs ahead of time
can help organizations predict and successfully deal with delicate and challenging issues in a
timely manner. Whether they’re already on board or still resisting change, employees need their
leaders to support, educate and lead them towards the new status quo in a respectful and
understanding manner. 

Overcoming resistance

Before trying to carry out any change, leaders must recognize that resistance is normal,
especially when people don’t understand the change, trust leadership, or believe the new
initiative is necessary. In some cases, employees might think that a different change is needed
or they’ve become cynical after a few failed change projects. They may think that this is just
another flavor of the month initiative that will fizzle out soon enough. Some people can also
have low tolerance for change in general. 

The first thing to remember is that a supportive workplace culture, clear and inclusive
communication, and reliable feedback loops as part of an organizational framework can be a
huge help to any change management initiative. Experts know this too, which is why the
recommended approaches to handling resistance always stress the importance of
communication and employee involvement

Change is a challenge for many organizations, especially when it involves multiple people and,
sometimes, multiple locations. And whether they want to implement small or large changes, as
they decide on the best change management model for them, it’s easy to get lost in the
structure and design of the plan and forget about the people it affects. 

Before implementing any change initiative, organizations should consider the human aspect of



it and, in particular, the issue of overcoming resistance. Change can be scary, and it’s natural
for people to instinctively react in ways that are sometimes counterproductive or detrimental
to the goal. It’s important for leaders to know what to expect and how to approach the
emotional impact of organizational change. 

The change curve

The easiest way to start is to consider the change curve, which illustrates how change affects
people and organizations on an emotional level. This model is used widely in business and
although there are different variations of it, they all aim to help organizations understand the
different stages that individuals go through when change is being implemented.

Stage 1 – Shock or denial 

There is a disruption to the status quo. People may be surprised by the change or they may not
think that the change is needed. Some may also think that it’s just not going to happen.
Because employees are preoccupied or worried about what’s going on, their productivity may
drop. Leaders should make sure that people are not overwhelmed, they can see the direction
the company is taking and they recognize how it’s going to benefit them personally. 

Stage 2 – Anger or fear 

At this stage, people understand what the change is or that it’s definitely happening, even
though they may not want it. Employees could be upset that it’s being implemented or afraid of
what the change might mean in the future. In general, people don’t like change because of the
uncertainty. This is a risky time for the organization because people could get angry or actively
work against the change. Productivity could fall even further, so leaders need to remain vigilant
and thoughtful as they manage employees through this difficult time. 

To make this transition easier, it’s vital for those in charge to truly listen to and consider
people’s objections. Their comments may point out issues that were initially overlooked by the
leadership, and management should embrace this opportunity to get some constructive
feedback that can be used to minimize disruptions and increase employee engagement. 

Stage 3 – Acceptance 

Employees come to terms with the fact that a change is happening and want to explore the
possibilities it presents. People may not agree with the change initiative but they realize that
it’s not going away and they adapt. At this stage, productivity can rise. People also tend to
become more optimistic and less fearful. With help, support and as much training as possible,
employees will become more accepting and even start thinking that the change is necessary. 

Stage 4 – Commitment

Employees have grown to accept or even embrace the change, learning to permanently
integrate the changes into their work. At this stage, productivity should be better than it was
before the change. Even if there is still some way to go, this is the time to make sure people
are happy and comfortable with the new norm. 

Considering how people react to change and planning for their emotional needs ahead of time
can help organizations predict and successfully deal with delicate and challenging issues in a
timely manner. Whether they’re already on board or still resisting change, employees need their
leaders to support, educate and lead them towards the new status quo in a respectful and
understanding manner. 

Overcoming resistance

Before trying to carry out any change, leaders must recognize that resistance is normal,



especially when people don’t understand the change, trust leadership, or believe the new
initiative is necessary. In some cases, employees might think that a different change is needed
or they’ve become cynical after a few failed change projects. They may think that this is just
another flavor of the month initiative that will fizzle out soon enough. Some people can also
have low tolerance for change in general. 

The first thing to remember is that a supportive workplace culture, clear and inclusive
communication, and reliable feedback loops as part of an organizational framework can be a
huge help to any change management initiative. Experts know this too, which is why the
recommended approaches to handling resistance always stress the importance of
communication and employee involvement

Although change management decisions are normally made at the C-level, it’s still very
important to have the rest of the employees bought in to the change. Having employees who
are opposed to what is going to be changing from the start is a major setback and one that
needs to be dealt with carefully in order to be successful with the change management.

Job Loss
Job loss is a major reason that employees resist change in the workplace. In any business,
there are constantly going to be things moving and changing, whether it is due to the need for
more efficiency, better turnaround times, or the need for the employees to work smarter. With
all these needs comes the opportunity for the company to downsize or create new jobs, and
this is where the fear of job loss comes into play.
Poor Communication and Engagement
Communication solves all ills. But a lack of it creates more of them. This is another crucial
reason why employees oppose change. How the change process itself is communicated to the
employees is very important because it determines how they react. If the process of what
needs to be changed, how it needs to be changed and what success would look like cannot be
communicated, then resistance should be expected. Employees need to understand why there
is a need for change, because if they are just thrown the notion that what they have been used
to for a long time is going to be completely renovated, with that will come much backlash.

Lack of Trust
Trust is a vital tool to have when running a successful business. In organizations where there
is a lot of trust in management, there is lower resistance to change. Mutual mistrust between
management and employees will lead to the company going into a downward spiral, so trust is
a must.

The Unknown
We already mentioned communication, and a lack of it causes employees to feel like they don’t
know what’s going on. If companies are constantly experiencing times where the future is
unknown, there is also a good possibility that employees won’t respond to change well. When
the thought of change is brought up in this case, it would come as a surprise, leading to
employees being caught off guard, which makes the situation much worse.

Poor Timing
Timing is one of the biggest problems when it comes to change. A lot of the time, it’s not the
act itself that creates the resistance, but how and when it is delivered.

The first strategy to overcome resistance to change is to communicate. Communication is key
— you already knew that. However, try letting your employees initiate the conversation. People
want to be heard, and giving them a chance to voice their opinions will help alleviate the
frustration they feel over the situation.
Overcome opposition
Regardless of how well companies manage a change, there is always going to be resistance.
helping employees better understand why a change is important for the company, it's easier to



get them on board with the change, and it can also encourage them to become an advocate for
change.
1.Expect Resistance.
2.Nix Generational Prejudices.
3.Encourage Camaraderie.
4.Identify the Root Cause of Resistance.
5.Involve Executive Leadership.
6.Communicate Effectively.
7.Do Change Right the First Time.
8.Leverage the Right Technology.
1.Communicate the Reasons for Change
The next strategy to overcome resistance to change is to communicate the why, what and how.
2.Get Excited
How you communicate the change has a huge impact on how much resistance to change will
occur.
3.Make it About Employees
Change is only possible if your human resources are on board, so make sure changes are
approached in terms of the employee. If you are implementing a new software system — plan
your project through the lens of user adoption rather than focusing on the technology.
4.Delegate Change
A great strategy to overcome resistance to change is: Fight resistance with culture.
6.Implement in stages
Whether digital or other, any kind of transformation can’t just happen overnight.

1)Overcome opposition

Regardless of how well companies manage a change, there is always going to be resistance.
Companies should engage those who are opposed to a change. By doing this, they can actively
see what their concerns are and possibly alleviate the problem in a timely manner. By allowing
employees time to give their input, it assures them that they are part of a team that actually
cares about its employees.
Communicating both early and often is necessary when trying to convey anything to
employees. There should be a constant conversation between the C-Suite and the general
employees on what is happening day to day, and for what is to come in the future. The best
piece of advice that a company can take in this regard is to be truthful, straightforward, and
timely with big changes in the workplace. Company-wide emails and intranets are great tools
to utilize and this allows for employees to ask questions and stay informed.

2)Effectively engage employees

Listen, listen, listen. If there is another piece advice that a company should take, it’s to receive
and respond to the feedback that is provided by the employees. They are the ones making sure
that all the clients are happy and that all the work gets done, so keeping them in the loop is
vital. Ask employees probing questions: Is the change working? What can we do to make it
work better? Do employees have any questions or concerns? These are all great questions to
ask, but if feedback is going to be collected, it actually needs to be read and utilized
Understanding that no two employees are the same is another important tactic to use when
trying to understand the employee’s concern. Being able to realize that there are going to be
many different reasons for opposition depending on the person is pertinent, because then
managers can tailor ways to work out these problems.

3)Implement change in several stages

Change doesn’t happen all at once. Companies should first prepare for the change, then take
action on the change and make a plan for managing the change, and third, support the change
and assure that all is going as planned.

4)Communicate change effectively



The best way that you as an employer can communicate change is to explicitly tell employees
what is going on. Using a blend of formal and informal communication allows you to ensure
that all employees receive the news about the change in some way or another. With all the
communication outlets such as email, company intranets, town halls, and face-to-face
meetings, the message is going to get across the company.

One of the most baffling and recalcitrant of the problems which business executives face is
employee resistance to change.Such resistance may take number of forms - persistent
reduction in output increase in number of quits and requests for transfer chronic
quarrels,sullen hostility,wildcat or slowdown strikes, and of course the expression of a lot of
pseudological reasons why the change will not work.Even more petty forms of this resistance
can be troublesome.
All too often when executives encounter resistance to change they expalin it by quoting the
cliche that people resist change and never look further.Yet changes must continually occur in
industry.
No one of these changes makes the headlines but in total they account for much of our
increase in productivity.They are not the spectacular once in a lifetime technological
revolutions that involce mas layoffs.
Does if follow, therefore,that business management is forever saddled with the onerous job of
forcing change down the throats of resistant people?
answer is no.Its the theis of this article that people do not resist technical change as such and
that most of the resistance which does occur is unnecessary. I shall discuss these points
among others:

The key to the problem is to understand the true nature of resistance.Actually what employees
resist is usually not technical change but social change-the change in their human
relationships that generally accompanies technical change.

1. Expect Resistance:
It’s unrealistic to assume every change you implement will be unanimously welcomed,
accepted and supported by all staff members. You know the saying, prepare for the worst,
hope for the best? Have a plan in place to address pushback, including positive reinforcement
and consequences that are clearly communicated and understood by all staff members.
2. Nix Generational Prejudices:
Change requires successful collaboration, and it’s extremely difficult to get generations to
work well with one another if they disagree with another's work style. Management can help
the situation by actively looking for instances where two employees are butting heads, and
intervening to help bring understanding and compromise to the situation. It’s also important
during the hiring process to recruit individuals who support the company culture you wish to
create.
3. Encourage Camaraderie:
Teams work better when they understand one another on a somewhat personal level. To
cultivate a strong company culture and foster deeper connections between employees, create
opportunities for your staff to socialize that doesn’t involve work.
4. Identify the Root Cause of Resistance:
There are many telltale signs that staff members are resisting change. They may complain
more than usual, miss key meetings or bluntly refuse to participate in new initiatives. It’s
important to recognize when resistance is becoming an issue, but it’s even more important to
understand why your employees are pushing back in the first place.
5. Involve Executive Leadership:
You cannot successfully implement change without support from all levels of business. Your
employees take cues from the executive team, and if leadership doesn’t adhere to the plan for
change management, it’s very likely your employees won’t either. Encourage company leaders
to set an example, and the rest will follow.
6. Communicate Effectively:
By clearly and concisely explaining why the change is taking place, how it will impact each
employee’s job and exactly what is expected of each employee before, during and after rollout



—nothing is left to question.
7. Do Change Right the First Time:
Failed attempts to change aspects of your business process will have a negative effect on how
employees view future initiatives. If you’re going to make a change, make sure you’re doing
everything in your power to ensure it’s successful and set realistic timelines. Many companies
fail to successfully implement change because they overload employees and expect near-
immediate gratification.
8. Leverage the Right Technology:
The most successful work environments are those that are proactive, responsive and intuitive.
With proper customization, implementation, training and support, technology can actually help
bridge gaps between employees and departments.

Managing change has always been a herculean task and will always be opposed.
Organisations are different, the reasons for change are different, timescales and budgets are
different.

Each change programme will have to be implemented on its own merits. But there are things
we can do to reduce the level of resistance.

Ways to reduce resistance to change:

1. Timely implementation of change.
Announce an impending change as quickly as possible – rumours start very quickly. Delivering
bad news is one of the biggest challenges managers face.

2. The need to demonstrate that change is necessary.
Find lots of ways to demonstrate why the change is necessary. Change management require a
compelling change story – communicating it to employees and following it up with ongoing
communications and involvement.

3. Give credit to the past achievements by the employees/organisation.
The statements from the management should be made to honour the work and contributions
of those who brought such success to the organisation in the past, because on a very human
but seldom articulated level,. A little good diplomacy at the outset can stave off a lot of
resistance.

4. Take your time to watch for staff reaction
Need to look for signals that something is not going well with the new change. Rather than
trying to force a change, find out what staff doesn’t like about it. Work with their concerns or
even rethink the proposed change. Change means a new way of doing things and most people
are fearful of the unfamiliar.

5. Change management should be like a dolphin, not a whale.
One of the biggest roadblocks to a successful implementation of change in a business is
getting the people “in the trenches” to not only understand what is coming but also to agree
with what’s happening.

6. Involvement of interested parties.
Involve interested parties in the planning of change by asking them for suggestions and
incorporating their ideas. If people are involved in change and understand the reasons for it
they become supportive of the whole idea and the change process.

7. Increase engagement by asking questions.
Have you ever been “talked at” instead of had someone “talk with”? It doesn’t feel good to have
someone talk at you. It leaves you feeling like you might as well not have been there at all. It is
much more powerful asking questions. Increase engagement by asking questions when
leading change.



8. Communication Channels keep it open.
Change is unsettling because it brings with it an element of uncertainty. And it is the
uncertainty which is a major cause of resistance  to change. People can relate to facts – good
or bad – but uncertainty and contradicting messages breed unease and resistance.

9. Use social media
Profiled social media could be used effectively to change the perception of the environment.
Social media platforms are ideal mechanisms to facilitate change because much of change
management boils down to ongoing conversations and dialogue in a company.

10. Storytelling.
Storytelling can be a powerful tool when you want to drive organisational change. Good
leaders tell stories that “cast” them and their organisations as agents of change, rather than
defenders of the status quo.

11. Design and communicate/implement training programs.
Deliver training programs that develop skills that is needed to support the new way.

12. Create small wins
Large change management problems are best broken down into smaller ones with concrete
achievable goals. Otherwise it can be so overwhelming that solutions seem unattainable –
therefore, people often avoid tackling them or come up with single, grand programs that fail.
Don’t forget to pour champagne on it.

13. Don’t change for the sake of change.
Continual change leads to resistance. Making a change for the purpose of shaking things up
makes it more difficult to get acceptance of necessary changes. Save your energy for more
important changes.

14. Not to have fear of change in mind.
Some changes don’t turn out as well as others. Why not say “forget it”. Nothing is gained by
forcing staff to accept a change they know isn’t necessary.

Conclusion
There are various ways and means through which one can reduce the intensity of of the
change to avoid suppressing it completely however it would help to sail through diplomatically
in overall interest of the organisation. A little tact and dynamic diplomacy can tide over many
upcoming difficulties which could have created havoc. As a manager one need to be balanced
and firm in taking any kind of decision.

The situation could be controlled by assessing the signals getting from the environment before
hand so as to buy time and put the designed strategies in force.

Change triggers emotional reaction because of the uncertainty involved, and most
Organisational change efforts run into some form of employee resistance. Resistance to
change can be overcome by education and communication, participation and involvement,
facilitation and support, negotiation and rewards, and coercion and manipulation.

1. Education and Communication —
Where there is a lack of information or inaccurate information and analysis. One of the best
ways to overcome resistance to change is to educate people about the change effort
beforehand. Up-front communication and education helps employees see the logic in the
change effort. this reduces unfounded and incorrect rumors concerning the effects of change
in the organization.
2. Participation and Involvement —
Where the initiators do not have all the information they need to design the change and where
others have considerable power to resist. When employees are involved in the change effort
they are more likely to buy into change rather than resist it. This approach is likely to lower



resistance and those who merely acquiesce to change.
3. Facilitation and Support —
Where people are resisting change due to adjustment problems. Managers can head-off
potential resistance by being supportive of employees during difficult times. Managerial
support helps employees deal with fear and anxiety during a transition period. The basis of
resistance to change is likely to be the perception that there some form of detrimental effect
occasioned by the change in the organization. This approach is concerned with provision of
special training, counseling, time off work.
4. Negotiation and Agreement —
Where someone or some group may lose out in a change and where that individual or group
has considerable power to resist. Managers can combat resistance by offering incentives to
employees not to resist change.
This approach will be appropriate where those resisting change are in a position of power.
5. Manipulation and Co-option —
Where other tactics will not work or are too expensive. Co-option involves the patronizing
gesture in bringing a person into a change management planning group for the sake of
appearances rather than their substantive contribution. This often involves selecting leaders of
the resisters to participate in the change effort. These leaders can be given a symbolic role in
decision making without threatening the change effort.
6. Explicit and Implicit Coercion —
Where speed is essential and to be used only as last resort. Managers can explicitly or
implicitly force employees into accepting change by making clear that resisting to change can
lead to losing jobs, firing, transferring or not promoting employees.
7. Structure the team to maximize its potential
After communicating the change initiative, consider the strengths and weaknesses of each
team member.
In one-to-one sessions, establish how the team member is best suited to aiding with the
change initiative, and consider ways in which it may help the individual improve personal
weaknesses while simultaneously taking advantage of their strengths.
8. Set challenging, achievable and engaging targets
Be clear in guidance about goals and targets. Break change projects into smaller milestones,
and celebrate achievements. Goals should be progressive and in line with values and beliefs.

9. Resolve conflicts quickly and effectively
Utilize the seven methods of care-fronting to regulate and control communicative breakdowns.
Encourage openness and honesty and engender an environment of mutual trust and respect.

10. Show passion
Communicate passionately and be an example of belief in the future vision. When other people
see leaders’ behaviors emulating those required by change, they more quickly come into line
with the new behaviors and become change advocates themselves.

Listen First, Talk Second:-
The first strategy to overcome resistance to change is to communicate. Communication is key
— you already knew that. However, try letting your employees initiate the conversation. People
want to be heard, and giving them a chance to voice their opinions will help alleviate the
frustration they feel over the situation.
What’s more, your employee’s thoughts, concerns and suggestions will prove wildly valuable to
steer your change project. At the very least, understanding them will help you pinpoint the root
of employee resistance to change.

Communicate the Reasons for Change:-
The next strategy to overcome resistance to change is to communicate the why, what and how.
Develop a communication plan that is more than just telling your employees what you want
them to do. Effective communication segments and targets each audience, focusing on what
they care about and need to know. Underline why this change will benefit them.



Get Excited:-

How you communicate the change has a huge impact on how much resistance to change will
occur. If you wholeheartedly communicate the reasons for change, your conviction will be
contagious. Any hesitancy will undermine the operation.

Make it About Employees:-

Change is only possible if your human resources are on board, so make sure changes are
approached in terms of the employee. If you are implementing a new software system — plan
your project through the lens of user adoption rather than focusing on the technology. It’s not
about what the technology can do, it is about what the user can do with the help of this new
technology.

Delegate Change:-

A great strategy to overcome resistance to change is: Fight resistance with culture. Train team
members who are natural leaders first. They will serve as role models and influencers for the
rest of your employees. This has a ripple effect.

Show Them the Data:-

While resistance to change is usually emotional rather than logical, it can be helpful to use
some hard facts as a supplementary strategy. Let your employees see the data for themselves.
This is a great way to simultaneously show transparency and demonstrate the need for
improvement.

Implement in stages:-

Whether digital or other, any kind of transformation can’t just happen overnight. There had to
be proper preparation leading up to the change, with plenty of advance warning and
participation from employees at all levels. Implementing the plan in stages will employees are
able to tackle the change one step at a time, learning the new and relevant skills as they go.

Practice change management excercises:-

Resistance to change is usually driven by emotions such as fear and feeling threatened. To
help combat this there are a number of simple exercises employees can do to simulate the
feeling of change. These exercises, which include folding your arms one way and then
switching them around or bouncing balls to show companies “bounce back” are also just a bit
of fun and are non-threatening unlike genuine change can be. The point of these exercises is to
show that though change may be uncomfortable at first, you get used to the new reality pretty
quickly.

How to Overcome Resistance and Effectively Implement Change

Overcome opposition

Regardless of how well companies manage a change, there is always going to be resistance.
Companies should engage those who are opposed to a change.

Effectively engage employees

Listen, listen, listen. If there is another piece advice that a company should take, it’s to receive
and respond to the feedback that is provided by the employees.

Implement change in several stages



Change doesn’t happen all at once. Companies should first prepare for the change, then take
action on the change and make a plan for managing the change, and third, support the change
and assure that all is going as planned.

Communicate change effectively

The best way that you as an employer can communicate change is to explicitly tell employees
what is going on.

strategies to overcome unproductive resistance to change

1) Listen First, Talk Second
- The first strategy to overcome resistance to change is to communicate. Communication is
key — you already knew that..

2) Communicate the Reasons for Change
- The next strategy to overcome resistance to change is to communicate the why, what and
how. Develop a communication plan that is more than just telling your employees what you
want them to do.

3) Get Excited
- How you communicate the change has a huge impact on how much resistance to change will
occur.

4) Make it About Employees
- Change is only possible if your human resources are on board, so make sure changes are
approached in terms of the employee.

5) Delegate Change
-A great strategy to overcome resistance to change is: Fight resistance with culture. Train team
members who are natural leaders first. They will serve as role models and influencers for the
rest of your employees.

6) Show Them the Data
- While resistance to change is usually emotional rather than logical, it can be helpful to use
some hard facts as a supplementary strategy.

7) Implement in stages
-Whether digital or other, any kind of transformation can’t just happen overnight.

8) Practice change management exercises
- Resistance to change is usually driven by emotions such as fear and feeling threatened.



Q.13 What is Change? Explain the forces which enables organizations  to implement
Change?

25 responses

Definition of Change Management
Change management is a systematic approach that includes dealing with the transition or
transformation of organizational goals, core values, processes or technologies. The purpose of
every organizational change management initiative is to successfully implement strategies
and methods for effecting change and helping people to accept and adapt to change.
As organizational changes in the agile workplaces happen daily, change management and
change communication teams have become crucial performance drivers for many companies.

Organizational change is the transformation or adjustment to the way an organization
functions. Organizations adjust to small changes all the time, possibly looking to improve
productivity, responding to a new regulation, hiring a new employee, or something similar. But
on top of these little adjustments we make at work all the time, there are larger pressures that
loom over us, like competition, technology, or customer demands. Those larger pressures
sometimes require larger responses.

External Forces
While there are seemingly endless external considerations that can motivate an organization
to change, a few common considerations should be constantly monitored. These include
economic factors, competitive dynamics, new technology, globalization, and legislative
changes:

1. Economics – The 2008 economic collapse is a strong example of why adaptability is
important. As consumers tightened their belts, organizations had to either do the same and
lower supply to match lowered demand, or come up with new goods to entice them. Migrating
from one volume to another can financially challenging, and change strategies such as
creating new affordable product lines or more efficient operational paradigms are key to
changing for success.

2. Competition – Changes in the competitive landscape, such as new incumbents, mergers
and acquisitions, new product offerings, and bankruptcies, can substantially impact a
company’s strategy and operations. For example, if a competitor releases a new product that
threatens to steal market share, an organization must be ready to change and adapt to retain
their customer base.

3. Technology – Technological changes are a constant threat, and embracing new
technologies ahead of the competition requires adaptability. When media went digital,
adaptable companies found ways to evolve their operations to stay competitive. Many
companies that could not evolve quickly failed.
Globalization – Capturing new global markets requires product, cultural, and communicative
adaptability. Catering to new demographics and identifying opportunities and threats as they
appear in the global market is integral to adapting for optimal value.

4. Legislation – New laws and legislation can dramatically change operations. Companies in
industries that impact the environment must constantly strive to adapt to cleaner and more
socially responsible operating methodologies. Failing to keep pace can result in substantial
fines and financial detriments, not to mention negative branding.

Internal Forces
There are many inside forces to keep in mind as well, ranging from employee changes to
cultural reform to operational challenges.Understanding where this change is coming from is
the first step to timely and appropriate change management.



1. Management Change – New CEOs or other executive players can significantly impact
strategy and corporate culture. Understanding the risks associated with hiring (or promoting
for) new upper management is key to making a good decision on best fit.

2. Organizational Restructuring – Organizations may be required to significantly alter their
existing structure to adapt to the development of new strategic business units, new product
lines, or global expansion. Changing structure means disrupting hierarchies and
communications, which must then be reintegrated. Employees must be trained on the change
and the implications it will have for their everyday operations.

3. Intrapreneurship – New ideas come from inside the organization as well as outside the
organization, and capitalizing on a great new idea will likely require some internal
reconsideration. Integrating a new idea may require reallocation of resources, new hires and
talent management, and new branding.

*Change - Change is a general transition of something or phase to another state
condition.Change management (sometimes abbreviated as CM) is a collective term for all
approaches to prepare, support, and help individuals, teams, and organizations in making
organizational change.

*Forces which enables organization to implement change -
1)inside forces
2) outside forces
Inside forces include strategic and human resource changes, while outside forces include
macroeconomic and technological change.
1)Inside Forces
There are many inside forces to keep in mind as well, ranging from employee changes to
cultural reform to operational challenges.Understanding where this change is coming from is
the first step to timely and appropriate change management.

• Management Change – New CEOs or other executive players can significantly impact
strategy and corporate culture. Understanding the risks associated with hiring (or promoting
for) new upper management is key to making a good decision on best fit.
• Organizational Restructuring – Organizations may be required to significantly alter their
existing structure to adapt to the development of new strategic business units, new product
lines, or global expansion. Changing structure means disrupting hierarchies and
communications, which must then be reintegrated. Employees must be trained on the change
and the implications it will have for their everyday operations.
•Intrapreneurship – New ideas come from inside the organization as well as outside the
organization, and capitalizing on a great new idea will likely require some internal
reconsideration. Integrating a new idea may require reallocation of resources, new hires and
talent management, and new branding.

2)Outside Forces
While there are seemingly endless external considerations that can motivate an organization
to change, a few common considerations should be constantly monitored. These include
economic factors, competitive dynamics, new technology, globalization, and legislative
changes:

• Economics – The 2008 economic collapse is a strong example of why adaptability is
important. As consumers tightened their belts, organizations had to either do the same and
lower supply to match lowered demand, or come up with new goods to entice them. Migrating
from one volume to another can financially challenging, and change strategies such as
creating new affordable product lines or more efficient operational paradigms are key to
changing for success.
• Competition – Changes in the competitive landscape, such as new incumbents, mergers and
acquisitions, new product offerings, and bankruptcies, can substantially impact a company’s



strategy and operations. For example, if a competitor releases a new product that threatens to
steal market share, an organization must be ready to change and adapt to retain their
customer base.
• Technology – Technological changes are a constant threat, and embracing new technologies
ahead of the competition requires adaptability. When media went digital, adaptable companies
found ways to evolve their operations to stay competitive. Many companies that could not
evolve quickly failed.
• Globalization – Capturing new global markets requires product, cultural, and communicative
adaptability. Catering to new demographics and identifying opportunities and threats as they
appear in the global market is integral to adapting for optimal value.
• Legislation – New laws and legislation can dramatically change operations. Companies in
industries that impact the environment must constantly strive to adapt to cleaner and more
socially responsible operating methodologies. Failing to keep pace can result in substantial
fines and financial detriments, not to mention negative branding.

organizational change can include strategic, operational, and technological change that can
come from inside or outside the organization. Outside forces for change include
macroeconomics, technological evolution, globalization, new legislation, and competitive
dynamics.
Create a definable strategy – Define measurable stakeholder aims, create a business case for
their achievement (and keep it continuously updated), monitor assumptions, risks,
dependencies, costs, return on investment, and cultural issues affecting the progress of the
associated work.
Communicate effectively – Explain to stakeholders why the change is being undertaken, what
the benefits of successful implementation will be, and what how the change is being rolled
out.
Empower employees – Devise an effective education, training, or skills upgrading scheme for
the organization.
Counter resistance – Identify employee issues and align them to the overall strategic direction
of the organization. Adapt the change initiative when necessary to mitigate discontentment.
Support employees – Provide personal counseling (if required) to alleviate any change-related
fears.
Track progress – Monitor the implementation and fine-tuning as required.

1) change :-
The starting point for every change management project should be a clear, compelling
definition of the change. This is true whether the business change is a minor procedural
change, or a transformational change affecting the entire organization. It sounds so basic...
but this essential, first step is all too often forgotten in the hustle and bustle of a real world
organizational change.
2)Change management (sometimes abbreviated as CM) is a collective term for all approaches
to prepare, support, and help individuals, teams, and organizations in making organizational
change.
3)Drivers of change may include the ongoing evolution of technology, internal reviews of
processes, crisis response, customer demand changes, competitive pressure, acquisitions and
mergers, and organizational restructuring.

4)Inside and Outside Forces for Organizational Change :-
Inside forces include strategic and human resource changes, while outside forces include
macroeconomic and technological change.
5)Outside Forces
While there are seemingly endless external considerations that can motivate an organization
to change, a few common considerations should be constantly monitored. These include
economic factors, competitive dynamics, new technology, globalization, and legislative
changes:

6)Economics –
The 2008 economic collapse is a strong example of why adaptability is important. As



consumers tightened their belts, organizations had to either do the same and lower supply to
match lowered demand, or come up with new goods to entice them. Migrating from one
volume to another can financially challenging, and change strategies such as creating new
affordable product lines or more efficient operational paradigms are key to changing for
success.
7)Competition –
Changes in the competitive landscape, such as new incumbents, mergers and acquisitions,
new product offerings, and bankruptcies, can substantially impact a company’s strategy and
operations. For example, if a competitor releases a new product that threatens to steal market
share, an organization must be ready to change and adapt to retain their customer base.
8)Technology –
Technological changes are a constant threat, and embracing new technologies ahead of the
competition requires adaptability. When media went digital, adaptable companies found ways
to evolve their operations to stay competitive. Many companies that could not evolve quickly
failed.
9)Globalization –
Capturing new global markets requires product, cultural, and communicative adaptability.
Catering to new demographics and identifying opportunities and threats as they appear in the
global market is integral to adapting for optimal value.
10)Legislation –
New laws and legislation can dramatically change operations. Companies in industries that
impact the environment must constantly strive to adapt to cleaner and more socially
responsible operating methodologies. Failing to keep pace can result in substantial fines and
financial detriments, not to mention negative branding.
11)Inside Forces
Management Change –
New CEOs or other executive players can significantly impact strategy and corporate culture.
Understanding the risks associated with hiring (or promoting for) new upper management is
key to making a good decision on best fit.
12)Organizational Restructuring – Organizations may be required to significantly alter their
existing structure to adapt to the development of new strategic business units, new product
lines, or global expansion. Changing structure means disrupting hierarchies and
communications, which must then be reintegrated. Employees must be trained on the change
and the implications it will have for their everyday operations.
13)Intrapreneurship –
New ideas come from inside the organization as well as outside the organization, and
capitalizing on a great new idea will likely require some internal reconsideration. Integrating a
new idea may require reallocation of resources, new hires and talent management, and new
branding.

a) Organizational change is the transformation or adjustment to the way an organization
functions. Organizations adjust to small changes all the time, possibly looking to improve
productivity, responding to a new regulation, hiring a new employee, or something similar. But
on top of these little adjustments we make at work all the time, there are larger pressures that
loom over us, like competition, technology, or customer demands. Those larger pressures
sometimes require larger responses.

What forces create these changes?
External forces are those changes that are part of an organization’s general and business
environment. There are several kinds of external forces an organization might face:

Demographic. A changing work demographic might require an organizational change in
culture. For instance, Avon built and grew their business around door-to-door cosmetic sales,
with the stay-at-home wife and mother as their primary front line employee. When more
women entered the workforce in 9-to-5 jobs, Avon had to shift gears and find new ways to get
their products in front of their customers.
Social. Changing social trends can pressure organizations into making changes. Consumers
are becoming more environmentally conscious, a trend which has pushed fast food



restaurants to replace Styrofoam containers with paper. Manufacturers of cleaning products
changed product formulas to omit phosphorus and other environmentally threatening
chemicals. Tobacco companies have buckled under the changing image of smokers, the
dangers of their products, and some have started looking into eCigarettes and other smoking
alternatives to stay in business.
Political. Government restrictions often force change onto organizations. This can be
something as simple as a change in minimum wage for employees, or as complex as rules and
restrictions governing fair competition in business. For instance, when the Affordable Health
Care act was put into place, businesses had to change their operations and put steps into
place to confirm that all employees had healthcare coverage to comply with the new law.
Technology. Still have your VHS player? The founder of Blockbuster wishes you did.
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer; or when it’s introduced to end users, as when consumers stopped renting videos to
enjoy the cheaper, more convenient streaming services like Netflix, organizations must change
to accommodate new technologies or suffer the consequences.
Economic. During the 2008 recession, consumers lost their jobs and cut back on their
spending. These economic downturns had a major impact on businesses. Banks failed.
General Motors and Chrysler filed for bankruptcy. Survival meant adapting to change.
Companies like Lego, who experienced stagnant U.S. sales during this time, took the
opportunity to build their markets in Europe and Asia. Netflix realized the potential of providing
in-home entertainment to families that had cut back their entertainment budgets and grew
their subscriptions by 3 million subscribers in 2009 alone. Meanwhile, in the midst of spiking
fuel prices, gas guzzling Hummers were no longer en vogue and quietly went out of business

Change - change is means to take a difference in state or condition of a thing or to substitute
another state or condition.

Factors which enables organization to change -
1) Demographic. A changing work demographic might require an organizational change in
culture. For instance, Avon built and grew their business around door-to-door cosmetic sales,
with the stay-at-home wife and mother as their primary front line employee. When more
women entered the workforce in 9-to-5 jobs, Avon had to shift gears and find new ways to get
their products in front of their customers.
Social. Changing social trends can pressure organizations into making changes. Consumers
are becoming more environmentally conscious, a trend which has pushed fast food
restaurants to replace Styrofoam containers with paper. Manufacturers of cleaning products
changed product formulas to omit phosphorus and other environmentally threatening
chemicals. Tobacco companies have buckled under the changing image of smokers, the
dangers of their products, and some have started looking into eCigarettes and other smoking
alternatives to stay in business.
Political. Government restrictions often force change onto organizations. This can be
something as simple as a change in minimum wage for employees, or as complex as rules and
restrictions governing fair competition in business. For instance, when the Affordable Health
Care act was put into place, businesses had to change their operations and put steps into
place to confirm that all employees had healthcare coverage to comply with the new law.
Technology. Still have your VHS player? The founder of Blockbuster wishes you did.
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer; or when it’s introduced to end users, as when consumers stopped renting videos to
enjoy the cheaper, more convenient streaming services like Netflix, organizations must change
to accommodate new technologies or suffer the consequences.
Economic. During the 2008 recession, consumers lost their jobs and cut back on their
spending. These economic downturns had a major impact on businesses. Banks failed.
General Motors and Chrysler filed for bankruptcy. Survival meant adapting to change.
Companies like Lego, who experienced stagnant U.S. sales during this time, took the
opportunity to build their markets in Europe and Asia. Netflix realized the potential of providing
in-home entertainment to families that had cut back their entertainment budgets and grew



their subscriptions by 3 million subscribers in 2009 alone. Meanwhile, in the midst of spiking
fuel prices, gas guzzling Hummers were no longer en vogue and quietly went out of business.
Companies can also experience internal forces of change, which can often be related to
external forces, but are significant enough to be considered separately. Internal forces of
change arise from inside the organization and relate to the internal functioning of the
organization. They might include low performance, low satisfaction, conflict, or the
introduction of a new mission, new leadership.

Change -change, alter, vary, modify mean to make or become different. change implies making
either an essential difference often amounting to a loss of original identity or a substitution of
one thing for another.

The forces which enables organizations to implement Change-
Inside and Outside Forces for Organizational Change
Inside forces include strategic and human resource changes, while outside forces include
macroeconomic and technological change.
Change management is an approach to shifting or transitioning individuals, teams, and
organizations from their existing state to a desired future state. Examples of organizational
change can include strategic, operational, and technological changes coming from inside or
outside the organization. Understanding key internal and external change catalysts is critical
to successful change management for organizational leaders.

Outside Forces-
While there are seemingly endless external considerations that can motivate an organization
to change, a few common considerations should be constantly monitored. These include
economic factors, competitive dynamics, new technology, globalization, and legislative
changes:

Economics – The 2008 economic collapse is a strong example of why adaptability is
important. As consumers tightened their belts, organizations had to either do the same and
lower supply to match lowered demand, or come up with new goods to entice them. Migrating
from one volume to another can financially challenging, and change strategies such as
creating new affordable product lines or more efficient operational paradigms are key to
changing for success.

Competition – Changes in the competitive landscape, such as new incumbents, mergers and
acquisitions, new product offerings, and bankruptcies, can substantially impact a company’s
strategy and operations. For example, if a competitor releases a new product that threatens to
steal market share, an organization must be ready to change and adapt to retain their
customer base.

Technology – Technological changes are a constant threat, and embracing new technologies
ahead of the competition requires adaptability. When media went digital, adaptable companies
found ways to evolve their operations to stay competitive. Many companies that could not
evolve quickly failed.

Globalization – Capturing new global markets requires product, cultural, and communicative
adaptability. Catering to new demographics and identifying opportunities and threats as they
appear in the global market is integral to adapting for optimal value.

Legislation – New laws and legislation can dramatically change operations. Companies in
industries that impact the environment must constantly strive to adapt to cleaner and more
socially responsible operating methodologies. Failing to keep pace can result in substantial
fines and financial detriments, not to mention negative branding.

Inside Forces-



There are many inside forces to keep in mind as well, ranging from employee changes to
cultural reform to operational challenges. Understanding where this change is coming from is
the first step to timely and appropriate change management.

Management Change – New CEOs or other executive players can significantly impact strategy
and corporate culture. Understanding the risks associated with hiring (or promoting for) new
upper management is key to making a good decision on best fit.

Organizational Restructuring – Organizations may be required to significantly alter their
existing structure to adapt to the development of new strategic business units, new product
lines, or global expansion. Changing structure means disrupting hierarchies and
communications, which must then be reintegrated. Employees must be trained on the change
and the implications it will have for their everyday operations.

Intrapreneurship – New ideas come from inside the organization as well as outside the
organization, and capitalizing on a great new idea will likely require some internal
reconsideration. Integrating a new idea may require reallocation of resources, new hires and
talent management, and new branding.

Change management is defined as the methods and manners in which a company describes
and implements change within both its internal and external processes. This includes
preparing and supporting employees, establishing the necessary steps for change, and
monitoring pre- and post-change activities to ensure successful implementation.
What is change management? A guide to organizational transformation
New systems and strategies can be highly disruptive to your business. Organizational change
management can help ensure your transition to new processes goes smoothly.
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What is change management?
In modern IT, change management has many different guises. Project managers view change
management as the process used to obtain approval for changes to the scope, timeline, or
budget of a project. Infrastructure professionals consider change management to be the
process for approving, testing, and installing a new piece of equipment, a cloud instance, or a
new release of an application. ITIL, ISO20000, PMP, Prince2, as well as other methodologies
and standards, prescribe the process to gain approval and make changes to a project or
operating environment.

The Association of Change Management Professionals (ACMP), PROSCI, the Innovation and
Organizational Change Management Institute (IOCMI), and others view change management
from an organizational perspective. While each group has its own approaches, frameworks
and language, these groups all address the human side of change in organizational contexts.

The following article focuses on change management from an organizational perspective, to
distinguish it from the process-based changes of ITIL, Prince2, and so on. Here, “change”
refers to any event or program the enterprise undertakes that causes major disruption to daily
operations — for example, a new ERP installation or digital transformation. The clearest
definition of this type of organizational change management (OCM) is provided by Sheila Cox
of Performance Horizons who states: "Organizational change management ensures that the
new processes resulting from a project are actually adopted by the people who are affected.”

[ Find out the 8 most common reasons why change management initiatives fail and follow
these 10 tips for change management success. | Learn how to approach change management
during a digital transformation. | Get the latest IT management advice by signing up for our CIO



newsletter. ]
What are the benefits of change management?
Change management reduces the risk that a new system or other change will be rejected by
the enterprise. By itself OCM does not reduce costs or increase sales. Instead, it increases the
teamwork required for the enterprise accept the change and operate more efficiently.

When is organizational change management needed?
OCM is needed whenever the enterprise undertakes a program or event that interrupts day-to-
day operations. Such an undertaking will impact:

The work content of individual jobs. Many jobs require individuals or groups to perform tasks
repeatedly. An accounting department has daily, weekly, monthly, and annual activities. Over
time, most people become comfortable with the tools provided and the rhythm of the work
calendar. Even simple changes may disrupt the workflow and be disconcerting for the staff.

The roles of individual employees. Many people view their value to the organization as being a
good technical architect, programmer, or security specialist. When asked to take on a different
role, they may become very uncomfortable. People with excellent technical skills often
struggle when asked to become managers. Rather than performing all of the tasks, they have
to learn to work through other people. Once they are no longer rewarded for the skills that
made them successful, employees may question their purpose.

The organization itself. Executive teams debate major changes for months before making final
decisions, enabling each member to gain a deeper understanding of the effects the change will
have on the enterprise. Even if they don’t agree with the final decision, they have time to
determine whether to accept the new direction or to depart gracefully. Individuals lower in the
hierarchy rarely have time to process major changes. Executives do not want employees to
worry about events that may never happen until it is clear the change will take place. In
addition, tighter insider trading enforcement prohibits executives from sharing information
about upcoming mergers, acquisitions, or divestitures. As such, individuals who are not part of
the executive team have much less time to prepare for the planned change and may decide to
leave while the change is undertaken, making change management more difficult.

Organizational change is the transformation or adjustment to the way an organization
functions. Organizations adjust to small changes all the time, possibly looking to improve
productivity, responding to a new regulation, hiring a new employee, or something similar. But
on top of these little adjustments we make at work all the time, there are larger pressures that
loom over us, like competition, technology, or customer demands. Those larger pressures
sometimes require larger responses.

forces which create these changes:
External forces are those changes that are part of an organization’s general and business
environment. There are several kinds of external forces an organization might face:

Demographic. A changing work demographic might require an organizational change in
culture. For instance, Avon built and grew their business around door-to-door cosmetic sales,
with the stay-at-home wife and mother as their primary front line employee. When more
women entered the workforce in 9-to-5 jobs, Avon had to shift gears and find new ways to get
their products in front of their customers.
Social. Changing social trends can pressure organizations into making changes. Consumers
are becoming more environmentally conscious, a trend which has pushed fast food
restaurants to replace Styrofoam containers with paper. Manufacturers of cleaning products
changed product formulas to omit phosphorus and other environmentally threatening
chemicals. Tobacco companies have buckled under the changing image of smokers, the
dangers of their products, and some have started looking into eCigarettes and other smoking
alternatives to stay in business.
Political. Government restrictions often force change onto organizations. This can be
something as simple as a change in minimum wage for employees, or as complex as rules and



restrictions governing fair competition in business. For instance, when the Affordable Health
Care act was put into place, businesses had to change their operations and put steps into
place to confirm that all employees had healthcare coverage to comply with the new law.
Technology. Still have your VHS player? The founder of Blockbuster wishes you did.
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer; or when it’s introduced to end users, as when consumers stopped renting videos to
enjoy the cheaper, more convenient streaming services like Netflix, organizations must change
to accommodate new technologies or suffer the consequences.
Economic. During the 2008 recession, consumers lost their jobs and cut back on their
spending. These economic downturns had a major impact on businesses. Banks failed.
General Motors and Chrysler filed for bankruptcy. Survival meant adapting to change.
Companies like Lego, who experienced stagnant U.S. sales during this time, took the
opportunity to build their markets in Europe and Asia. Netflix realized the potential of providing
in-home entertainment to families that had cut back their entertainment budgets and grew
their subscriptions by 3 million subscribers in 2009 alone. Meanwhile, in the midst of spiking
fuel prices, gas guzzling Hummers were no longer en vogue and quietly went out of business

Change is basically a variation in the common way of doing things. Whenever people perform
a task in a certain way, they get accustomed to them. They develop methods which they can
implement routinely to achieve these tasks. Any variation in these methods is nothing but
change.
At its most basic level, change is a movement out of a current state (how things are today),
through a transition state, and to a future state (how things will be done). Change happens all
around us: at home, in our community and at work. Changes can be internally motivated or
externally motivated. The change can be a dramatic departure from what we know or it can be
minor. Changes can be anticipated or unexpected. But in all cases, the fundamental nature of
change is a movement from the current state, through a transition state, to a future state. The
notion of these three states of change is prevalent in change management literature and in
other improvement disciplines.
External Forces: When the organization's general or task environment changes, the
organization's success often rides on its ability and willingness to change as well. Modern
manager is change-conscious and operating in the constantly changing environment. Many
external changes bombard the modern organizations and make change inevitable. The general
environment has social, economic, legal and political and technological dimensions. Any of
these can introduce the need for change. In recent years, far-reaching forces for change have
included developments in information technology, the globalization of competition, and
demands that organizations take greater responsibility for their impact on the environment.
These forces are discussed below:
Technological Change: Rapid technological innovation is a major force for change in
organizations, and those who fail to keep pace can quickly fall behind. It is perhaps the
greatest factor that organizations reckon with.
According to C. Handy "the rate of technological changes is greater today than any time in the
past and technological changes are responsible for changing the nature of jobs performed at
all levels in the organization". For example, the substitution of computer control for direct
supervision is resulting in wider spans of control for managers and flatter organizations.

Technological innovations bring about profound change because they are not just changes in
the way work is performed. Instead, the innovation process promotes associated changes in
work relationships and organizational structures. Sophisticated information technology is also
making organizations more responsive. The team approach adopted by many organizations,
leads to flatter structures, decentralized decision making and more open communication
between leaders and team members.

Globalization: The global economy means competitors are likely to come from across the
ocean. The power players in the global market are the multinational and trans-national
organizations. This has led companies to think globally. There are no mental distinctions
between domestic and foreign operations. Globalization, for an organization, means rethinking



the most efficient ways to use resources, disseminate and gather information and develop
people. It requires not only structural changes but also changes in the minds of employees.
Successful organizations will be the ones that can change in response to the competition.
They will be fast on their feet, capable of developing new products rapidly and getting them to
market quickly.
Social and Political Changes: A firm's fate is also influenced by such environmental pressures
as social and political changes. Many new legal provisions in the corporate sector get
introduced every time that affects the organizations.
Workforce Diversity: Related to globalization is the challenge of workforce diversity. Workforce
diversity is a powerful force for change in organization.
The demographic trends contributing to workforce diversity are

The workforce will see increased participation form females, as the majority of new workers
will be female.
The workforce will be more culturally diverse than ever (part of this is attributable to
globalization).
The workforce is aging. There will be fewer young workers and more middle aged working.
Managing Ethical Behaviour: Employees face ethical dilemmas in their daily work lives. The
need to manage ethical behaviour has brought about several changes in organizations. Most
centre on the idea that an organization must create a culture that encourages ethical
behaviour. Society expects organizations to maintain ethical behaviour both internally and in
relationships with other organizations. Ethical behaviour is expected in relationships with
customers, environment and society. These expectations may be informal or they may come in
the form of increased legal requirements.
These challenges are forces that place pressures to change on organizations. Organizations
cannot afford to be rigid and inflexible in the wake of environmental pressures, they must be
rather dynamic and viable so that they survive.
Internal Forces: Besides reacting to or anticipating changes on the outside, an organization
may change because someone on the inside thinks a new way of doing things will be
beneficial or even necessary. Pressures for change that originate inside the organization are
generally recognizable in the form of signals indicating that something needs to be altered.
These internal forces are discussed below:
Changes in Managerial Personnel: One of the most frequent reasons for major changes in an
organization is the change of executives at the top. No two managers have the same styles,
skills or managerial philosophies.
Managerial behaviour is always selective so that a newly appointed manager might favour
different organizational design, objectives procedures and policies than a predecessor.
Changes in the managerial personnel are thus a constant pressure for change.

Declining Effectiveness: Declining effectiveness is a pressure to change.
A company that experiences losses is undoubtedly motivated to do something about it. Some
companies react by instituting layoffs and massive cost cutting programmes, whereas others
view the loss as symptomatic of an underlying problem, and seek out the cause of the
problem.

Changes in Work Climate: Changes in the work climate at an organization can also stimulate
change. A workforce that seems lethargic, unmotivated, and dissatisfied is a symptom that
must be addressed. This symptom is common in organizations that have experienced layoffs.
Workers who have escaped a layoff may find it hard to continue to be productive. They may
fear that they will be laid off as well and may feel insecure in their jobs.
Deficiencies in the Existing System: Another internal pressure for organizational change is the
loopholes in the system. These loopholes may beun manageable spans of control, lack of
coordination between departments, lack of uniformity in politics, non-cooperation between line
and staff etc.
Crisis: A crisis may also stimulate change in an organization. Strikes or walk outs may lead
management to change the wage structure. The resignation of a key decision maker is one
crisis that causes the company to rethink the composition of its management team and its
role in the organization.



Employees, Expectations: Changes in employees expectations can also trigger change in
organizations. These forces may be:-
Employees' desire to share in decision-making.
Employees' demand for effective organizational mechanism.
Higher employees’ expectation for satisfying jobs and work environment.
Employees' desire for higher wage payment.

Managing change requires strong leadership and an understanding of how organizational
change occurs. Leaders are in the unique role of not only designing change initiatives but
enacting and communicating them to subordinates. Managing change requires more than
simple planning: the significant human element of change resistance needs to be addressed to
ensure success
-External forces are those changes that are part of an organization’s general and business
environment. There are several kinds of external forces an organization might face:
-Demographic. A changing work demographic might require an organizational change in
culture. For instance, Avon built and grew their business around door-to-door cosmetic sales,
with the stay-at-home wife and mother as their primary front line employee. When more
women entered the workforce in 9-to-5 jobs, Avon had to shift gears and find new ways to get
their products in front of their customers.
-Social. Changing social trends can pressure organizations into making changes. Consumers
are becoming more environmentally conscious, a trend which has pushed fast food
restaurants to replace Styrofoam containers with paper. Manufacturers of cleaning products
changed product formulas to omit phosphorus and other environmentally threatening
chemicals. Tobacco companies have buckled under the changing image of smokers, the
dangers of their products, and some have started looking into eCigarettes and other smoking
alternatives to stay in business.
Political. Government restrictions often force change onto organizations. This can be
something as simple as a change in minimum wage for employees, or as complex as rules and
restrictions governing fair competition in business. For instance, when the Affordable Health
Care act was put into place, businesses had to change their operations and put steps into
place to confirm that all employees had healthcare coverage to comply with the new law.
-Technology. Still have your VHS player? The founder of Blockbuster wishes you did.
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer; or when it’s introduced to end users, as when consumers stopped renting videos to
enjoy the cheaper, more convenient streaming services like Netflix, organizations must change
to accommodate new technologies or suffer the consequences.
-Economic. During the 2008 recession, consumers lost their jobs and cut back on their
spending. These economic downturns had a major impact on businesses. Banks failed.
General Motors and Chrysler filed for bankruptcy. Survival meant adapting to change.
Companies like Lego, who experienced stagnant U.S. sales during this time, took the
opportunity to build their markets in Europe and Asia. Netflix realized the potential of providing
in-home entertainment to families that had cut back their entertainment budgets and grew
their subscriptions by 3 million subscribers in 2009 alone. Meanwhile, in the midst of spiking
fuel prices, gas guzzling Hummers were no longer en vogue and quietly went out of business.
Companies can also experience internal forces of change, which can often be related to
external forces, but are significant enough to be considered separately. Internal forces of
change arise from inside the organization and relate to the internal functioning of the
organization. They might include low performance, low satisfaction, conflict, or the
introduction of a new mission, new leadership.

Meaning:
Change, alter both mean to make a difference in the state or condition of a thing or to
substitute another state or condition. To change is to make a material difference so that the
thing is distinctly different from what it was: to change one's opinion.
Forces which enables organization to implement Change, alter both mean to make a difference
in the state or condition of a thing or to substitute another state or condition. To change is to
make a material difference so that the thing is distinctly different from what it was: to change



one's opinion.
Organizational changes are those that have a significant impact on the organization as a
whole. Major shifts to personnel, company goals, service offerings, and operations would all
be considered forms of organizational change. It’s a broad category.

*Forces which enables organisations to implement change:
1. Demographic. A changing work demographic might require an organizational change in
culture. ...
Social. Changing social trends can pressure organisations into making changes. ...
2. Political. Government restrictions often force change onto organisations. .
3. Technology. When technology is being advanced or there are any new changes or
development in the technology then force change onto organisation.
4. Economic. Any economical change which is increased or decreased it will change onto
organisation.
5. Strategic transformational change
All changes will affect some aspects of a company, but not all changes are transformational.
Minor modifications to existing tools or policies will influence but not completely redefine a
business.

Change Implies Making either An essential Fifferance Often Amounting
To a lose Of original Identify Or a subsitution of One thing For another.

Organizational change is the transformation or adjustment to the way an organization
functions. Organizations adjust to small changes all the time, possibly looking to improve
productivity, responding to a new regulation, hiring a new employee, or something similar. But
on top of these little adjustments we make at work all the time, there are larger pressures that
loom over us, like competition, technology, or customer demands. Those larger pressures
sometimes require larger responses.

What forces create these changes?
External forces are those changes that are part of an organization’s general and business
environment. There are several kinds of external forces an organization might face:

Demographic. A changing work demographic might require an organizational change in
culture. For instance, Avon built and grew their business around door-to-door cosmetic sales,
with the stay-at-home wife and mother as their primary front line employee. When more
women entered the workforce in 9-to-5 jobs, Avon had to shift gears and find new ways to get
their products in front of their customers.
Social. Changing social trends can pressure organizations into making changes. Consumers
are becoming more environmentally conscious, a trend which has pushed fast food
restaurants to replace Styrofoam containers with paper. Manufacturers of cleaning products
changed product formulas to omit phosphorus and other environmentally threatening
chemicals. Tobacco companies have buckled under the changing image of smokers, the
dangers of their products, and some have started looking into eCigarettes and other smoking
alternatives to stay in business.
Political. Government restrictions often force change onto organizations. This can be
something as simple as a change in minimum wage for employees, or as complex as rules and
restrictions governing fair competition in business. For instance, when the Affordable Health
Care act was put into place, businesses had to change their operations and put steps into
place to confirm that all employees had healthcare coverage to comply with the new law.
Technology. Still have your VHS player? The founder of Blockbuster wishes you did.
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer; or when it’s introduced to end users, as when consumers stopped renting videos to
enjoy the cheaper, more convenient streaming services like Netflix, organizations must change
to accommodate new technologies or suffer the consequences.
Economic. During the 2008 recession, consumers lost their jobs and cut back on their
spending. These economic downturns had a major impact on businesses. Banks failed.



General Motors and Chrysler filed for bankruptcy. Survival meant adapting to change.
Companies like Lego, who experienced stagnant U.S. sales during this time, took the
opportunity to build their markets in Europe and Asia. Netflix realized the potential of providing
in-home entertainment to families that had cut back their entertainment budgets and grew
their subscriptions by 3 million subscribers in 2009 alone. Meanwhile, in the midst of spiking
fuel prices, gas guzzling Hummers were no longer en vogue and quietly went out of business

Organizational change is the transformation or adjustment to the way an organization
functions. Organizations adjust to small changes all the time, possibly looking to improve
productivity, responding to a new regulation, hiring a new employee, or something similar. But
on top of these little adjustments we make at work all the time, there are larger pressures that
loom over us, like competition, technology, or customer demands. Those larger pressures
sometimes require larger responses.

What forces create these changes?
External forces are those changes that are part of an organization’s general and business
environment. There are several kinds of external forces an organization might face:

Demographic. A changing work demographic might require an organizational change in
culture. For instance, Avon built and grew their business around door-to-door cosmetic sales,
with the stay-at-home wife and mother as their primary front line employee. When more
women entered the workforce in 9-to-5 jobs, Avon had to shift gears and find new ways to get
their products in front of their customers.
Social. Changing social trends can pressure organizations into making changes. Consumers
are becoming more environmentally conscious, a trend which has pushed fast food
restaurants to replace Styrofoam containers with paper. Manufacturers of cleaning products
changed product formulas to omit phosphorus and other environmentally threatening
chemicals. Tobacco companies have buckled under the changing image of smokers, the
dangers of their products, and some have started looking into eCigarettes and other smoking
alternatives to stay in business.
Political. Government restrictions often force change onto organizations. This can be
something as simple as a change in minimum wage for employees, or as complex as rules and
restrictions governing fair competition in business. For instance, when the Affordable Health
Care act was put into place, businesses had to change their operations and put steps into
place to confirm that all employees had healthcare coverage to comply with the new law.
Technology. Still have your VHS player? The founder of Blockbuster wishes you did.
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer; or when it’s introduced to end users, as when consumers stopped renting videos to
enjoy the cheaper, more convenient streaming services like Netflix, organizations must change
to accommodate new technologies or suffer the consequences.
Economic. During the 2008 recession, consumers lost their jobs and cut back on their
spending. These economic downturns had a major impact on businesses. Banks failed.
General Motors and Chrysler filed for bankruptcy. Survival meant adapting to change.
Companies like Lego, who experienced stagnant U.S. sales during this time, took the
opportunity to build their markets in Europe and Asia. Netflix realized the potential of providing
in-home entertainment to families that had cut back their entertainment budgets and grew
their subscriptions by 3 million subscribers in 2009 alone. Meanwhile, in the midst of spiking
fuel prices, gas guzzling Hummers were no longer en vogue and quietly went out of business.

In today’s dynamic world, change is not just a fact of life, but essential for survival. New
organizational developments and priorities happen so quickly that if you’re not up-to-date,
you’re slipping behind. Trends and technology evolve, which means that customers’ needs will
constantly be changing. Information is transmitted faster and companies that can’t deliver on
speed will lose out to those that can.
With organizational change strategies, companies can avoid stagnation while minimizing
disruption. Preparation is integral for success, especially during a change effort. However, one
can’t prepare without knowing what type of change is occurring. The first step is to understand



what change management models exist and then figuring out what best suits your company or
team.
1. Organization-Wide Change
Organization-wide change is a large-scale transformation that affects the whole company. This
could include restructuring leadership, adding a new policy, or introducing a new enterprise
technology.
2. Transformational Change
Transformational change specifically targets a company’s organizational strategy. Companies
that are best suited to withstand rapid change in their industry are nimble, adaptable, and
prepared to transform their game plans when the need arises.
3. Personnel Change
Personnel change happens when a company experiences hyper-growth or layoffs. Each of
these types of organizational change can cause a significant shift in employee engagement
and retention.
4. Unplanned Change
Unplanned change is typically defined as necessary action following unexpected events. While
unplanned change cannot be predicted — it can be dealt with in an organized manner.

For example, the hurricanes that battered the U.S. early in the fall of 2017 caused thousands of
residents to evacuate and seek temporary shelter far away from home. Following this
emergency, those affected began the long process of restoring normalcy to their lives.
5. Remedial Change
Leaders implement remedial changes when they identify a need to address deficiencies or
poor company performance.

For example, financial distress is usually due to lackluster performance and requires remedial
change. Other common examples include introducing an employee training program, rolling
out new software, or creating a position to fix a pain point.

1.Demographic. A changing work demographic might require an organizational change in
culture.
2.Social. Changing social trends can pressure organizations into making changes.
3.Political. Government restrictions often force change onto organizations.
4.Technology.
5.Economic.
*change management: The controlled implementation of required changes to some system;
includes version control and planned fallback.

*organization: A group of people or other legal entities with an explicit purpose and written
rules.
an organization requires changes to address counterproductive aspects of organizational
culture, the process can be daunting. Cultural change is usually necessary to reduce employee
turnover, influence employee behavior, make improvements to the company, refocus the
company objectives, rescale the organization, provi
de better customer service, or achieve specific company goals and results.
including the external environment and industry competitors, changes in industry standards,
technology changes, the size and nature of the workforce, and the organization’s history and
management.
1.Assessing Change Needs
Prior to launching a cultural change initiative, a company should carry out a needs assessment
to examine the existing organizational culture and operations.
2.Common Areas of Change
Common areas of organizational change include:
1.Mission
2.Strategy
3.Operational changes, including structure and hierarchies
4.Technology



5.Culture
6.Employees and/or management
7.Work flows (particularly relevant in manufacturing)
8.Branding
of organizational change can include strategic, operational, and technological change that can
come from inside or outside the organization. Outside forces for change include
macroeconomics, technological evolution, globalization, new legislation, and competitive
dynamics.

Organizational change is the transformation or adjustment to the way an organization
functions. Organizations adjust to small changes all the time, possibly looking to improve
productivity, responding to a new regulation, hiring a new employee, or something similar. But
on top of these little adjustments we make at work all the time, there are larger pressures that
loom over us, like competition, technology, or customer demands. Those larger pressures
sometimes require larger responses.

Following forces which enables organisations to implement change :
1) Demographic
A changing work demographic might require an organizational change in culture. For instance,
Avon built and grew their business around door-to-door cosmetic sales, with the stay-at-home
wife and mother as their primary front line employee. When more women entered the
workforce in 9-to-5 jobs, Avon had to shift gears and find new ways to get their products in
front of their customers.

2) Social
Changing social trends can pressure organizations into making changes. Consumers are
becoming more environmentally conscious, a trend which has pushed fast food restaurants to
replace Styrofoam containers with paper. Manufacturers of cleaning products changed
product formulas to omit phosphorus and other environmentally threatening chemicals.
Tobacco companies have buckled under the changing image of smokers, the dangers of their
products, and some have started looking into eCigarettes and other smoking alternatives to
stay in business.

3) Political
Government restrictions often force change onto organizations. This can be something as
simple as a change in minimum wage for employees, or as complex as rules and restrictions
governing fair competition in business. For instance, when the Affordable Health Care act was
put into place, businesses had to change their operations and put steps into place to confirm
that all employees had healthcare coverage to comply with the new law.

4) Technology
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer; or when it’s introduced to end users, as when consumers stopped renting videos to
enjoy the cheaper, more convenient streaming services like Netflix, organizations must change
to accommodate new technologies or suffer the consequences.

5) Economic
During the 2008 recession, consumers lost their jobs and cut back on their spending. These
economic downturns had a major impact on businesses. Banks failed. General Motors and
Chrysler filed for bankruptcy. Survival meant adapting to change. Companies like Lego, who
experienced stagnant U.S. sales during this time, took the opportunity to build their markets in
Europe and Asia. Netflix realized the potential of providing in-home entertainment to families
that had cut back their entertainment budgets and grew their subscriptions by 3 million
subscribers in 2009 alone. Meanwhile, in the midst of spiking fuel prices, gas guzzling
Hummers were no longer en vogue and quietly went out of business.

Companies can also experience internal forces of change, which can often be related to



external forces, but are significant enough to be considered separately. Internal forces of
change arise from inside the organization and relate to the internal functioning of the
organization. They might include low performance, low satisfaction, conflict, or the
introduction of a new mission, new leadership.

The purpose of every organizational change management initiative is to successfully
implement strategies and methods for effecting change and helping people to accept and
adapt to change.
Organizational changes in the agile workplaces happen daily,change management and change
communication teams have become crucial performance drivers for many companies.

External forces-
Political force:-With the rapidly changing global political scenario and the upheavals in the
global politics the worldwide economy is equally undergoing a quick change and presenting
several challenges before organization in form of changes in regulations, policies and also the
economic fremework in form of globalization and liberalization.

Economic Forces:-The economic force influence organizations change management strategy
by either presenting opportunities or challenges in the form of economic uncertainties.

Technological Forces:-Technological advancement and innovations in communication and
computer technology,have revolutionized the organizational functioning by facilitating newer
of working and added in newer range of product thus creating a need for developing
framework for managing change effectively and proactively.

Government Forces:- Government regulation and also extent of intervention may influence
need for change.
1.Deregulation
2.Foreign exchange
3.Anti-Trust laws
4.Suspension Agreements
5.Protectionism

Internal forces:-
1.Systemic forces
2.Inadequate existing administrative processes
3.individual/group speculations
4.structural changes
5.changes in technology
6.People focused change
7.issue with profitability
8.Resource constraint

Change is about moving to a future state, change management is about supporting individual
employees impacted by the change during their transitions—from their current state to their
future state.

Forces for Change:
A) External Forces:
1. General environment
a. social
b. cultural
c. Demographic
d. Poilitical
e. Economic
f. Technological
2. business Environament
a. Industry



b. Competition
c.Consumer demands

B) Internal Forces :
1. Low Performance
2. Low satisfaction
3. New Mission
4. New Leadership
5. Conflicts

Demographic: A changing work demographic might require an organizational change in
culture. For instance, Avon built and grew their business around door-to-door cosmetic sales,
with the stay-at-home wife and mother as their primary front line employee.

Social: Changing social trends can pressure organizations into making changes. Consumers
are becoming more environmentally conscious, a trend which has pushed fast food
restaurants to replace Styrofoam containers with paper.

Political: Government restrictions often force change onto organizations. This can be
something as simple as a change in minimum wage for employees, or as complex as rules and
restrictions governing fair competition in business.

Technology: Still have your VHS player? The founder of Blockbuster wishes you did.
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer

Economic. General Motors and Chrysler filed for bankruptcy. Survival meant adapting to
change. Companies like Lego, who experienced stagnant U.S. sales during this time, took the
opportunity to build their markets in Europe and Asia.

Low Performance and satisfaction: Employess fear of low performance and satisfaction make
them to chnge or switch jobs

New Mission and leadership : New mission by mangements brings changes in organization at
all levels ogf management and work culture.

The dictionary meaning of the change to transform from one state to another in context of
time.
Change is a natural phenomenon. Change is the only thing which is constant implies that there
ought to be change from the one state to another. In today's context to survive in the business
one has to follow the principle of survival of the fittest. The firm who adopts the change in
time or becomes redundant and irrelevant from the market.

In order to survive in the changing environment, organisations have to change their production
process, labour-management relations, departmental functions etc. in response to changes in
technological, political, economic factors etc.
The factors that necessitate change fall into two categories:

1. Internal Factors:
2. External Factors.

Internal Forces.

1. Leadership.
Change in managerial persons transforms into new strategy, new policy and guidelines and
work process.Dynamic managers introduce change because they want to lead the market.
Change in one business forces others to adopt the changes.



2. Change in machinery, equipment.
Change and upgradation from old to new or new installation of machines with latest
technology.

3. Changes in workforce:
Changes in managerial personnel (when new managers join in place of retiring managers) also
require the organisation to change its values and philosophies. Changes in operative personnel
(new workers who are more educated, skilled and competent) also require the organisation to
change its values and beliefs to match those who join the organisation.

4. Internal inefficiencies/Deficiency in existing system and shortfall are identified and tried to
address the issues Imbalance between narrow and wide span of management, centralisation
and decentralisation, line and staff relationships, internal and external environment,
communication systems etc.

5. Efficiency.
Every organisations want to perform better.
(a) Owners - earn profit in the form of retained earnings
(b) Employees - increase in salary and bonus
(c) Shareholders - increase in dividends.
Change is, therefore, desirable to achieve higher level of efficiency.

6 Control:
People at high managerial posts want to retain control over organisational activities. They
have their own philosophies and ways of working. They introduce new organisation designs
and control systems which are followed in the organisation.

7. Internal pressures:
Attitudes of employees also enforce change. Dissatisfaction with the working conditions, pay
structures and inter-personal relationships reflect negative behaviour towards managers which
may force employees to change their policies, procedures and strategies.

External Factors:

Survival of organisation depends on its active interaction with the environment. Be it
organisations or suppliers, shareholders, customers, Government or trade unions. Thus, an
organisation has to give due consideration to its own goals and also the goals of those
external to its working.

1. Market factors/Changing environment/Competition:

Organisations operate in the volatile markets. Various market forces related to buyers and
competitors affect competitive position of the organisation and promote changes to remain
competitive in the market. Factors related to buyers are demand, changes in consumer tastes
and preferences, income of consumers etc. and those related to competitors are policies of
competitors, better products and suppliers etc. New companies promote diversification,
product deletion, disinvestment, core competence to gain distinctive advantage etc.

2. Economic factors:
Changes in economic conditions; exchange rate and interest rate fluctuations, fiscal and
monetary policies, inflation and cost of living necessitate changes in the organisational
policies.

3. Social factors/Social values and attitudes.
The norms for pollution, safety and working conditions, health consciousness, geographical
movement of workers, their age composition, education etc. are the social factors that
necessitate changes in the organisational policies. Organisations are the creations of society



and have to take care of social factors in making adjustments in their plans, policies and
procedures.

4. Technological factors/Innovation:
The modern world is facing constantly changing technology, information systems,
computerisation and decision support systems. If organisations fail to update their technology
and management information system, they will not be able to survive in the market.

5. Political factors:
Business enterprises and Government actively interact with each other. Changes in
government policies with respect to taxation and corporate governance, new laws and court
decisions require the organisations to change their policies according to these regulations.

6. Natural factors/Calamities like COVID 19:
Natural calamities like floods and earthquakes also require changes in the policies of the
organisation. Organisations are open social systems and cannot ignore the impact of their
operations on the society. Social responsibilities are part of the organisational operations
which change according to needs of the environment. Providing medicines, clothes, food and
monetary help may not be part of organisation’s social agenda but natural factors may require
it to do so; not only from the point of view of ethics but also its survival.

7. Educational factors:
Educated employees, shareholders, labour unions, customers and suppliers require
organisations to change their structures to come up to their expectations. New employees,
new managerial personnel, new suppliers with different educational levels and backgrounds
necessitate organisations to change their policies to accommodate them.

8. Global factors:
Globalisation and liberalisation require changes in the policies of organisations to compete
with multinational corporations operating in the home country and the host country.
Companies of different countries have different cultural and social values. Since they interact
with each other in the globalised world, changes have to be made in the organisational
processes to be interactive with each other.

9. Govt regulations and policies. Industry 4.0 has lot of implications in business world.

10. IoT and automation.

Change is basically a variation in pre-existing methods, customs, and conventions. Since all
organizations function in dynamic environments, they constantly have to change themselves
to succeed.
Organisations change their structures and work environment to remain competitive in the
domestic and world markets. The world is constantly changing and so are organisations.
Business organisations are open systems.

They continuously interact with the environment and adapt to environmental changes
necessary for their survival and growth. Not only should enterprises adapt to the changes, they
should also anticipate the changes and incorporate them in their plans and budgets.

From outside and inside the organization a variety of forces press for change. "We live in the
midst of constant change" has become a well-worn but relevant cliché. Pressures for change
are created from both inside and outside the organization. Organization must forge ahead on
these forces to survive. Some of these are external, arising from outside the company,
whereas others are internal arising from sources within the organization.
External forces of change in an Organization
1. External Forces: When the organization's general or task environment changes, the
organization's success often rides on its ability and willingness to change as well. Modern
manager is change-conscious and operating in the constantly changing environment. Many



external changes bombard the modern organizations and make change inevitable.
These forces are discussed below:
a. Technological Change: Rapid technological innovation is a major force for change in
organizations, and those who fail to keep pace can quickly fall behind. It is perhaps the
greatest factor that organizations reckon with.

The team approach adopted by many organizations, leads to flatter structures, decentralized
decision making and more open communication between leaders and team members.
b. Globalization: The global economy means competitors are likely to come from across the
ocean. Globalization, for an organization, means rethinking the most efficient ways to use
resources, disseminate and gather information and develop people. It requires not only
structural changes but also changes in the minds of employees. Successful organizations will
be the ones that can change in response to the competition.
c. Social and Political Changes: A firm's fate is also influenced by such environmental
pressures as social and political changes. Many new legal provisions in the corporate sector
get introduced every time that affects the organizations.
d. Workforce Diversity: Related to globalization is the challenge of workforce diversity.
Workforce diversity is a powerful force for change in organization.
The demographic trends contributing to workforce diversity are
� The workforce will see increased participation form females, as the majority of new workers
will be female.
� The workforce will be more culturally diverse than ever (part of this is attributable to
globalization).
� The workforce is aging. There will be fewer young workers and more middle aged working.
e. Managing Ethical Behaviour: Employees face ethical dilemmas in their daily work lives. The
need to manage ethical behaviour has brought about several changes in organizations. Most
centre on the idea that an organization must create a culture that encourages ethical
behaviour. Society expects organizations to maintain ethical behaviour both internally and in
relationships with other organizations.
2. Internal Forces: Besides reacting to or anticipating changes on the outside, an organization
may change because someone on the inside thinks a new way of doing things will be
beneficial or even necessary. Pressures for change that originate inside the organization are
generally recognizable in the form of signals indicating that something needs to be altered.
These internal forces are discussed below:
a. Changes in Managerial Personnel: One of the most frequent reasons for major changes in
an organization is the change of executives at the top. No two managers have the same styles,
skills or managerial philosophies.
Managerial behaviour is always selective so that a newly appointed manager might favour
different organizational design, objectives procedures and policies than a predecessor.
Changes in the managerial personnel are thus a constant pressure for change.
b. Declining Effectiveness: Declining effectiveness is a pressure to change.
A company that experiences losses is undoubtedly motivated to do something about it. Some
companies react by instituting layoffs and massive cost cutting programmes, whereas others
view the loss as symptomatic of an underlying problem, and seek out the cause of the
problem.
c. Changes in Work Climate: Changes in the work climate at an organization can also stimulate
change. A workforce that seems lethargic, unmotivated, and dissatisfied is a symptom that
must be addressed. This symptom is common in organizations that have experienced layoffs.
Workers who have escaped a layoff may find it hard to continue to be productive. They may
fear that they will be laid off as well and may feel insecure in their jobs.
d. Deficiencies in the Existing System: Another internal pressure for organizational change is
the loopholes in the system. These loopholes may beun manageable spans of control, lack of
coordination between departments, lack of uniformity in politics, non-cooperation between line
and staff etc.
e. Crisis: A crisis may also stimulate change in an organization. Strikes or walk outs may lead
management to change the wage structure. The resignation of a key decision maker is one
crisis that causes the company to rethink the composition of its management team and its



role in the organization.
f. Employees, Expectations: Changes in employees expectations can also trigger change in
organizations. These forces may be:-
� Employees' desire to share in decision-making.
� Employees' demand for effective organizational mechanism.
� Higher employees’ expectation for satisfying jobs and work environment.
� Employees' desire for higher wage payment.

In general sense, change is to make or become different, or give or begin to have different
from. For instance, postwar recovery of Japan to its present state of supremacy is a significant
change, though influenced to a great extent by American openness, generosity and leadership
in the process of change. Change is the alteration of status quo or making things different
than before. Change is the disturbance of equilibrium presently prevailing. It is any alternation
that occurs in the overall work environment of an organisation. Change is a part of life and
provides opportunity for growth. It is a conscious decision by the management of
organisation. In any organisation, we have people engaged in production, research,
development, administration, etc. The organisation in order to change should prepare a stock
of the situation and should effect change in their attitude and style of functioning.

#Forces which enable organization to implement change:-

1) Demographic:-
A changing work demographic might require an organizational change in culture. For instance,
Avon built and grew their business around door-to-door cosmetic sales, with the stay-at-home
wife and mother as their primary front line employee. When more women entered the
workforce in 9-to-5 jobs, Avon had to shift gears and find new ways to get their products in
front of their customers.
2) Social:-
Changing social trends can pressure organizations into making changes. Consumers are
becoming more environmentally conscious, a trend which has pushed fast food restaurants to
replace Styrofoam containers with paper. Manufacturers of cleaning products changed
product formulas to omit phosphorus and other environmentally threatening chemicals.
Tobacco companies have buckled under the changing image of smokers, the dangers of their
products, and some have started looking into eCigarettes and other smoking alternatives to
stay in business.
3) Political:-
Government restrictions often force change onto organizations. This can be something as
simple as a change in minimum wage for employees, or as complex as rules and restrictions
governing fair competition in business. For instance, when the Affordable Health Care act was
put into place, businesses had to change their operations and put steps into place to confirm
that all employees had healthcare coverage to comply with the new law.
4)Technology.:-
Technological changes can make or break a business. Whether new technology is introduced
industry-wide, as when the laser was introduced to modern medicine, making surgeries easier
and safer; or when it’s introduced to end users, as when consumers stopped renting videos to
enjoy the cheaper, more convenient streaming services like Netflix, organizations must change
to accommodate new technologies or suffer the consequences.
5) Economic:-
During the 2008 recession, consumers lost their jobs and cut back on their spending. These
economic downturns had a major impact on businesses. Banks failed. General Motors and
Chrysler filed for bankruptcy. Survival meant adapting to change. Companies like Lego, who
experienced stagnant U.S. sales during this time, took the opportunity to build their markets in
Europe and Asia. Netflix realized the potential of providing in-home entertainment to families
that had cut back their entertainment budgets and grew their subscriptions by 3 million
subscribers in 2009 alone. Meanwhile, in the midst of spiking fuel prices, gas guzzling
Hummers were no longer en vogue and quietly went out of business.



1) The process, tools and techniques to manage the people side of change to achieve a
required business outcome.
2) Change management is the process, tools and techniques to manage the people side of
change to achieve the required business outcome.
3) Change management incorporates the organizational tools that can be utilized to help
individuals make successful personal transitions resulting in the adoption and realization of
change.

Forces which enables organisations to implement change are as follows

A) Outside Forces

These include economic factors, competitive dynamics, new technology, globalization, and
legislative changes:

1) Economics –
As consumers tightened their belts, organizations had to either do the same and lower supply
to match lowered demand, or come up with new goods to entice them..

2) Competition –
Changes in the competitive landscape, such as new incumbents, mergers and acquisitions,
new product offerings, and bankruptcies, can substantially impact a company’s strategy and
operations.

3) Technology –
Technological changes are a constant threat, and embracing new technologies ahead of the
competition requires adaptability. When media went digital, adaptable companies found ways
to evolve their operations to stay competitive. Many companies that could not evolve quickly
failed.

4) Globalization – Capturing new global markets requires product, cultural, and communicative
adaptability. Catering to new demographics and identifying opportunities and threats as they
appear in the global market is integral to adapting for optimal value.

5) Legislation –
New laws and legislation can dramatically change operations. Companies in industries that
impact the environment must constantly strive to adapt to cleaner and more socially
responsible operating methodologies. Failing to keep pace can result in substantial fines and
financial detriments, not to mention negative branding.

B) Inside Forces

There are many inside forces to keep in mind as well, ranging from employee changes to
cultural reform to operational challenges.

1) Management Change –
New CEOs or other executive players can significantly impact strategy and corporate culture.
Understanding the risks associated with hiring (or promoting for) new upper management is
key to making a good decision on best fit.

2) Organizational Restructuring – Organizations may be required to significantly alter their
existing structure to adapt to the development of new strategic business units, new product
lines, or global expansion. Employees must be trained on the change and the implications it
will have for their everyday operations.

3) Intrapreneurship – New ideas come from inside the organization as well as outside the
organization, and capitalizing on a great new idea will likely require some internal



reconsideration. Integrating a new idea may require reallocation of resources, new hires and
talent management, and new branding.
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