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ABSTRACT

The main abjective of this study is to examine the nature and patterns of
workers reaction to change in an organization. It will also highlight the
possible ways of overcoming resistance for change. A valid structured
guestionnaire was used as the instrument for data collection. A sample of
300 respondents was selected in the organizations. Data analysis was made
using tables and the hypothesis formulated was tested using the Chi-square
statistics. The study reveals that workers perception of the impact of change
ontheir well being, influence the way they resist change. The study concluded
that change in an organization is endemic and the reaction of workers could
be seen as depending on workers perception of the change on their well
being to the way they are consulted by management before the change is
introduced. Based on this, the study recommends that management should
seek the attention of workers union in an attempt to make change on an
agreed i ssue made between the management and workersunion. It isbelieved
that except two agree, they cannot work together and as such, the only way
to avoid chaos in organizations is through agreement. Cordial relationship
between management and workers should exist so that there can always be
success in the change that is being introduced into the organization.
Keywords: workers reaction, change in organization,

INTRODUCTION
Changeisaninevitable phenomenonin modern day organization. Dealing with change
istheessence of managers job. Theworld over isaprocessof aconstant and cons stent
change. Everything about early existencerunsunder theumbrellaof theword“ change’.
Although changeisthenatureof lifefor individuas, organizationsand societies, change
isdefined in different waysat different periodsin history. Change can be said to be
necessary and continuousoccurrenceinan organization andlifeasawhole. Theindustry
setting therefore needs changefor an upward surgein the production, distribution and
effective profit maximization. Some decades ago, many firmswere concerned with
organisationd improvement and devel opment whilemaost organi sationschanged because
of powerful forceswhich maybesocid, economicor technol ogica . Organi sation respond
to thesefactorsor forcesin order to survivethiscompetition. Thewellspring of our
economic structure encourages usto seek an edge over our competitorswhich are
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potent forcefor change. Inaddition, thereisevidencethat people seek changeif they
become bored with doing things the same way and with no varing experience. In
recent timesthere have been fierce competition, globalization and fast spreading of
technologicd innovation, which hasradically transformed the sense of organisational
changes. Thereisgrowing cynicism about and in most casesthe devel opment and
improvement of existing resourcesisnot sufficient to ensuresurviva of theorganisation
inthemarket. Large Corporationsare going through massiverationalization of their
operations, restructuring of their assets, major strategiesreorientation, turning around
mergersand acquisitions. They tend to improve some major dependent variables,
such as performance efficiency, effectiveness and tend to change one or more
independent variablesin other to catch up with theracein technology. They enter joint
ventureand avariety of businesspartnership on ascaenever beforeimaginable. The
study ismainly concerned with magjor organisationa change.

Organisationa change comesfrom the consciousdecisionto ater theway an
organisation doesbus nessor the very nature of the businessitsalf. According to Griffin
and Moorheads (1996), changeisaplanned effort, to alter one or more parts of an
organisation in asystematic and logical fashion. They believethat change havetwo
dimensions, namdy: changefocusing onatering oneor mored ementsof theorganisation,
such assubgtituting onereward system for another and change enhancing thevalue of
anexigingeementsor resourcese.g. training to enablemanagersimprovether problem
solving ability. On hispart, Morgan (1993) believesthat organisational change can be
seen asasmpleshiftintechnology or intheinternal hierarchy. Intheir own opinion,
Mchoughlin and Clark (1992) argue that changeissimply arational commercial
cdculationinresponseto technol ogica imperativeor manageria decison. Also, French
and Bell (2004) define changeas product of complete processof strategic choicewith
an organisation. They believethat the avail ability of new computing and information
technology wasatrigger rather than determinant of process of managerial decision
making. Thus, they identify the various dimension of changein theorganisation as
follows-

Strategic change: Thishasto dowith external market and customersoriented goals
such asimproved product quality.

Operational change: Thishasto do with theinternal operational activitiesof an
organisation.

Control change: Thisisasaresult of reduction of uncertainty caused by relianceon
informed human intervention inthe control work.

Evans, Yuesand Andre (1991) look at organisational change asthe strategic process
that takesdifferent form ranging fromradical, revolutionary or turn around changeto
what we might label “Evolutionary change”. They went further to say that most
organisationsfall or fail to perceivetheneed for changeuntil confronted with necessity
intheform of acrisiswhichthey believe actsasatrigger and often leading to anew
leadership and palitica structureand thebeginning of substantivechange. David, Charles
and Ross (1992) believethat organisationd changeisasituationwhereby theindividud
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attitude or behaviour isbeing changed beforeintroducing new roleand job structure
into the organisation. They went further to stressthat thereisconfusionin dealingwith
the problem of individua and organisational changedueto lack of preciseterminology
of distinguishing between behaviour determined largely by structured rolewithina
system and behaviour determined by personaity needsand val ues.

Resistance to Change and Causes

According to Robins (1996), the degree of people resistance to change dependson
thekind of changeinvolved and how it will be understood. What peopleresistisnot
changebutlossor probability of loss Generdly, littingindividua sresist changebecause
it scaresthem and they seeit asthreatening. Such res stance are associated with strike,
short down, reduced productivity, poor quality workmanship and tardiness. Onthe
other hand, organi sation tendsto resist change because of the effectsit may haveon
theother and stability needed for maximum efficiency. Res stanceto change may show
itsalf in unexpected ways, for instancein aggression, regressonandinal the negative
reactions. It may appear asabsenteeism, resignations, request for transfer and lowered
productivity. It should be emphasized that not all changeisresisted. Someforms of
changearewel come (such asnew typewriters). Thefollowing arethe possible causes
of resstanceto change:

Economic Factor: Anobviousreactionfor resistanceiseconomic. Workersresist
automation when they fear that they will losetheir job. They areawaysunimpressed
by the argument that in the long run there will be more jobsin other parts of the
country. What concernsthem most istheir economic welfare, Craftsman may fear that
new developmentswill reducethe economic valueof their skills. Managersopposea
change that help the company as a whole but hunt their individual promotional
opportunities.

I nconvenience: Equally understandableistheresistanceto changethat threatensto
makelifemoredifficult. A worker fightsthe assgnment of extraduties, hehaslearnt his
job sowell that it requiresno attention any morewhereasthe new job requires surface
attention.

Similarly, executivesdidiketheinconveniences of being reassigned from onelocation
to another evenif thecompany paystheir expenses; thereisthisproblem of buying and
salling houses, packaging and adjusting to new work and new environment.

Uncertainty: Thenew way isdwaysstrange, threstening and harden with uncertainties
evenif itisanimprovement over the old. We have achangefor anew job at higher
pay. Should wetakeit?How had will it be?How long will it taketo learn?Will onebe
ableto meet the challenges? Who will our friend be? The opportunitiesmay bevery
good indeed, yet thereisastrong tendency to let well enough aone. Onereason for
thisfear isthelack of factual information. We know our present circumstances; we
don’t know what the new onewill be. Some people gambleby nature, but theaverage
person hesitatesto ventureinto uncharted water. Theuncertainisalwaysthreatening.
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Union Attitude: Union area so likely to resist change unless management consult
withthem either formally or informally, itisnot enough toinformindividuals. Every
union has certaininstitutional needsthat must be met, if itistoretainitsmembers
loyalty. If management makesapromise of walking with theunion, theunionwill co-
operateinintroducing the change but if management ignorethe union, theonly way the
union can preservethe statusis by opposing the management.

Commitment: Commitment makeschangemoredifficult. Eventhoughtheoldway is
not working, wehaveinvested muchinit andto admit that wewerewrong ishumiliating.
Thus, we defend and persist in our errorsand the longer we persist, the greater our
commitment.

Overcoming Resistanceto Change
Res stanceto change proposa isasignal to managersthat somethingiswrongwiththe
proposal or that mistakes have been madein its presentation. Managerstherefore
must determinethe actual causes of resistance and be flexible enough to overcome
them in an appropriate manner. Robert and Jerald offersfour ways of overcoming
res ganceto changewnhich arehighly stuation dependent. Thesetechniquesarediscussed
below:

a ShapePolitical Dynamics: Political variablesarewhen it comesto getting
organisationa changeaccepted. Politica res stanceto change can beovercome
by winning the support of themost powerful andinfluentid individuas. Doing
sobuildsacritica internal massfor support for change. Demongtrating clearly
that key organisationa leaders, support thechangeisan effectiveway of getting
othersto do along with it either because they share the leaders’ vision or
becausethey fear theleader’ sretdiation. Either way, political support for change
will facilitate acceptance of change.

b. Educatethework force: Sometimes, people arereluctant to change because
they fear what thefuture hasin storefor them. Fear about economic security,
for example may be easily put to rest by few reassuring words from
organisational head holders. As part of educating employers about what
organisationa changesmay meanfor them, itisimperative of top management
to show acons derableamount of emotional sensitivity communicating exactly
what an organisational change meansfor thework force can help allay the
fearsthat areakey source of resistanceto change. Doing so makesit possible
for the peopl e affected by the changeto become instrumental in making it
work. Thisphilosophy iseducating employeesproviding themwithinformation
that help them better understand organi sational goals as one of the e ement
respons blefor successfully implementing large scal e organi sationa change.

C. I nvolve Employeein the Change Effort: Itiswell established that people
whom participatein making decis on tend to be more committed to the outcome
of thedecision thanthosewho arenot involved. Accordingly, employeeswho
areinvolvedinresponding to unplanned change or who are made part of the
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team changed with planning, aneeded organisational change may beexpected
to havelittle resistanceto change, organisational changesthat are sprung on
thework forcewith little or no warning might be akneejerk reaction, until
empl oyees have achanceto assess how the change affect them. In contrast,
employeeswho areinvolved in the change process are better positioned to
understand the need for change and arethereforelesslikely tores <.

d. Reward Constructive Behaviour: Onerather obvious and quite successful,
mechanismfor fadilitating organisationa changeisrewarding peoplefor behaving
inthe desired fashion. Changing organisational operationsmay necessitatea
changeinthekind of behaviour that need to be rewarded by the organisations.
Thisisespecialy critical when an organisationisin thetransition period of
introducing the change. For example, employeeswho arerequiredtolearnto
use new equipment should be praised for their successful efforts. Feedback
on how well they are doing not only providesagresat deal of useful assurance
to uncertain employee but also goes along way in shaping the desired
behaviour.

Changeaspointed out earlier isaphenomenonthat isinevitableinthelifeof an
organisation. This is because modern day organisations operate in a dynamic
environment and asaresult of thedynamic natureof theenvironment, most organisations
areinadateof perpetual flux that isalwayschanging. Asaresult of this, the source of
change, theintroduction and the perception of theimpact of changein an organisation
arethe major problemsbetween theworkersand the changing Situations, theworkers
and management, management and itschanging environment. The sourcesof change
intheorganisation takestheform of the changein the policy of the organisation which
may beasaresult of changeingovernment policy, changein themethod aworker use
to do hisjob whichisbrought about by technological changes, changeinthejoba
worker does, structurein the welfare scheme of the organisation. In an attempt to
introducethischange caused by environmental forces, workersreact in different ways
to theseunderlisted ways:

I. Nature and rate of changesbeing carried out.

. Perception of theimpact of the changeon their well being.

il Ingtallation of changeswithout informingworkers.

V. Strategiesof introducing and implementing change
V. Survivd intheorganisation (workersstrugglefor surviva against change).
Vi. Effect of changeand itsresultin the organisation

The main objective of the study isto determine the nature and patterns of
workersreaction to changein an organization. Thus, the study isalso set to assess
whether workersperception of theimpact of changeontheir well beingintheorganization
will influencetheway they react to changein the organization.

Statement of Hypothesis
H,1: Workers pe_rceptl on of theimpact of changeontheir well being will not influence
theway they resist change.
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METHOD

Thetarget population of the study werethe different categories of workersin Beta
GlassPc, Ughdli, DeltaState. Thestudy adopted Stratified random sampling technique
and the Taro Yamen'sformulawas used to determine asample size of 300. Thedata
used for the study were primary datagenerated through questionnaire. The questions
inthe questionnairewere closed ended questions. Three hundred copiesof structured
questionnairewere administered to the different categories of staff inthe organization.
Two hundred and eighty six werefilled and returned. Chi-square atisticswasused to
determinetherel ationship between theindependent and dependent variables.

RESULTSAND DISCUSSION

Analysed datafrom table 1 showsthat workers perception of change on their well
being might cause them to accept and resist change. In column 5, row 1, itisnoted
from 18 respondents that when the impact of change is seen to be very good, the
extent of res stance will bevery high andin column 5row 4, responsefrom 22 workers
showsthat whenimpact of changeonwell beingisbad, the extent of resistance could
bevery low. Another could be seenin column 2, row 3 whereimpact of changeon
well being ispercelved to befairly good by 20 workersand the extent of itsresistance
ishigh.

Dataandys sshowsthat the perseverance of theimpact of change by workers
variesin accordanceto changesintroduced by management. Changeintroduced by
management could beresisted by workerswhen itsimpact ontheir well beingislow
and could be accepted when impact ishigh and vice versa. It ismade known inthe
study that such change with very highly resistancefromworkersbut yet perceivedto
bevery good could be 1% changein an agreed increment rate. It wasal so found out
inthestudy that changewhichisperceived to be bad and with avery low resstanceis
changefrom externd forces, that is, technol ogica changes.

Fromtable 2, thecritica valuegotten fromthetableis26.296 whilethe Chi-
square calculated figureis 59.508. Since the value of the cal culated chi-squareis
higher thanthetablevaue, the null hypothesis, which saysthat workers perception of
theimpact of changeontheir well beingwill not influencetheway they resst changeis
rejected whilethe research hypothesiswhich saysworkers perception of theimpact of
changeonther well being influencetheway they resst changeisaccepted. Based on
the presentation and analysisof data, thefollowing findingswere madein accordance
with theresearch objectives.

. It has been noted that change made by management on an agreed increment
rate with or without the consent of workers and work union result to
organisationd chaos.

Theresearcher found out that training an employee onthejobisatool for

efficiency, quality of work, achieving organisational objectiveset.c.

The consultation of workersby management beforeintroducing change, can

affect theworkersreactionsto such change and the success of the change.
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The perception of theimpact of changeinan organisationlikeBetaGlassPic
may either causetheworkersto resist change or accept change.
At theintroduction of change, the relationship between management and
workers could cause workersto resist change or accept change.

CONCLUSIONAND RECOMMENDATIONS

Changein organisationisendemic; it can be caused by severa factorsranging from
economic and socid cultural changesin the environment, technol ogically chanceetc.
Workersreact to changein different ways. Their reaction could be seen asdepending
onworkers perception of theimpact of proposal changeontheir well being totheway
they are consulted by management before the changeisintroduced and the natureand
pattern of the existing relationship between the management and workersin the
organisation. Based on the analysisof dataand findings of thisstudy, thefollowing
recommendationswere made asguidelinesto follow by organisation in dealing with
workers.

[ Management should seek the attention of workersunionin an attempt to make
change on an agreed i ssue made between the management and workersunions.
It isbelieved that except two agree, they cannot work together and as such,
theonly way to avoid chaosin organisationsisthrough agreement.

i Inan attempt to boost organisationa ego, training should bethe key to opening
of employees ability and capacity of performance.

i Satisfaction with training has been seen asit increasesworkers skillsand
knowledge.

Management should be sureto giveworkersall therequired toolsfor training
and makethem seetheimportance of every training programme.

Y Beforeintroducing changeintheorgani sation especidly theonethat will directly
affect theworkers, they should be consulted. Thisisbecause consultation will
enablethemto react favourably to such changeand it will also makethem
expresstheir view and make contributionin repect of how tointroduce change.

v Management should carefully analysetheimpact of change on workerswell
being. When theseimpactsare carefully anaysed, therewill be other chances
of introducing and implementing changes, which cannot be percelved asdanger
by workers.

M There should be cordial relationship between management and workers so
that there can aways be successin the changethat isbeing introduced into the
organisation.
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Table 1: Workers perception of the impact of change on their well being as aresult of change

I mpact of change Very Fairly Very

on well being Highly Highly Highly Low Low Total
Very Good 16 8 14 2 18 76
Good 14 4 10 8 5
Fairly Good 10 2 2 4 52
Bad 14 14 10 2 0
Very Bad 8 6 4 0 A
Total 62 52 74 46 52 286

Source: Field Survey 2014

Table2: Test of Hypothesisusing Chi-Square

X?Cdculated = 59.508
Degreeof Freedom = 16

Leve of Significance = 5% or 0.05
Critica Vaue = 26.296

Decision: Regect the null hypothesisand accept the alternative hypothesis.
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