Question 1
(a) Explain the concept of resistance to change and reasons that may cause resistance.

The concept of change involve moving from one status quo to another. Resistance ot change is an inbuild mechanism, organisations and their members can resist change.  But it is important to remember that resistance can be positive and negative.  All change involves some for of loss at some level,  when a structure has been in place for a while, habits and routine have naturally settled in.  There are a number of reasons why there may be resistance to change, these could include:

Security:  employees may be concerned about where they will stand during and indeed after the change.  Will our roles be safe?  Will I be expected to undertake new tasks.  
Competence:  This involves the concern that employees or indeed management may have that they don’t know what to do.  This links to ‘am I trained to do the new role’, ‘am I going to receive training to use the new machinery’.
Relationships:  If there has been a restructure of management, employees may question Who is the new boss?  
Territory:  Employees may be concerned that they don’t know where or with whom they will be working.  
Direction:  Why is this change happening?  The organisation operates well enough already.  

From a positive perspective, resistance could be related to employees highlighting the flaws in the proposed change, but then suggesting to management how the proposal can be improved.  

Students should include supporting examples.  

(b) Using an appropriate change model, suggest what can be done to reduce resistance to change.  Use examples to support your answer.
There are a number of different change management models available.  Kotter’s model has 8 stages which consider the following:
Kotter initially suggests that organisations should at the outset establish a sense of urgency, and create compelling reasons for the change – i.e. be more competitive/organisational survival/get the big contract.  Management should then form a coalition to lead the change, this would include employees who are on-board with the change, they could take on the role of change agents.  Create a new vision highlighting how the change would benefit the organisation moving forward showing the benefits – better working conditions, more contracts or increases in salaries, and then communicate the vision.  Management need to empower others to act, again this could be supported by change agents, or those from another part of the organisation that has already undertaken the change and will be able to highlight to staff how the change has benefitted them and their work.  Management should plan for and create term wins as this will motivate employees and show them the benefits of the change, although it is always important to evaluate the changes and where necessary make adjustments, extra training for example.  Finally, the organisation should reinforce the new changes and consolidate the new behaviours i.e Change will only reach its full effect if it’s made permanent. Once the organizational changes have been made and the structure has regained its effectiveness, every effort must be made to cement them and make sure the new organization becomes the standard. Further changes will be made down the line, but once the structure has found a way to improve the way it conducts its operations.

[bookmark: _Hlk104801957]A key element related to reducing resistance to change is to have open communication with employees and include them in the process as far as possible.  If management do not have open dialogue with employees the resistance deepens and employees can affect the success of the change.  
Question 2
(a) Discuss the consequences of badly handled management change.  Use examples to support your answer

It is important that organisations do not undertake change for change sake.  However, if the change is necessary, it is essential that management look at the methods that they will apply in undertaking the change.  Management need to keep resistance low, so they need to ensure that employees are on board with the proposed change, and even given the opportunity to put forward suggestions.  Badly handled management of the change process can result in the failure of the change and potentially the demise of the organisation itself..  If employees don’t understand the reasons for the change or indeed the benefits, they can become more resistant and refuse the change or return to how operations were previously undertaken.  Open communication with employees and include them in the process as far as possible.  If management do not have open dialogue with employees the resistance deepens and employees can affect the success of the change, as their concerns may represent potential roadblocks that need to be addressed. This could be through:
Morale may dip which can result in increased absenteeism, slowed down production, refusal to undertake the new methods, rumours being spread that relay disinformation.   Customers can also be affected, particularly if morale dips, as employees may not be as accommodating as they were previously, orders may be delivered late, and invariably customers may choose to take their custom elsewhere. 

(b) Explain why external change agents may be needed in organisations
External change agents may be used by organisations as these individuals will have the experience to show employees, management and indeed the organisation what benefits there are to the change.  For example if the change is related to the move to a new manufacturing system, the change agent may be from an organisation that has already introduced the new system and can indicate to employees how the new system:
Is Safer
Easier to Use
Makes their role more efficient
External change agents do not know the employees and do not have a relationship with them, and once the change has started or is completed, the external change agent will leave.  So if the change is reducing 50% of the workforce, then management do not have the unenviable task of making people redundant or trying to highlight to employees what the benefits are to reducing the workforces.  Also, it should be noted that management themselves could be part of the group being reduced.  


