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Introduction:

      Change is one of the main characteristics of the current age and an eternal fact in the life of societies, organizations and individuals. We recognize it in the succession of seasons, variation of social and physical environment, customs, habits, values, prosperity and decline of cities, rise and fall of civilizations, growth of a child: infant, young and adult, rise of organizations, their development and fall, expansion of organized tasks and shrinking of others. 

      The change that affects such social and biological entities has many reasons, such as change of external environment, change of goals, change of administration philosophy, change of organizational structure related to work division, lines of authority and restructuring of the organizations and the relations among them. 

      The success and survival of an organization depends on its ability to adapt to changes in its environment. Though we are fully aware of the fact that everything is changeable, except change itself, the reactions of individuals towards change operations that take place in the structures, aims, goals or policies may be negative or positive, depending on the expected results of change. 

      Resistance to change is a concept that simply means the negative reactions of individuals to change due to their belief that it is against their interests and goals. Resistance aims at providing protection against the possible negative effects that may accompany change, whether they are actual or assumed. This resistance to change takes different forms, one of which is non- compliance. 

      Researchers differ in classifying the reasons for and sources of resistance. Some of them attribute it to social, personal, and economic reasons, while others ascribe it to the vague relation between the common goals and the personal ones, or to difference in expecting results, or to the fear from the difficulties that change may bring about. 

Significance of the Study: 

      Human resources are the major element that governs the success of change. Therefore, it is important to know the attitudes of employees towards organizational change, why they resist it, and what strategies administration can take to reduce their resistance. 

      This study is one of few studies undertaken in the public and private sectors in Jordan, and is expected to help both sectors to know the reasons that make groups and individuals resist change. 

      The importance of this study comes from the fact that other studies often focused either on the theoretical side of change or on its application. They tackled the reasons for change resistance, how these reasons can be handled, as well as the relation between those reasons and the existing personal and organizational characteristics. Therefore, those studies were either case studies or studies that just cover one activity. On the other hand, this study is probably more comprehensive as it will cover both public and private sectors. This fact will help the study enjoy more confidence, and so its results will be generalized. 

Study Objectives:
      The study seeks to explore the opinions of the respondents in private and public sectors about the reasons, sources, and results of change resistance, and the strategies which can be used by the administration to reduce resistance to change. The study also tries to know the factors that may influence their attitudes, such as the party they are employed by, their qualifications, gender, experience, training, and age. 

Accordingly, this study tries to answer the following questions: 

(1) What are the reasons, sources, and results of change? 

(2) What strategies can the administration use to reduce resistance to change? 

(3) What are the attitudes of employees in the public and private sectors towards organizational change? 

(4) What are the personal and job-related factors that affect the attitudes of employees towards organizational change, and what is the nature of the relationship between such factors and attitudes? 

Study Problem: 

      The problem stems from the fact that change in organizations is inevitable and that, depending on their expectations of the results of the change, employees' reactions to change may be negative or positive. This motivated researchers to study the factors that lead to change resistance as well as the approaches that can be followed to reduce that resistance and make organizations active.

      The failure of administration to face change resistance is one of the factors that embody the administrative problems which the Arab organizations, in general, and the Jordanian ones, in particular, encounter nowadays. 

Study Hypotheses:
The study is based on the following hypotheses: 

First Hypothesis: There is a relationship with statistical significance between the organizational sector (private or public) and resistance to change. 

Second Hypothesis: There is a relationship with statistical significance between employees’ qualifications and resistance to change. 

Third Hypothesis: There is a relationship with statistical significance between gender and resistance to change.

Fourth Hypothesis: There is a relationship with statistical significance between work experience duration and resistance to change. 

Fifth Hypothesis: There is a relationship with statistical significance between training courses attended by employees and resistance to change. 

Sixth Hypothesis: There is a relationship with statistical significance between age and resistance to change. 

Definition of Terms:

Resistance to Change: The negative reactions of employees towards changes that may take place or have taken place in the organization due to their belief that the changes bear negative effects on them. 

Jordanian Institutions: The organizational units that involve the public and private sectors operating within the Jordanian territories at the time this study is conducted. 

Public Sector: All the organizations of the public sector, including ministries, central departments, and financially and administratively independent public institutions, such as authorities, agencies, corporations, funds or centers operating at a state level and fully owned by the government. 

Private Sector: The organizational units owned by private individuals and groups and managed by an administrative body, whose members are mostly from the private sector. These units cover four sub sectors: 

(1) Banks and financial establishments, which consist of (32) companies; 

(2) Insurance, which consists of (14) companies; 

(3) Services sector, which consists of (21) companies; and 

(4) Industry, which consists of (27) companies. 

Study Limitations: 

      While it is felt that the study contributes to academic and practical areas, it also has some limitations that should be mentioned. These limitations are: 

(1) It is based only on a questionnaire prepared by the researcher. Therefore, the results will depend on the validity and reliability of this questionnaire. 

(2)  It is restricted to supervisory jobs in the public and private sectors only in Amman city. 

(3) It focuses on a specific set of personal and job-related variables. A lot of personal
and job-related variables have been excluded although they may have an effect on resistance to change. 

(4) It has been conducted within a specific period of time. Therefore, it would not reflect an accurate and valid profile of resistance to change since this resistance may differ from time to another. 

Methodology of the Study: 

      The methodology of the study depends on descriptive research and analytical field research. Office surveys have been restricted to theoretical and field surveys and studies which serve the goals of the study. 

      As for the field part of the study, an explorative survey has been conducted through a questionnaire whose outputs have been analyzed according to the recognized statistical methods with a view to reach answers to the questions and to test the previously-indicated hypotheses of the study.

Population and Sample:
      The population of the study consists of all public organizational units in Jordan, including ministries, departments, independent institutions, and public shareholding limited liability corporations. 

      The sample comprises managers of middle level in these units. They include administrative managers, human resources managers, managers of technical departments in all ministries, as well as various managers of the same level in other public entities, such as enterprises and corporations. Such managers have long experiences and are familiar with the progress of works and activities in their places of work. They are also more prepared to dedicate the due time needed to give answers to the questions contained in the questionnaire. 

      Determining the number of middle-level managers in specific categories was found to be difficult owing to the absence of unified job titles given to similar positions in the entities covered by the study as well as the unavailability of clear established organizational structures in those entities. However, the individuals involved in the study sample have been distributed as follows: 

Table (1)

Sample Distribution on Units of Public and Private Sectors

	Public and Private Institutions 
	Sample
	Actual Response

	
	
	No.
	%

	Public Sector :
	
	

	- Ministries 
	52
	22
	15.49

	- Central Departments
	44
	18
	12.68

	- Public Enterprises 
	90
	37
	26.06

	Total 
	186
	77
	54.22

	Private Sector :
	
	

	- Banks 
	64
	27
	19.01

	- Service Companies 
	42
	17
	11.97

	- Industrial Companies 
	54
	21
	14.79

	Total 
	160
	65
	45.78

	Grand Total 
	346
	142
	100


Table (2)

Characteristics of the Sample

	Variables
	Levels
	No.
	%

	Sector:
	Public
	77
	54.23

	
	Private
	65
	45.77

	Qualifications:
	Secondary
	30
	21.13

	
	Diploma
	34
	23.94

	
	Bachelor Degree
	58
	40.85

	
	Graduate Studies
	20
	14.08

	Gender:
	Male
	
	85 59.86

	
	Female
	
	57 40.14

	Work Experience
	Less than 5 years
	
	38 26.76

	
	5 to less than 10 years
	
	32 22.54

	
	10 to less than 15 years
	
	40 28.16

	
	15 years and over
	
	32 22.54

	Training Courses:
	None
	
	30 21.13

	
	One course (20 hours)
	
	38 26.76

	
	Two courses (40 hours)
	
	45 31.69

	
	More than two courses
	
	29 20.42

	Age:
	Less than 25 years
	
	17 11.97

	
	25 to less than 30 years
	
	36 25.35

	
	30 to less than 40 years
	
	38 26.77

	
	40 to less than 50 years
	
	24 16.90

	
	50 years and over
	
	27 19.01


Data Collection Method:
      The study tool is a two-part questionnaire designed by the researcher. The first part includes information about the demographic and job-related characteristics (sector, qualifications, gender, work experience, training courses, and age). The Second part includes (22) items covering the following fields: 

· Change results: 1-4 Items. 

· Reasons of resistance to change: 5-12 Items.

· Change strategies: 13-19 Items.

· Means of facing resistance to change: 20-22 Items.

Validity and Reliability:

Validity: 

      To check their validity, the items of the questionnaire were put before ten referees who are faculty members at a number of Jordanian universities. They were approved, though with a number of proper amendments which the referees suggested. To be more certain of the validity of those items, a test study that involved 20 individuals of the study sample was conducted. 

Reliability: 

      Reliability is the degree to which an instrument measures the same way each time it is used under the same conditions with the same subjects. That is, reliability refers to the accuracy (consistency and stability) of measurement by the instrument or repeatability of an assessment over a variety of conditions.

      Variables with composite measures were evaluated for their internal consistency through "Cronbach’s alpha" measure. The value of various items of the questionnaire was (0.86). Therefore the reliability of the questionnaire is high. 

Data Analysis Methods: 

(1) The statistical package (SPSS) is used for analyzing data and general information. 

(2) "Five - Point-Likert Scale" is used to calculate the value of each item; five points for “Strongly agree”, four points for “Agree”, three points for “Undecided”, two points for “Disagree”, and one point for “Strongly disagree”. 

(3) t-test and ANOVA were implemented to test the effect of the qualitative factors on the views of the respondents towards the independent and dependent variables of the study and, for this purpose, “Shaffe Test” was used for dimensional comparisons, whenever necessary. Moreover, mean and standard deviations were found out. 

      Table (2) shows that the members of the sample agree to Item (15) since the mean of this item is (4.7). 

      This means that the members of the sample feel that the change in the organization must take place in parts, and if the change proves to be for the better, it can be generalized to include all the units which the organization consists of. 

      The item which the members of the sample weakly agree to is No. 4. They believe that the change will destabilize employees' security and confidence. 

Table (3)

Mean and Standard Deviation of Questionnaire’s Items

	Item
	Mean
	SD

	04
	2.768
	1.3821

	20
	3.627
	1.2526

	07
	3.718
	1.2569

	05
	3.937
	1.1682

	12
	3.972
	1.2431

	03
	3.979
	1.0483

	17
	4.049
	1.2453

	11
	4.211
	0.9881

	16
	4.310
	1.0048

	01
	4.324
	1.3076

	06
	4.324
	0.9191

	13
	4.352
	0.8768

	22
	4.359
	0.4815

	21
	4.465
	0.5005

	14
	4.493
	0.8230

	10
	4.514
	0.8971

	02
	4.542
	1.1646

	09
	4.556
	0.9342

	08
	4.620
	0.7694

	19
	4.676
	0.7949

	18
	4.739
	0.5416

	15
	4.782
	0.5473


Study Model:

      After reviewing the literature, which will come herein later, it becomes clear that this study is an endeavor in Jordan which analyzes the relationship between resistance to change and the personal and job-related characteristics of the employees in Jordanian establishments. And so, what distinguishes this study from previous ones is its model which contains the following variables: 

Figure (1)
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Theoretical Background:
Concept of Organizational Change: 

      Organizational Change is the change which takes place at the level of organizations, either spontaneously or in a planned manner. The spontaneous change means deviation from the past in a way that is not planned nor directed, and consequently, it lacks pre-determined objectives. On the other hand, planned change is directed towards specified and pre-determined objectives. 
      The organizational change is intended for the improvement of organizations through long-term efforts based on organizational culture (French, 1990). It may take several dimensions and may involve organizational structures, technologies employed, machines and equipment, or human resources. 

      Therefore, it can be concluded from what has been mentioned above that the organizational change represents a planned and directed effort exerted by the organization to change its undesired situation for the better. 

Resistance to Change - Concept and Reasons:

      Resistance to change is represented by the behavior of employees who strive for maintaining on the current situation in their organization whenever they see an endeavor to change it. This resistance is a sort of message conveyed by the organization and its employees to reflect their attitude towards change. 

      Zaltman & Ducan, (1977) say that resistance to change implies the desire of the organization to demonstrate its attitudes towards this change and exhibit the extent of its steadfastness and culture in contrast with change. To Al-A'raji, 1995, resistance to change means that employees either refrain from adopting it, or submit to it, but not to a sufficient limit; rather, they tend to maintain the current situation in the organization. Besides, he believes that such resistance may take another form when employees apply measures that are against or inconsistent with the process of change. 

      Change has become a precondition for excellence and one of the necessities of administrative works of organizations nowadays. Nevertheless, it is still resisted by employees for several reasons. Mustafa, 1994, attributed employees' resistance to change to their contention that the present situation is the best, whereas change will be a waste of time, efforts and money. Also, such resistance may come out of their fear of the loss of authority or influence, of the fact that they do not understand the objectives and reasons of the change, or because they are unable to develop the new skills required for the change. 

      Bader (1993) is of the opinion that employees' resistance to change is due to their inability to control the change owing to the fact that they have not participated in its planning and do not know about its results. They do not know how it happens and what its stages are. If change takes place abruptly, employees may resist it, particularly when they expect different behaviors and routine which they are not familiar with. Moreover, they may have fear that they will not be able to fulfill the requirements of the change due to lacking of the knowledge and skills required for the change. 

      Al-Ameri and Al-Fouzan (1997 ) indicated that employees resist change as a result of the lack of communication and coordination between those responsible for the change on one hand and the employees on the other, or because they do not perceive the importance of the change and do not know how to implement it. They may also resist the change out of their belief that it would stand in the way of their position or do their existing social relations harm, or for its negative economic effects, or concern over the change of values and ambiguity of the eventual results of the change. Dawson (1994) stated that resistance to change may be a result of one specific factor or a group of factors. Such factors include changing the skills required for the position, endangering job safety, and negative influence on social relations. Hultman (1995) says that employees resist change because they become unable to satisfy their needs, the consequential risks exceed the benefits, or because they expect that change to fail due to the inability of the Administration to manage it. 

      According to what has been stated above, we can say that resistance to change springs from different reasons which can be summed up as follows:
1) Organizational reasons emanating from the fear of employees that the proposed change is not satisfied by the proper organizational preparedness and from the feeling that the required skills needed to implement the change are not available (Zaltman & Duncan, 1977). Also, they may have concerns about the organizational disorder that may be brought about by the change in the positions existing in the organization; employees resist the change if they find that it threatens their authorities and influence. A weak communications system in the organization is considered to be one of the obstacles on the way of the implementing the change (Zaltman & Duncan, 1977). Kotter & Schesinger (1999) affirm that the inability to apprehend the importance of the change may be a result of the weak coordination between the persons responsible for the change and those who implement it. Lack of trust between the Administration and employees leads to misunderstanding and does not help employees to understand the needs for the change. 
2) Personal reasons that include social, economic or emotional ones. An individual is inclined by nature to build social relations with other persons to satisfy some of his needs. A change may constitute a threat to such social relations (French & Bell, 1990). The economic reasons come out of the fear that the change may negatively affect the employees' acquired rights. Emotionally, employees usually have concerns about the unknown.
3)  Moral and cultural reasons which come out of the expectation that the change may be accompanied with a new culture introduced into the organization, a fact that may bring about critical changes in its values, postulates and basic principles (Schein, 1984).
4)  Cognitive reasons which means Lack of perception of the process of change and its importance on the part of employees and absence of the feeling that they need it are obstacles that prevent bringing about the required change. Gordon (1987) affirms that the lack of sufficient knowledge on the part `of employees pertinent to why, when, and how the change can be implemented is considered to be a reason for resisting it. Employees refuse the change out of their belief that their acceptance of it implies that what they were doing was wrong, and therefore they resist the change out of their care to maintain their dignity.
Literature Review:
Arabic Studies: 

      Many researchers tackled the subject of resistance to change and investigated the reasons that make individuals approve or resist it. They also studied the differences among those individuals resulting from age, experience, qualifications, work experience, and training courses.

      Al Hawamdeh and Al Hini (2004) conducted a study entitled “Factors of Change, and their Relation with the Level of Perceiving Change Process and its Results”. The study focused on Jordanian Phosphate, Cement, and Potassium companies. They came to the conclusion that there is a statistical relation between the internal change factors and the results of change and the level of perceiving change process, and that there is a statistical relation, as well, between the external change factors and change results and the level of perceiving change process. 

      The study done by Yousef (2000) entitled “ The Factors Influencing the Attitudes of Employees Towards Organizational Change, a Field Study Applied to Public Institutions in UAE”, concluded that attitudes of employees in the public sector towards organizational change are very positive and that there is significant effect of the level of education and experience in the organization and the personal responsibility, empathy and frankness towards organizational change, but there is no significant effect for age, gender, and the level of job towards organizational change.

      Alloazi, (1998) in his study entitled “Attitudes of Employees in the Jordanian Governmental Organizations Towards Change Administration” which included a random sample of (603) employees, found that there is an impact of sex and education variables on the employees’ attitudes towards change. He also concluded that there is no significant influence of age and experience variables in this context. For the success of the change process, administration has to show sympathy towards employees communicating with them and getting them involved in the change process, stating reasons for change and getting support from higher level of management. 

      Al Madhoun (1998) in his study entitled “Modern Change Strategies and Administrative Reform” suggested two strategies for change, among which were strategy of total quality management and strategy of reducing manpower (downsizing), then he discussed the role of management in the change process and the necessity for a strategic management that suits the change. 

      Younis (1998) conducted a study entitled “Response of Managers to the Change of Strategic Goals in Public Sector”. It aimed at determining the nature of the relation between the response to change and the morale of employees. He found that managers’ response to change and goals development within the environment limitations were relatively high.

      Al Naeemi and Hadrami (1997) in their study entitled “The Factors Influencing the Process of Innovation in Commercial Banks in Yemen” found that there is a strong relation between the innovation process, and support of top management. 

      A study by Al Saedi (1996) whose title was “Reasons of Pros and Cons of Resistance of Organizational Change: A Field Study of Jordanian Islamic Bank” found that the belief of individuals is the change is not successful and keeping up the current situation are the most important reasons that make individuals resist change, and that employees support change if they realize that change is favored by top management.

      A study by Abu Hamdiyyah, (1994) entitled “Employees’ attitudes Towards Organizational Change” found out a progressive relation between habituality among employees to do their works and the good social relations between the employees and their resistance to organizational change. 

      A study by Al Awamleh, (1992) entitled “Change and Organizational Development in Public Administration Departments In Jordan: A Field Study showed that the organizational changes in Jordanian public administration departments take place primarily due to internal reasons and that the most important problems of organizational change come out from the poor planning for change.
Foreign Studies: 

      Bruce et al. (2000) conducted a study that covered deans of American Business Administration Schools. This study shows the importance of the factors that drive the organizational change. It discussed also the differences in the perceptions of the respondents from different organizations in private and public sectors, and found out that there is an increasing importance of factors that drive organizational change in future.

      A study by Mike et al., (2000) covered (92) managers of (28) British organizations, of which (14) were from the private sector and the same number from the public sector to explore change experience in these organizations. The study found out that there is more pressure to change in public sector units than in private ones.

      Lord Hartley (1998) conducted a study on a large public service organization that covered a sample of (167) employees to explore the relation among attitudes to change and organizational loyalty, job security, and change. The results showed that attitudes had a negative correlation between organizational commitment and change. He concluded that job insecurity was associated with more need to change. 

      A study by Kotter, (1996) showed the errors that may cause failure of the efforts to change in the organization, some of these are excessive satisfaction with the current situation, absence of co-operation between management and employees, and lack of vision by management. 

      Schiro and James (1995) conducted a study on two industries: Medical and Industrial to pinpoint how far employees of white-collars are aware of the main changes that take place in American organizations, and how far the impact of these changes on them and on their desire to develop their skills is. The results showed that the members of the sample was aware of the current changes and that employees had to be predisposed to change, and that change enhances the value of organizations. 

      A study done by Patrick (1993) showed that a successful change depends first on how far employees accept it, and on the ability of management to influence positively the attitudes of employees to change. 

A study by Margulies and Raio, (1990) showed that employees of long experience tend to accept change more than those of short experience. 

      A study by Beer et al., (1990) showed that one of the reasons that drive a change is strong competition. Organizations overcome that by delegating authority, dividing the tasks of work, and reducing bureaucracy. 

Evaluation of Previous Studies:
      By examining the previous Arabic studies, the researcher found a difference in the results which may be attributed to differences in environment that produced those studies. Other reasons may be attributed to differences in the measurement of those attitudes toward organizational change, or differences in the characteristics of samples of these studies. Such differences can be clarified as follows:

(1) The relationship between age and the attitudes towards organizational change is sometimes reversal and sometimes nil. 

(2) The relationship between the experience in the organization and the attitude towards organizational change is sometimes reversal, i.e. less experience in the organization leads to increased acceptance of change, and to a progressive relation sometimes, i.e. the longer the experience is, the stronger the resistance to change will be. 

(3) The relationship between the level of education and the attitude to organizational change is a progressive one. 

(4) The relationship between job level and the attitude towards organizational change is sometimes progressive; whereas holders of higher jobs appear more confident in the change process, there is no relation between the job level and the attitude to change.

(5) Sometimes there is a relationship between gender and the attitude to change and sometimes there is none. 

(6) Organizational loyalty is sometimes one of the important determinants of organizational change and, at other time it is an intermediary variable between the variables such as job satisfaction, work motivation, job security and the attitude towards organizational change. 

      By examining the previous foreign studies in the field of organizational change, we can conclude the following: 

(1) There is a relationship between job satisfaction and employees’ attitudes towards organizational change.

(2) There is a relationship between the organizational loyalty and job performance towards organizational change, and also between the organizational culture and the attitude towards organizational change as well.

      What distinguishes this study from the previous studies is that the previous ones mostly concentrated on reasons behind resistance to change. Despite the fact that this study does not add anything new to the approach, the real addition is that it is characterized by conducting comparisons between the attitudes of the managers in the public and private institutions towards the reasons behind resistance to change. 

Hypotheses Testing:
First Hypothesis: This hypothesis states that there is a relationship with statistical significance between the sector (private or public) and resistance to change by employees in Jordanian institutions. 

      To test this hypothesis, t-test has been used and it was found that the members of the sample who work in government institutions have stronger feelings towards items (3), (8), and (19) than the members of the sample who work in private establishments do. 

      Those working in private establishments have stronger feelings towards item (15) than the persons working in governmental institutions. As for the rest of the items, there is no difference among the employees regarding sector, as shown in the following table: 

Table (4)

t-test of "Sector" Variable

	Item
	Sector
	No.
	Mean
	SD
	Std. Error Mean

	03
	1.00
	77
	4.2727
	0.75457
	0.08599

	
	2.00
	65
	3.6308
	1.23199
	0.15281

	08
	1.00
	77
	4.8312
	0.47024
	0.05359

	
	2.00
	65
	4.3692
	0.96127
	0.11923

	15
	1.00
	77
	4.7143
	0.60387
	0.06882

	
	2.00
	65
	4.8615
	0.46358
	0.05750

	19
	1.00
	77
	4.8442
	0.53961
	0.06149

	
	2.00
	65
	4.4769
	0.98596
	0.12229


Note: 

1. Pubic Sector Organizations 

2. Private Sector Organizations 

      This result reveals that change in public institutions does not give a chance to employees to self - actualization that it’s often done overhead and without involvement of those influenced by it, and that it does not take the abilities and skills of employees into consideration. 

      In contrast, employees in private establishments feel that change takes place in their

establishment and that it will be generalized if it goes well. Consequently, employees’ resistance to change in private institutions is less than that in governmental institutions. Therefore, the hypothesis can be adopted. 

The Second Hypothesis:

      This hypothesis states that there is a relationship with statistical significance between qualifications and resistance to change by employees in Jordanian organizations. 

      To test this hypothesis, ANOVA was used. The results showed that the members of the sample have stronger feelings towards items (3), (4), (7), (8), (10), (12), (15), (19), (21), and (22). 

      To know who of the qualifications’ holders are more aware of these items than the others, “Shaffe” comparison test was used. It showed that the members of the sample who hold high school qualifications have stronger feelings towards items (1) and (15) than the persons who hold the first university degree. And that those who hold the first university degree have stronger feelings about items 3, 15, 19, 22 than the persons who hold the intermediate diploma do. As for items 4, 7, 8, 12, and 21, they are felt more by the members holding intermediate diploma than the members who hold higher degrees. This is shown in the following table: 

Table (5)

ANOVA of "Qualifications" Variable

	Items
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Between groups 
	18.666
	3
	6.222
	3.860
	0.011

	
	Within group
	222.433
	138
	1.612
	
	

	
	Total 
	241.099
	141
	
	
	

	3
	Between groups 
	14.036
	3
	4.679
	4.582
	0.004

	
	Within group 
	140.901
	138
	1.021
	
	

	
	Total
	154.937
	141
	
	
	

	4
	Between groups 
	105.771
	3
	35.257
	11.456
	0.000

	
	Within Groups 
	163.560
	138
	1.185
	
	

	
	Total 
	269.331
	141
	
	
	

	4
	Between groups
	44.409
	3
	14803
	3.748
	0.013

	
	Within group 
	178.323
	138
	1.292
	
	

	
	Total 
	222.732
	141
	
	
	

	8
	Between groups 
	6.289
	3
	2.096
	4.619
	0.004

	
	Within group 
	77.176
	138
	0.559
	
	

	
	Total 
	83.465
	141
	
	
	

	10
	Between groups 
	10.354
	3
	3.451
	5.066
	0.002

	
	Within group 
	103.118
	138
	0.747
	
	

	
	Total 
	113.472
	141
	
	
	

	12
	Between Groups 
	21615
	3
	1.119
	3.972
	0.009

	
	Within group 
	196.273
	138
	0.282
	
	

	
	Total 
	217.887
	141
	
	
	

	15
	Between groups 
	3.357
	141
	
	
	

	
	Within Groups 
	38.875
	3
	3.286
	5.723
	0.001

	
	Total 
	42.232
	138
	0.574
	
	

	19
	Between groups 
	9.859
	3
	0.690
	20.998
	0.000

	
	Within Group
	79.239
	138
	0.176
	
	

	
	Total 
	89.099
	141
	
	
	

	21
	Between Groups 
	11.071
	3
	1.088
	5.105
	0.002

	
	Within Group 
	24.324
	138
	0.213
	
	

	
	Total 
	35.324
	141
	
	
	

	22
	Between groups 
	3.265
	
	
	
	

	
	Within group 
	29.419
	
	
	
	

	
	Total 
	32683
	
	
	
	


Note: 

1. Secondary

2. Intermediate Diploma 

3. Bachelor Degree

4. Higher Studies 

      This means that employees holding high school degrees feel that change harms the social relations, so it has to be done in parts or gradually. In contrast, holders of bachelor’s degree feel that change does not give them the chance for self-actualization, and that it has to be done gradually and by using the formal authority, and this should be after investigating the reasons of resistance to change. 
      Employees holding intermediate diploma think that change creates a sense of job insecurity and discomfort, that the management will face difficulties due to that, and that change requires abilities and skills which employees lack, and, consequently, there will be problems which the management does not expect. Nevertheless, the management is expected to support the employees. 

      This means that resistance to change by the employees who do not hold university degrees has a social reason plus lack of skills to implement the change, while holders of the first university degrees resist the change for psychological reasons in the first instance. On this basis, training employees and getting them involved in the plans of change will reduce their resistance. Therefore, the hypothesis can be adopted. 

Third Hypothesis: 
      This hypothesis states that there is a relationship with statistical significance between gender (male, female) and resistance to change by employees in Jordanian institutions:

      To test this hypothesis, t-test was used. The test revealed that males have stronger feelings about the items which have statistical significance 1, 3, 8, 9, 10, 18, 21 as shown in Table. (6) It revealed that males have stronger feelings towards items 9 and 21 than females do. As for the items which have statistical significance, females have stronger feelings than those of males. Therefore, the hypothesis can be adopted. 

Table (6)
t-test of "Gender" Variable
	Item
	Gender
	No.
	Mean
	SD
	St.Error Mean

	1
	1.00
	85
	4.2353
	1.39427
	0.15123

	
	2.00
	57
	4.4561
	1.16604
	0.15445

	3
	1.00
	85
	3.9294
	1.16280
	0.12612

	
	2.00
	57
	4.0526
	0.85400
	0.11312

	8
	1.00
	85
	4.5647
	0.6530
	0.09385

	
	2.00
	57
	4.7018
	0.59656
	0.07902

	9
	1.00
	85
	4.6000
	0.81941
	0.08888

	
	2.00
	57
	4.4912
	1.08764
	0.14406

	10
	1.00
	85
	4.3059
	0.98831
	0.10720

	
	2.00
	57
	4.8246
	0.63027
	0.08348

	18
	1.00
	85
	4.6824
	0.62128
	0.06739

	
	2.00
	57
	4.8246
	0.38372
	0.05083

	21
	1.00
	85
	4.5176
	0.50265
	0.05452

	
	2.00
	57
	4.3860
	0.49115
	0.06505


Note:
1. Male


2. Female 

      This means that the males of the sample resist change for reasons related to the fact that change, according to them, offends their social relations, gives no chance for self actualization, and threatens their interests. 

      In contrast, females of the sample feel that change threatens their interests less than it does to males, and that they (females) feel less than males that management must offer support to those sympathizing with change. 

Fourth Hypothesis: 
      This hypothesis states that there is a relationship with statistical significance between the length of service and resistance to change by employees in Jordanian organizations. 

      To test this hypothesis, ANOVA was used. The results showed that the members of the samples have stronger feelings about items 5, 7, 9, 10, 21, as shown in table No 7.

      To know the number of years of service that makes the members of the sample feel these items, “Shaffe Test” of comparison was used. This test showed that the members of the sample whose service length is less than (5) years have stronger feelings about items (5) and (10) than the members of the sample whose service length ranges from (10) to less than (15) years do, and that those whose service length ranges from (10) to less than (15) years have stronger feelings about items (9) and (21) than the members of the sample whose service length is more than (15) years do. As for item (7), the members of the sample whose service length ranges from (5) to less than (10) feel it more than the members of the sample whose service ranges from (10) to less than (15) years do. Therefore, this hypothesis can be adopted. 

Table (7)

ANOVA for “Work Experience” Variable

	Item
	
	Sum of Squares
	DF
	Mean Square
	F
	Sig.

	5
	Between Groups 
	13.587
	3
	4.529
	3.495
	0.017

	
	Within Group 
	178.842
	138
	1.296
	
	

	
	Total 
	192.430
	141
	
	
	

	7
	Between Groups 
	12.448
	3
	4.149
	2.723
	0.047

	
	Within Group 
	210.285
	138
	1.524
	
	

	
	Total 
	222.732
	141
	
	
	

	9
	Between Groups 
	9.513
	3
	3.171
	3.854
	0.011

	
	Within Group 
	113.536
	138
	0.823
	
	

	
	Total 
	123.536
	141
	
	
	

	10
	Between Groups 
	9.186
	3
	3.062
	4.052
	0.009

	
	Within Group 
	104.286
	138
	0.756
	
	

	21
	Between Groups
	3.232
	3
	1.077
	4.632
	0.004

	
	Within group
	32.092
	138
	0.233
	
	

	
	Total 
	35.324
	141
	
	
	


Note:
1. Less than 5 years
2. years to less than 10 years
3. 10 years to less than 15 years
4. years and more 

      This means that employees of less work experience resist change because it threatens and challenges them. The administration is not keen on keeping the employees involved in the plans of change. Employees whose service is over (10) years and below (15) years resist change because they see that it poses threat to their interests, and the management does not do what it is supposed to do, namely backing up employees who sympathize with change. 

      This may account for the attitude of employees who have little experience; they have no skills or abilities that make them able to deal with change requirements, and so they find that change will threaten their jobs and challenge their abilities and skills. Employees give much weight to their being involved in developing the plans of change because such involvement may distance them from the feeling of insecurity and make them closer to feelings of comfort and security towards the consequences of change. 

      By contrast, employees who have a long period of service feel that change threatens their interests and gains which they have acquired along the course of time. 
Fifth Hypothesis: 

      This hypothesis states that there is a relationship with statistical significance between the numbers of training courses that the employees have attended and resistance to change by those employees in the Jordanian organizations. 

      To test this hypothesis, ANOVA was used. The results revealed that the members of the sample have stronger feelings towards the items which have statistical significance 4, 5, 10, 20, as shown in table (8).

      To know which members of the sample who have attended training courses have strong feelings towards item (4), “Shaffe Test” for comparisons was used. 

      This test revealed that the members of the sample who have attended two courses have stronger feelings towards item (4) than the members who have not attended any course do, and that the members of the sample who have attended more than two courses have stronger feelings towards items (5) and (10) than the members who have attended only one course do. Based on that, this hypothesis can be adopted.
Table (8)

ANOVA for “Training Courses” Variable :

	Items
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	4
	Between Groups 
	19.997
	3
	6.666
	3.689
	0.014

	
	Within Groups 
	249.334
	138
	1.807
	
	

	
	Total 
	269.331
	141
	
	
	

	5
	Between Groups 
	24.955
	3
	8.318
	6.854
	0.000

	
	Within Groups 
	167.474
	138
	1.214
	
	

	
	Total 
	192.430
	141
	
	
	

	10
	Between groups 
	11.097
	3
	3.699
	4.986
	0.003

	
	Within Groups 
	102.374
	138
	0.742
	
	

	
	Total 
	113.472
	141
	
	
	

	20
	Between Groups 
	17.177
	3
	5.726
	3.873
	0.11

	
	Within Groups 
	204.041
	138
	1.479
	
	

	
	Total 
	221.218
	141
	
	
	


Note:

1. None.
2. One Course.
3. Two Courses 4.More than two Courses. 

      In the light of Table (8), the researcher concludes that employees who have participated in training courses think that change will bring about insecurity to them and that those who have participated in more training courses think that change implies threat and challenge. For this reason, the management has to get them involved and should explain to them the advantages of change. 

      This may be due to the fact that training has contributed to developing the skills and abilities of employees, and this made them think little of job security which is usually affected by the process of change. But on the other hand, they are more interested in their being involved in developing the strategies that are based on the imperativeness of having the causes of change pointed out for them. 

Sixth Hypothesis: 
      This hypothesis states that there is a relationship with statistical significance between age and resistance to change among employees in the Jordanian organizations. 

      To test this hypothesis, ANOVA was used. The results revealed that the members of the sample have stronger feelings towards items of statistical significance, especially 17, 20, and 22, as shown in table (9). 

      To know which age has stronger feelings about these items “Shaffe Test” was used. It revealed that the members of the sample of the age (40- less than 50) years have stronger feelings towards items (17) and (20) than those of the age (25-less than 30) years do, and that the members of the sample of the age (30-less than 40) years have stronger feelings towards items (22) than those of age (25 and over) and those of age (50 and over) do. Based on that, the hypothesis can be adopted. 
Table (9)

ANOVA for “Age” Variable

	Item
	
	Sum of Squares
	DF
	Mean Square
	F
	Sig.

	17
	Between Groups 
	21.080
	4
	5.270
	3.654
	0.007

	
	Within Group 
	197.575
	137
	1.442
	
	

	
	Total 
	218.655
	141
	
	
	

	20
	Between Groups 
	24.629
	4
	6.157
	4.291
	0.003

	
	Within Group 
	196.589
	137
	1.435
	
	

	
	Total 
	221.218
	141
	
	
	

	22
	Between Groups 
	4.969
	4
	1.242
	6.141
	0.000

	
	Within Group 
	27.714
	137
	0.202
	
	

	
	Total 
	32.683
	141
	
	
	


      The table above reveals that middle-aged employees think that resistance to change can be overcome if the management gives a feeling of trust and security to the employees, points out the advantages that will be brought about by change, and investigates the reasons behind resistance and deals with them in a scientific way. As for the elder and the younger employees, they attach no significance to those matters. This may be due to the fact that the elder employees feel they are close to retirement, and consequently, they feel that they are not concerned or they are in a safe position against what the change may bring about of job-related problems.
Conclusions and Recommendations:
Conclusions:

      we can conclude that there are points of agreement as well as points of difference between the results of this research and the those of the previous researches conducted in the Arab environment. 

      Agreement of results provides an evidence that there is a relation between the independent and dependent variables. Disagreement is due to the following factors: 

(1) Difference between the attitudes of measurement respecting resistance to organizational change in this study compared to those of previous studies. 

(2) Difference between the characteristics of the sample in this study and those of the samples in the previous ones. 

(3) Occurrence of change in some of the organizations under study before the results, sources and reasons of the change are adequately studied. Therefore, once such a change took place, it was resisted by individuals who had theoretically approved it, but they changed their attitude when the change actually took place. 

The research has produced several results that can be summed up as follows: 

(1) Employees in governmental and private organizations resist change and hold a negative attitude towards it due to the following reasons: 

A) Economic Reasons: Employees resist change for they fear that their wages may be reduced, as is the case in the modifications related to work simplification and performance standards. They also feel that the change may threaten their interests or affect the opportunities of their promotion in the future. 
B) Psychological Reasons: An efficient skilled employee who expects that the change will make his job boring and not in need for high skills will resist this change. He believes he will lose the essential value of his efficiency which earned him self-satisfaction and appreciation of his superiors. He expects he will lose the respect of not only the organization where he works, but also the community where he lives. Therefore, he feels that any change in the duties of his job may obstruct the achievement of his goals, and so, he will resist the change. 

C) Social Reasons: Resistance may be created by the imagination that the results of change may bring about negative social qualities, such as breaking up social relations that may have been established among employees. 

D) Technical Reasons: These reasons are related to the employees’ fear of difficulties that they may encounter while confronting the aspects of change. These reasons are also related to getting employees involved in developing plans for change. This policy runs counter to the claim of the management that the employees are not technically efficient enough to take part in developing such plans. 

(2) There is a relationship between poor qualifications and resistance to change due to its effect on social relations among employees. 

(3) There is a relationship between poor qualifications and non-involvement of employees in formulating the plans change. 

(4) There is a relation between gender and change resistance; males feel that change threatens their interests.

(5) There is a relationship between the period of work experience and the challenge that the change may imply. 

(6) There is a relationship between the period of work experience and the belief of employees that the plans of change are developed without their participation.
(7) There is a progressive relationship between the number of training courses which employees have participated in and resistance to change. 
(8) There is a progressive relationship between age and resistance to change.
Recommendations: 

(1) Paying attention to training activity which enables employees to acquire behavioral skills that help them accept change.

(2) Allowing employees to express their feelings towards and objections to change frankly. 
(3) Involving employees who are affected by change in developing the plans of change, building trust bridges with them, and using the open door policy to remove doubt about change goals.
(4) Reassuring the employees who would be affected by change that the management is concerned with reducing the negative results that may emerge from the change process. 
(5) Adopting an educating strategy intended for convincing employees of the benefits of change and providing them with logical justifications in this regard.
(6) Adopting a philosophy based on the principle that resistance to change has an important function since it helps avoid improper and unsuitable ideas that come to the organization from the external environment. 

(7) Establishing rules and regulations of work based on participation and delegation of authority. 

Future Studies: 

      Due to the importance of the study, there are still several subjects are in need of more studies and researches to be conducted, such as: 

(1) The relationship between organizational alienation and resistance to change. 

(2) The relationship between organizational loyalty, job satisfaction and resistance to change. 

(3) The relationship between the leadership styles and resistance to change.

(4) The relationship between organizational characteristics, such as the degree of centralization, organization size, formality, management levels, and supervision, on one hand, and resistance to change, on the other.

References:
Arabic:

(1) Abu Handiyyah, “Attitudes of Employees Towards Organizational Change, University of Jordan, Unpublished Master Degree Thesis, Amman, P: 57, 1994.

(2) Al Hawamdah, Nidal and Salah El Din Al Hiti, “Factors of Change and their Relation with the Level of Perceiving Change Process and its Results : A Field Study in Jordanian Companies of Phosphate, Cement, and Potassium, Mu’ta for Researchs and Studies, Mu’ta University, Karak, Vol (7), No. (2), (P P: 235-273), 2004.

(3) Alloazi, Mousa, Employees’ attitudes in the Jordanian Government Organizations Towards Change Administration, Dirasat, University of Jordan, Amman. Vol. (25), No. (2), P P: 338-356, 1998.

(4) Al Madhoun, Mousa, the Modern Strategies of Change and Administrative Reform, Yermouk Researches University of Yermouk, Irbid, Vol. (15), No. (3), PP: 93-109, 1999.

(5) Al Nueimi, Husein Abdulla and Ahmad mohammad El Hadrami The Factors Affecting the Process of Innovation in Commercial Banks in Yemen, Public Administration Institute, Muscat, Vol. 19, No. (68).

(6) Al Sa’adi Ali Abdul Hussein, Pros and Cons Reasons for Organizational Change: a Field Study by The Islamic Bank, Muscat, Public Administration Institute, Vol. 8, No. (66) P P: 133-165, 1996.

(7) Al Awamleh, Na’il, Change and Organizational Development in Public Administration Systems in Jordan; Field Study, Yermouk Researches: Yermouk University, Irbid, vol. 8; No. (2), P. 174 and next, 1992.

(8) Younis Tariq Shereef, Manager’s Response to Changing Strategic Goals with Public Sector, Al Rafidain Development Journal, Al Mousel University, Al Mousel, Vol. 55, No. (20), PP: 61- 99, 1998.

(9) Yousef, Darwish Abdul Rahman, The Factors Influencing the Employees’ Attitudes Towards Organizational Change: A Field Applied Study on Public Organizations in UAE, Journal of the University of King Saud. Al Riaydh, Vol. (3), 2000.

English:

(1) Beer, Michael, et al.: Why Change Programs Don’t Produce Change Harvard Business Review, Nov. Dec., 1990.

(2) Doyle, Mike, daydon, Time, Buchanar Dave: The Management Experience of Organizational Change, British Journal of Management, V. 11, P.P: 3-4, 2000.

(3) Kemelgor Bruce; H Jonson, scott D, Srinivasan, S, Forces Driving Organizational Change a Business School Perspective, Journal of Education for Business, Vol. 75 No. (3), 2000.

(4) Kotter, John p. Leading Change, MA, Boston: Harvard Business School, 1996.

(5) Lord, Alex and Jean Hartly, Organizational Commitment and Job Insecurity in a Changing Public Service Organization, European Journal of Work and Organizational Psychology, 7 (3), P P: 342-353, 1998.

(6) Margulies, N., and A. Raia, “The Significance of Core Values on the Theory and Practice of Organization Development”. In F Massark (edu.., )Advances in Organization Development, Norwood, N..J.:, P P: 27-41, 1990.

(7) Partick, Bonald Kirk, Management Change in Banks and Financial Institutions, Training and Development, 47 (2): pp: 28- 32, 1993.

(8) Schiro, James B., The Effects of Change and Preventive Measures for Change on Corporate America White-Collar Employees, Waldn University, Dis. Abs. int, v 56, N. 10,April, P. 4045, 1996.
Appendix

Questionnaire

First Part-Personal Data:

Sector:


 Public Sector Organizations. 


 Private Sector Organizations.

Qualifications:

      Secondary

      Intermediate Diploma

      Bachalor Degree

      Higher Studies

Gender:

      Male

      Female

Work Experience:

      Less than 5 years

      5 years to less than 10

      10 years to less than 15

      15 years and more

Training Courses :

      None

      One course

      Two courses

      More than two courses

Age :

      Less than 25 years

      25 years to less than 30

      30 years to less than 50

      50 years and more

Second Part- Questionnaire Items:

Put the sign (√) in front of each item of the following in the right column: 

	Strongly

disagree
	Disagree
	Undecided
	Agree
	Strongly

agree
	Items
	Serial

No.

	
	
	
	
	
	Change Results (1-4):

Change offends the social relations that evolved and developed among employees.
	1-

	
	
	
	
	
	Change leads to confusion and loss of work balance. 
	2-

	
	
	
	
	
	Change gives no chance for self-assertion in work. 
	3-

	
	
	
	
	
	Change destabilizes security and comfort among employees.
	4-

	
	
	
	
	
	Reasons of Resistance to Change (5-12):

The term "change" implies threat and challenge. 
	5-

	
	
	
	
	
	Change hinders individual's efforts to achieve his goals.
	6-

	
	
	
	
	
	Change requires that the management should address the problems that may arise.
	7-

	
	
	
	
	
	Requirements of change are beyond the abilities and skills of employees. 
	8-

	
	
	
	
	
	Change threatens employees' interests.
	9-

	
	
	
	
	
	Change plans are developed by the management without employees' participation.
	10-

	
	
	
	
	
	Change does not respond to wishes and interests of employees.
	11-

	
	
	
	
	
	Change generates problems which the management can neither expect nor solve.
	12-

	
	
	
	
	
	Change Strategies (13-19):

Change is a collective effort that requires participation of employees in planning and implementation.
	13-

	
	
	
	
	
	Change has to be gradual and in stages.
	14-

	
	
	
	
	
	Change has to be done in parts in the organization, and if proved to be successful, it can be generalized among other organizational units.
	15-

	
	
	
	
	
	Change dictates that the management should predispose employees to accept it, then train them to implement it as required. 
	16-

	
	
	
	
	
	Change requires that the management should reassure employees about their job security so as to guarantee the implementation of the change required.
	17-

	
	
	
	
	
	Change compels the management to give logic justifications to employees that highlights motives and necessities for change.
	18-

	
	
	
	
	
	Change compels the management to use its authority to implement the change required.
	19-

	
	
	
	
	
	Means of Facing Resistance to Change (20 – 22):

Change compels the management to explain the advantages that result from change.
	20-

	
	
	
	
	
	Change compels the management provide support to employees who accept the change project.
	21-

	
	
	
	
	
	Change compels the management to investigate the reasons behind resistance to change and tackle them appropriately.
	22-


ملخص


      تهدف هذه الدراسة إلى التعرف على اتجاهات العاملين في القطاعين العام والخاص الأردنيين نحو مقاومة التغيير، وعلاقة هذه الاتجاهات بعدد من المتغيرات الشخصية والوظيفية المتمثلة في جهة العمل، والمستوى التعليمي، والجنس، والخبرة، والتدريب، �والفئة العمرية.


      واستخدمت الاستبانة للتعرف على أراء العاملين واتجاهاتهم نحو مقاومة التغيير. وقد تكونت هذه الاستبانة من جزأين رئيسيين: جاء الجزء الأول ليستوفي بعض المعلومات الشخصية والوظيفية. وجاء الجزء الآخر متضمناً اثنتين وعشرين فقرة موزعة على نتائج التغيير، وأسباب مقاومته، واستراتيجياته، وسبل مواجهته. وقد تم استخدام الإحصاء الوصفي لتحليل بيانات العينة، والإحصاء الاستقرائي لاختبار فرضيات الدراسة.


      وكشفت الدراسة عن وجود فروق ذات دلالة إحصائية بين الجنس، والمستوى التعليمي، والخبرة، والتدريب، ومقاومة التغيير. وقد جاءت توصيات الدراسة لتؤكد على ضرورة:


إعطاء العاملين فرصة المشاركة في بناء خطط التغيير.


إبراز مزايا التغيير وموجباته للعاملين.


تدريب العاملين على المهارات الإنسانية التي تمكنهم من فهم التغيير وتنفيذه.


الكلمات الدالة: التغيير, نتائج التغيير، استراتيجيات التغيير، أسباب مقاومة التغيير، وسائل مواجهة مقاومة التغيير.


Abstract


      The aim of this study is to identify the attitudes of employees in the public and private sectors towards the different aspects of resistance to change as well as the relation of these attitudes with a number of personal and job-related � 








variables, such as sector, qualifications, gender, work experience, training courses, and age.


      To achieve this goal, a questionnaire was developed to measure employees' response towards change, identify their opinions about their reasons for resistance to change, and determine the strategies which must be established by the management to face the resistance. Descriptive statistics were used to analyze the sample data, and deductive statistics were used to test the hypotheses.


      The study revealed that there is significant relationships between gender, qualifications, work experience, and resistance to change.


The study recommends the following:


The management should give the employees the opportunity to participate in the plans of change, and encourage them to be creative.


The management should highlight the benefits of change.


The management should train employees to acquire behavioral skills required for implementing change.


* Key words: Change, Change results, Change strategies, Causes of resistance to change, means of facing resistance to change.
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Independent Variables :








Sector





Qualifications 








Gender 











Resistance to Change (Results, Reasons, Strategies and Ways to Face)








Work Experience








Training Courses











Age 
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