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FORMATION OF THE MECHANISM
OF OVERCOMING RESISTANCE OF
ORGANIZATIONAL CHANGES IN THE
INDUSTRIAL ENTERPRISE

06’exmom docnidxcenmst € nPoyec NOOOIAHHsL ONOPY OP2AHIZAUIIHUM 3MIHAM HA NIONPUEMCME] 8 KOHMEKCTT
ix ynpasninus. B pesyiomami ananisy Gynkyionyeanis npomMuciosux nionpuemMcms 6UsLGICHO He2amUGHUL 6NIUE
0nopy opeanizayitinux amin na epexmusnicmy ix disavrocmi. Busnaueno, o ¢idcymuicmo €0unozo anzopmumy
0itl w000 NOJoLANIS ONOPY 3MIHAM Uepe3 BUKIUKU Oi3Hec-Ccepedosuuya Yekaaonioe 6nposaoiceliis Ho806aeoeHy.

B pesyavmami ananisy mepminonoziuiozo anapamy ymouneno CYmHuicms Mexamnismy nodoanis onopy opea-
HISQUIHUM 3MIHAM. 3anpononosano po3ymimu 1ozo K cUCmemMy NPUHUUNIS, Memoodie Maninyuosanns (cnomy-
Kanus 00 0il), incmpymenmis, nPUlomie 6NAUSY, U0 QYHKUIOHYE 6I0N0BIOHO BCTNANOBLEHUM HOPMAM | NPACULAM
8 MENCAX ICHYIOUUX COUIATLHO -eKOHOMIUHUX 8IOHOCUH HA NIONPUEMCTEL 3 YPAXYBAHHAM BNIUGY SHYMPIUHLOZO MA
3068HIWHBLOZ0 cepedosuya. Busnaueno, wo 201061010 MEMOK MEXAHI3MY NOOOLANHS 0NOPY OP2AMI3AUTUHUM SMIHAM
€ BUABNEHIS MA YCYHEeHHs 0nopy 3 OOKY NePCOHany w000 30MUCHENHS 0PLANI3AUIIHUX 3MIH HA NIONPUEMCMEI.
Ile dossorumov nideuwumu Keposanicms nPouecy SKiCHO20 NPOGeOeHHs OP2AHI3AUILINUX HOB0BEEOeHD HA NIONPU-
ememei 6i0nosidio 00 sazanvioi cmpamezii 1020 PO3GUMKY.

Y pobomi sanpononosano konyenmyaronuil nioxio 0o opmyeanis mexanismy no0OIAHHS ONOPY OP2AHIZAUiLL-
HUM SMIHAM, SKUTL ZPYHMYEMBCA HA BUKOPUCTRAHHT NPOUECHO20 NIOX00Y MA 6KIOUAE NEBHY CYKYNHICMb emanie,
Ha KOACHOMY 3 AKUX GUPIULYEMBCSL KOMNLEKC 3a80aiy i3 3asnauennam suxonasuis. Ile dosgorumn y nodanvuomy
peziamenmyeamu nociidosicms ix 0ill ¢ npoueci nodoianis onopy Nepconary aminam na nionpuemcmei. 06-
TPYHMYBAHO CMPYKMYPY 3aNPONOHOBAH020 MEXAHIZMY, AKA NPEICMABLIEHA MAKUMU eJleMeHmamiL: mema, 06’ekm,
CYO ' eKm, UUHHUKU GHYMPIUND020 CEPeO0BUULA, YUHNUKU 3068HIUIb020 Cepedosullyd, 3a0e3neuenis, NPUHLUnU,

Krasnorutskyy 0.,
Gryn E.

Memoou nodoiants onopy, ma cam npoyec NOOOIAHHS. ONOPY 3MIHAM.

Peanisayis na npaxuyi mexanismy noooianns OnNopYy OP2aHi3auitiHum sminam 003601ums KepieHuymey nio-
NPUEMCMBA HAXA200UMU QYHKYIOHYBAHHS, NIOGUWUMU NOMEHUIAT A KOHKYPEHMOCHPOMONICHICTb, A MAKONC
ompumamu iLcmpymenmu ynpasiinis nogedinko Nepconary Ha 3aniano8ani Ho806EeOeH s.

Kmiovosi cnosa: mexanism nodonanms onopy op2arizauitinum 3MIHAM, MEMOOU N000ANHs. ONOPY, eEKMUBHICTL

distivrocmi nionpueMcmea, 6NPoBadNHCeNIL H0B0BELOCHD.

1. Introduction

The latest analysis of the results of a study of the
competitiveness of countries according to the Global Com-
petitiveness Index 2017-2018 confirmed Ukraine’s weak
positions among other countries [1]. Such trends indi-
cate a low innovativeness and insufficient technological
effectiveness of the national economy, which is associated
with ineffective institutional environment for its develop-
ment and outdated technological base of most industrial
enterprises. So, they worsened in 2017-2018, Compared
to previous years, some components of performance enhan-
cers (subindex groups) and, according to Ukraine, moved
noticeably in the ranking. Among them are flexibility and
the use of talents in the context of ensuring the efficiency
of the labor market and technological borrowing and the
use of information and communication technologies in the
context of ensuring technological readiness. So, given the
need for the company to respond quickly to the rapid
changes occurring in all sectors of the economy, in order to
maintain the existing competitive advantages, the problem
of overcoming resistance to organizational change becomes
very relevant. This is explained by the natural negative
attitude of the staff towards all changes that occur in the

enterprise. These and other circumstances necessitate the
development of a theoretical and methodological approach
to the development of an organizational change manage-
ment system, a key element of which is the formation of
a mechanism to overcome resistance to organizational change.

2. The ohject of research
and its technological audit

The object of research is the process of overcoming re-
sistance to organizational changes at the enterprise in the
context of their management. In the conditions of the urgent
need to ensure the preservation of competitiveness of the
enterprise in the long term, the timely management principle
is the cycle of continuous monitoring and improvement at all
stages of the product life cycle («plan — do — check — act»).
It was proposed with the aim of increasing the activity
of management, in terms of using the process and system
approach to management, customer focus, and staff involve-
ment in quality management activities [2].

Paying due attention to a significant refinement of scien-
tists, it should be noted that the issues of a comprehensive ap-
proach to defining a clear algorithm for management’s actions
to overcome resistance to organizational changes in the frame-

.
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work of ensuring the effectiveness of their implementation
remain insufficiently studied. This confirms the importance
of developing a mechanism to overcome resistance to change,
both before and during the transformations in the enterprise.

3. The aim and ohjectives of research

The aim of research is forming a mechanism for overcom-
ing resistance to organizational changes in the enterprise.
To achieve this aim, the following tasks are decided:

1. To determine the essence of the mechanism of resis-
tance to organizational change.

2. To propose a conceptual approach to the formation
of a mechanism for overcoming resistance to organizational
changes.

3. To justify the structure of the proposed mechanism
to overcome resistance to organizational change.

4. Research of existing solutions
of the prohlem

Various aspects of this issue are devoted to the de-
velopments of scientists. The theoretical foundations of
managing organizational change in the enterprise were given
a lot of attention in [3], focusing on improving process
management, project management, change, knowledge and
resources, but the practical component of this issue has
not been fully disclosed. An alternative version of leveling
this problem is set forth in [4], where the author substan-
tiates the expediency of applying the design approach to
managing organizational transformations, which will allow
for the effective implementation of the changes planned at
the enterprise without disrupting its functionality.

The question of justifying the need for leaders at all
levels of management is investigated in [5], however, this
work is a bit outdated in the context of the use of modern
organizational change management tools, the principles of
leadership presented in it and the process of forming a cul-
ture is irrelevant. In turn, a more adapted to the conditions
of modernity is the work [6], where the authors propose
to reveal the potential of the organization by overcoming
resistance to change.

Key factors for overcoming resistance to change at
all levels of management are analyzed in detail in [7];
tools for making optimal strategic decisions are particularly
useful for practical application.

The basics of organizational development are presented
in detail in [8], but the issues of overcoming the resistance
of managerial staff are not fully disclosed. The classification
of approaches to managing the implementation of strategic
changes is specified in [9], however, no possible obstacles
to organizational change are described. This aspect is fully
disclosed in [10]. The implementation of organizational
transformations is an important mechanism for the for-
mation and development of the enterprise management
system according to the authors of [11], but in this work
the issues of ensuring the effectiveness of organizational
changes are not fully disclosed.

Thus, despite the presence of a significant variety of
conceptual approaches to change management and practi-
cal recommendations on how to overcome resistance, the
existing tools for managing organizational changes should
be adapted to the latest standards and modern require-
ments of enterprise management.

5. Methods of research

Set of methods are used, including:

— theoretical generalization, analysis and synthesis, induc-
tion and deduction — to clarify the essence of the concept
«mechanism of resistance to organizational change»;

— system and process approaches — to form a mechanism
for overcoming resistance to organizational changes;
— formalization method — to justify the elements of the
proposed mechanism for overcoming resistance to change.

6. Research resulis

An analytical study and a detailed analysis of the prac-
tice of implementing organizational changes at agricultural
engineering enterprises are carried out. The obtained results
allow to establish that the effectiveness of organizational
changes in the enterprise is influenced not only by the
proper management of the company’s resources and the
detailed development of a plan for organizational changes,
but also by the personnel of the enterprise. In addition,
the influence of resistance to organizational changes on the
performance of the enterprise is determined. This analy-
sis confirms the importance of measures to improve the
enterprise management process, on the one hand it is
a conductor of organizational changes, and on the other
hand, it is the object of influence from changes. In this
regard, a conceptual approach to the formation of a mecha-
nism for overcoming resistance to organizational change
was proposed (Fig. 1).

Taking into account the existing achievements of scien-
tists [12] regarding the terminological support for the con-
cept of a mechanism, the essence of the mechanism for
overcoming resistance to organizational changes is deter-
mined. So, this concept is a system of principles, methods
of manipulation (inducement to action), tools, methods of
influence, operates in accordance with established norms
and rules within the framework of existing socio-economic
relations in an enterprise, taking into account the influence
of the internal and external environment. It is determined
that the main goal of this mechanism is identification and
elimination of resistance from personnel on the implementa-
tion of organizational changes in the enterprise. This will
increase the controllability of the process of high-quality
organizational innovations in the enterprise in accordance
with the overall strategy of its development.

A conceptual approach to the formation of a mechanism
for overcoming resistance to organizational changes in an
enterprise involves the implementation of the preparatory,
main and final stages.

The preparatory stage involves the following actions:

— identifying the need to overcome resistance;

— determination of the level of potential resistance;

— identification of potential resistance zones;

— determination of personnel readiness for changes;

— identification of sources, causes and factors of re-

sistance;

— analysis of existing models to overcome resistance

and the choice of the necessary;

— justification and choice of methods for overcoming

resistance;

— prediction of a possible situation by building trend

models of the influence of resistance to organizational

changes on the efficiency of the enterprise.
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Fig. 1. A conceptual approach to the formation of a mechanism for overcoming resistance to organizational changes in an enterprise

The implementation of the main stage begins with
the development of measures to overcome the resistance
to change and ends with encouraging staff to implement
organizational changes. In addition, the following processes
are important:

— familiarization of staff with the volume of necessary

organizational changes and involvement in this process;

— formation and implementation of the strategy for

introducing organizational changes;

— adaptation, training and professional development

of staff.

The last stage is final and involves the development
of criteria for evaluating the effectiveness of overcoming
resistance to change and, accordingly, an assessment of
the effectiveness of overcoming resistance to organizational
change using simulation modeling. The main criterion for
the effectiveness of overcoming resistance to changes and,
accordingly, the effectiveness of the functioning of the
proposed mechanism in an enterprise is the readiness of
personnel to make changes, an understanding of their ne-
cessity and importance.

The reasons for the activation of possible personnel
resistance to organizational changes in the enterprise are:

— organizational, that is, there is a discrepancy between

the organizational structure and corporate culture of

future changes, characterized by a high duration of
the period of introduction of innovations, as well as
the lack of effective systems of labor motivation;

— cognitive, is the lack of necessary knowledge of the

management of the enterprise in the field of manage-

ment psychology and psychoanalysis, which leads to
the appearance of an invisible «barrier» in the social
and labor relations between management and staff;

— mental, expressed on the one hand in the low in-

terest of the enterprise staff in the introduction of

innovations, on the other — in a high dependence on

the cultural and political orientations in the team;

— social, is the referent of the informal group (small

group) in the enterprise the great importance of group

values and norms for the individual, the cohesion of
the team, which leads to a lack of personification, and
the like.

It is also necessary to make certain explanations about
the presence of certain structural elements in the proposed
mechanism for overcoming resistance to organizational chan-
ges. So, the choice and justification of factors of external
and internal environment due to the nature of the process
of resistance to organizational change and its overcoming.

The basis of the mechanism for overcoming resistance
to organizational change in an enterprise is based on the
principles of managing organizational change — the funda-
mental rules, a certain basis for carrying out those actions
that are provided for in the framework of the managerial
process of organizational changes.

Methods of overcoming resistance to changes in the
mechanism are considered as a set of techniques (methods
of introduction) for the practical solution of a particular
established task to achieve the goal. Thus, the priority
methods of overcoming resistance to the introduction of
changes are the introduction of various kinds of negotia-
tions with the performers, the conquest of <hearts and
minds» and the provision of personnel with full informa-
tion about the changes. This is necessary so that they
can understand why they need these transformations and
what benefits will be specific to each employee.

The priority methods of overcoming resistance after the
introduction of changes is personnel support, concluding
an agreement on mutually beneficial conditions, attracting
leaders to your side in order to reduce the resistance from
the personnel as quickly as possible. So, staff needs to

5
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constantly feel not only the support of management and
leaders, as well as their own benefit from this innovation.

Since the choice of receiving effects on personnel is
a decisive component in overcoming resistance to change,
an important step is their classification and scope. Methods
of exposure are classified as [13]:

1. Administrative. Methods of management and edu-
cational impact, which have the following features:

— a direct impact on the will of subordinates, mani-

fests itself in the unambiguity of orders given and the

obligatory nature of their implementation;

— gratuitous nature, which does not provide for the

use of incentive tools.

The main advantages of these methods of exposure are:

— the effectiveness of their use in standard situations

(in conditions of stability);

— strict adherence to production technology and ma-

nagement.

2. Socio-psychological. Methods of psychological pres-
sure and manipulation, which are manifested in the active
impact on the human psyche through various techniques,
gestures that allow to turn off logical thinking. This leads
a person to a state of confusion and leads to certain ac-
tions. The use of these techniques can lead to:

— suppression of the personal qualities of the individual;

— even a violation of the stability of the psychological

climate in the enterprise.

But with the correct approach of the leadership to the
psychological impact on subordinates it becomes possible:

— reduction of tension in the team;

— strengthening interpersonal relationships in a team;

— formation of loyalty to the introduction of innova-

tions in the enterprise.

3. Socio-economic. Methods of psychological planning
and programming, which consist in a monotonous, stub-
born impact. The advantages of these techniques are:

— unity of the will of the head and the interests of

staff in achieving the goal;

— focus on impact, taking into account the economic

component.

Justification and selection of a model for overcoming
resistance, taking into account the specifics of an enterprise,
is a key element in the context of the proposed mechanism.
After all, its correct implementation in the enterprise allows
leveling the very problem of personnel resistance. A detailed
analysis of the situation in Ukrainian enterprises regarding
the overcoming of resistance to change has confirmed these
trends. It is extremely difficult for management to clearly
define and select appropriate, effective and timely methods
for overcoming resistance to change due to the lack of
a clear and simple algorithm of actions.

It is important to note that measures to overcome
personnel resistance to organizational changes are an obliga-
tory component of the organizational and economic bases
for ensuring the effectiveness of organizational changes,
therefore they should be carried out taking into account
the following provisions:

— is a mandatory element of the system of manage-

ment of organizational changes in the enterprise;

— are developed taking into account the level, nature,

causes of resistance, as well as based on the need to

achieve high results;

— are implemented simultaneously with the implemen-

tation of the program to encourage staff to carry out

organizational changes in order to prevent systemic
insolvency;

— are relied on informing, training and, accordingly,
engaging staff in the implementation of changes.

7. SWOT analysis of research results

Strengths. The strengths of research and application of
the proposed mechanism to overcome resistance to orga-
nizational change is that these measures allow:

— improve the management of organizational changes

and minimize the negative impact of changes in busi-

ness processes of the enterprise;

— ensure the confidence of management that changes are

being implemented to meet the needs of the enterprise;

— optimize the cost of changes and the like.

Weaknesses. The analysis of the process of overcoming
resistance to organizational changes in enterprises confirmed
the absence of monitoring procedures for monitoring the
implementation of changes. In addition, as a weakness of
the proposed mechanism, one can note the presence of
certain subjectivity in the choice of methods and models
for overcoming resistance to change due to the use of
analysis of Saaty hierarchies.

Opportunities. 1t should be noted that further use of
the proposed mechanism for overcoming resistance to or-
ganizational changes will be more correct in the context
of a parallel assessment of the impact of changes on the
efficiency of the enterprise. This will minimize the risk
of resistance from the enterprise.

Threats. The threats to the formation of a mechanism
for overcoming resistance to organizational changes include
the following:

— lack of necessary knowledge of the management of

the enterprise in the field of management psychology;

— incompetence of top managers in the implementation

of a mechanism to overcome resistance to change in

the enterprise;

— significant negative impact of environmental factors.

1. The essence of the mechanism of resistance to or-
ganizational change is clarified, which is understood as
a system of principles, methods of manipulation (induce-
ment to action), tools, methods of influence, operates in
accordance with established norms and rules within the
framework of existing socio-economic relations in the
enterprise, taking into account the influence of internal
and external environment. It is determined that the main
aim of this mechanism is identification and elimination
of resistance from personnel on the implementation of
organizational changes in the enterprise.

2. A conceptual approach is developed to form a mecha-
nism for overcoming resistance to organizational change,
presented in the form of Fig. 1 in order to visualize the
relevant stages in the formation of a mechanism for over-
coming resistance to organizational changes and its compo-
nents. This mechanism is based on the application of the
process approach and is a set of stages, each of which solves
a complex of tasks with an indication of the performers.
This allows to regulate the sequence of their actions in
the process of overcoming the resistance of personnel in
the enterprise.
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3. The structure of the mechanism for overcoming re-
sistance to organizational change is substantiated. The use
of the developed mechanism for overcoming resistance to
organizational changes allows an industrial enterprise to
manage the response of personnel to changes in the de-
velopment process. In addition, it becomes possible for an
enterprise to return to sustainable operation, increase its
development potential, competitiveness and market value.
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