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The existing literature identifies several constructs reflecting different aspects of attitudes toward change
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Understanding the gap Systematic Literature Review

This paper focuses on these two constructs: although attitudes -

towards change are a complex and versatile phenomenon, vy
. . PRISMA

resistance and readiness are the most fundamental and most

popular among in the existing academic discourse

The article by Stroh, 2021 identifies a pivotal shift in change
management practices, stating a moving focus from primarily
addressing employee resistance to actively cultivating their
psychological readiness for change (Stroh, 2021

How relevant is it to study exactly resistance to change?
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Can the entire spectrum of employees’ attitudes towards change
be described in terms of one or another degree of readiness?
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The methodology includes 5 main steps to answer the proposed questions
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Description

Formulating

RQs

L
E N
PRISMA

1. What directions of
research on attitudes
toward change exist in
academic discourse?

2. What is the
difference between
understanding
resistance and
understanding
readiness for change
in these works?

)

Sample
selection

N=21162

Only scientific articles
were analyzed

English-language
articles

Q1 journals
1948 - 2022
Management, Business

& Accounting
category

)

Bibliometric analysis

-

R-CCA

%%2) N=326
J

A bibliographic co-
citation map was built

6 clusters of patterns
were identified

)

Thematic analysis

A

LDA

tag cloud was
obtained, visualizing
the significant
preconditions for the
emergence of a
particular attitude
towards wards change

4 groups were
identified

Conclusion

future research
directions identified
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As a result of the CCA-R, six clusters were identified, each covering a specific area of study of attitudes to change
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Green cluster

emphasizes the dynamism of
the change process and the

adaptability of the o

organization during the
period of change
implementation
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Bibliographic coupling (VOSviewer)

Blue cluster

focused on the role of
individual personal
characteristics and
attitudes to change

Red cluster

The red cluster summarizes
strategic aspects of change,
focusing researchers’ attention
on the role of top management
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Thematic analysis, exposing important themes and relationships that might have been missed or under-reported in co-citation
analysis, can pinpoint where theories intersect and guide more detailed research into readiness for change or resistance
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Group 3

Group 4

personality
psychological
contribute
failure
employee
internal world
desire
age
career
support
skill

benefit

discussion
act

readiness

team
interpersonal
affect
force
allow
common vector
take action
organize

provoke

structure
divisional
requirement
direction
culture
emergent
reason
gradual
openness
unofficial
failure

incremental

LDA (Python)

contract
main
agreement
life
relevant aspect
department
goal
necessity
adaptivity
community
balance

basis




introduction methodology results m conclusion

Group 1 (48%) «Individual-psychological» direction

Description I I

The first group of studies focuses on individual , such as personality
traits and attitudes, influencing resistance to change (Herold et al., 2007; Oreg, 2006).

-

Employees , and impending change often induces
; Wwhich can become a barrier to overcoming resistance (Rosenberg & Mosca, 2011).

L THEEETTT

Key affecting resistance include and (Oreg, 2006).
| &
Other individual factors include tics like age, gender, skills, education, the

threat to personal power, trust in management, the perceived difficulty of learning new technologies,
and the divergence of personal and organizational interests (Mumby, 2005; Venkatesh et al., 2003).

Resistance to change is predominantly , such as a predisposition to
anxiety when leaving the comfort zone or avoiding uncertainty (Oreg, 2006).

Readiness for change is closely linked to and
process (Kotter & Schlesinger, 1979).
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Group 2 (22.5%) «Group» orientation

) 4

Description

The second group emphasizes the importance of , and
in shaping attitudes toward change (Armenakls & Harris, 2002).

T T

Group dynamics and interactions influence participants'’ ,
contributing to the formation of (Armenakis & Harris, 2002).
T TET TRy
within groups can cause ; as individuals act in the group's interest

out of fear of losing connections with colleagues (Rafferty & Jimmieson and Armenakis, 2013).
L AEY "

In top-down change implementations, the of influential individuals plays a role in

resistance, with resistance potentially based on the (Eisenbach

et al,, 1999).

Changes aligned with and norms can facilitate , while those that

conflict may generate resistance (Armenakis, Harris, 2002; Bordia et al., 2004).
=Ty

Increasing readiness for change requires not only clear communication about the upcoming changes but
also efforts to and (Kotter, 1995).
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Group 3 (16.8%) «Institutional and strategic» direction

) 4

Description

The third group emphasizes the importance of with the company’s
to ensure success (Burns, 2004).
T T
, such as rumors, can create anxiety and fear of change when employees
learn about changes retrospectively, contributing to resistance (Rosenberg & Mosca, 2011).
T TI T

with change can foster cynicism among employees, negatively
impacting future change efforts (Tsoukas et al., 2002).

Resistance to change is often an from employees, rooted in
organizational culture, and rumors, with a responsible individual playing a key role in managing the
process (Gioia & Chittipeddi, 1991; Huber et al.,, 1993).

Continuous , paired with quick wins, help increase readiness for change and
allow organizations to adapt more effectively (Burnes & Jackson, 2011).

[

; such as centralization, hierarchy, and size, significantly influences the

success of change implementation and the level of resistapce (Orlikowski, 1996).
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Group 4 (12.7%) «Agent-based» orientation

Description

The fourth group focuses on the role of in shaping employees’

their narratives and meaning-making processes (Isabella, 1990).
T =1 - mwmh‘

Success in implementing change often depends on rather than takmg a K WS
T T

, and the social status of the change agent plays a significant role in their

effectiveness (Gioia & Chittipeddi, 1991; Eisenbach et al., 1999).

may obstruct change if they fear losing their authority or privilege, affectmg the ZOCESSS

overall success of the change process (Huy, 2002). i

ROCESS
, along with providing support and resources, Py

increases employee readiness for change, while perceived unfairness or imposition can lead to
resistance (Higgs & Rowland, 2005; Rosenberg & Mosca, 2011).

Competent communication by

e
Resistance is often a , Whereas lack of readiness is usually due to employees not
understanding how to adapt to the new situation; effective change agents recognize and address

both phenomena differently (Weick & Sutcliffe & Obstfeld, 2005).

Readiness for change can be enhanced by through . ,
providing employees with support to acquire new skills, and fostering positive attitudes toward
change (Teece et al,, 1997; Ajzen, 1991).
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Conclusions

Resistance to change is often linked to psychological and social factors, such as fear of the unknown and social pressures, and is expressed
as active opposition to proposed changes (DiFonzo & Bordia and Rosnow, 1994).

Readiness for change reflects an understanding of the meaning of change, with management support and employee participation playing
key roles in fostering this readiness (Teece et al., 1997).

Overcoming resistance typically involves reactive approaches, addressing perceived threats to employee status and social capital, and using
transformational leadership behaviors to reduce opposition (Eisenbach et al., 1999; Lewin, 1947).

Building readiness for change requires proactive strategies, including persuasive communication about the benefits of change, skill
development, and creating positive narratives about the change process (Ajzen, 1991; Armenakis & Bedeian, 1999).

Programs for change management should address both resistance and readiness, utilizing active leadership to form an attractive vision for
the future, providing transparent communication, and individualized support for resistant employees (Bagrationi & Thurner, 2020).

Future research should explore how resistance and readiness for change evolve over time in different contexts and continue analyzing both
successful and unsuccessful change management practices to identify key success factors.







	Slide 1
	Slide 2
	Slide 3
	Slide 4
	Slide 5
	Slide 6
	Slide 7
	Slide 8
	Slide 9
	Slide 10
	Slide 11

