
Public Policy and Administration Research                                                                                                                                       www.iiste.org 

ISSN 2224-5731(Paper) ISSN 2225-0972(Online) 

Vol.7, No.2, 2017 

 

17 

Change Administration: Resistance to Change 

A Case Study of Banking Industry of Pakistan 
 

Maham Yaqoob, 

Student of  Department of Commerce, Jinnah University for Women 

 

Kiran Azeem, 

Assistant Professor, Department of Commerce, Jinnah University for Women 

 

Abstract 

Change is inescapable and association must be sufficiently adaptable to receive the change. This review defines 

the main components that are involved in change, the factors that provoke the change, types of imperviousness to 

change, defining the role of change agents, expect to recognize the reasons that contribute in imperviousness to 

change highlighting the models that represent the deduction of resistance, how organization is affected by the 

change and what change management should do to remove the resistance that is caused by the environmental or 

internal factors in the banking industry. World is moving toward aggressiveness and keeping in mind the end 

goal to support in the market an association must embrace the required changes. Moreover, associations are at 

last created by people. It is obvious that fruitful change can be rewarding; an appropriately handled change can 

mean positive results for an extensive variety of people else they will be vanished in the end.  

Keywords: change administration, reasons for resistance to change. 

 

Research Objective: 

The goal of the study is to assess the elements that drive an association’s change administration to manage the 

change, focus on the center variables that impact the workers in oppose to change and to discover the best 

approach to defeat the resistance in banking industry, a case study of Karachi, Pakistan. 

 

Introduction 

“Advancement is unimaginable without change and the individuals who can't alter their opinions can't transform 

anything” George Bernard Shaw 

Change is inevitable and organization must be flexible enough to adopt the change. The main role behind this 

extension in the requirement for change is the brisk moving environment where affiliations develop their 

activities. Resistance to change is the move made by people and gatherings when they see that a change that is 

happening as a risk to them. The danger require not be genuine or huge for resistance to happen. In its typical 

depiction it alludes to change inside associations, despite the fact that it additionally is discovered somewhere 

else in different structures. Moreover, associations are at last created by people. An appropriately handled 

change can mean positive results for an extensive variety of people. For managers, change can mean answers for 

survival, development, gainfulness and advancement. For workers, change can suggest more open doors for 

professional success and consumers can profit from goods and services which better address their issues and 

accordingly enhance their fulfillment. It is obvious that fruitful change can be rewarding but in any case, if the 

initiative neglects to accomplish the craved results it will prompt unfriendly outcomes. For example, supervisors 

can be terminated, shareholders can explore diminishes in value, workers may lose their occupations and 

consumers get to be disappointed.  

 

Background 

With the astounding velocity of technological development the hardest task for association leaders nowadays is 

to lead at the speed of change. Change is mandatory for an organization in order to compete in the market. An 

organization must expand its horizon in order to adopt the changing environment otherwise the chances of being 

left behind will become prominent. While reviewing the literature the concept of change is much diversified 

although, ‘change is the only immutable’ (Heraclitus) and very essential for any organization. In simple terms, 

change refers to experience transformation, move or substitution in general workplace of an association. Going 

in more depth organizational change alludes to a procedure in which a vast organization changes its working 

techniques or points keeping in mind the end goal to manage new circumstance or markets. Change 

administration plays a vital role in implementing the change in an association. It has three different 

characteristics which are; adjusting to change, controlling change and affecting change. Change association 

suggests portraying and realizing strategy or frameworks to oversee changes in the business environment and to 

profit by advancing open entryways. 
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Factors that provoke the Change: 

Wille and Hodgson did a study in 1991 to recognize the most widely recognized elements activating change in 

associations. The accompanying variables were the most predominant:  

- Monetary losses and benefit depletion. 

- Expanded rivalry (reason of almost half of the change activities). 

- Technological improvement. 

- New CEO. 

- Industry slump. (Wille and Hodgson 1991). 

 

Resistance to Change 

Individuals oppose change 

• At the moment that the clarification behind the change is undefined. Unclearness - whether it is about 

costs, equipment, occupations - can trigger negative reactions among representatives.  

• At the moment when the proposed clients have not been guided about the change and it 

is offered to them as an expert truth. Individuals grab the chance to comprehend what's going on, 

particularly if their occupations might be influenced.  

• At the moment that the change incapacitates to adjust developed cases of working associations between 

people.  

• At the moment that correspondence about the change - timetables, staff, monies etc. has not been 

satisfactory.  

• At the moment that the preferences and prizes for revealing the change are not seen as adequate for the 

bother included.  

• At the moment that the change undermines occupations, power or status in an affiliation. 

 

Literature Review 

A study by Rune Todmen (2005) showed that Change administration has been characterized as the procedure of 

constantly renewing an association's instruction, structure, and capacities to serve the constantly evolving 

necessities of outer and inner clients. 

Vakola and Nikolaou (2005) report that Stress at work is a notable variable for low inspiration and 

assurance, diminish in execution, high turnover and wiped out leave, mischances, low employment fulfillment, 

low quality items and administrations, poor inner correspondence and clashes and so on. 

Ken Hultman (2003) said that resistance is a perspective reflecting unwillingness or unwelcoming 

quality to change in the ways we think and carry on. Resistance can be appeared differently in relation to status, 

which is a state of brain reflecting readiness or responsiveness to change. Resistance shows itself behaviorally by 

either dynamic restriction to change or by endeavoring to escape or keep away from it; status is showed 

behaviorally by either dynamic start of progress or by participation with it. Status is not the inverse of resistance, 

since a nonattendance of resistance doesn't essentially imply that somebody is responsive to change. 

Eric B. and Susan Galloway (1999) contends that the best way to deal with test the standard mindset is 

to recommend that people don't maintain a strategic distance from change, basically. People may contradict loss 

of status, loss of pay, or loss of solace, yet these are not the same as opposing change. The conviction that 

individuals do oppose change causes a wide range of useless activities inside associations. It is time that we shed 

the expression imperviousness to change and discover more helpful and suitable models for depicting what the 

expression has come to mean workers are not wholeheartedly grasping a change that administration needs to 

actualize. 

Kreitner (1992) thinks about change to a stone hurled into a still lake, which causes swells to arise every 

time with flighty results. Resistance emerges from those whose employments are specifically influenced. Both 

reasonable and unreasonable resistance can stop the change procedure. For change to be effective, administration 

must anticipate and kill any resistance that may happen. In an organization basic among these writings, the writer 

then covers procedures for conquering imperviousness to change. The way to achievement is adjusting their 

utilization in a way that is situationally fitting. 

 

Scope 

As workers' resistance has a positive and in addition negative effects on authoritative change, further work 

should be possible to discover the components that influence the workers to resist.  The exact instance of this 

study is an industry working in a developing economy; further study should be possible in a firm working in a 

developed economy.  

Furthermore, this study is based on the survey of banking industry but it can be further explored into 

different dimensions i.e. different industries. The hypothesis that is generated in this research can be further 

searched out and tested in different industries with different dependent variables. 
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Research Problem 

Change is plainly not only one thing. There is a positive change, negative change, and change as a reaction to 

changing outside conditions and changes that are started due to outer elements. There is a change you need and 

change that is constrained upon you. Some change is unavoidable and another change is simply elective. But in 

order to pursue change, measures are to be taken. The measures in implementing the change will face some 

hurdles which is the resistance to change. Resistance itself is unavoidable and is the main problem that is faced 

by change management. 

 

Significance 

The following research explores the variables that lead the resistance in an organization. It gives the idea about 

the change, organizational change, change management and resistance to change. How change affects an 

organization, how change management deals with the change, what measures they take in order to minimize the 

intensity of resistance. This research is focused on the various independent variables that play an important role 

in generating resistance. The further significance of this study is that it will help you to understand change and 

its components and how to overcome the resistance factor in an association if faces by people or if it’s in the 

environment around you.  

 

Methodology 

This study is based on positivism which represents that the study is linked and it is based on reality. Deductive 

approach has been used because the findings are specific to only the banking industry. Case Study strategy & 

Mono method is used to generate the findings of this study. Primary data has been collected through 

questionnaires. Test Size produces the discoveries of the examination; the example size of this review is 50. 

Likert scale is utilized to gauge essential information. The gathered information is investigated by using 

frequency distribution. 

 

Research Hypothesis 

1. Ho = There is no significant relationship between poor correspondence of the change & resistance to 

change. 

HA = There is a significance between poor correspondence of the change & resistance to change. 

2. Ho = There is no significant relationship between fear of uncertainty and resistance to change. 

HA = There is a significance between fear of uncertainty and resistance to change. 

3. Ho = There is no significant relationship amid habitual of old environment and resistance to change. 

HA = There is a significant relationship between habitual of old environment and resistance to change. 

4. Ho = There is no significant relationship between adaptation to new approach and oppose to change. 

HA = There is a significant relationship between increased adaptation to new approach and resistance to 

change. 

 

Data Analysis 

For data collection that question that was asked from the respondents was “To what extent you agree that the 

following variables are contributing in resistance to change in employees?” Following are the variables and the 

data analysis. 

 

Communication 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly agree 31 62.0 62.0 62.0 

agree 12 24.0 24.0 86.0 

neutral 7 14.0 14.0 100.0 

Total 50 100.0 00.0  
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Interpretation:  The above table and figure show that 62 % respondents are strongly agree, 24 % are agree and 

14 % are neutral that the communication leads towards the resistance to change. 

Adaptation_to_new_approach 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly agree 20 40.0 40.0 40.0 

agree 20 40.0 40.0 80.0 

neutral 10 20.0 20.0 100.0 

Total 50 100.0 100.0  

 
Interpretation: The above table and figure show that 40 % respondents  strongly agree, 40 % are agree and 20 % 

are neutral that the adaptation to new approach leads towards the resistance to change. 
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Fear_of_uncertainity 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly agree 18 36.0 36.0 36.0 

agree 17 34.0 34.0 70.0 

neutral 8 16.0 16.0 86.0 

disagree 7 14.0 14.0 100.0 

Total 50 100.0 100.0  

 
Interpretation: The above table and figure show that 36 % respondents  strongly agree, 34 % are agree, 16 % 

are neutral and 40% are disagree  that fear of uncertainty leads towards the resistance to change.   

Habitual_of_old_environment: 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly agree 28 56.0 56.0 56.0 

agree 11 22.0 22.0 78.0 

neutral 9 18.0 18.0 96.0 

disagree 2 4.0 4.0 100.0 

Total 50 100.0 100.0  
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Interpretation: The above table and figure show that 56 % respondents  strongly agree, 24 % are agree, 18 % 

are neutral and 4% disagree that habitual of old environment leads towards the resistance to change. 

 

Conclusion 

From this study the outcome is that resistance to change in the working environment is not new. The 

achievement of major hierarchical change is controlled by how well resistance is managed. The management 

should be more inclined to initiate employee’s oriented change in which the management must have healthy 

input regarding changing any procedure, process or policy from employees. The employees will feel more 

confident about the change which they expected rather than the one which was made without their involvement. 

Organizations only succeed when the employees have the clear understanding of change and objectives. 

“The secret of progress is to concentrate the greater part of your vitality, not on battling the old, but 

rather on building the new."–Socrates 

 

Recommendation 

The management should take steps in improving communication. Managers should communicate the complete 

information of change. Employees find it difficult to adopt new ways because they think that if they fail they will 

lose everything i.e. the fear of uncertainty. Organization should communicate the benefits assigned with change 

in order for employees not to resist in adapting the new approach. It takes time to change an old habit; the daily 

tasks and duties of employees and shift them to new environment, organizations should make the new 

environment feasible and easy to adjustable so, that the employees feel comfortable which will lower the 

possibility to resist to change.  

 

Limitations 

• Research is finished inside 6 month time term or less which is insufficient to convey a viable thesis.  

• It was extremely hard to get time for meeting on the grounds that being the workers they have their own 

particular obligations and duties to perform.  

• Employee's connected data is not effectively accessible on web in this way, it was very hard to gather 

and comprehend the representative's conduct through web.  

• Organizations demonstrated resistance in giving the information that how their change administration 

functions.  

• It was difficult to meet the representatives of in view of the association strategies. 
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