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Abstract: Debating on certain subjects and exchanging ideas encourage the development of several change projects that are more connected to reality and will also make it possible for an easier identification of the inter-connected relations between different variables.  This way, it can be noticed who, when, how and why someone can be affected by the adopted changes and, also, which are the means that can be used by the leaders in order to achieve maximum benefits, as result of those changes. However, the knowledge transfer can’t take place if those who are involved in the change process have doubts regarding the necessity of change or the way this change is going to affect them or the leadership of the people who manage these processes.
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1. Individual and organizational change resistance

Change resistance is a reality in all the organizations and entities where changes, with higher or lower amplitude, are taking place. The perception of change resistance is defined as an issue that provides dysfunctions and supplementary consumption of organizational resources in order to realize the change on established coordinates.
However, many times, change resistance can be an item that contributes to the success of change (Fullan, 2001) by forcing the change promoters to focus more on the elements that are implied by the organizational change. Moreover, many practitioners from the managerial field of activity think that is better to deal with a reasonable change resistance than with a general state of apathy. When people are standing up for something, it means that they know the circumstances, they also know (Danielson, 2006), in a certain degree, what is going to happen, and, for some reasons, they consider their present or future position threatened.
Under the present circumstances, the managers’ and leaders’ role is to properly communicate and motivate the specific actions of the change process. But it is also important to notice if the organization staff is interested and involved in organizational change. The human resources state of apathy represents a particular risk, because the staff is blazed, it can accept everything, but this only happens on the surface. Practically, they stopped believing in the organization’s perspectives (Carnall, 1995) and, also, they stopped considering their own perspectives in this organization. This generates even bigger problems for the management of the organization.
Taking into account the positive approach of change resistance, we can see that it can provide important advantages for the staff involved, such as: 

· Protection for the organization, the group and every individual against insignificant fluctuations that can only lead to minor or surface changes;

· Providing, for the staff, the necessary time in order to understand, prepare and adopt the change.

Change resistance might be present at different levels, at individual level, at group level or at organization level, depending on a different series of factors. We will underline some of the main factors capable of generating change resistance, as follows.
1.1 Individual change resistance

Individual change resistance is generated by:

Work-place safety – the employee perception regarding the probability to threaten his working place, through the adopted changes, represents one of the most important sources of change resistance. The individual will also feel that his own existence and either his family are threatened, and, as a consequence, he will act very aggressively against change.
Customs – as time passed, the individual, on one hand, improved his work-style and, on the other hand, developed certain procedures that made him feel comfortable. Changing those customs, at the same income level, usually represents an effort which is, according to many people, unjustified.
Stereotypes, taboos – the staff inherit a certain cultural background, which makes them consider some organizational phenomenon as axioms. Phenomenon are, were and must be the same in the future. These aspects can take into account problems regarding work ethics, organizational relations, ways of rewarding the staff, a.s.o.

Fear of the unknown – change can be demanding because we have to deal both with new circumstances and unknown parameters. Changing the work-style and the manner of interacting with others is due to place an extra-stress on the organization staff.

Economic reasons – the major sources that provide individual change resistance can be summarized to: the potential decrease of an employees’ income, the volume growth of labor at the same wage level or the growth of employees’ responsibilities at the same income level.

Saturation – appears because of big and unjustified number of changes that take place in the employees’ field of activity. Whenever changes prove to be various, redundant and stiffening, the individual reaction is to oppose to the proposed changes, in an open or silent manner. 

Selective attention – it can characterize the persons who use to neglect or forget the organization change items considered to have a certain danger degree for them. As a consequence, the employees will take over from the general change frame only those issues that are in their advantage, forgetting the other ones as if they didn’t exist.
Inability to understand change – it’s a problem that aim at the lack of relevant information and even at the adequate training in order to correctly perceive the involvement and the size of the change. Another associated source of resistance is the difficulty in perceiving certain problems, to whom we are not accustomed, from different perspectives.
Fear of failure – the bigger the fear of risk is, the more reticent the individual is, concerning its participation in organization change process. If the failure or the error is accepted in the organization at a low level, the resistance will be very strong.

1.2 Organization change resistance
Organization change resistance is generated by:
High degree of bureaucracy – each organization develops several mechanisms and structures in order to ensure both its normal functionality and its goal achievement and performances. If these structures, during the time, become very thick or much stiffed, then the necessary effort grows substantially in order to implement these changes.  
Bureaucratic organizations, in which the transfer and grouping of knowledge is less efficient, tend to report major difficulties especially concerning the access to unspoken knowledge. This phenomenon leads to a lack of performance among organization members. 
Organizational culture – can become a major change resistance factor if it is not properly taken into account or if it is not accurately interpreted by its manifestation forms. Knowledge-based organization depends on organizational culture characteristics and also on the manner in which the organization supports or forbids the learning process at individual level or at organizational level.

 Organizational culture has a major impact on organizational changes due to the fact that it contains the values, the symbols and the informal rules of the organization (Zecheru and Năstase, 2005) These are issues that exercise a great influence on the organization staff, and sometimes, they overpass the formal rules of the organization.
Undersized change – provides change resistance because, in this case, the leaders who guide change are focusing on some aspects that are considered relevant, without taking into account the impact of the activity field on other organization items.
Examples like job reshaping, extra-charge granting, organizational structure reshaping a.s.o., are taking into account neither the people or their training and qualification nor the re-size of the informational tracks.
Group inertness – during time, the group had established certain accepted behavior standards, which provides members the chance to feel familiar to one another. When a change is wanted into an organization, the group can perceive it as a threat against its security and stability.
The fact is amplified by organizations in which organizational culture is focused on individual results, where a correlation between individual performance and organizational performances doesn’t exist. Proceeding in this way, each employee will try to keep the knowledge he holds for himself, in order to underline the dependence of other people on that knowledge, and also, in order to use it in exchange of other information.
 
Different perception on change – is one of the active sources of change resistance. That means it is also a consciously way to express that the idea (or the perception), in the way the change is designed, provides many disadvantages than advantages. The organization members think that change will not come through, because it is based on false backgrounds. Another cause is fact that the designed change doesn’t make a match with neither the values nor the major goal of the organization. As a consequence, the initial and the suggested designed change are unacceptable. It is an important resistance source, but it has a positive side, focused on the organization wellness. The people who refuse the change, on this basis, are usually open-minded persons, who accept dialogue and who are prepared to give arguments and to debate different options, in order to choose the most suitable one. For an adequate support, the ones who resist against the change are available for strong interactions with members from inside and outside the organization, in order to exchange the knowledge that may help in strengthening their arguments.
  Small leadership involvement – in order to achieve a maximum result, as a consequence of change, all the persons that might be affected must be involved in the change process. These are the ones who should, first of all, show through their decisions and actions, the knowledge based leadership principles.
More attention should be paid to the placement of leaders in different organization levels, due to the fact that they posses the means to train the members of the groups they lead, and, also, because of the strong symbolic impact they have. A low level of involvement will strengthen the organization change resistance.
Unsatisfactory resources – each change that is designed to be implemented into an organization will need a diversity of resources that might or might not exist in the company at a certain moment. An inadequate resource reshape in order to implement the change in a proper way, can lead to delays or even failure in the change process, if the transition period overpasses the designed period. 
In this case, disbelieve in the leaders’ capacity will be express about conducting the change process. Also, tension will appear, extra-stress and we can even have to deal with open conflicts.
2. THE INFLUENCE OF LEADERS IN THE CHANGE PROCESSES
The intricacy of social relations and the interactions between the organization and the environment creates dynamic models, which have the capacity to bring up and use knowledge as an important part. In change processes the leaders often have to deal not only with one kind of change resistance (Adair, 2004) but with a mixture of factors that generate change resistance. 

As a consequence, is necessary for leaders to have certain work tools in order to surpass the problems that show up also during organizational change implementation and  also during the design processes. In the previous paragraphs, various change resistance sources were underlined, especially based on people, on the social relations between the organization members and also on the previous with other categories of organization stakeholders. As follows, we are going to present some of the approaches regarding the influence styles (Chin ans Benne, 1985) used by leaders in order to prevent or surpass the staff resistance against change.

Rational conviction style – it sets out the idea that man is a rational human being and he reacts upon plausible elements, based on facts and concrete data. Conviction style requires an open dialogue in which both sides have the chance to present their arguments and to support their opinions.

Situations, in which you are known as an expert in the required field of activity or in which data can be easily interpreted, are recommended to this style. The transferred knowledge volume is very high and there are usually examples given by celebrities in that field of activity or from various communities and successful organizations.


Assertive style – is used by persons who are focusing on the interlocutor`s personal needs. This style is frequently used by emphatic persons, able in identifing the expectations and the needs of the organization members more easily than others. 

Assertive style is recommended when the problem is important for both sides and when the manner of solving it depends on both sides` evolution. In the debates that take place, the approaches are more subjective than objective, because they focus on strongly-personalized aspects. The use of this style has especially a transactional character, in which both sides request and receive something in exchange, something related with the personal needs.


Connection style – is based on organization members’ involvement. Generally, the leaders who apply this connection style are good listeners, encouraging the obtaining of knowledge and grouping processes. Both are used in building the ground required to make the best decision.

When using this style, the idea of harmony and the capacity of avoiding any conflict (with other members of the organization) are pointed out. There is a high availability for employees’    co-operation which is kept up to standards by the leaders, who facilitate the presentation and the use of unspoken knowledge.

Attraction style – focuses on discovering some common issues designed to become a strong background concerning the organizational change process. It is a way of ensuring the development of knowledge-based communities. The connection is especially based on the presence of previous experiences, which are due to make the future co-operation easier.


Starting from the previous experiences, and using this influence style, the sides that interact will set up a common vision.
Practically, we are talking about a participative approach of change, in which the organization staff is more involved not only in implementing the changes, but also in designing them.

Dissengaging style – is frequently focusing on settling conflicts by using several techniques due to eliminate or to decrease the tensions that exist, at a certain moment, in the relations between the leader and the other members of the organization. 
The following aspects can be used as means of action: offering a respite in order to better inform or analyze a situation, changing for a temporary basis the subject or postponing some decisions. It is important for an open attitude to be kept concerning the know-how transfer, who stays on the basis of eliminating the conflict and developing new co-operation links between the sides involved.


Although the five styles of influencing the staff were presented separately, they are mixed together and the leaders may use successfully during their intervention a combination between them, depending on the change context and the characteristics of the persons they are interacting with.

Knowledge based leaders encourage the members of the organization to identify, develop and efficiently use the knowledge resources. Achieving performance encourage employees to discover new ways of action and to re-consideration their role in the organization. By taking part to knowledge-based communities they become the representatives of the organization, capable in assuming higher responsibilities regarding the manner and also the results of the interactions with other experts.

Through the actions that were done and the decisions that were made, the leaders intend to develop the key competencies necessary for gaining a better place on the market for the organization. Employees, involved in a co-operational environment, can turn to good account the opportunities given through the activities run by them. The transparency concerning the grouping and the use of knowledge is very useful in a background characterized by a constant pressure for innovation.  
Change success depends on the success of the interactions between the spoken and unspoken knowledge owners. The formal and informal mechanisms, the employees` availability for co-operation, and the confidence climate provided by knowledge-based leaders are issues that condition and decide the change speed and the change results.  
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