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Summary. Introduction. Resistance in organizational change has been
treated for decades as a barrier. Classical models (Lewin, Kotter) cast it as
irrational or dysfunctional. Later studies recognized its complexity and identity-
based roots but continued to frame it as feedback. The possibility that resistance
is a direct source of usable energy remains underdeveloped.

Purpose. This article reframes resistance as energy. It develops a
conceptual model that integrates physics, martial arts, identity theory, and
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paradox theory. It proposes a framework for converting resistance into change
momentum.

Materials and Methods. Conceptual analysis is applied across four lenses.
Physics explains inevitability: every force generates counterforce. Martial arts
demonstrate usability: opposition is redirected, not destroyed. Identity theory
explains intensity: resistance protects meaning and belonging. Paradox theory
explains necessity: resistance stabilizes continuity while forcing adaptation. Case
illustrations from healthcare, manufacturing, and professional services support
the analysis.

Results. The article introduces a four-step framework: Recognize, Surface,
Redirect, Align. Leaders must legitimize resistance, bring its energy to the
surface, convert it into constructive participation, and embed it into
organizational identity. Case evidence shows that resistance rooted in values and
identity can shift from obstruction to commitment, generating momentum for
change.

Perspectives. Research should measure resistance as energy, track its
longitudinal dynamics, and analyze leader micro-practices of redirection.
Theoretically, the paper extends change management beyond deficit views.
Practically, it provides a disciplined method to use resistance as fuel for
momentum.

Key words: organizational change, resistance, energy, identity, paradox,

momentum, organizational trasnformation, management.

Anomauia. Bcmyn. 'V Oocnioscennsax opeauizayiinux 3MiH  ORip
oecamunimmsamu po3sensioascs Ak oap’ep. Knacuuwni mooeni (Jlesin, Kommep)
MpaKmy8au o2o ;K ippayioHanvHull yu ouchyuxyiunuu. I1izniwi 0ocnioxrcenHs
BU3HAIU 1020 CKIAOHICMb mMa i0eHmuikayilini Koperi, anre i 0ali UHAYAIU
toeo auue Ak cueHan. Moowcausicms mpakmysanus onopy sk 6e3nocepeoHb020

oofcepena eHepeii 3aIUuanacs HedoCmamubo po3pooaeHo0.
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Mema. Cmammsa nepeocmucnioe onip ax eHepeilo. Po3zpobaeno
KOHYEenmyaivHy Mooelb, wo IHmezpye (i3uxy, 0008l mucmeymeda, meopiro
i0enmuynocmi ma meopily  Napaodoxcie. 3anponoHo8aHO  pPaAMK)y O
nepemeopenHs Onopy  IMNYJbC 3MiH.

Mamepianu i memoou. 3acmoco8ano KOHYeNnmyaibHull aHauiz y Mexcax
YOMuUpbLOX Nioxo0ie. Di3uKka NOSACHIOE HEMUHYUICIb. KOMNCHA CUNA NOPOOHCYE
npomudito. botiogi mucmeymea OemoHCmMpPYIOMb BUKOPUCAHHA. ONIp He
3HUWYIOMb, A  nepenanpasnsiioms.  Teopis — i0eHmuuyHOCMi — NOSACHIOE
IHmeHCcusHicmb: ONip 3axuwae ceHc ma Hanedxichicms. Teopia napaookcis
NOSICHIOE HeOOXIOHICMb: Onip 800HOYAC CMAOILNI3YE U NPUMYULYE 00 adanmayii.
Jlnsa niokpinienHs 6UKOPUCMAHO NPUKIAOU 3 OXOPOHU 300P08 s, BUPOOHUUMEA
ma KOHCANMUuH2y.

Pesynomamu.  3anpononosano uomupuemanwny pamxy:  Busuamu,
Apmukymosamu,  Ilepenanpasumu, V3eooumu.  Kepienuxu  nosumni
Je2imumizygamu onip, 3pooumu 1o2o euepeilo 8UOUMOI0, chnpsaMysamu ii y
KOHCMPYKMUGHY yuacmuv [ 3aKpinumu 6 HO8IU I0eHMUYHOCMI O0p2aHi3ayii.
Ilpuxknaou 00600samyu: onip, yKopinenuil y YyiHHOCMAX ma i0eHmMu4HOCmI, MOJiCe
oymu mpaucgopmosanuil 3 nepeukoou Ha 8i00aAHICMb | CMBOPIOBAMU IMNYIbC
3MIH.

Ilepcnexmusu. Ilodanvuii OocniodxcenHsi Mmaoms 30cepedumucs Ha
BUMIPIOBAHHI eHepeii onopy, aHanizi ii OUHAMIKU 6 4aci ma MIKpONpaKmuxax
KepigHukie. Teopemuuno cmamms pO3UWUPIOE YNPABIIHHA 3MIHAMU 30 MEHCI
Ooediyumapnux mpaxkmyseausv. I[Ipaxmuuno 6oHa NponoHye OUCYUNTIHOBAHULL
Memoo BUKOPUCAHHS ONOPY 5K NAIUBA IMNYTILCY 3MIH.

Knwuosi cnosa: opeawnizayiiini 3minu, onip, eHepeis, I0eHMUYHICb,

napaooxc, iMNYIbe, OpeaHizayiina mpaHc@opmayis, MeHeoNCMeHm.
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Problem Statement. Resistance has been a constant theme in
organizational change research. From Lewin’s (1947) force field analysis
onward, it has been cast as a barrier to be overcome. The prevailing assumption
remains that resistance is irrational or dysfunctional, disrupting rational plans for
transformation [10; 14].

This deficit framing shaped practice for decades: managers identified
“resisters,” sought to neutralize them, and treated opposition as error [5]. Yet
evidence shows otherwise. Resistance is not marginal noise but a core dynamic
of change. It arises from identity, values, and commitments [15; 7]. It exposes
what people and organizations care about most.

Organizational change initiatives frequently fail because they lose
momentum. Initial enthusiasm fades, energy dissipates, and systems revert to old
routines [4]. The central challenge is not communication or persuasion but
sustaining energy. Addressing this problem requires reframing resistance not as
obstacle but as a potential energy source.

Literature review. Resistance as Obstacle. Lewin’s (1947) model
positioned resistance as restraining force. Change required weakening it. Kotter
(1996) described resistance as a predictable barrier in his eight-step process. Oreg
(2006) framed resistance as a dispositional trait. In practice, managers sought to
identify and neutralize “resisters,” treating opposition as error to be corrected [5].

Resistance as Information. From the late 1990s, researchers challenged this
deficit view. Piderit (2000) showed resistance to be multidimensional, mixing
cognitive, emotional, and behavioral components. Ford et al. (2008) argued
resistance is often feedback, not dysfunction. Studies in healthcare and public
administration found that opposition frequently expressed concerns about safety,
values, or service quality [11; 17]. Constructive views acknowledged resistance
but treated it as signal, not resource.

Identity and Paradox. Identity research revealed resistance as defense of

the self [3;8]. Change that threatens identity provokes strong, persistent
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opposition, as seen among academics resisting performance metrics [9] or

professionals protecting expert roles [1].

Paradox theory added further depth. Change embodies tension between

continuity and disruption [16]. Resistance stabilizes identity while forcing

adaptation, embodying paradox. Organizations that accept this paradox are more

adaptive than those that try to eliminate it [2].

Gap. The literature moved from seeing resistance as obstacle, to

information, to identity-laden paradox. Yet it remains framed as problem. What

1s missing is recognition that resistance is not only signal but energy — a force that

can be used to sustain change.

Table 1
Evolution of Resistance Framing
M ial
Perspective  |Core Idea Works anagetia Limitation
Response
Lewin (1947); Kott Deficit frami
Obstacle Irrational barrier ewin (1947); Kotter Overcome, reduce |. chiet ramlr}g,
(1996); Oreg (2006) ignores meaning
Piderit (2000); Ford et Stops at sienal. not
Information |Feedback, signal al. (2008); Thomas & |Listen, adjust ene}; gnas,
Hardy (2011) &y
Energy (this Us‘able force rooted Current study Rec9gnize, Surface, Newh fram.ing'; .
paper) in identity/values Redirect, Align requires discipline

Source: compiled by the authors on the basis [7; 10; 12; 13; 15; 17]

Purpose of the article. The aim of the article is to reframe resistance as

energy rather than obstacle. The objectives are:

1. To synthesize existing perspectives on resistance.

2.

paradox — into a coherent model.

To integrate four conceptual lenses — physics, martial arts, identity,

3. To identify mechanisms for converting resistance into change

momentum.

Redirect, Align.

To propose a practical framework for leaders: Recognize, Surface,
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Contribution. This paper argues that resistance is not merely a reaction to
change but a concentrated source of energy. Rather than suppressing it, leaders
can channel it into momentum. We draw on four lenses — physics, martial arts,
identity, and paradox — to reframe resistance as fuel, not barrier.

Our contribution is threefold. First, we move beyond the view of resistance
as obstacle or feedback to frame it as energy. Second, we integrate metaphors and
theories into a coherent conceptual model. Third, we propose a practical
framework — Recognize, Surface, Redirect, Align — to channel resistance into
sustainable transformation.

Theoretical Lenses. Reframing resistance as energy requires grounding.
Four lenses provide this.

Physics shows inevitability. Newton’s third law states every action
produces counterforce. Change applied to the status quo inevitably generates
resistance. That counterforce embodies energy equal to the initiating push.

Martial arts show usability. In Judo or Aikido, the practitioner does not
block force but redirects it. Opposition becomes strength. Leaders who fight
resistance escalate it; leaders who redirect it convert it into movement.

Identity theory explains intensity. Because identity provides meaning and
belonging, threats provoke powerful protective responses. The energy of
resistance is strongest where identity is at stake. If change is aligned with identity,
protective energy becomes sustaining energy.

Paradox theory shows necessity. Resistance embodies the tension between
stability and disruption. It both constrains and enables. Far from failure,
resistance is the paradoxical condition of change.

Together, these lenses present resistance as inevitable, usable, powerful,
and necessary — the foundation for reframing it as energy.

Resistance as energy source. Change requires energy. Formal strategies
and structures are insufficient if momentum fades [4]. Resistance, because it

emerges from deep attachments, contains concentrated energy.
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Resistance can be read in two ways. As evidence, it proves that force has
been applied: no counterforce, no real change. As fuel, it embodies energy that
can drive transformation if redirected.

Identity protection provides one source of this energy. Scholars resist
performance metrics not because of inertia but because metrics threaten their
identity as independent thinkers [9]. Professionals resist billing reforms because
they undermine their identity as trusted advisors [1].

Values provide another. Healthcare staff resist new systems not because
they reject efficiency but because they fear harm to patient care. Energy
mobilized in defense of values is strong and persistent.

Routines provide a third. Habits embody stored investments of energy.
Disrupting them provokes resistance, but building upon them releases that energy
into new practices.

Cases illustrate the point. In hospitals, nurses resisting electronic records
framed their opposition in terms of identity and patient care. When redesign
focused on preserving those values, opposition turned into advocacy. In
manufacturing, resistance to safety protocols was reframed as pride in
craftsmanship, converting opposition into a culture of mastery.

Conversion requires mechanism. Surfacing resistance brings hidden
energy into view. Reframing changes its meaning from obstruction to
commitment. Participation channels energy into contribution. Alignment
integrates it into new identity, ensuring resistance ends as reinforcement, not
sabotage.

The risk is romanticizing resistance. Not all opposition is rooted in values
or identity; some is destructive self-interest. Leaders must distinguish usable
energy from waste.

The proposition follows: resistance is not only proof of change but fuel for

sustaining it.
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Framework: Recognize, Surface, Redirect, Align. The question is not
how to eliminate resistance but how to channel it. The framework provides a
disciplined method to channel resistance which consists of four steps.

Recognize. Resistance must be acknowledged as natural and legitimate.
Suppressing it drives it underground, where it becomes destructive. Recognition
reframes resistance as energy rooted in commitment.

Surface. Hidden resistance drains energy. Leaders must create safe spaces
for opposition to be voiced. Once surfaced, resistance becomes visible energy that
can be redirected.

Redirect. Energy cannot be destroyed, only guided. Leaders must convert
resistance into constructive effort: co-designing processes, testing alternatives, or
advocating for values within the change.

Align. Finally, redirected energy must be integrated into the evolving
identity of the organization. Only then does it become sustaining momentum

rather than temporary compliance.

Table 2
Framework for Channeling Resistance Energy

Step Core Action Managerial Focus Expected Effect

Recognize Legitimize resistance | Normalize  opposition, | Resistance becomes
as natural frame it as commitment visible, not hidden

Surface Make resistance | Dialogue, safe forums Latent energy becomes
explicit accessible

Redirect Channel energy | Co-design, pilots, | Opposition converted into
constructively advocacy contribution

Align Integrate into new | Embed values into change | Resistance energy sustains
identity narrative transformation

Source: developed by the authors

The process is cyclical. Each new initiative generates resistance. Leaders

must recognize, surface, redirect, and align continuously.
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This approach departs from traditional models that treat resistance as a
barrier to communication or persuasion [10]. It treats resistance as energy to be

captured. Properly channeled, it fuels lasting transformation.

[ Surface } [ Recognize ]

Channeling resistance

[ Change (force) [Resistance (counterforce) [ Change (+) ]

[ Redirect J [ Align ]
4

Fig. 1. Channeling resistance into amplified change

Source: developed by the authors

The diagram illustrates how organizational change provokes resistance as
a natural counterforce. Instead of treating this resistance as obstruction, the
process reframes it as energy to be channeled. The four-step loop — Recognize,
Surface, Redirect, Align — encircles resistance, ensuring that its intensity is not
suppressed but processed. The outcome 1s amplified momentum, represented as
Change (+). In this way, resistance is not external to change but integral to it:
what opposes transformation can, when disciplined, provide the energy that
sustains it.

Implications. The reframing of resistance as energy carries significant
implications.

For theory, it extends resistance research beyond obstacle or feedback. It
highlights resistance as embodied energy, rooted in identity and values, and
capable of sustaining change. It also demonstrates the utility of embodied

metaphors in organizational theory. Physics clarifies inevitability, martial arts
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clarifies usability. Together with identity and paradox theory, they form a
multidimensional model of resistance as energy.

For practice, the implication is direct. Leaders must expect resistance. Its
absence signals superficial change. Legitimation allows resistance to surface;
redirection channels it into contribution; alignment transforms it into sustaining
commitment. The framework shifts managerial attention from defeating
resistance to harnessing it.

For research, new questions open. How can resistance energy be measured?
Under what conditions does it convert into momentum? How do leaders enact
micro-practices of redirection in real time? Comparative and longitudinal studies
could clarify the durability of change when resistance is harnessed rather than
suppressed.

By repositioning resistance as energy, this paper bridges theory and
practice. It challenges the assumption that resistance is a deficit and offers a
model for turning it into resource.

Conclusion. Resistance has been treated for decades as the enemy of
change. Even when acknowledged as complex, it is still framed as problem.

This paper advanced a different view: resistance is not only natural but
necessary. It is both proof and fuel. It arises from identity, values, and routines
that matter most, and therefore carries concentrated energy. Suppressed, it
undermines change. Redirected, it sustains it.

The framework of Recognize, Surface, Redirect, Align offers a practical
method for channeling this energy. Case illustrations across industries show how
resistance that blocked initiatives was converted into advocacy once its
underlying commitments were integrated.

The conclusion is sharp. Change without resistance is superficial.
Resistance without change is inertia. Integrated, they generate momentum. The

task of leadership is not to overcome resistance but to use it.
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