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ABSTRACT

The Resistance of the Organizational Change in the Light of
Managerial Values in Northern Region Sport Clubs in Iraq

Researcher Supervised by
Auday C.M.AL-Kwaz Prof.Dr. Rashed.H.Thanoon

The study aims at:
1. Identifying the change relation among the administrative and training

staffs in northern region sport teams in accordance with:

- Relation between staff type (administrative—training) and reasons of
resisting change (change in the organizational elements, organizational
factors, individual factors).

- Relation between staff type (administrative—training) and forms of
change resistance.

- Relation between staff type (administrative—training) and reasons of
decreasing change resistance.

2. Constructing a measure of managerial values for members of both the
administrative and training staff in northern regions sport teams to
identify their value system.

3. Identifying relation between change resistance and managerial values
for members of the administrative and the training staff in northern
region sport teams.

Descriptive approach has been used in the study. The study sample
consists of two parts. The construction part includes (124) administrative
members and (56) coaches. The application parts includes (99)
administrative members and (41) coaches.

Two means have been used to realize the study aim:

1. Change Resistance Scale (GRS) prepared by Reedin and Powell after
modification.

2. Managerial Value Scale constructed by the researcher himself.

Data have been statistically handled using percentage, mean,

Pearson correlation coefficient, chi—square and factor analysis.



The study concludes with the following:
. There is no significant relation between staff type (administrative—
training) and reasons of change resistance. However, there is a high
resistance by both staff types for changing administrative elements
and decreased resistance due to individual factors. There is also high
resistance due to organizational factors for the training staff and
decreased resistance for the administrative staff.
. There is no significant relation between staff type (administrative—
training) and forms of resistance change. Compliant and slow works
are among the common forms of resisting change for both the staffs.
. There is no significant relation between staff type (administrative—
training) and patterns of decreasing change resistance. Positive
motivation, active leadership and participation in decision making are
the common patterns of decreasing change resistance for both staffs.
. Value arrangements for members of administrative staff are as
follows: organizational values, human values, recreational values,
work morals values, team participation values, and administration
objectivity values. As for members of the training staff, values are
arranged as follows: team participation values, human values,
organizational values, recreational values, work morals values,
administration objectivity values.
. There is negative significant relation between managerial values and
the factors causing resistance change.

The research recommends the following:
. Change attempts should be accepted by both the administrative and
training staff.
. Propagating technical education within the sport team and increasing
positive motives for both the administrative and training staff and
paying more attention to organizational environment to reduce
conflict.
. Clarifying aim behind the change and providing means for satisfying
needs of the team to reduce compliant in addition to selecting active
leadership.
. Paying more attention to administration objectivity values, team
participation value and work morals values that reduce the impact of
factors causing change resistance and complaint.



