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ABSTRACT 

This paper is a proposal for the graduation project (MAN400), BA in Business Administration Degree.

We are facing a time of "information revolution". Experts agree that more than half new jobs require

some form of technology literacy. Human beings are certainly familiar with the change, and often

prove them quite adoptive to it. Why, then, do they often resist change in their work environment.

This question has troubled managers since the beginning of the industrial revolution. The faster pace

of change required by the electronic age. In order to maintain existence, companies must adapt to the

technology, and apply technological developments.

This paper intends to study on managing the change and overcoming the resistance while developing

and applying a new Management Information System (MIS) program in the organization.

KEY WORDS: Management Information System (MIS), Managing Change in Organization,

Resistance to Change
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SECTION 1 ._ 

1. SETIING THE SCENE 

1.1 Introduction 

This section includes a brief explanation of the broad problem area of the study, what the actual

problem is to be studied and some research questions that will be answered at the end of the

study.

1.2 Broad Problem Area 

We are facing a time of "information revolution". Experts agree that more than half new jobs

require some form of technology literacy. Human beings are certainly familiar with the change,

and often prove them quite adoptive to it. Why, then, do they often resist change in their work

environment. This question has troubled managers since the beginning of the industrial

revolution. The faster pace of change required by the electronic age. In order to maintain

existence, companies must adapt to the technology, and apply technological developments, learn

to manage the change and overcome the resistance while developing and applying a new MIS

program in the organization.
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1.3 Problem Definition 

Organizations need to follow technological improvements and adapt to those in order to exist.

This study intends to explore the factors that are affecting individuals' level of resistance to

change while applying a new MIS.

1.4 Purpose 

The purpose of this study is to analyze the factors affecting the level of resistance in the process

of applying a new IS.

1.5 Questions for the Project 

- What is Management Information Systems (MIS)?

- What is 'change'?

- What is organizational change?

- What is resistance to chance?

- How to overcome resistance to change while developing a new MIS program?
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- What are the factors that cause employees to resist to new IS?
I I

1.6 Conclusion 

This section has reported on the brief literature survey carried out the main variables affecting the

problem defined are what factors are greatest influence the level of resistance in the process of

applying a new IS.
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SECTION 2 ._ 

2 LITERATURE REVIEW 

2.1 Literature Review:" Managing Change While Developing and Applying a New

MIS Program"

2.1.1 Definition of Management Information Systems

It is basically defined as an information system that integrates data from all the departments it

serves and provides operations and management with the information they require. MIS refers

broadly to a computer-based system that provides managers with the tools for organizing,

evaluating and efficiently running their departments. In order to provide past, present and·

prediction information, an MIS can include software that helps in decision making, data

resources such as database, the hardware resources of a system, decision support systems

decision support system, people management and project management application, and any

computerized processes that enable the department to run efficiently.

Within companies and large organizations, the department responsible for computer systems is

sometimes called the MIS department. Other names for MIS include JS (Information Services), IT 

(Information Technology) and Information Processing Unit. 

Management Information is important to:

Make decisions necessary to improve management of facilities and services; and

Implement participatory planning, implementation, monitoring and evaluation.
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To be able to use information to make management decisions, the information should be
I

managed (collected, stored and analyzed). Whereas information management (the process of

collecting and storing information) and management information (the information needed to,

make informed decisions) are different; they always reinforce each other and cannot be separated

in day to day operations.
I,

Management information therefore involves:

determining information needed;

collecting and analyzing information;

storing and retrieving it when needed;

using it; and'

disseminating it.

Determining Information Needed for Management: During project planning, management and

monitoring, much information is generated. Some is needed for making management decisions

on spot; other for later management decisions.

A good management information system should therefore assist the project managers to know the

information they need to collect, for different management decisions at different times.

Collecting and Analyzing Information for Information Management: Information can be got from

reports of technical people; forms filled by the different actors, community meetings, interviews,

and observations.

Storing Information: It is important to store information for further references. Information can

be stored in the village book, project reports, and forms and in the mind. The major principle in

information storage is the ease in which it can be retrieved.

5



I ,.

Using Information: Information can be used for solving community problems, determining
I '

resources (amount and nature), soliciting for their support and determining future projects.

Dissemination or Flow of Information: For information to .be adequately used it needs to be

shared with other stake holders or users. The other stake holders can also use this information for 1

their management decisions and·they can help the one coBecti~g information to draw meaning

and use out of it for management purposes
I
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Figure An Information Processing View of MIS 

Source: Management Information Systems, Zwass, 1992, p: 14
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In the figure, MIS'is shown simply as the nexus of a general set of capabilities: capture of data,

various forms of processing to transform data into information, long-term storage of data, and

provision of access to information.

2.1.2 Definition of Change 

It is basically defined as moving one condition to another, means to alter, vary, or modify

conventional ways of thinking or behaving. You can not avoid change, it is inescapable, good and

natural but it upsets employees. Nothing has greater potential to cause failures, loss of

production, or falling quality. Yet nothing is as important to the survival of your organization as

change. History is full of examples of organizations that failed to change and that are now

extinct. There are different models of change. But three contrasting methods are from Lewin and

Beer and Shaw.

Lewin's Model

1:\\.\s mGd~\ cGl\S\d~rs that chanıe involves a move from one static state via a state of activity to

another static status quo. Kurt Lewin s model consist of 3 basic stages while managing change:

unfreezing, changing and re-freezing. The first step, "unfreeze" involves the process of letting go

of certain restricting attitudes during the initial stages of an outdoor education experience.

The second step, "change" involves alteration of self-conceptions and ways of thinking during the

experience.

The third step, "refreeze" involves solidifying or crystallizing the changes into a new, permanent

form for the individual, a process which takes place towards the end of an outdoor education

program.
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Lewin's Three-Step Change Model 

Figure 2.2 Kurt Lewin's Model for Change 

Source: www.xmbatu.com/upJoad/NewConclusion _Ch~pter%2019.doc, Page: 7

Beer's Model

Beer realized that change is more complex and therefore requires a more complex, albeit still

uniform set of responses to ensure its effectiveness. They prescribe a six-step process to achieve

effective change. Beer concentrate on 'task alignment', whereby employees' roles, responsibilities

and relationships are seen as key to bring about situations that enforce changed ways of thinking,

attitudes and behaving. Their stages are:

• Mobilize commitment to change through joint diagnosis.

• Develop a shared vision of how to organize.

• Foster consensus, competence and commitment to shared vision.

• Spread the word about the change.

• Jnstitutionalize the change through formal policies.
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• Monitor and adjust as needed.

Shaw's Model

This model looks at change from a different perspective. Change is seen as both complex and
'

also evolutionary. The starting point for their (and a number of other more recent models) model

is that the environment of an organization is not in equilibrium. As such the change mechanism~

within organizations tend to be 'messy' and to a certain extent operate in reverse to the way
I

outlined by Lewin. It is not appropriate to consider the status quo as an appropriate starting point,

given that organizations are not static entities. Rather the forces for change are already inherent in

the system and emerge as the system adapts to its environment.

Such different models will have implications on the way organizations and their leaders view

change, the way they manage change and the effectiveness of any change initiative.

2.1.3 Definition of Organizational Change 

One meaning of "managing change" refers to the making of changes in a planned and managed or

systematic fashion (Bruner, 2003). Typically, the concept of organizational change is in regard to

organization-wide change, as opposed to smaller changes such as adding a new person,

modifying a program, etc. Examples of organization-wide change might include a change in

mission, restructuring operations (e.g., restructuring to self-managed teams, layoffs, etc.), new

technologies, mergers, major collaborations, "rightsizing", new programs such as Total Quality

Management, re-engineering, etc. Some experts refer to organizational transformation. Often this

term designates a fundamental and radical reorientation in the way the organization operates.

There are Jots of causes for change. These include:
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• challenges ~f growth, especially global markets
I

• changes in strategy

• technological changes

• competitive pressures

• customer pressure, particularly shifting markets

• to learn new organization behavior and skills

• government legislation/initiatives.

Researches show that companies undergoing major changes in every three years and minor

changes continually.
I

Change should riot be done for the sake of change -~ it's a strategy to accomplish some overall

goal. Usually organizational change is provoked by some major outside driving force, e.g.,

substantial cuts in funding, address major new markets/clients, need for dramatic increases in

productivity/services, etc. Typically, organizations must undertake organization-wide change to

evolve to a different level in their life cycle, e.g., going from a highly reactive, entrepreneurial

organization to more stable and planned development. Transition to a new chief executive can

provoke organization-wide change when his or her new and unique personality pervades the

entire organization.

Typically there are strong resistances to change. People are afraid of the unknown. Many people

think things are already just fine and don't understand the need for change. Many are inherently

cynical about change, particularly from reading about the notion of "change" as if it's a mantra.
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Many doubt there are effective means to accomplish major organizational change. Often there are

conflicting goals in the organization, e.g., to increase resources to accomplish the change yet

concurrently cut costs to remain viable. <?rganization-wide change often· goes against the very

values held dear by members in the organization, that is, the change may go against how

members believe things should be done.: That's why much öf organizational-change literature

discusses needed changes in the culture of the organization, including changes in members'

values and beliefs and in the way they enact these values and beliefs. Successful change must

involve 'top management, including the board and chief executive. Usually there's a champion

who initially instigates the change by being visionary, persuasive and consistent. A change agent

role is usually responsible to translate the vision to a realistic plan and carry out the plan. Change

is usually best carried out as a team-wide effort. Communications about the change should be

frequent and with all organization members. To sustain change, the structures of the organization

itself should be modified, including strategic plans, policies and procedures. This change in the

structures of the organization typically involves an unfreezing, change and re-freezing process.

The best approach to address resistances is through increased and sustained communications and

education. For example, the leader should meet with all managers and staff to explain reasons for

the change, how it generally will be carried out and where others can go for additional

information. A plan should be developed and communicated. Plans do change. That's fine, but

communicate that the plan has changed and why. Forums should be held for organization

members to express their ideas for the plan. They should be able to express their concerns and

frustrations as well.

"Organizational change is any alteration of activities in an organization ... [that] may be the result
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...
of changes in the structure of the organization, transfer of tasks, new product introduction; or

I

changes in attitude of group members or process, or any number of events inside and outside of

an organization" (Carson, 1998, p. 1 ). There are external and internal forces of change for every.

organization. ,I

I,

External Forces

The external forces of change can be "technological breakthroughs that either enhance or destroy

the competence of firms in an industry" (Carson, 1998, p.) In other words, advancements in

technology can either help an organization progress. or can leave them lagging behind the

competition that has, been able to learn and utilize newer technologies to their benefit. "New and

innovative technologies, along with process improvements, add value to organizations ... [and]

introduce change'{Puccinelli, 1998, p.1). Economic factors such as "interest rates and inflation"
' ''

can wreak havoc on organizations despite their own internal "economic systems" (Carson, 1998,

p.1). Organizations must also be aware of "legal-political element[ s] that develop under the "legal

and governmental systems within which an organization must function"(Carson, 1998, p.1). For

instance, many companies must shift their attitudes or change their products as society pressures

political systems to change with their new attitudes. The lawsuits against tobacco companies are a

perfect example of organizational change forced by litigation and politics. Furthermore,

organizations must be prepared to face "socio-cultural element[s]"(Carson, 1998, p.1) that will

influence who works for them and who buys their products as America becomes more culturally

diverse and the members of the job market shift. All of these factors bring shifts in "norms,

values, beliefs and behaviors" with which every organization must cope (Carson, 1998, p.2). And

lastly, organizations must cope with the "international element" of change that results from

12



"developments in countries outside the firm's home cou.ntry that may potentially affect the

organization"(Carson, 1998, p.2).

Internal Forces

"Organizational culture is the general conditions within organizations, and consists of shared

values, norms, beliefs, and assumptions that unite members of an organization"(Carson, 1998'.

p.8). Most change in an organization takes place within the organization's culture .and "managers

must recognize that external and internal forces can be highly interrelated"(Carson, 1998, p.8).

Carson (1998) suggests that managers cannot allow strong internal cultural beliefs to blind them

from potentially important external forces and that they must be able to operate outside the

cultural norm of their organization in times of change. Both external and internal forces .of

changes must be assessed, monitored, and evaluated to "avoid or reduce the impact. .. of

threats ... "(Carson, 1998, p. 4) and to determine the "strengths and weaknesses"(Carson, 1998, p.

8) of an organization as they encounter and deal with change.

Three Types of Change

According to Carson (1998), there are three kinds of change. First, "adaptive change involves

reimplementation of a change in the same organizational unit at a later time or imitation of a

similar change in a different unit ... and is not considered particularly threatening"(Carson, 1998,

p. 9). Second, "innovative change involves changes that are generally unfamiliar, and as such,

create greater uncertainty and fear in organizations"(Carson, 1998, p.9). And, last, "radically

innovative change is the most intimidating type of change and as such is the most resisted type of
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hange in organizations'{Carson, 1998; p.9). Dauphinais and Price (1998) 'suggest that when
I I

introducing radical change to an organization, the "business strategy typically work[ s] on a one-

o-three year cycle, but changing corporate values, and culture may take between five and 15,

years." This supports the "critical principle of change management: Organizations don't change;

people do"(Marshall ·and Conner, 1996, p.1). Organizations must, realize that in order .to
1

implement change they must consider the change· from the viewpoint of those who are affected

by the change.'

2.2.4 Definition of Resistance to Change 

I

Most people don't like change because they don't like b~ing changed. When change comes into

view, fear and resistance to change follow - often despite its obvious benefits. People fight

against change because they:

• fear to lose something they value, or

• don't understand the change and its implications, or

• don't think that the change makes sense, or

• find it difficult to cope with either the level or pace of the change.(Phil Baguley, 2001)

Resistance emerges when there s a threat to something the individual values. The threat may be

real or it may be just a perception. It may arise from a genuine understanding of the change or

from misunderstanding, or even almost total ignorance about it.

Resistance to change is the action taken by individuals and groups when they perceive that a
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