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ABSTRACT

Change in organizations has become unavoidable due to the unprecedented
environmental complexity, market competition and technological eruptions. Also, it
became a fascinating area of research and as a result of this, previous studies have
explored wide range of organizational change aspects; mainly change resistance,
change communication, change impacts and leading change. However, it has been
less considered to investigate organizational change acceptance from the perspectives
of the individual employee and more importantly, the underlying factors that may
lead to this acceptance behavior. The purpose of this study is to probe whether
factors i.e., attitude, subjective norm and personal inclination to knowledge are
significant influencing factors for employees’ transformational change acceptance
behavior. Hypotheses were tested among 170 academic employees selected from a
higher learning institution in Malaysia (Universiti Teknologi Malaysia). Results from
regression analysis indicate that employees’ positive attitude and personal inclination
to knowledge behaviors are significant influencing factors of transformational
change acceptance behavior. However, the influence of employees’ subjective norms

on transformational change acceptance was not found significant in this study.
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ABSTRAK

Perubahan dalam organisasi merupakan sesuatu yang tidak dapat dielakkan
kerana dipengaruhi oleh beberapa faktor seperti; keadaan persekitaran organisasi
yang kompleks, persaingan yang hebat dalam pasaran dan pembangunan arus
teknologi yang pesat. Sebagai kesannya, isu ini telah menjadi bidang yang menarik
untuk dikaji dan banyak kajian lepas telah dijalankan dalam meneroka aspek-aspek
yang menyumbang kepada perubahan dalam sesebuah organisasi seperti; perubahan
terhadap halangan, perubahan terhadap komunikasi, perubahan terhadap kesan-kesan
dan perubahan terhadap aspek kepimpinan.  Walau bagaimanapun secara
perbandingannya, pengkaji mendapati kurangnya kajian-kajian lepas dalam meneliti
penerimaan perubahan dalam organisasi dari perspektif individu dan meneliti faktor-
faktor yang menyumbang kepada tingkah laku penerimaan terhadap perubahan
dalam organisasi. Kajian ini bertujuan untuk menyelidik sama ada faktor-faktor
sikap, norma dan kecenderungan peribadi terhadap ilmu pengetahuan adalah
signifikan dalam mempengaruhi sikap penerimaan pekerja terhadap perubahan.
Hipotesis kajian telah diuji di kalangan 170 kakitangan akademik yang terpilih
daripada institusi pengajian tinggi di Malaysia (Universiti Teknologi Malaysia).
Hasil daripada analisis regrasi menunjukkan sikap positif dan kecenderungan
peribadi pekerja terhadap ilmu pengetahuan adalah sangat signifikan dalam
mempengaruhi sikap penerimaan pekerja terhadap perubahan dalam organisasi.
Bagaimanapun, faktor norma pekerja dilihat tidak signifikan dalam mempengaruhi

sikap pekerja untuk menerima perubahan dalam sesebuah organisasi.
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CHAPTER ONE

INTRODUCTION

1.1 Introduction

Implementing transformational change program successfully is very crucial and
requires significant attention to be given to the keystone issues and elements, approaches
and strategies that contribute to the ease and successful transformational change process.
Bititci (2008) writes a case study of a company that engaged in successful
transformational change effort, Highland Spring. Emphasizing on the significant roles of
leadership and performance in facilitating this successful transformation process, the
researcher mentions that value streams, strategy, organization, people, systems,
resources and processes are all changed in the company. One of the key issues that have
been transformed in Highland Spring includes people. Unlike the other organizational
components, people need to perceive the usefulness and the positive returns of the

change effort, so that they can accept it (Bititci, 2008).

The employees’ major contribution to the success of transformational change
process has been described by many researchers (Kotter 1996; Kouzes and Posner
1987). These researchers argue that creating a clear vision which is properly
communicated and understood by the organization’s members IS very important in the
aspect of change. Jeffress (2003) studied a US military organization and has drawn a

conclusion that “underlying all of these theoretical points is the concept that change



involves not just systems, but people, and that it is these people upon whom leaders must

focus in order to achieve successful transformation.”

In order for the employees to be empowered and guided within the
transformational change process, these researchers emphasize on leading change rather
than managing change only. Kouzes (1987) suggests that managers control systems and
procedures while leaders control over the organization’s vision by empowering
employees. Kotter (1996) describes more strongly and states that good management is
not enough. He introduces an eight step model emphasizing the role of leadership in
transformational change process and he acknowledges that transforming business is
painful and full of frustration. However, he believes that most of these challenges can be
avoided by practicing a qualified leadership through his eight-step model (Jeffress
2003).

From the above discussion, it is obvious that successful organizational change
process depends more or less on the employees regardless of the other organizational
infrastructure. Based on this notion, many studies have widely investigated on
employee-related issues, behaviors or strategies that either may hinder or facilitate
successful change implementation. As a result, large amount of literature has focused on
employees’ resistance to change that arises prior to the implementation of the change
program and acts as an obstacle. Different theoretical perspectives of the resistance
behavior have found various factors for it and the most common factors include that
employees feel afraid of losing something of value; they misunderstand the change and
its implications; they believe that the change does not make sense; or simply, they have
a low tolerance for change (Kotter and Schlesinger, 1979). Employees’ emotional
fatigue was also highlighted to constitute as a reason resulting in employees’ resistance
to change (Eriksson, 2003). Eriksson (2003) argues that the change programs normally
will create an emotional history and the coming or newly proposed programs will be
valued according to that history. Expressing this phenomenon he states, “The findings

indicate that the change programs had left a residue of emotions, often expressed as



fatigue and general lethargy. We could even characterize the studied working place as

depressed as the emotions that were expressed were unpleasant and low activated.”

1.2 Problem Background

In order to exist or remain competitive, organizations completely reshuffle their
mission, goals, structure and culture (Hampel and Martinsons, 2009; Susanto, 2008,
Drucker, 1999; Levy and Merry, 1986). Before 1990s, the predominant perspective of
change was that change is an incremental process; however, some recent studies refer
change as radical and transformational in nature rather than incremental.
Transformational change has been defined as a radical process (Romanelli and
Tushman, 1994; Pascale, 1997), and sequential process (Leifer, 1989). Leger et al.
(1994) describes that transformational change is a mid-range process that is neither too
drastic nor too subtle (Conners and Webster, 2001). Transformational change radically
redefines the future organizational strategy and structure, and it is associated with high

risk and high expected return (Damanpour 1991).

Some theoretical perspectives describe transformational change in its broad social
essence include Neo-Marxian perspective firstly applied to social systems by
Dahrendorf (1959), Order through Fluctuation by Prigogine (1984), Growth perspective
(organizational theory), and Futuristic perspective. Almost all of these perspectives
share the concepts that organizations are in constant change, evolution takes place by
dramatic jumps rather than gradual and, the process is facilitated by human creativity,
thoughts, decisions and actions. Humans are themselves shaped by this evolutionary

process (Levy and Merry, 1986).

At organizational context, the previous literature has recognized that embracing

change initiative is a fundamental matter for organizations to survive (Van de Ven, and



Poole, 1995). As a result of this, many researchers have investigated different issues that
are thought to be helpful or an obstacle to the successful change implementation. These
issues include resistance to change (Foster, 2010; Herscovitch and Meyer 2002; Coghlan
1993; Steinburg 1992; Myers and Robbins 1991; Nadler 1981; Zaltman and Duncan
1977; Ansoff 1990; Maurer 1996; Rumelt 1995; Zaltman and Duncan 1977; Jones
2001), impacts of change (Worral et al., 2000; Huy, 2002; Frederickson & Perry 1998;
Culverson 2002; Bateman & Strasser 1984; Mowday et al. 1982; Clegg 1983; Begley &
Czajka 1993; Bennett & Durkin 2000), communicating change (Barnett, 2005; Kramer
et al. 2004; Marrow, Bowers, et.al, 1967; Kotter and Schlesinger 1979; Kirkpatrick
1985), and leading change (Foster, 2010; MacGregor 1978; Jeffress, 2003; Kotter,
1995). The common thread of the above literature is its emphasis on the significant role
that employees play in implementing the change effort successfully. For example,
resistance to change comes from the employees, likewise, communication and leading
change also relate to the organization’s human capital not to the artifacts. In addition to
this, another stream of researchers expressed the importance of employees for
implementing change successfully more clearly. Bititci (2008) notes that employees
need to perceive the usefulness and the positive returns of the change program. Schein
(1970) describes that change in organization always entails changing the individual

people.

As discussed above, studies on organizational change are abundant; however, the
literature that have investigated in employees’ acceptance of transformational change
efforts and the influence of personal factors (e.g. attitude, subjective norms) that may
lead to this acceptance are notably limited. Based on the review of the literature, there is
an indication that personal factors significantly influence employees’ change acceptance
behavior. For instance, Armenakis et al. "(1993) suggested that in order employees to
develop an intention behavior and to accept organizational change efforts, the
employees’ desires and expectations need to be settled down. The researchers continued
to note that beliefs, perceptions and attitudes are critical in successful change. Unless top

management does able to create positive attitude of change, then, the change will



become a stressful experience. And in turn, the stressful experience will result in

creating negative attitude and therefore, it will become an inhibitor to change.

Additionally, another group of researchers have also investigated the internal
element i.e., attitude, as a predictor of employees’ behavior of accepting change effort.
Lau and Woodman (1995) describe that each person filters his or her perception and
finally decides whether the change is a threat or benefit. Arnold et al. (1995) expresses it
more clearly and notes that “attitudes reflect a person’s tendency to feel, think or behave
in a positive or negative manner towards the object of the attitude”. These researches
emphasize the effects of people’s attitudinal elements on their acceptance of the change
process. The decision of individual’s acceptance could also be achieved by means of
providing financial incentives, prominent opportunity that is perceived and associated
with change initiative, or as a result of social interactions and influences (Bercovitz &
Feldman, 2008).

The importance of external influence on individual’s acceptance of change has
also been indicated by previous studies. Bercovitz and Feldman (2008), studied about
the influences of social interaction on individuals to accept and adopt on organizational
change initiatives. The researchers conducted their study on a newly initiated program
called Technology Transfer which was intended to commercialize the scientific
academic inventions to the business industry. This is to say that the faculty members are
supposed to disclose their invention to the technology transfer office for the purpose of
commercializing the invention. The program was initiated in two American research
universities, the Duke University and the Johns Hopkins University. Their findings
indicate that social interactions influenced on individual’s decision to disclose the
invention to the technology transfer office through three categories of social interaction
and organizational learning. They termed the first category, the training effect and they
concluded that individuals who have been trained in institutions that previously
implemented and adopted the technology transfer program, are more likely to accept the

program in the current institutions. Secondly, they mentioned that leadership influences



the individuals’ decisions to disclose their inventions. The researchers argued that if the
leaders of the departments are actively participating in the new initiative; the other staff
of the department demonstrated their acceptance and participation in the technology
transfer program. Finally, they say that the third socially influencing factor on
individual’s decision to disclose inventions is peer effect. They argued that if individuals
recognize others of the same cohort or characteristics disclosing their inventions and
participating in the technology transfer program, they were more likely to accept the
initiative too (Bercovitz & Feldman, 2008).

In addition to that, Bercovitz and Feldman (2008) claim that there is an abundant
literature that supports their findings providing relatively similar assumptions to their
findings such as: individuals are molded by their social institutions (Schein, 1985;
Locke, 1985; Haas, 1992; Calori et al., 1997; Biglaiser, 2002), and leaders influence
behavior by building culture and acting role models (House, 1977; Schein, 1985,
Bandura, 1977; 1986; Bandura, 1986).

In summary, from the discussion of the above literature and the review of previous
studies in the area, there is an indication that internal and external factors determine
individual’s acceptance behavior. However, there are a number of shortcomings for
these literatures. Firstly, the studies have investigated these personal factors (attitude and
subjective norm) were conducted separately and in different situations or places.
Secondly, most of the studies were focused on small and developmental programs rather
than major or transformational change program, hence, the employees’ acceptance
behavior is perceived to be achieved more readily than the later program. So there is a
need for a study to investigate the influence of personal factors together (not separately)
on the individual’s behavioral intention of change acceptance in a real transformational

change context.



The first step in addressing this gap is to find a well established theory that can be
used to predict intention behavior. Keeping in mind that the study postulates attitude and
subjective norm as the main predictors of the employees’ intention of a change program
acceptance behavior, an appropriate model in predicting the intent behavior of the
individuals is the Theory of Reasoned Action (TRA) (Fishbein and Ajzen, 1975; Ajzen
and Fishbein, 1980). TRA proposes that the constructs of attitude and the subjective
norms are the basic determinants of an individual’s intention behavior. The theory is a
widely accepted and adopted model when describing the aspects regarding attitude-
behavior relations (Litchfield and White, 2006). Figure 1.1 shows TRA model

Q\ttitudc
Subjective
Norms

/-‘— T — - iy
Behavioral :
el Behavioral |§
Intention

Source: Fishbein and Ajzen (1975)

Figure 1.1: The Theory Reasoned Action Model

Adopted from Ya-Yueh Shih & Kwoting Fang, 2005

In addition to the attitude toward behavior and the subjective norm and based on
the review of the literature, the current study proposes another construct and regards it as
a personal factor that will determine an employee’s intention of accepting change
programs. The additional construct is the personal inclination to knowledge (PIK) which
can be defined as an innate ability that enables an individual to consistently seek new
information and become knowledgeable person as a result. The role of personal
inclination to knowledge (PIK) on change acceptance is widely supported by previous

studies.



Past literature depicted that personal inclination to knowledge and information
seeking behaviors possess a decreasing effect for the uncertainty created by the change
programs. Morrison (2002) describes information seeking behavior (a relatively similar
concept to personal inclination to knowledge) as an individual’s inherent information
seeking behavior, and mentions more importantly, it is a significant way in which
employees can cope with the ambiguity and uncertainty. Given that change involves
moving from known to unknown, employees usually experience high levels of
uncertainty (Coghlan, 1993; Steinburg, 1992; Myers and Robbins, 1991; Nadler, 1981).
On the other hand, Personal inclination to knowledge behavior (PIK) enables employees
to gain new information making them knowledgeable and hence, diluting and most
probably invalidating the unknown situation that change programs create. Therefore, the
researcher believes logically that PIK will make individuals more knowledgeable and as
a result, will influence the employees’ intentions of change acceptance. Based on this

notion, in this study PIK is added to the previously discussed constructs of TRA.

1.2.1 Organizational Background: Universiti Teknologi Malaysia

Universiti Teknologi Malaysia has been established in 1904 as a technical college,
and since then the university has improved from college to technical school (Kuala
Lumpur) in 1925, to degree provider in engineering courses in 1960, to institute of
technology in 1967, to normal university in 1969, to Research University in 2010. The
university prides itself as being the oldest public engineering university in Malaysia. In
spite other disciplines such as technology, management and education are offered in the

university, it specializes in technical studies (Al-amdi, 2010).

The university owns two campuses. UTM Skudai in Johor Bahru is its main
campus in addition to KL International campus. The university hosts about 30,000

students including local and international students. During 1990s, the university started



to receive international students from Asia, Africa and the Middle East and still
encourages accommodating the talented foreign students as part of the university’s
oriented and overwhelming strategy of being global institution as well as achieving its

vision of being world Class University (Al-amdi, 2010).

Recently, Universiti Teknologi Malaysia has attempted to implement major
changes in its management and academic streams, organizational structure and research
activities in order to transform or rebrand the university from the normal and national
academic university to World Class University as stated in its mission. And since then,
these transformational initiatives enabled UTM to be recognized in June, 2010 as a

Research University (www.utm.my/vc/speeches, accessed March, 2011). Considering

the interest of the study which is to investigate the individual employee’s attributes that
predict his or her behavioral intent of accepting change effort, these attempts of
rebranding and transforming the university provide good opportunity for the study to use

UTM as the case study.

Universiti Teknologi Malaysia is not alone in this championship of being World
Class center of technology and academic excellence, but it is part of the country’s higher
education strategic transformation plan. The plan aims that Malaysian higher education
sector should be able to play a major and competitive role in global education market
(Arokiasamy, 2010).

1.3 Problem Statement

As discussed in the problem background section, the literature of organizational
change management notably acknowledged that embracing change initiative is a
fundamental as well as inevitable aspect for organizations to survive (Hampel and
Martinsons, 2009; Susanto, 2008; Drucker, 1999; Van de Ven & Poole, 1995). However,
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the perceived underpinning complexity of implementing change programs successfully
involves some issues that remarkably emerge during the implementation process. For
instance, large number of organizations attempted to implement change programs for the
last two decades. Unfortunately, the largest portion of these change programs were not
implemented successfully and none of these organizations achieved their expected
objectives of these programs. In contrast, embracing change programs successfully

enables organizations to survive as well as to remain competitive.

In Malaysian context and especially its higher education sector is an outstanding
example of such institutions that have inevitably embraced transformational change
programs for the last five decades. One of the main triggering issues of this
transformation effort was primarily shifts in Malaysian economy from agriculturally-
based to industrially-based during late eighties and early nineties. At the moment, the
country’s national economy is experiencing transformation process SO as to develop
knowledge-based economy through which high income nation could be achieved. Due to
this prolonged progress and transforming efforts of the country’s economy, it became
inevitable and overwhelmingly apparent that Malaysia’s higher education sector should
be transformed continually so as to provide professional and skilled workforce that
could and will be able to support each of these different phases of the country’s

economic reforms (Singh et al. 2010).

As result, many researchers have studied in both successful and failed change
programs in order to highlight the underlying issues that are either helping or acting as
hindrance to the change programs. Almost, nearly all of the studies the researcher has
reviewed emphasize the significant role of the employees in implementing change
programs successfully. By further exploring the employees’ role in change programs,
some employees’ related attributes or behaviors emerged. These include employees’
acceptance of change, employees’ resistance to change, change impacts on employees,
communicating and leading change. Additionally, employees’ demographic factors such

age, gender and education were also found to affect the above described behaviors of the
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employees (Aluri and Palakurthi, 2011, Im et al. 2003, Lee et al. 2010, Porter and
Donthu, 2006).

As discussed before and based on the review of the literature, most of the above
mentioned employees’ behaviors have been widely researched and discussed except that
the employees’ behavior of change acceptance is inadequately studied. The researcher
noticed that there is a gap in the literature concerning employees’ acceptance of change
as an underpinning issue for successful implementation of organizational change
program. Based on the review of the literature, the study also acknowledges that attitude,
subjective norm and personal inclination to knowledge as personal factors that may

significantly lead to this acceptance behavior.

Although large amount of the organizational change literature has devoted to
illustrate the importance of people and their crucial involvement in the change process,
most of these researchers did not give attention to some individual and personal factors
that can lead varied levels of employees’ change acceptance behavior. Therefore, the
current study intends to investigate the personal factors (attitude, subjective norms and
personal inclination to knowledge) that influence and predict the employees’ behavioral

intention of accepting transformational change program.

1.4 Research Questions

The study intends to answer the following main questions:

1. What are the factors (Attitude, Subjective norms and Personal inclination
to knowledge) that significantly influence individual’s behavioral intent of
change acceptance during organizational change processes

2. Which of the factors most strongly contribute to the intention of change

acceptance
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3. Do employees demonstrate different levels of personal inclination to
knowledge (PIK) behavior based on individual’s demographic factors
(Age, Gender and Education)

1.5 Aims, Objectives

1.5.1 Aims

The study intends to investigate the influence of attitudes, subjective norms and
personal inclination to knowledge (PIK) on employees’ behavioral intention to accept

organizational change effort.

1.5.2 Objectives

Specifically, the study seeks to determine whether:

1. The personal factors of attitude, subjective norm and personal inclination to
knowledge will affect individuals’ behavioral intention of organizational
change acceptance, and

2. Which of these factors influences the most in individuals’ behavioral
intention of organizational change acceptance

3. There is any differences in the respondents’ levels of personal inclination to
knowledge (PIK) according to demographic factors (Age, Gender and

Education)
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1.6 Hypotheses

The study hypothesizes the following three hypotheses:

Hi: The individual employee’s attitude has a significant influence on his or

her behavioral intention of organizational change acceptance.

H,: The subjective norms from the individual employee’s friends, colleagues,
leaders or managers have a significant influence on his or her behavioral

intention of organizational change acceptance.

Hai: The individual employee’s personal inclination to knowledge (PIK) has a
significant influence on his or her behavioral intention of organizational

change acceptance.

1.7  Scope of the Study

The study intends to investigate the influence of attitude, subjective norms and the

personal inclination to knowledge on employees’ behavior of change acceptance.

As usual, organizations consider change programs due to the changes in
environment and technology. Universiti Teknologi Malaysia is one of these
organizations and since its inception, the university was continually changing until the
currently existing institution that hosts about 30,000 of both local, international,

undergraduate and graduate students was built.

Currently, the university is committed for excellence and for the sake of this; the
present management team has ignited a change program. Some of the initiatives

proposed by the executives include changes in structure, strategy culture, research and
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publication incentive or rewarding system. The underlying objective of this effort was to
transform or rebrand the university and moving it from good to great. As a result of this,
the university has been recognized as a Research University in June, 2010

(www.utm.my/vc/speeches, accessed in March, 2011). Taking the advantage of the

transformational change program that Universiti Teknologi Malaysia is currently
experiencing, a sample of academicians from academic units in UTM Skudai campus

will be selected to represent for the respondents of the study.

1.8 Significance of the Study

It is widely accepted in the literature of organizational change management that
change is full of stress and frustration unless employees receive a proper and supportive
mechanisms (Armenakis et al. 1993). Moreover, resistance to change is a natural
response that needs to be expected by the management and the organizational change
advocates (Coghlan, 1993; Steinburg, 1992; Zaltman and Duncan, 1977). Therefore, this
study is highly essential in the essence of its exploration through the factors that
contribute to employees’ intent behavior of transformational change acceptance.
Generally, the contributions of this study could be classified into practical and

theoretical streams.

Practically, as mentioned above resistance is thought to be a major determinant to
the recurrent failures of change efforts. Therefore, if the findings of the study
demonstrate that the previously discussed personal factors significantly influence
employees’ acceptance behavior, then, this will be regarded as a valuable contribution to
the organizational change management practices. The managerial implication involved
is that when organizations are to consider some sort of change initiative, then these
personal factors will be addressed and nurtured before the change program

implementation is initiated. As a result, employees with high levels of PIK and positive
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attitudes could be determined and empowered to form a powerful guiding coalition and
advocates of the change program initiative.

Theoretically, the study provides three major contributions to the knowledge and
literature of the organizational change management. Firstly, the study focuses on change
acceptance as its area of study. Through the review of the related literature, the
researcher perceived that the studies that have looked in this area are scarce in number or
very limited. Therefore, an important contribution of this study is to expand the existing
knowledge in the area of employees’ acceptance of change. Secondly, the study could be
regarded one of the first studies that have investigated and combined together three
personal factors of the individual employee: attitude, subjective norms and personal
inclination to knowledge as predictors of the employee’s behavioral intention of change
acceptance. Thirdly, it has been recognized from the literature review that, none of the
previously conducted studies on change acceptance have employed the Theory of
Reasoned Action (TRA) as their foundation model or theory. More importantly, the
study goes beyond the two basic constructs of TRA: attitudes and the subjective norms.
It adds one more construct: personal inclination to knowledge (PIK), as a predictor of
the employees’ intent behavior of organizational change acceptance. PIK is introduced
to the basic constructs of TRA due to its preventive effect of the ambiguity and
uncertainty that employees may experience during the change programs (Morrison,
2002). Combining together all these three constructs, the study significantly puts
forward important contributions to the organizational change management research and

practice.

Taking it as a whole, the contributions of the current study are in high value for
institutions that consider transformational change efforts. The findings of the study will
constitute as a tool for University Teknologi Malaysia (UTM) and the Malaysian higher
education sector in general that is currently experiencing transformational change

efforts. This tool is helpful in the essence of utilizing it as an assessing platform of
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employees’ attitudes, subjective norm and personal inclination to knowledge through

which employees’ change acceptance behavior could be nurtured.

1.9 Conceptual Framework

The study focuses on elements that can predict the employees’ behavioral
intention of accepting organizational change effort. Fishbein and Ajzen (1975) proposed
the theory of reasoned action assuming that attitude and subjective norm are important
determinants of the individual’s intent behavior (Ajzen and Fishbein, 1980; Fishbein and
Ajzen, 1975). Therefore, the theory of reasoned action (TRA) is considered to be a
suitable model that could be used as a foundation for the development of the conceptual
framework for this study. As mentioned above, TRA posits two elements to be the
influencing factors for the individual’s behavioral intention: attitude toward behavior

and the subjective norm.

In addition to these two elements, this study adds one more element that could be
a determinant of the individual’s behavioral intention. The element is the personal
inclination to knowledge (PIK), and it refers to the individual’s innate ability of being

more inclined to getting or seeking new knowledge and information.

The conceptual framework of this study will modify the original model of the

Theory of Reasoned Action (TRA) in the following way: See figure 1.2
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Attitude toward
behavior

Subjective norms Behavioral intention of

change acceptance

Personal inclination
to knowledge (PIK)

Figure 1.2: The conceptual framework of the study

1.10 Conceptual Definition

The study postulates that attitude, subjective norms and personal inclination to
knowledge are three personal factors that will influence the employees’ intention
behavior of accepting organizational change effort. The previous literature has defined

these terms conceptually:

1.10.1 Attitude

The first term is attitude which is about the individual’s decision of performing or

not performing according to the perceived positivity or the negativity of acting on a
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given behavior. Fishbein and Ajzen (1975) described that attitude is the “individual’s
positive or negative belief about performing a specific behavior.”

1.10.2 Subjective Norms

It entails that the individual is going to perform the behavior as a result of an
influence from others who are important for him or her. It is defined that “An individual
will intend to perform a certain behavior when he or she perceives that important others
think he or she should” Fishbein and Ajzen (1975).

1.10.3 Personal Inclination to Knowledge (P1K)

Finally, personal inclination to knowledge behavior (PIK) is defined as the
personal behavior of continuously acquiring and gaining new knowledge and
information. It is the innate tendency of acquiring knowledge. For example, some people
usually strive for learning new knowledge by engaging continuously in learning events

such as training courses and continuous education programs.

1.11 Operational Definition

In the context of this study, the terms of Attitude (A), Subjective norms (SN) and

Personal Inclination to Knowledge (PIK) are operationalized as follows:

1.11.1 Attitude

Attitude is defined as an individual’s positive or negative belief about

organizational change initiative.
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1.11.2 Subjective Norms

Subjective norm is defined as an individual’s perception of the social pressure to

accept organizational change initiative.

1.11.3 Personal Inclination to Knowledge Behavior (PIK)

Personal Inclination to Knowledge (PIK) is defined as the individual’s innate

tendency of knowledge acquiring behavior.
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