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1 INTRODUCTION 

Rapid and continuous changes are 

inevitable aspects of the prevailing 

business world and every organization has 

to deal with the demands of its 

environment, forcing the organizations to 

change accordingly in order to survive 

(Wischnevsky and Damanpour, 2008). It 

is not an easy task to adopt changes in the 

business based on the demands. A lot of 

research suggests that most of these 

change projects fail due to the 

underestimation of the central role that 

individuals play in this process 

(Greenhalgh et al., 2004).  

 

Individuals, the employees or 

entrepreneur of the organization, in fact, 

play this crucial role because the change is 

often targeted at them as employees and 

they may feel that the change would 

increase insecurity and by extension be a 

cause for conflicts (Robertson, Roberts, 

and Porras, 1993; Greenwood and 

Hinnings, 1996). These feelings 

eventually may lead to stress, a decrease 

in job satisfaction or resistance (Balogun 

and Johnson, 2005; Brown and Cregan, 

2008; McConnell, 2010).  

 

The contribution made by Small Medium 

businesses (SMEs) to economic growth 

and social development in Sri Lanka is 

significant. Government policy makers 

and economist place a high priority on the 

development of SMEs in Sri Lanka due to 

considerations of the significance of the 

sector.  

 

Though it is considered as a strategic 

sector, the failure rate of SMEs has 

continuously been recorded in Sri Lanka. 

Scholars identified several causes for the 

failure of SMES. One important factor 

that has been identified is the resistance to 

change by entrepreneurs in Sri Lanka. 

Therefore, this study intends to study the 

role of entrepreneur’ personality, social 

influence and organizational change 

characteristics towards organizational 

change. 

 

Most of the studies in organizational 

change include personality traits that seem 

to influence individual attitudes towards 

organizational change (Bareilet et al., 

2007). A majority of models discuss the 

relationship between attitude towards 

change and change characteristics in a 

technological innovation context (e.g. 
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Moore and Benbasat, 1991; Zhou, Lu and 

Wang, 2010). In addition to the change 

characteristics, some of these technology 

acceptance models include social 

influence as it is suggested that individuals 

are likely to adhere to others. Individuals 

do so because they are influenced by the 

perception of how they will be viewed by 

others if they do not adopt an innovation 

(Venkatesh et al., 2003).These theories 

have been applied across industries and 

countries to explain attitudes towards 

technological innovation (Svensen et al., 

2007), yet to my knowledge these models 

have not been applied to explain attitudes 

towards organizational change.  

 

The integration of the two streams of 

research can broaden the understanding of 

an individual’s attitude towards 

organizational change. The change 

characteristics are then applied to an 

organizational change setting rather than 

to a technological innovation context. This 

is possible due to the similarities in the 

definition of both organizational change 

and innovation concepts. An innovation is 

defined as an object, practice or an idea 

that is new to the individual it is aimed at 

(Rogers, 2001), while change is defined as 

“an act or process through which 

something becomes different” (Oxford 

Dictionaries, n.d.). An organizational 

change, therefore, involves practices or 

ideas that are new to the employees they 

are aimed at. In an attempt to combine 

these two fields of study and to further 

explore determinants of an individual’s 

attitude towards change; this research 

studies the relationship between 

personality traits, organizational change 

characteristics and social influence in an 

organizational change context. This 

deductive research was conducted in 

Small and Medium business in the Eastern 

province in Sri Lanka based on the 

following research question 

 

 “To what extent does organizational 

change characteristics, social influence 

and personality traits influence an 

individual’s attitude towards 

organizational change?” 

 

Organizational change has been 

considered as a dependent variable and 

organizational characteristics 

(performance expectancy, effort 

expectancy, facilitating conditions), social 

influence, and personality traits 

(perception of ability, control, and 

innovativeness) are considered 

independent variables. 

 

In order to carry out this research, there are 

six hypothesis have been formulated  

 

H1: Higher performance expectancy will 

lead to a more positive attitude towards 

organizational change 

h2: Higher effort expectancy will lead to a 

more negative attitude towards 

organizational change. 

h3: Higher perceived volume of available 

facilitating conditions will lead to a more 

positive attitude towards organizational 

change. 

h4: A perceived positive attitude towards 

the change among co-workers and access 

to information about the change will lead 

to a more positive attitude towards 

organizational change. 

h5: A higher perception of ability and 

control will lead to a more positive 

attitude towards organizational change. 

h6: A higher level of innovativeness will 

lead to a more positive attitude towards 

organizational change 
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2 METHODOLOGY 

 

This study, which is of a deductive nature, 

was conducted among the owners of the 

construction institutions in Eastern 

Province, Sri Lanka. Convenience 

sampling has been chosen for the sample 

selection. There are 60 construction 

institutions selected from three districts 

and their responses were obtained from 

the questionnaire which constitute 30% of 

the total population. The questionnaire 

consisted of 45 items. Correlation analysis 

and Hierarchical Multiple Regression 

have been used as statistical techniques. 

 

3 RESULTS AND DISCUSSION 

 

The study shows that, positive attitudes 

towards change are crucial to the success 

of change programs. Moreover, 

entrepreneurs are required to improve 

their ability to support for or acceptance of 

change initiatives (Choi, 2011). The focus 

of this study is therefore on the conditions 

under which entrepreneurs support 

organizational change. The model as 

described in this research takes both 

personality traits and organizational 

change characteristics into account as well 

as social influence. These three groups of 

concepts were proposed to be related to an 

Entrepreneur’s attitude towards 

organizational change.  

 

The attitude towards organizational 

change is a multidimensional concept 

consisting of attitude towards change and 

attitude towards specific change. Most 

research in the organizational behaviour 

field does not specifically separate these 

two constructs from one another, however 

“as is widely acknowledged, it is 

important to separate general attitudes 

from specific attitudes” (Choi, 2011). The 

question on which this research is based:  

 

‘To what extent does organizational 

change characteristics, social influence 

and personality traits influence an 

individual’s attitude towards 

organizational change?’  

 

The researcher found that attitude towards 

change and attitude towards specific 

change is indeed two different dimensions 

that form an individual’s attitude towards 

organizational change. The attitude 

towards organizational change was found 

to be influenced by factors on three levels 

1) the often studied personality traits, 2) 

the less applied social influence, 3) and the 

organizational change characteristics. 

Attitude towards organizational change 

correlates strongly with the organizational 

change characteristics, social influence 

and perception of ability and control. Both 

the organizational change characteristics 

and social influence were more strongly 

related to the attitude towards specific 

change than in the general attitude towards 

change. The personality trait perception of 

ability and control was however more 

strongly related to the attitude towards 

change in general than to the attitude 

towards specific change. For all three 

attitudes towards change constructs no 

relation was found to personality trait 

innovativeness.  

 

To the best of my knowledge the 

organizational change characteristics had 

not been studied in the organizational 

change context yet. In this current study it 

was found that these organization change 

characteristics are in fact positively 

related to attitudes towards organizational 

change and can therefore be very well 

applied to an organizational change 
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context. The findings from the model as a 

whole indicates that the interplay of 

organizational change characteristics, 

social influence and personality traits 

explain 50.2% of an individual’s attitude 

towards change. This also suggests that 

the complete model as proposed in this 

study is applicable to an organizational 

change setting.  
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