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Abstract
This study examined the impact of organizational structure, organizational
climate, technology implementation strategy, and employee perceptions of
their psychological contract on employee’s acceptance of a management information system within non-profit organizations. A sample of one hundred
employees from three different nonprofit organizations in Southeast Michigan
was surveyed; analysis of the data revealed a positive correlation for the relationship between employee technology acceptance and organizational climate.
A positive correlation was also found between employee technology acceptance and organizational structure factors (organizational centralization, organizational integration, and organizational formalization). A positive correlation was revealed between employee technology acceptance and implementation strategy, and a positive correlation exists between employee perceptions
of their psychological contract and employee technology acceptance.

Keywords
Organizational Structure, Organizational Climate, Psychological Contract,
Non-Profit Organizations

1. Introduction
The purpose of this study was to explore factors that constitute an assessment of
organizational readiness of nonprofit organizations for implementing management information systems (MIS). Billions of dollars are spent each year on new
technology implementation at a variety of different organizations in the United
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States. A study by Munir and Phillip (2002) [1] concluded that many new technology implementations are unsuccessful. More than 70% of standard management information systems (MIS) implementation projects fail [2]. Critical implementation processes have to be explored before implementation, including
how to start these processes in order to enhance the viability of the MIS [3].
Furthermore, organizations face numerous problems after introducing a new
technology; therefore, it is crucial to perform a careful pre-implementation study
that examines organizational readiness factors such as organizational climate,
structure, employee’s perception of their psychological contract and technology
implementation strategy [4].
Nonprofit organizations are moving toward the adoption of information
technology (IT) into their operations [5] [6] [7] in an attempt to grow and expand their services by becoming more efficient [7].
In the United States, more than six percent of all organizations are in the
nonprofit sector. This translates to at least 1.6 million nonprofit organizations
and almost ten percent of the work force [8]. Many of the nonprofit organizations are funded primarily by the federal government for all different programming and background operations, including departments of communication,
information technology, and human resources [9]. Information technology at
some nonprofits is not considered essential, and funding related to information
technology projects is scarce and very costly [10]. For this reason, a successful
implementation process and plan is crucial. Most nonprofit organizations have
very limited budgets and are unable to cover any expenses not related to serving
clients [11].
Information technology is generally limited to large nonprofit organizations
because small nonprofit organizations can’t afford it, as it requires a computer
systems infrastructure and system experts. According to most nonprofits, information technology is secondary to their mission; as Schneider (2003) stated,
“Small nonprofits cannot afford adequate technology, instead, they choose limited computerized systems to fit budgets and agency knowledge, and they need
training to use systems effectively, because information systems are secondary to
mission, small NPOs do not give them the priority needed to effectively develop
tools that can aid agency activities” (p. 384) [12]. Organizational readiness is an
important factor in a nonprofit organizations new information technology system implementation process.
Introducing a new technology such as a new MIS may result in numerous
changes within each department in an organization. This is especially true in a
nonprofit organization, where major pressure occurs in communicating with the
federal government on how to share vital information securely and more effectively [10].
Implementing a new technology system impacts every aspect of organizational
activity including enrolling clients and recording their demographic information
into the system [12]. Furthermore, the use of information technology is essential
for attracting donors, for remaining competitive with other nonprofits in the
DOI: 10.4236/jss.2017.512001
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same geographic area, and managing the organization’s resources more effectively [13].
This study focused on examining factors related to organizational readiness
consisting of organizational climate, organizational structure, technology implementation strategy, employee perceptions of their psychological contract, and
employee technology acceptance within nonprofit organizations.

2. Literature Review
Nonprofit Organizations and the Need for Assessment
The main goal of a nonprofit organizations implementing new technology is
to increase efficiency and productivity for supporting the organization’s mission.
Most research has focused on organizational attitudes about IT and how it is
adopted in profit organizations [5] [6]. The limited budget of small, nonprofit
organizations affects their ability to adapt information systems and, in turn, affects their ability to serve communities effectively, in both managerial and programmatic ways [12]. The (Schneider, 2003) study states:
[A] study of nonprofit organizations serving the African American and Latino communities in Kenosha found that the nonprofits that could not effectively use IT often lost out on funding opportunities because they had
trouble meeting expectations for proposal quality and record-keeping systems that both private and governmental funders now expect. [12]
Only a few studies have focused on factors such as organizational climate,
structure, technology implementation strategy, and employees’ technology acceptance of a new MIS implementation within non-profit organizations. Even
fewer studies have examined the impact of employee perceptions of their psychological contract on their willingness to accept new technology in a nonprofit
organization [5] [6] [7].
Nonprofit organizations are under constant pressure to adhere to budget restrictions and funders, third-party expectations and guidelines. It’s a very difficult challenge for a nonprofit to budget any amount for any reason not related to
serving clients, per Haddad et al. (2016), who state, “Trade-off between complying with their social values and day-to-day operations: nonprofit organization
face continuously trade-off decisions between timely and cost-effective operations performance and the need to serve the society in full, without resource restrictions” (p. 635) [11]. As a result, further studies are needed to examine information technology implementation and organizational readiness factors that
enable nonprofit organizations to make budget wise decisions related to information technology.
Nonprofit organizations are in constant competition with other nonprofit organizations and even with for-profit organizations, there is a need for further
research on the organizational readiness of nonprofit organizations.
As nonprofit organizations are faced with many growing challenges, which
include lack of government funding, there is a demand for more services, but
DOI: 10.4236/jss.2017.512001
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very few resources. Information technology is the key to reducing some of these
challenges and becoming more efficient

2.1. Organizational Readiness for Change to New Technology
A study by Hameed et al. (2012) defines organizational readiness as “the degree
to which an organization has the awareness, resources, commitment and governance to adopt an IT system” (p. 20) [14]. The same study found that organizational readiness is a major factor in implementing an MIS system, as meta-analysis revealed that organizational readiness was strongly correlated to
technology implementation. Hameed et al.’s study also concluded that organizational readiness is the most significant organizational factor for adopting or implementing a new MIS system (2012) [14].
Another study conducted by Weiner (2009) stated that organizational readiness is “a shared psychological state in which organizational members feel committed to implementing an organizational change and confident in their collective abilities to do so” (p. 3). It’s important to include employee perceptions of
the process [15].
Wayne et al. (2002) provided an assessment of organizational readiness by
focusing on motivation of employees and program leader’s personal attributes.
The study also stated that organizational climate plays an important role in understanding factors related to implementing a new technology system. The study
surveyed more than 500 personnel and determined that organization readiness
can contribute to organizational change and new technology implementation.
Employee perceptions related to an organization’s readiness for change is
considered the most important factor in understanding sources of resistance to
large-scale changes such as the new implementation of an MIS [7] [16] Prior research has focused on the impact of an MIS on the organization’s employees’
perceived value [16]. However, the same literature typically lacks information on
organizational factors that must be present if an organization is to be considered
ready for a new technology system. This is especially true in the nonprofit industry.

2.2. Organizational Climate
Organizational climate is defined as a “set of characteristics that describe an organization and that: 1) distinguish the organization from other organizations, 2)
are relatively enduring over time, and 3) influence the behavior of people in the
organization” [17]. Organizational climate could also be defined as a variable
that includes size, structure, system complexity, leadership style, and goal directions, as well as common practices, shared beliefs, and value systems that an organization follows [18].
In a study examining how the organizational climate influences an organization’s readiness to implement new technology, [19] explains that an organization
that is viewed by its employees as rigid and unwilling to change takes a different
approach to adopting a new technology implementation than an organization
DOI: 10.4236/jss.2017.512001
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whose employees view as open and non-resistant to change. The same study by
Bellamy also states, “The perceived climate of the organization may mediate the
relationship among technology, the planning processes, and the perceived effectiveness of the deployment of technology” [19]. As a result, it is a critical aspect
in this study for measuring organizational climate.
This study will examine two dimensions of the BOCI [20]: open-mindedness
and questioning authority. These two dimensions were chosen among 17 factors
within BOCI because of their relevance to the study of technology implementation.

2.3. Organizational Structure
Organizational structure is defined as “∙∙∙ the sum total of the ways in which it
divides its labor into distinct tasks and then achieves coordination among them”
[21]. Wilson and Rosenfield defined organizational structure as the established
pattern of relationships between an organization’s components parts, including
communication, control, and authority patterns (1990).
Organizational structure helps to shape an organization’s behavioral pattern
because it creates formal and informal relationships, roles, and activities among
the organization’s employees. Organizational structure determines an organization’s readiness to implement a new system by establishing the system that the
new MIS will be following or using for a successful implementation process. As a
result, it’s a very important factor to include in this study.
Organizational structure configuration greatly affects its readiness to change
[22]. Each type of structure has a different relationship to the organization’s policies, activities, and members. Studies have shown that three of the structuring
components—formalization, centralization, and specialization—are commonly
considered to be important influences on organizational performance [20]. This
study of organizational structure will consist of examining organizational centralization, integration, and formalization.
Centralization refers to the extent to which decision-making comes from top
levels of the organization [23]. Decentralization has been found effective for
more communication within the organization, as it increases employee satisfaction [24]. This, in turn, could also affect employees’ willingness to accept new
technology.
Formalization. Organizational formalization refers to the extent to which rules
and procedures of an organization are written down, including a member’s
rights and duties.
Formalization is also described as “the degree to which an organization follows the rules and procedures on the role of performance of its members” [14].
According to Hameed et al.’s meta-analysis, formalization has no significance
with IT implementation adoption.
Some studies have shown that formalization improves organizational performance [25] [26]. Centralization and formalization are mostly found in the form
of formal hierarchical coordination. This study postulated that a high level of
DOI: 10.4236/jss.2017.512001
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formalization would have positive impact on the implementation of technology
within an organization.
A study by Tworek (2014) examined 105 organizations operating in Poland
that had implemented an IT system. Four organizational structure dimensions
were included within the study consisting of hierarchy, centralization, formalization and specialization [27]. The study found that a correlation exists between
IT acceptance and the hierarchy’s complexity and degree of centralization IT
acceptance was associated with organic organizational structures. These findings
support the goal of this current study to analyze the impact of organization
structure on employee technology acceptance [28].

2.4. Employees’ Perceptions of Psychological Contract
According to Charissa and Croon (2001), employees’ perceptions of their psychological contract are defined as “the exchange relationship between employee
and organization, concerning mutual obligations in the employment relationship as perceived by the employee” (p. 405) [29]. Employee perceptions of their
psychological contract could also be defined as a “set of reciprocal obligations or
promises related to employment relationship” Several studies have shown that
employee perceptions of their psychological contract is often violated, especially
during a change process or organizational transformation process [30]. A number of research studies have also examined how psychological contracts are
greatly affected during an organization change such as a new technology implementation.

2.5. Technology Implementation Strategy
Technology implementation strategy within the context of this study “relates to
the extent in which the organization has strategically approached the deployment of its new technology(s) and the manner in which it has prepared for the
execution of its technologies prior to their implementation through planning
and assessment” [30].
Technology implementation strategy leads to a strategic balance between external implementation of IT strategy and the internal implementation of the IT
infrastructure and processes. According to Kochan (1992), it “involves the assessment of the implications of implementing the chosen business strategy by
appropriate organizational infrastructure and management processes as well as
the design and development of the required internal IT infrastructure and
processes” (p. 758) [31].
This study will examine two dimensions of technology implementation strategy: planning and assessment processes.

2.6. Technology Acceptance
Technology acceptance is one of the most significant factors that impacts IT system implementations processes [32] and one of the most critical factors for a
DOI: 10.4236/jss.2017.512001
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successful IT system implementation [33]. The users’ intentions for the information technology will determine both its usefulness and ease of use [34]. According to Katzenbeisser (2012), perceived usefulness is defined as “the degree to
which an individual believes that using a particular system would enhance his or
her job performance,” and perceived ease of use is “the degree to which an individual believes that using a particular system would be free of physical and mental effort” (p. 95) [35].
Understanding technology acceptance and the use of IT systems in the
workplace offers many benefits to any organization and includes the following:
enhancing the organizational performance with the use of the IT system to complement the human resources aspect and minimizing the impact associated with
organizational change involving IT systems [36].

3. Research Questions
1) What is the relationship between organizational climate and employee
technology acceptance?
-

What is the relationship between open-mindedness and employee technology
acceptance?

-

What is the relationship between questioning authority and employee technology acceptance?
2) What is the relationship between organizational structure and employee

technology acceptance?
-

What is the relationship between organizational centralization and employee
technology acceptance?

-

What is the relationship between organizational integration and employee
technology acceptance?

-

What is the relationship between organizational formalization and employee
technology acceptance?
3) What is the relationship between technology implementation strategy and

employee technology acceptance?
-

What is the relationship between organizational involvement of the new implementation process from the beginning, starting with the planning phase,
and employee technology acceptance?

-

What is the relationship between user’s involvement in the planning of a new
MIS system implementation and employee technology acceptance?
4) What is the relationship between employee perceptions of their psycholog-

ical contract and employee technology acceptance?

4. Methodology
4.1. Population and Sampling
A sample of 100 employees from three different nonprofit organizations located
in Southeastern Michigan, that were employed as MIS users. Employees from
different departments, including caseworkers, coordinators, and administrative
DOI: 10.4236/jss.2017.512001
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employees, were invited to participate. All employees were chosen based on their
department and availability .A convenience sample was used, and participation
was voluntary. Five departments in each organization were represented in the
study:
1) Finance (Fiscal office)
2) Mental Health Department
3) Employment and Training Department
4) Social Services Department
5) Information Technology Department
The demographic composition of the sample is as follows: 73% were female,
and 27% were male; 61% were younger than 40, and 32% were between the ages
of 41 and 60. Eighty-four percent of participants were working full time, 14%
were employed part-time, half of the survey participants had completed their
bachelor’s degrees, 29% had earned their master’s degrees, and 6% had obtained
advanced graduate work. 40.4% of the samples were case managers, 23% program coordinators, 4% directors, and 32% consisted of other positions.

4.2. Instruments and Measurements
Data were collected through an online survey based on Google forms. After all
the data had been collected, they were transferred to a spreadsheet into the Statistical Package for Social Sciences (SPSS) for analysis.
The organizational climate scale consisted of 10 items. The scale ranged from
a score of 7 (strongly agree) to 1 (strongly disagree) with seven anchor points.
Two dimensions of organizational climate were measured, consisting of
open-mindedness and questioning of authority, extracted from the Organization
Climate Index [21]. The scale for measuring technology acceptance consisted of
6 items. The technology acceptance model (TAM)) scale was used to measure
technology acceptance. The scale ranges from a score of 7 (strongly agree) to 1
(strongly disagree) with seven anchor points. The dimensions used are users’
perceptions s of the system’s job and the ease of use of the system and the scale
consisted of 6 items [20].
Technology acceptance will be measured by two outcome variables: users’
perceptions s of the system’s job and the ease of use of the system. Perceived ease
of use is listed on the Technology Acceptance Model (TAM) as a direct determinant of perceived usefulness, which is also linked to increased job performance (Davis, 1989) [36].
The technology implementation strategy scale consisted of 14 items [19]. The
scale ranged from a score of 7 (strongly agree) to 1 (strongly disagree) with seven anchor points. The dimensions used are organization readiness factors when
an organization’s new technology implementation was factored in during the
planning stages of the most recent new technology implementation within an
organization.
The questionnaire for measuring organizational structure included 10 items.
Three dimensions of organizational structure variables were examined: formaliDOI: 10.4236/jss.2017.512001
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zation, integration, and centralization. The scale will range from a score of 7
(strongly agree) to 1 (strongly disagree) with a seven-point anchor. Organizational readiness will be measured by examining organizational climate, structure, and implementation strategy.
Employee perceptions of their psychological contract measuring scale includes
7 items; the scale will range from a score of 7 (strongly agree) to 1 (strongly disagree) with a seven-point anchor (20).

4.3. Reliability of the Questionnaire (Scales)
In this study, Cronbach’s alpha was calculated for each scale to test the reliability
and to measure internal consistency of the entire questionnaire. The following is
description of the reliability
For each of the scales:
Open mindedness climate—0.88
Questioning authority climate—0.82
Centralization—0.83
Formalization—0.78
Implementation strategy—0.95
Psychological contract—0.95
Technology acceptance—0.92

5. Results
Research Question 1. What is the relationship between organizational
climate and technology acceptance?
- What is the relationship between open-mindedness and employee technology
acceptance?
- What is the relationship between questioning authority and employee technology acceptance?
As revealed in Table 1, there is a statistically significant relationship between
organizational climate and technology acceptance, as the correlation is (0.461).
There is a relationship between employee technology acceptance and organizational climate on two dimensions, open-mindedness and questioning authority,
which equal 0.433 and 0.395, respectively. This means that an increase of organizational climate variables equals an increase in employee technology acceptance.
Research Question 2. What is the relationship between organizational
structure and employee technology acceptance?
- What is the relationship between organizational centralization and employee
technology acceptance?
- What is the relationship between organizational formalization and employee
technology acceptance?
Table 1 reveals a significant correlation between organizational structure and
employee technology acceptance. The correlation coefficient is 0.410 and α =
0.05. A positive correlation was found between employee technology acceptance
DOI: 10.4236/jss.2017.512001
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Table 1. Pearson correlations between organizational structure, organizational climate,
technology implementation strategy and employee perceptions of their psychological
contract on technology acceptance and outcome variables for entire sample (N = 100).
Employee Technology Acceptance
Organizational Climate Combined

0.46*

1. Open Mindedness

0.43*

2. Questioning Authority

0.40*

Technology Implementation Combined

0.34*

3. Implementation Strategy

0.27*

4. New Implementation

0.38*

Organizational Structure Combined

0.41*

5. Centralization

0.34*

6. Formalization

0.37*

7. Employee perceptions of their psychological contract

0.43*

n = 100, *Significant at the ≤0.001, p-value level.

and organizational structure factors (organizational centralization, organizational integration, and organizational formalization), as the correlation factors
are 0.337, 0.380, and 0.380, respectively. This is somewhat contrary to our expectations. We thought that both centralization and formalization would produce a “mechanistic” and inflexible environment. We felt that a flexible structure
would be more conducive to employees accepting a new MIS system. However,
it appears that higher levels of centralization and formalization serve the function of providing clarity and direction to employees and this would in turn enhance the employee acceptance of new technology.
Research Question 3. What is the relationship between technology implementation strategy and employee technology acceptance?

What is the relationship between organizational involvement of the new implementation process from the beginning starting with the planning phase
and employee technology acceptance?
- What is the relationship between user’s involvement of the implementation
process and employee technology acceptance?
-

As demonstrated in Table 1 a statistically significant correlation between employee technology acceptance and implementation strategy is revealed. A positive correlation means that an increase in technology implementation strategy
and its factors led to an increase in employee technology acceptance.
Research Question 4. What is the relationship between employee perceptions of their psychological contract and employee technology acceptance?
As shown in Table 1, a statistically significant correlation exists between employee perceptions of their psychological contract and employee technology acceptance, as the correlation equals (0.342). A positive correlation means that an
increase in employee perceptions of their psychological contract leads to an increase
DOI: 10.4236/jss.2017.512001
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in employee technology acceptance.

6. Discussion
The purpose of this study was to determine whether there is an effect on employee technology acceptance within nonprofit organizations related to organizational readiness consisting of organizational climate, organizational structure,
technology implementation strategy, and employee perceptions of their psychological contract.
The study’s key findings include the following: a relationship between organizational climate and employee technology acceptance was shown to be statistically significant. With regard to organizational climate and employee technology
acceptance, this study revealed a relationship with the highest positive correlation, which means that an increase of organizational climate variables equals an
increase in employee technology acceptance variables.
The study plays an important role in providing information that is not common within the field of organizational study. As far as we know, it is the only
study that includes employee’s perception of the psychological contract as a factor in a technology study. Our study has indicated that this factor has a significant influence on employee’s acceptance of MIS technology. Subsequently, this is
a factor that organizations, and particularly non-profit organizations should
systematically consider when contemplating the deployment of a MIS system.
The study also found statistically significant correlations between organizational structure factors, implementation strategy, and organizational climate
with employee acceptance of technology. This finding supports the idea that
these factors can function as critical variables for an organization readiness assessment of MIS implementation. We recommend that other factors should be
included in future empirical investigations of this type.
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