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Abstract

The successful implementation of Management Information Systems (MIS) in public organizations requires
effective management of structural, behavioral, and technological changes. This study aims to develop a
comprehensive model for change management in the implementation process of such systems, by
examining the key dimensions and influencing factors in public sector environments. A qualitative research
method was adopted. The study participants included faculty members in the fields of public administration,
organizational behavior management, information systems management, and information technology
management at higher education institutions, as well as senior and middle managers of public
organizations, and subject-matter experts familiar with the research topic. Using the snowball sampling
technique, 21 experts were selected. Data collection was conducted through semi-structured interviews.
For data analysis, an inductive qualitative content analysis method was employed, based on the approach
of Elo and Kyngas (2008), encompassing three phases: open coding, categorization, and abstraction,
using Atlas.ti software. To ensure validity and reliability, necessary evaluations were conducted including
acceptability (expert review) and confirmability (expert audit), both of which were verified. According to the
findings, the change management model for the implementation of MIS in public organizations comprises
six abstractions (dimensions) and 24 categories (components), as follows: 1. Leadership and Governance
in Digital Transformation (commitment and support from top management, digital vision and strategy,
transformational leadership style, and IT governance structure), 2. Organizational Culture and Readiness
for Change (psychological readiness for change, change acceptance, learning-oriented organizational
culture, and trust between employees and management), 3. Organizational Technological Infrastructure
and Capabilities (system integration, infrastructure security and stability, scalability and technological
flexibility, and system accessibility and user-friendliness), 4. Training and Human Capital Skill
Development (pre-implementation training, training during and after implementation, employee digital
competence, and organizational learning), 5. Supportive Structures and Regulations (flexible
organizational structure, presence of defined processes, operational requirements and guidelines, and
alignment of regulations with information technology), and 6. Stakeholder Interactions and Cross-Sectoral
Participation (employee participation in decision-making, interdepartmental communication and intra-
organizational coordination, stakeholder expectation management, and bidirectional communication and

feedback mechanisms). In total, the model consists of 115 indicators (criteria).
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The implementation of Management Information Systems (MIS) in public sector organizations
represents a critical endeavor toward achieving digital transformation, operational efficiency, and
enhanced service delivery. In the 21st century, the convergence of rapid technological development
and evolving citizen expectations has compelled government institutions to adapt their processes
and structures accordingly. Successful digital transformation is no longer limited to the deployment
of technical tools but necessitates an integrated approach that considers organizational change
management, leadership commitment, cultural readiness, and stakeholder involvement (Stanleigh,
2019; Todnem By, 2020).

Numerous studies have emphasized the importance of a well-structured change management
strategy in facilitating the effective adoption of MIS in bureaucratic settings. According to Cameron
and Green, change efforts in public institutions often fail due to neglect of human dynamics,
resistance from employees, and lack of visionary leadership (Cameron & Green, 2019). Al-Haddad
and Kotnour further argue that successful organizational change stems from the alignment of
leadership, strategy, and operational infrastructure (Al-Haddad & Kotnour, 2020). Within this context,
public organizations require robust frameworks to manage transformation in a way that aligns with
their complex institutional, regulatory, and socio-political environments.

Particularly in developing nations such as Iran, public organizations encounter unique challenges in
implementing MIS. These include hierarchical structures, rigid regulations, and limited digital literacy
among employees (Hosseini et al., 2022; Siavashi, 2023). Additionally, studies by Haffar et al. and
Hornstein underscore the significance of organizational culture, psychological readiness, and
leadership style in fostering a successful transformation journey (Haffar et al., 2017; Hornstein, 2017).
Fonseca-Herrera et al. and Dronov et al. highlight the necessity of secure and scalable technological
infrastructure to ensure sustainability and continuity of MIS projects in the public sector (Dronov &
Dronova, 2022; Fonseca-Herrera et al., 2021).

Given the strategic importance of MIS in public governance, and the high failure rates of such
implementations, a significant gap remains in developing a comprehensive, context-sensitive model
for change management tailored to the realities of public institutions. This study seeks to bridge that
gap by designing an indigenous and multidimensional change management model for the successful
implementation of MIS in Iran’s governmental organizations.

Methods and Materials

The study employed a qualitative methodology grounded in an interpretive paradigm, using inductive
content analysis to explore the components of change management relevant to MIS implementation
in public organizations. Twenty-one experts were selected using snowball sampling, including faculty
members in public administration, organizational behavior, information systems, and IT
management, as well as high-ranking government managers and seasoned IT professionals. Data
collection was conducted through semi-structured interviews. The analytical framework was based
on the Elo and Kyngas (2008) method, encompassing three stages: open coding, categorization,
and abstraction. The qualitative data were coded and processed using Atlas.ti software. To ensure
credibility and dependability, the study incorporated participant validation (member checking) and
audit trail reviews by peers familiar with the field of change management and MIS.

Findings

The qualitative analysis resulted in the identification of six major dimensions (abstractions)
encompassing 24 key categories (components) and a total of 115 specific indicators (criteria). These
six dimensions of the proposed change management model are:
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1. Digital Transformation Leadership and Governance — This includes senior management
commitment, a defined digital strategy and vision, transformational leadership style, and a
structured IT governance framework. These elements were cited as crucial for legitimizing
change, allocating resources, and promoting strategic alignment across units.

2. Organizational Culture and Change Readiness — Four core components were identified:
psychological readiness, change acceptance, a learning-oriented culture, and mutual trust
between employees and management. Experts emphasized the necessity of building a
supportive psychological environment prior to any technological deployment.

3. Technological Infrastructure and Organizational Capability — Key categories here
included system integration, infrastructure security and reliability, technological scalability and
flexibility, and system accessibility and usability. These were seen as fundamental to ensuring
seamless implementation and system sustainability.

4. Training and Human Capital Development — Pre-implementation training, ongoing and
post-implementation education, digital literacy, and organizational learning were highlighted
as essential. These components support user adaptation, mitigate resistance, and promote
long-term system utilization.

5. Supportive Structures and Legal Alignment — This dimension involved a flexible
organizational structure, clearly defined processes, legal and procedural mandates, and
alignment of laws with IT policies. Experts noted that structural and legal barriers are major
obstacles in public-sector change initiatives.

6. Stakeholder Engagement and Cross-Sectoral Collaboration — Involving staff in decision-
making, ensuring inter-departmental coordination, managing stakeholder expectations, and
establishing two-way feedback mechanisms were viewed as critical in fostering ownership
and minimizing resistance.

The model culminates in a holistic framework that considers both hard and soft dimensions of
organizational change and provides a roadmap for public institutions to effectively manage the digital
transformation process through structured MIS implementation.

Discussion and Conclusion

The findings of this study provide compelling evidence that successful MIS implementation in public
organizations is contingent upon a multidimensional and culturally responsive change management
strategy. Traditional approaches that prioritize technology procurement and overlook the human and
organizational dimensions of change are insufficient, especially in the bureaucratic and politically
nuanced context of public institutions. The six dimensions identified in this research collectively offer
a blueprint for addressing both the technical and behavioral aspects of transformation.

Leadership emerged as the cornerstone of change, with the commitment of senior managers, clarity
of digital vision, and the presence of transformational leadership styles serving as enablers of
momentum and legitimacy. This aligns with the notion that top-level support creates the necessary
conditions for change to cascade effectively across organizational layers.

Cultural readiness was another critical determinant. Without addressing the psychological and
emotional dimensions of change, technological initiatives often face passive or active resistance.
Building trust, fostering a culture of continuous learning, and cultivating openness to innovation were
found to reduce anxieties and facilitate smoother transitions.

Equally important were infrastructure and capability concerns. Technological readiness, while often
emphasized in technical discussions, must be understood not as a singular criterion but as an
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interconnected system involving integration, security, scalability, and user-centered design. These
factors ensure not only the initiation of change but its endurance and scalability.

Training and development underpin the success of any technological transformation. By enhancing
digital competencies and embedding organizational learning mechanisms, public institutions can
mitigate skill gaps and enable users to derive real value from MIS platforms. This dynamic is
particularly crucial given the varying levels of digital literacy across public employees.

Moreover, structural alignment and supportive regulation form the backbone of institutional change.
Without adequate legal and organizational support, even well-planned MIS initiatives can be
derailed. The presence of flexible yet clear governance structures facilitates faster decision-making
and greater adaptability to evolving technological environments.

Finally, stakeholder engagement was identified as a central pillar. Organizations that actively involve
their personnel, promote interdepartmental cooperation, and maintain open communication
channels are more likely to foster shared ownership and sustain transformation efforts over time.

In conclusion, the proposed change management model offers a comprehensive and empirically
grounded framework tailored to the specific needs of public organizations in Iran. It integrates
behavioral, structural, and technical considerations and bridges the gap between theory and practice
in public-sector MIS implementation. The insights derived from this study can serve as a valuable
guide for policymakers, IT managers, and institutional leaders seeking to navigate the complex
journey of digital transformation.
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