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Abstract: The aim of the paper is to reconstruct the categafryinformation
quality” and to attempt answering the question: have employee’s attitudes
towards organisational change related to the qualif information concerning
that process in the context of enterprises’ contipetiess? The secondary data
analysis method — covering theoretical literaturedanumerous empirical studies
results — is applied to attain the above-mentionesearch aims. The results of
conducted analysis are presented in the followinden Firstly, the category of
‘information quality’ is conceptualised, the facsowhich influence the information
quality are identified and the authors’ schemedaalysing the information quali-
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ty is proposed. Secondly, the view on employeéRides towards organisational
change is presented. Thirdly, the conditions ofittiermation transmission in the
organisational change process are analysed. Furtikenceptual remarks on the
influence of information quality on attitudes towarorganisational change are
presented on the background of previous researstli® Since the idea of incor-
porating the concept of information quality in ttfeeoretical considerations and
empirical models in the area of research on atésidowards organisational
change seems to be promising, the authors progusealitections of further re-
search in the final part of the paper.

Introduction

Employee’s attitudes towards organisational chasegm to condition the
functioning of contemporary formal organisationsatchigh degree. Ac-

cording to numerous publications in management athiity to gain sup-

port and acceptance for change initiatives conatisuccess, while the lack
of this skill leads to failures of change proje&s.formal organisations are
meso-level units of social organisation, the empddy attitudes towards
change in their workplace interests academics septeng various social

sciences, including management studies, organm#ieory, sociology and
psychology. The changeable, unstable and unprétkcteature of the con-
temporary social reality means constantly changingounding for organi-

sations and their employees, which more and maenatsults in inner

organizational changes. Following John W. Pattée, former Business
Week Magazine publisher, who claimed that the rtmasluccess is always
under construction (Crouch, 1999), nowadays tharosgtional change is
a continuous process. The scale, timing and thanisgtion departments
which are involved in the process depend on thabéished goals in the
real time. Representatives of various disciplinesns to agree that the
communication processes influences numerous ow@g#msl phenomena,
but the way the influence occurs needs more preldseription and expla-
nation. It seems that the category of ‘informatiprality’ may be particu-

larly useful for attaining these aims, what will inere profoundly reasoned
in the further parts of this paper.

Methodology of the Research
The aim of this paper is, on one hand, to recoothe category of infor-

mation quality and, on the other hand, to seekrswar for the questions:
how the employee’s attitudes towards organisatichahge are related to
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the quality of information concerning that processl how these attitudes
influence the enterprises’ competitiveness? To anshe above-mentioned
research questions, the secondary data analysisochés applied. The
choice of desk research method is related to thmatory character of the
presented analysis. In order to reconstruct thegeay of information the
theoretical literature in the field of the commuations, theory and the
qualitology is analysed. The qualitology is an fdisciplinary branch of
science addressed to the all issues of qualityr(idal 2009, p. 31). Never-
theless, as Mantura noticed (Mantura, 2012, pit 8 difficult to state that
gualitology as the science of quality has spedctiiethodological founda-
tions and a certain position among the other stiemntisciplines. The un-
dertaken studies aim to apply the basics of thditqlegy to study and
reconstruct the category of information quality.eThurther examination
incorporates the analysis of the communication gsse one of the most
important interpersonal and social relations is3ie communication pro-
cess, where the information is exchanged betwetitiesnMantura, 2012,
p. 24), is analysed on the basis of the telecomcation systems theory.
Last but not least, within the framework of des&ea&rch, empirical studies
results are analysed. The conducted analysis ischanpresenting the state
of contemporary studies on organisational changhenmentioned aspect
and outlining directions of future research. Aseauit, conducted second-
ary data analysis enables to draw some directibhgther conceptual and
empirical research in the field under consideration

Reasons for investigating organisational change in the context
of enterprises’ competitiveness

Most contemporary organisations have to respon@dhkelerating changes
in their environment. Impulses requiring responsanf formal organisa-
tions may come from market, technological develaopnkegislative pro-
cesses or social dynamics. Particularly, the péadenovation and techno-
logical change constantly accelerates, which resnlbumerous challenges
to be met by various organisational entities. Etfsough the impact of
particular phenomena in the external environmerniesalepending on the
characteristics of an organisation, unsteadinessiwbunding seems to be
a universal feature of such contemporary socigksys. As a result nowa-
days organisations need to adapt to new operatingittons to a larger
extent than in the previous decades. Adaptatiaxternal conditions often
requires organisational changes — generally defaseall significant modi-
fications of some parts of the organisation. Therdipbn paid to the issue
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of organisational change in the management litezaillustrates its im-
portance in the functioning of, above all, contenapp enterprises, but also
other types of formal organisations. Certain keydgosippearing particular-
ly often in the publications in this disciplinetime last several years — flex-
ibility, agility, the self-renewing ability, innoti@n imperative and contin-
uous change — may illustrate the above-mentioraditrAccording to nu-
merous management theorists, contemporary orgamsdtave to embody
those characteristics in order to become and stmpetitive. The essential
challenges for modern organisations are said tdtrisem balancing on the
border of order and chaos, which is associated eatkgories of impera-
tive of change and creative destruction (Sankow2Bal, pp. 10-11).

The course of organisational change process isg@tralependent on
the attitudes of people taking part in it — thebsitive attitudes condition
the success of an organisational change, whiletivegattitudes may lead
to its failure. Therefore, some researchers stast the organisational
change effort is dependent of the ability of thetipalar organisation (or
rather its representatives implementing the prgdesshange the individu-
al behaviour of individual employees (Robertgbral, 1993, pp. 619-634).
If, as stated before, contemporary organisatiomstiularly enterprises)
have to act flexibly and agilely to become and stampetitive, then their
competitiveness is closely related to their empdsyattitudes towards
change initiatives (attitudes treated as factoterdgning to some extent
their behaviour). Therefore, attempts to identifffedent characteristics of
employees’ attitudes relevant for organisationangje process course and
consequently for the competitive functioning arengamade. Such factors
— characteristics of employees attitudes facititptcompetitiveness, may
be: trust (Morgan & Zeffane, 2003), job satisfact{®aari & Judge, 2004)
and organisational commitment (Baker & Schaufel0&. As will be
proven further, the information quality seems toabeariable influencing
various dimensions of employees attitudes towargarosational change.

Concept of ‘information quality’

Considering information from an organisational pergive it must be
treated as any other resource or asset (Haag & Quysn2013, p. 8). Nu-
merous authors have analysed the notion of infeomaiccording to the
own science background, thus the literature congmeés richly varied
approaches. The approaches based on the C.E. $famformation theo-
ry assume that the information is the primitivegeraéntary notion. The
definition itself is not given but the amount amderof information is ana-
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lysed. The other approaches defined the notiomfofmation on the basis
of the conceptions and goals of the specific séesea. There are also
approaches which interpret and describe the natianformation by ana-
lysing the features, characteristics and functiohsmformation (Materska
& 2007, pp. 23-24). Haag and Cummings define th@namf information
as the data that have a particular meaning withépegific context (Haag,
Cummings, 2013, p. 6). The appropriative synthedighe information
leads to the business intelligence, knowledge dnaoh tto the wisdom
(Cempel, 2005, p. 43). The assumption emphasizdg. powalczyk indi-
cating the correlation between the information thedreceiver’s individual
capabilities and awareness. The information isneéefias the content factor
which becomes the information only if it is extredtby the individual for
achieving the established goals effectively. Istated that there is no in-
formation without the appropriate receiver (Kowagkz1981, p. 25). Tak-
ing the above approach into consideration, the rebsextracts the infor-
mation about the object’s features in the certainditions of the observa-
tion. Inspired by the that approach, it is esséttiaefine the high quality
information in the system which is composed of thigect-observer-
conditions (the object-observer-condition systemdl @oint to the trans-
mission of the information among the organisatie@mhbers (the observers)
in the organisational change process. The threieraysomponents listed
above (the object, the observer, the conditionb)chvinfluence the quality
of information, are defined in the following paraghs.

The object

According to the W. Mantura’s concept of qualitofa@giantura, 2010, p.
29), the observer (the human being) during the itiwgrprocessing verifies
the fact of the existence of the objects in thdityed he object is the com-
ponent of the reality isolated by the observerugtothe structuralizing and
decomposition processes. The object is the seeatfifes and, following
W. Mantura, that features define the object qualitiie features, when
applying the analogy to mathematics, are the visabf the object. The
object is the set:

0= {fl:fz,f3:---}07'0 ={fufor - falor0= 0 (2)

where: O — the object, f1,f2, f3, ..., fn — objedeatures
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The object (O) is an infinite set of features imte of material object
when the full recognition is impossible. When therdhe increase of the
observer's knowledge and by the cognitive procgs#liie more object’s
features become recognized. The object (O) is igefset of features in
terms of the abstract object or when some simplific is assumed. The
object (O) is an empty set of features when we kmothing about the
object and that situation is usually the startioghpto the observation and
research (Mantura, 2010, p. 47). That approachdmbjects, as the set of
the features, brings us to the next component @fsffstem, which is the
observer who extracts the information about theaty features.

The observer

The observer extracts the information about theeaibj Following
M. Rozkwitalska, there are three levels of mentalgpamming. Those
three levels of mental programming are consideedha factors which
influence the observer’s capability to extract itm@rmation about the ob-
ject’s features. The first level is the human nattapresenting the traits of
all human being. The second level is the culturéckviprovides a human
being with solutions to how to adapt to the envinent and is coherent for
the specific group of people. The third level ie gersonality of the human
being which is specific to the individual (Rozkwitka, 2012, p. 12). When
analysing the impact of those levels on the hun&ngs (the observer’s)
capabilities of the observation, the following asptions are stated: the
first two levels of mental programming influencee tbbserver perception
(how the observer perceives the reality) and thd tavel has an impact on
the observer’s abilities to extract the informatiabout the object (how
deeply the observer is able to understand thetyeatid be aware of the
object features in the environment). The threelfewé mental program-
ming are presented in the Figure 1.
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Figure 1. Three Levels of Mental Programming

Specific to individual Inheritedand learned

Culture

Specific to group or

category Learned

Human nature

Universal Inherited

Source: G. Hofstede, Culture’s Consequences .. Q,gn4Rozkwitalska, 2012, p. 14).

The observer as an individual determines the efiicy of the observa-
tion of the object’s features. The observation sghace in the certain envi-
ronment in which the observer analyses and extthetinformation about
the object’s features. So that, the environmentditimms impact on the
information quality also need to be analysed.

The conditions

The environment conditions influence the amounin@@rmation about the
object’s features possible to extract by the obsefiKowalczyk, 1981, p.
31). The above assumption arise several questionthe appropriate envi-
ronment conditions increase the observers capabilitvhat is the charac-
teristic of the appropriate, ideal conditions asdt ia universal term or one
specific for a particular observer? Basing on thashw’'s hierarchy of
needs, the individual's potential arises at theelem which the need for
personal growth is satisfied. After that therehie tognitive need, which
determines the abilities to analyse and understhadenvironment. The
needs are hierarchical, and when the lower needsarsatisfied there is
no growth to the higher level. Furthermore, thedsesrise one after anoth-
er (Cempel, 2005, p.12). The environment satigfiesobserver's needs as
follows: the physiological needs, safeness nedds,needs of belonging
and love, the esteem needs, and finally the neegdédisonal growth, self-
actualization, the esthetical and the higher sgtineeds. It is essential to
consider in which environment the observer catsrsiéeds, analyses and
understands the environment and achieves the higgreation efficiency.
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The above-mentioned concept of the object-obsawedition system
leads to the definition of the high quality infortie@. The high quality
information is the maximum amount of informationoabthe object fea-
tures, which is possible to extract by the obsenvéine environment condi-
tions and in the real-time. As the object-obsenardition are variable
components of the system, there are three possibbtions to consider:

1. The maximum amount of information about the obfeatures possible
to extract by the ideal observer in the ideal coows where the observ-
er is able to single out and register all informatabout the object’s
features.

2. The maximum amount of information about the obfeatures possible
to extract by the real observer in the ideal coonlit where the observer
fully exploits own capabilities, is motivated, aachieves the highest ef-
ficiency.

3. The maximum amount of information about the obfeatures possible
to extract by the real observer in the real coaditiin the real-time
where the observer exploits the capabilities, igivated and achieves
the efficiency according to their own capabilitieghe real time and re-
al environment conditions.

Figure 2 illustrates three situations and pointstba reason of the in-
formation drop in terms of the observer's capabdgitand the environment
conditions.

The correlation between the information maximum,tlie analysed
three situations fs

Imax(Sl) = f1,f2,13,...,120
ImaX(SZ) = f2,f3,f4,17,18,19,f12,f13,f14 (2)
[max(S3) = f3,{4,18,f9

[max(Sl) = [max(SZ) = [max(S3)

Thus, the quality of information increases when:

1

max(S2) - 1 (3)
Imax(Sl)

ImaX(S3) S51 (4)
ImaX(Sz)

! The own study inspired by Kowalczyk (Kowalczyk,819 approach and C.Cempel
(Cempel, 2005, p. 43-48) remarks to the notionrmttion.
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Figure 2. The information about the object's features in tigect-observer-
condition system

S S, (£21,.., fn) Ss (F21, ..., fn)
Observation
depth /
fl 2 3 4 5 fl f2 f3 4 5 fl f2 5
6 f7 8 9 f10 6 7 8 f 10 16 7 10
f11 f12 f13 f14 f15 f11 f12 f13 f14 15 f11 f12 f13 f14 15
f16 f17 fi8 f19 f20 fi6 f17 fi8 19 20 16 f17 18 19 20
_— —_—
Ideal Observer Real Observer Real Observer
(the ideal conditions) (the ideal conditions) (in the real-time and real conditions)

Thedrop in observer's  Thedrop in the enviroment  Information loss
capabilities condition adequacy

where:
S1, S2, S3 - the three situation depending omdliable system’s components
f1, 2, 13, ..., f20 — all object’s features

f2, 13, f4, 17, 18, 19, f12, f13, f14 — object'sdéures possible to extract by the real observer
in the ideal conditions

3, f4, 18, f9 — object’s features possible to extrby the real observer in the real conditions
and in the real-time

f21,..., fn — the additional features (besidesrt® object’s features) added by the observer
to the object

Source: own study inspired by E. Kowalczyk approexthe notion of information (Kow-
alczyk, 1981).

The notation (3) indicates the observer's impacttiodm information
guality. The notion (4) indicates the conditionsipact on the information
quality. The inclusive, the observer and conditiampact on the infor-
mation quality is measured by the comparison thgst) (the maximum
amount of information about the object featuresaeted by the real ob-
server in the real-time) with the.ksi) (the maximum amount of infor-
mation about the object possible to extract byidleal observer). The ideal
observer is the observer who is able to extracambunt of information
about the object’s features, so the.kiequates the object information
capacity. If the ideal observer extracts all infatibn about the object’s
features, the entropy of the object equals zers the object’s features are
fully recognized (Kowalczyk, 1981, p. 28). An ideddserver is a theoreti-
cally possible observer and in reality the valueth® |axs1)is given ac-
cording to the up-to-date knowledge base and tdoggp@r by the assump-
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tion of some simplification. After that process,ewnhthe information capac-
ity of the object is defined, there is the pos#ipitio compare the real max-
imum amount of information about the object’s featuextracted by the
real observer in the real conditions with the objetormation capacity
(with the assumed maximum amount of the informatibout the object’s
features possible to extract by the ideal observepresented by the rela-
tion:

I
max(S3) S51 (5)
ImaX(Sl)

In the example given at the Figure 2, the relafi®nis equal to 0,2 —
only 20% of the all amount of information about thigject’s features was
extracted by the real observer in the real comlitio real-time. The rela-
tion (3) is equal to 0,45 — which means that thed observer capabilities
allow extracting the 45% of the all amount of inf@tion about the object
features with the assumption that the ideal coonlitiare provided. The
relation (4) is equal to 0,44 — which means thatdbnditions quality in the
time of the observation facilitate the observereidract 44% of the all
amount of information about the object’s featurdsicl are possible to
extract by that real observer in the ideal condgiolhus, there is the 55%
amount of information loss because of the obsecagabilities and the
25% amount of information loss caused by the enwivent conditions in
the real-time of the observation.

Relying on the assumptions set out above to prozithégh quality of
information, defined as the maximum amount of infation about the
object’s features, there is the need to selecaatyse the objects features,
consider the observer’s capabilities and provideappropriate, ideal envi-
ronment conditions.

Attitudes towards organisational change

The concept of attitude has attracted attentionuofierous researchers and
theorists in social sciences. Although various rdefins explicating its
meaning have been devised, in line with the airhisf paper their synthet-
ic essence rather than the full review will be preged. A definition that is
surely worth mentioning because of its influenceest that an "attitude is
a psychological tendency that is expressed by atiatya particular entity
with some degree of favor or disfavor” (Eagly & Gdman, 1993, p. 1). In
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the process of conceptualisation, basing on thesiclal tripartite theory, it

can be stated that generally attitude consistirettessential components:

— Cognitive component (a set of beliefs related dhject of attitude)

— Affective component (emotional reactions causedhayobject of atti-
tude)

— Behavioural component (certain predispositionsctat@vard the object
or overt actions to the attitude object).

However, the above-mentioned assumption has beder umtense dis-
cussion and contemporary theorists and resear@rersnore willing to
treat an attitude as an entity separate from thgsek of affect, behaviour,
and cognition. Then an attitude does not consighe$e elements, but is
instead a general evaluative summary of the infaonalerived from these
bases (Fabrigaet al, 2005, p. 82). The character of relations betwaen-
tioned bases and between them and attitude assthrehetic expression is
under discussion and further research, but atptbiist of conceptual con-
siderations it is negligible. However, despite éimegoing scientific discus-
sion some fundamental assumptions for the purpofstss article can be
made at this point.

Firstly, attitude is a particular disposition tspend in a favourable or
unfavourable manner to an object, person, insbityitbrganisation or event.
Secondly, attitude is a hypothetical construct badause of its inaccessi-
bility to direct observation it has to be inferredm measurable events or
attributes. Thirdly, those events or attributes denerally responses) may
represent background of cognitive, affective orawébural nature and oc-
cur in verbal or nonverbal manner. And last but leaist, attitudes ‘can
change rapidly as events unfold and new informatibout a person or
issue becomes available’ (Ajzen, 2005, pp. 3-6thht context, organisa-
tional change as an object of an attitude seenticylarly interesting re-
search topic because of its rising prevalence gndrdic course.

The transmission of the information in the organization
change process

Following A. Hamrol, a process is a correlative amtdractive set of activi-

ties, which transform the input into the output tal, 2007, p. 538). The
source information about the object of change ésitiput to the organisa-
tional change process. The input information isegated by the observer
and transformed throughout the communication cHattm¢he other ob-

server or the group of the observers.



120 Joanna Kijewska, Witold Nowak

The main problem here is to detect whether their@igsource of in-
formation has been changed and if it has, how ¥ tma recovered and
corrected (inspired by Roman, 1992). If assumetttieobject in the situ-
ation S1 in the Figure 2 is the input informatitme object in the situation
S3 is the output information. When the relationigspplied, the quality of
information is measured in the organisational ckeapcess, as the con-
sistency among the sent source information abe@ubtbanisational change
and the received information about the organisati@mange. When the
information is received by the observer as the wut the communication
in the organisational change process, there inésel to examine if that
information is correct. What is essential, the ob=es not only extract the
information about the object’s features but alsd e features to the ob-
ject, according to their own individual attitudeg¢ Picture 1, the levels of
mental programming). Thus the object S2 and SBenRigure 3 have the
additional features (f21, ..., fn), and that aleeds to be taken into consid-
eration when the information quality is analysetiug the source infor-
mation about the object’s features (the input Eodbmmunication process)
when transformed by the communication channel,udjnoencoding and
decoding activities result in the output informatid@he output information
is verified according to the similarity to the soceirinformation about the
object features, which depends on the amount oinfloeemation extracted
from the source information and the amount of imfation added by the
observers during the communication process. Thestngssion of the in-
formation about the object’s features is preseintethe Figure 3. On the
other hand, it may be desired to instruct the setwlsend the same infor-
mation in the several different communication ctedsn The receiver
would then decide that the original source infoiorats the one that ap-
pears a majority of the time at the output char{imedpired by Roman,
1992).
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Figure 3. The transmission of information about the objefgatures in the com-
munication process

The observer 1 (the information sender)
The source information about the object's features
The transmition of the :ini;t)(:rmxe?ssa S The observer 1 (the sender)
information from the observer 1 P g —
to the observer 2 Communication channel
Output' message The observer 2 (the receiver)
Decoding =
The output information about the object's features %
The input information to the next step of the comiation change procesp} 8
Encoding 3
. The observer 2 (the sender
Thetransmition of the Input message ( ) E
information from the observe 2 Communication channel g
]
tothe observer 3 Output'message The observer 3 (the receiver) | | 5
Decoding 3
The output information about the object's features k=l
The input information to the next step of the comioation change procesk| g
i o
. Encoding The observer 3 (the sender) || &
The transmition of the Input message 1
information from the observer 3 Communication channel
tothe observer 4 Output_message The observer 4 (the receiver)
Decoding
The output information about the object's features
The observer 4 (the information user)

Source: own study inspired by Haykin (1998).

Conceptual remarks on the influence of information quality
on attitudes towards organisational change against
previous research

The available literature on the relations betweagnrmation quality and
formal organisations employees’ attitudes towandgmwisational change is
very limited. More often attention is paid to conmiuation process in
general, that rather rarely is analysed in termgsofjuality (e.g. Wyer &
Albarracin, 2005, p. 297). That is why answering tesearch question put
in the beginning of this paper turns out to be isgilole basing on the con-
temporary state of art. Therefore, the followingaggaphs concern some of
the proposed aspects of information quality-empsyattitudes research.
Obviously, the information quality cannot be coesall without the con-
text of the general communication process. Accgrdim Wim Elving's
hypothesis (or rather directive) on change comnaiion, one of its main
purposes should be to inform the members of orgtinis about the change
and way it is expected to influence their orgamiset functioning. Elving
among his remarks on the whole communication psoaeslerlines a fun-
damental distinction on communication as a meapréwide information
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and organisational communication as a mean toem@&ommunity spirit
(as illustrated on the Figure 4). (Elving, 2005, pp0-131) Even though
these two dimensions of organisational communioadice interdependent,
at this point the attention will be put to analyke informative function,
which seems to be the necessary condition fométaithe communitarian
aim.

The informative function of communication may bed#ed as having
an effect on readiness for change — one of the mimas of employees
attitudes towards organisational change frequéntgstigated in the main-
stream organisational research. The specific cteratcs concerning the
organisational change that may be particularlyresing in operationaliz-
ing above-mentioned aspects of information qudtity object properties,
the observer capabilities and the observation tiomd) may be inter alia:
the information of change timing, its intelligiltyli lack of errors (Elving,
2005, pp. 131-132).

Figure 4. The transmission of information about the objefg&atures in the com-
munication process

Communication

to inform \

Uncertainity ang Readiness for ; L
job insecurity change Effective chang
Communicatior]
aimed at creatin
community

Source: Elving (2005, pp.129-138).

On the level of conceptualising and, further, openalizing the infor-
mation quality it may be particularly desirablegim beyond the declaratory
employees’ opinions or evaluations of the seleatgdensions of infor-
mation quality. One of the potential indirect inatiars of information quali-
ty might be the informal communication processes.uAicertainty during
organisational change process can result in rumands other forms of
informal communication, ‘the extent to which infaxmcommunication
occurs during the change effort could be an indrcat the amount of un-
certainty and on the (lack of) quality of the infation given about the
organisational change’ (Elving, 2005, p. 134).
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While considering the relation between informatits,quality and atti-
tudes towards organizational change it is cruciakfer to the category of
‘knowledge’. Knowledge as a concept referring tee‘amount of attitude-
relevant information that a respondent lists altbatattitude object’ (Fab-
rigar et al, 2005, p. 115) is helpful in understanding howttivee bases of
attitude are interrelated when we think about tiferimation quality influ-
ence. If the above-mentioned operational definitfoaccepted, than it may
include beliefs (constituting the cognitive baseatiftudes), emotional re-
actions (affective base) and prior behaviours (bielmal base). As beliefs,
emotions and behaviours are interrelated, theenfte of the information
on organisational change quality received and [asExk by employees may
be multidimensional. However, it has to be notitteat some research have
proven a diversity of the strength of particulditede basis influence and
profile of behaviour. This way, attitudes stronghjated to affective basis
best predict consumatory behaviours — performedy&ining an intrinsic
reward, while attitudes established on cognitiost redict instrumental
behaviours — performed to reach goals externahéobehaviour (Fabrigar
et al, 2005, p. 109).

Furthermore, it has to be stressed that contempseoaial psychologists
do not perceive the relation between attitudeshaiviours as simple and
direct. One of the positions on the matter of adé-behaviour consistency
stresses that attitude is considered as one of if@@bgrs determining be-
haviour. On one hand, it results in reaffirmatidrthee importance of atti-
tudes, but on the other hand, it leads to ‘thecadtion that attitudes will
often be distinct from behaviour.” (Ajzen & Fishbell977, p. 888). There-
fore, even though the relation between attituded laehaviour is under
guestion (see e.g. Ajzen & Fishbein, 1977), it sequstified to state that
attitude is one of the factors determining behavi®uobably it is not the
main determinant, but definitely should not be eretld in the search for
human behaviour explanation.

As the link between attitude and behaviour is isgy discussed, the
factors determining that relation may constitutgagticularly relevant area
of research. Such a variable may be knowledgeighditectly linked to the
quality of information on the object of attitudenéwledge is said to be
a potential factor affecting the activation of dfitade. Another mediating
effect of knowledge on the relation between atttaeshd behaviour is said
to be linked to a wealth of information about ati¢ object. Here the influ-
ence of information quality may be particularly ible, as the wealth of
information is rather conceptualised in terms afnptexity of knowledge
rather than its amount: ‘the more complex the keolgk base, the more
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likely it is that the attitude will be based onanfation directly relevant to
a given behavior’ (Fabrigat al, 2005, pp. 102-112).

Last, but not least, the influence of informatiamality on attitudes to-
wards organisational change may be mediated by rausether variables.
Such a factor may be, for example, a so-calleddree cognition’ — the
tendency to engage in and enjoy effortful thougat may be operational-
ized as an approval of individual preference of plam to simple prob-
lems. As research has proven, high need for cegniénds to favour form-
ing ‘attitudes on the basis of an effortful anadysf the quality of the rele-
vant information in a persuasive message, whereagl@ low in NC tend
to be more reliant on simple peripheral cues in pbesuasion context’
(Brinol & Petty, 2005, pp. 581-582).

Conclusions

The idea of incorporating the concept of informatguality in the theoreti-
cal considerations and empirical models in the afgasearch on attitudes
towards organisational change seems to be promibifmymation quality
may be particularly beneficial as an aspect ofissidn communication
processes during organisational change. In thaeggnt may be treated as
a particularly relevant variable of description amgblication of phenomena
observable during organisational change processwiauge gathered in
further research on the relations between infolmnatjuality and employ-
ees’ attitudes towards organisational change misyg lar significant poten-
tial of application in managerial practice.

At that point it seems crucial to point the direos of further considera-
tions and research. Therefore, several researcstigng for further analy-
sis are proposed at that point:

1. How do the individual and social factors influertbe observer’'s — em-
ployee’s capability to extract the information abdlue organisational
change and to translate the received information?

2. To what extent do the environment conditions inilees the observer’s
— employee’s capabilities to extract the informatadbout organisational
change?

3. What determines the high quality of informationtlie communication
process during organisational change?

4. How to measure the contamination of informationcpss during the
organisational change and its influence on emp®yattitudes towards
change initiatives?
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