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Abstract Influenced by external pressures, organizations tend to adopt new ISman-
agement standards. This adoption is supported by institutional entrepreneurs who,
because of their social position, are more attentive to their environmental global
pressure. They are dis-embedded and working to drive adoption and acquire the
implementation. Other actors which are embedded and conditioned by the old insti-
tutions, resist to this change. This study investigates the actors’ role when faced with
such a change by examining the differences in their reactions to it and how they could
influence the success or failure of a new IS dispositive adoption in three different
types of organizations.

Keywords Neo-institutional theory · IS dispositive management · IS adoption ·
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1 Introduction

Today, the increasing globalization raises concerns about the environmental pres-
sures that could drive organizations to adopt new management dispositives [1–3].
These pressures could have a direct influence on organizations as in the case of polit-
ical or social pressures; furthermore, they may have indirect influence that reflects
a mimetic behavior or a professional normative phenomenon [4]. When faced with
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such pressures, organizations tend to increase their legitimacy in order to survive
independently from the actual practices adopted [5]. In fact, external pressures drive
actors within the organization to act according to their global vision especially when
it comes to their organizations’ constraints and contextual environment [6, 7]. Fur-
thermore, these actors may also act based on their expectations and personal interests
[8] which may lead a person to take a decision in accordance with his future ambi-
tions, social position, capacities or resources [6, 7]. In this context, today, some
organizations decide to adopt and spread the change by adopting the new man-
agement dispositive [9], while others may resist especially when their rationality
is conditioned by old institutions which could create a resistance behavior among
institutional entrepreneurs [10].

For the context of this study, we aim at answering the following questions: How
institutional entrepreneurs succeed in the institutionalization of a new management
dispositives? How will the other actors react to this set up? What are the potential
reasons for the failure or success of the institutionalization of IS dispositives?

To answer these questions, we will explore the extended literature concerning
the sociological neo-institutional theory which will allow us to highlight the impor-
tance of the external influence in an attempt to relate them to the actors within the
organization. We will also take into consideration the economic, social and institu-
tional factors that have a direct or indirect influence, whether triggered consciously
or unconsciously, on the actors’ behavior within an organization. This should help
us to better understand the actors’ role in the institutional analysis [8]. To fulfill
this objective, this phenomenon will be explored in three different contexts while
concentrating on analyzing the actors’ behavior in those organizations.

The three cases studies are built based on semi-structured interviews conducted
with different actors that have either a complementary role or sometimes an antag-
onistic behavior in the decision process. The first case study is related to the imple-
mentation of e-government process in Lebanon. Based on the nature of the study, the
target populationwas employees, generalmanagers, andministers working in several
ministries such as the Ministry of Economy, Justice, Public Health, Social Affairs,
Finance and Administrative Reform. A total of 22 interviews were conducted. Ten
out of these twenty-two interviews were conducted with employees who held middle
and senior level positions; the other twelve interviews were conducted with minis-
ters and general managers. The interviewees were considered as important actors
and decision makers in their field.

The second case study is related to the ISO 14001 adoption in a largemultinational
Lebanese company that is specialized in producing cement. Six interviews were con-
ducted with senior managers that were responsible for the ISO14001 implementation
and six additional interviews were conducted with regular employees.

Finally, the third case study is related to the launch of an e-banking activity by a
Lebanese bank. We have conducted three interviews with commercial managers and
four with the Information System managers that were responsible for the e-banking
implementation process.

The remaining of this paper is organized as follows. The next section presents the
neo-institutional sociological theory contribution and its evolution as a theoretical
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framework and how it was approached in literature. This is followed by the research
methodology that the study draws upon. The results of the data analysis and the eval-
uation of the hypotheses in light of the findings will then be reported and interpreted.
Finally, the study implications, along with the limitations and the recommendations
for future research will be presented.

2 Theoretical Framework: The Sociological
Neo-Institutional Theory

The Neo-institutional theory is one of the major theoretical perspectives used in soci-
ology and management that sheds the light on the role of the organizations’ external
environment. Drawing on the Neo-institutional theory, this research investigates the
influential role of the global and the local environment that could possibility influence
different actors within the organization taking into consideration both reactions: the
voluntarisms’ behaviors of institutional entrepreneurs as well as the alignments’ or
resistance’s behaviors of the other actors. Therefore, our major concern is to focus on
the differences that could possibly arise due to the paradox of change or resistance to
change when implementing a new dispositive. Then, we will attempt to associate the
expected results that could possibility arise from implementing or not implementing
this new adopted dispositive.

The theoretical side of this work is studied in the following subsections by dis-
cussing the external influential factors that could influence any decision within an
organization and the different reactions of the actors within an organization when
faced with such pressures.

2.1 Management Dispositive and the External Pressures

In today’s global competitive economy, implementing management dispositives has
become a fundamental element in contemporary organizations [11, 12]. Financial
norms, environmental and quality management solutions to an integrated manage-
ment including information and management systems (such as supply chain man-
agement and customer relationship management) are the core of any organizations’
operations. They are defined as “the new developedmeans that aim at planning, man-
aging and controlling their function” [11, 12]. Nevertheless, this is a very broad con-
cept andmay include dispositives such as ISO, IAS/IFRS, Total QualityManagement
dispositives (TQM) and many other devices designed to organize work by prescrib-
ing and assigning tasks, controlling performance and/or staff evaluation. Thus, these
dispositives have become a major part of the organization’s governance system [13].
As a result, their implementation could directly influence the intra-organizational
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relationship (between the different actors within the same organization) and inter-
organizational relationships (between the organization and their partners, suppliers,
Parent Company, clients etc.…).

As a matter of fact, adopting this new system (management dispositive) is not
a new trend. It has been widely adopted since several decades in order to respond
and adjust to any environmental and radical change [11, 12]. Today, and with global
competitive pressure on organizations, it has become increasingly crucial for the
organizations’ survival. According to the neo-institutional literature, this pressure
could be of two types: a global pressure or/and a local pressure. Global pressure
mainly comes fromother supranational organizations, competitive intensity of certain
competitors in several countries, existence of a technological innovation, or a global
need. Local pressure is related to the organizational local environment such as the
country’s economic-political pressure, local cultural pressure or other pressure due to
their local market environment such as suppliers, customers, competitors, and others
[14].

2.2 Actors’ Reaction in an Organization

Beyond the neo-institutional deterministic vision, the extended vision of sociological
neo-institutionalism adds more willingness to clarify the role that the actors play in
the process of institutionalizing a new management dispositive [5, 15]. The major
objective is to include all types of behaviors within the institutionalism, including
those motivated by personal interests and the search for power [16]. According to
this theory, some actors align and adjust to this change. They tend to adopt a new
management dispositive and introduce the change within the organization [6, 7]. The
decision to adopt a new management dispositive changes the work methods in an
organization and leads the actors either to align or to resist especially when their
rationality is conditioned by the other institutions [17]. Those who resist remain
attached to their socio-political context and continue to protect their “taken-for-
granted” routine.

2.3 The Institutional Entrepreneurs’ Role

When the institutional entrepreneurs are influenced by their external environment
change, they could possibly decide, at a certain moment, to change the rules of the
game by institutionalizing new mechanisms and de-institutionalizing others [6, 7,
9]. In this case, the institutions lose their efficiency which makes the institutional
entrepreneurs’ interventions easier. Thus, and because this is considered against their
institutional norms they initiate change with the actual model and thus, participate
in creating new models and practices [6, 9, 18]. According to DiMaggio [5], in order
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to succeed in implementing these modifications, organizations should have access
to resources and influential networks.

Once those institutions stop functioning, the dynamics of interpersonal relation-
ships take place [19]. At this point, those who control the resources and the networks
will be those who will maintain power in an organization [20]. Hence, institutional
entrepreneursmust be able to take advantage of this at the right moment and convince
other players to align with their project [9, 5], as their ability to control the access
to those resources that are crucial to other actors will enable them to succeed. Their
social level gives them the advantage over the others to detect any change in their
environment. For example, the fact that they have been previously exposed to these
dispositives in other organizations, international professional seminars, could lead
them to better understand the environmental pressure [21]. Based on the literature
review, there are two reasons why institutional entrepreneurs seek to introduce new
management dispositives. First, they do it because they believe they can exploit the
organizations for their own benefits [8, 22]. Second, because they try to leverage
personal profit by changing the current operational system [11].

As a matter of fact, the application of new working methods will change the
resource allocation rules. The institutional entrepreneurs will be at the heart of this
strategic change and will attempt to manage this new management dispositive. This
will allow them to gain power and profit as well [23, 24]. In fact, they can be even
motivated by the values that these changes could carry to them [25, 26]. According
to DiMaggio [23], the efforts deployed by those actors could lead them to improve
the system.

2.4 The Role of Other Actors Within the Organization

The role of the other actors and the decision to set up the management disposi-
tive comes downwards. Their reaction is a response to their personal situation, their
visions and their contextual environment [27]. Therefore, and based on their objec-
tives, social position, abilities and resources, they decide whether to accept or not the
new dispositive which could eventually lead them to contribute to the organizational
change and stability [28]. Eventually, each actor will use this flexibility to improve
his situation. This flexibility could be detected at two levels: (1) accepting the new
dispositive and therefore align with the institutional entrepreneurs’ strategy or (2)
resisting this new dispositive. Some actors that are influenced by the communication
that develops around this new dispositive will support its implementation and will
consider it as a credible solution to their problems [29]. They will eventually align
with the institutional entrepreneurs’ choice because they consider it more advanta-
geous for them [30]. Some others will go so far as to creating new alliances with
other institutional entrepreneurs in order to increase their own benefits and there-
fore defend its implementation and work with the other entrepreneurs to convince
those that are still lagging behind indecisively. Nevertheless, other actors will not
perceive this change positively and will resist eventually to its implementation and
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will keep their usual routine and habits. They do so unconsciously because they give
great importance to organizational norms, structures and cultures that allow them to
maintain the status-quo. They might also do it consciously because they fear losing
the benefits that the old system offers them. In this case, adopting a new dispositive
will create a conflict. For the purpose of our study, we have attempted to carry out
longitudinal studies in three different sectors hoping that this could help us to better
understand and answer the previously mentioned research questions.

3 Research Methodology: Three Longitudinal Studies

This paper addresses institutional change at the organization level, particularly during
the change implementation phase. The paper further highlights cohabitation relation-
ships between institutional entrepreneurs and agents’ resistance to change within the
same organization. To study any changewithin organizations, Barley andTolbert [31]
suggested a longitudinal perspective method. In our current research, and because
we attempt to analyze dynamically the process of institutionalizing management dis-
positive within organizations, we decided to use a longitudinal qualitative approach.
This type of approach favors the assessment of the related theory and field results.
Thus, the case study methodology has emerged as the most appropriate approach to
meet such an objective. The longitudinal vision of our study will enable us to analyze
in depth an organizational phenomenon that extends over a certain period of time
and would allow us to analyze the actors’ reactions at different moments. This will
allow us to observe their perception evolution and their behavior when faced with
external pressures. According to Ménard [32], the data collected in a longitudinal
study must relate to at least two distinct periods. We therefore decided to conduct
interviews twice in the case of e-government and e-banking and three times in the
case of ISO.

3.1 Method of Data Collection: Case Studies in Different
Types of Organizations

The first case study is related to e-government implementation in Lebanon. We
have conducted twelve interviews with Ministers and General Managers in several
Ministries such as the Ministry of Economy, Justice, Public Health, Social Affairs,
Finance and Administrative Reform in addition to ten other interviews with employ-
ees that also work in those administrations. The first stage began in August 2011. Our
aim was to better understand the reasons behind the decision to adopt, the internal
and external factors that influenced this choice, the way in which the public sector
employees were informed, their reactions and the reactions of the General Managers.
Hence, five years later, in June 2016, we interviewed the same people that we have
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already seen in 2011 or their successors. The objective of this step was to evaluate
whether there is any progress, track any changes or evolution in their perception
concerning the e-implementation, and better understand the new dynamic that has
taken place.

The second case study is related to the implementation of ISO dispositive
within a Lebanese multinational company. The first phase started in December
2012, which happened to be right after the initiation of the project and during the
information and communication period that followed the decision. The interviews
lasted for three months. We have interviewed decision-makers (6 senior managers)
and 10 other employees that were recommended by other fellows on the basis of
their experience and relativeness to this subject. The purpose of this step was, as
mentioned previously, to better understand the reasons behind the decision to adopt,
to investigate the internal and external factors that might have influenced this choice
and observe the reaction of officials and employees once informed about the decision.

The second stage began seven months after the end of the first stage. We inter-
viewed in September 2013 and for a period of three months, the same actors as
in phase one. The objective of the second phase was to assess the implementation
progress (what has been done and what should be done), track any changes or evolu-
tion in the managers’ and employees’ perceptions and understand the new dynamic
that has taken place. The third and final phase began in July 2014, seven months
after the end of the second phase. We again interviewed the same people of the first
and second phases. The objective of this third phase was to evaluate the final imple-
mentation (what had worked out and what was discarded) and also to measure the
perceived results by managers and workers.

The third case study is related to the establishment of e-banking within a
Lebanese bank. The first phase started in January 2014. The interviews lasted for
two months. We have conducted three interviews with commercial managers and
four with the Information System managers that were responsible for the e-banking
implementation process. The objective of this first step was to understand the origin
and the reasons for this decision, the internal and external factors that influenced this
choice, the reaction of the officials, and the reaction of employees as well as that of
all the stakeholders. The second phase began a year after the end of the first phase.
We interviewed in February 2015 and for a period of three months, the same people
that were interviewed in the first phase. The objective of this stage was to evaluate
any potential progress and understand the impact of the e-implementation in terms
of operational change or in terms of the actors’ perception evolution.

3.2 Method of Data Processing

The interviews recorded and transcribed were analyzed using the Dedoose software.
We started from a list of themes to code all interviews in order to make our data
collection easier.
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4 The Results

Based on the above mentioned interviews, we present in the following section the
results while focusing on the actors’ role in implementing this new dispositive.

4.1 Implementation of e-Government in the Country
of Cedars

Since the beginning of 2009, the e-government implementation project has become
a major concern for the Lebanese government [33]. Indeed, the interviews reveal that
the objective was to implement e-government in order to obtain grants and attract
donors’ support. The objective of the Lebanese government was not to set up public
e-services. Its major objective was to privatize the entire public sector to repay part
of the public debt, (Interviewee-EG11). Originally, it was the European Union which
launched this project and providede50 million for the administrative reform and for
introducing the communication and information technologies, (Interviewee-EG2).
The United Nations Development Program (UNDP), the World Bank and the Inter-
national Monetary Fund (IMF) also played an important role. “In 2006, the UNDP
asked us to set up a national ‘e-strategy’ that can help establishing an e-government
implementation” (Interviewee-EG1). “For this reason the UNDP has offered an open
budget grant. However, once the credits are granted, the government has to present
a project. This is how the e-government strategy’ has been defined” (Interviewee-
EG4). Donors like the World Bank and the IMF have proposed their ideas. Yet, this
project did not progress because it did not receive any support from the government.
“We have renovated the infrastructure, provided the equipment and trained the staff
efficiently. Indeed, obstacles do arise at the time of the implementation of the e-
services. Obstacles were of two types: lack of a political decision and employees’
resistance who were probably afraid of losing their power” (Interviewee-EG4).

Furthermore, the UNDP continued to impose rules to support the establishment of
an e-government. Later on, the European Union (EU) has even gone so far as to using
sanctions especially when the Lebanese government did not fulfill its commitments
regarding the deadlines. “As the current government at that time did not meet the
requirements of the EU, the latter decided to withdraw the funds and grant them to
Jordan. The amount was estimated to be around e30 million” (Interviewee-E13).

“That’s when things started to move. I held several contacts and found interesting
ideas” (Interviewee-EG3). “I dared to say aloud that the absence of a sharp political
decision that supports e-government embarrasses us in front of the donors and weak-
ens our credibility” (Interviewee-EG18). “We were running out of time and I had to
move fast, otherwise the Europeans would withdraw their financial support…They
made it clear that we had to finish within a certain time frame, otherwise they would
send the money elsewhere” (Interviewee-EG15).
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The global pressure continued for years. But since donors did not know the
Lebanese field, decision-makers in the Lebanese government have repeatedly man-
aged to withdraw donations without any progress in the project implementation. The
implementation of e-government has therefore become symbolic. “We went to Paris-
I conference with the administration modernization and adoption of e-government
project. After receiving donations and aids, nothing was done. The results were dis-
appointing. later on, and before attending Paris-II, the government tried to speed
things up because we could not go back empty-handed. Donors asked for reports.
Three weeks before Paris III, the government decided to accelerate the implemen-
tation”, (Interviewee - EG12). “Yet, alone, I could not do anything. I was only one
minister out of thirty” (Interviewee-EG2). “Even if the country needed it, in com-
pliance with the will of the Prime Minister, it was decided not to do anything and
the money was invested elsewhere”, (Interviewee-EG17). The minister in charge at
that time“ had an army of advisors. When the project was proposed, it was directly
transferred to the technology advisor. The latter has almost become a minister. He
was really doing everything. Since this ‘super advisor’ in charge was not happy with
the project, nor with those who brought it back, nor with those who did it, the project
was not progressing.” As in many developing countries [34, 35], the implementation
of e-government in Lebanon has failed. The adoption of e-government was slow
and did not introduce any reforms or improvements in the quality of services. On
the contrary, it created new problems. Thus, years after the launch of the project,
the e-government services still did not exist [36]. Despite the efforts of institutional
entrepreneurs and despite the existence of resources, the lack of power has hindered
its establishment.

Today, therefore, the situation has not changed too much. For the majority of the
Lebanese, the public administration continues to suffer from the same problems:
poor quality of services, complicated administrative formalities, arbitrary measures,
slowness and corruption.

4.2 Implementation of ISO 14001 Dispositives Within
a Subsidiary

The implementation of ISO14001Dispositiveswas the result of the global pressure. It
was the parent company that was responsible for the implementation of these dispos-
itives. Indeed, as revealed in the interviewwith the CEO, “The ISO 14001 quality cer-
tification project has been decided at an international level” (Interviewee-IS1). “Our
subsidiary’s business line generates CO2 and emits greenhouse gaz. As a result, the
group has asked its subsidiaries to become ISO 14001 certified” (Interviewee-IS6).
“The subsidiary has no choice but to fulfill this obligation, despite the fact that this
practice was not perceived as necessary by the Lebanese subsidiary” (Interviewee-
IS2). This context is similar to what Kostova and Roth [37] call ‘institutional dual-
ity’. A work plan was quickly developed by the administration and several meetings
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were held to inform and prepare the employees for this change. “These meetings
have failed to clarify the issues for employees. The practical side of the dispositives
was not very clear and therefore employees resisted the implementation process”
(Interviewee-IS1). In addition, this new dispositive generated changes in work prac-
tices. Some employees did not understand the value of such a change. After the
first application, the results were disappointing. The system has become inefficient,
which has increased bureaucracy. As for the employees, they thought that there is a
downsizing project behind these practices, (Interviewee-IS7). Employees were orga-
nized to block the use of new dispositives. Some have even seen these practices as
a personal danger. They have even gone far by mobilizing their political represen-
tatives or their political parties or even their religious leaders, (Interviewee-IS11).
“Faced with this resistance, the administration has remained unresponsive for about
1 to 2 months” (Interviewee-IS8). Some administrative members managed to take
a step back and disengage themselves from this context because they were con-
vinced of the strategic importance of this project. They transformed themselves into
institutional entrepreneurs and carried out the project by negotiating it with the com-
pany’s administration committee and requested the support of the parent company.
For example, “a manager supported by local political forces, contacted the parent
company” (Interviewee-IS13) while another person stated that “Following to my boss
quick visit to Europe, he returned as a project manager. His first reaction was to call
the unions to negotiate a redundancy plan” (Interviewee-IS14). Shortly afterwards,
a plan was developed. The plan contained two components: a collective redundancy
plan and a training program to enable employees to learn how to use these dispos-
itives effectively (Interviewee-IS16). Thus, thanks to their networks, institutional
entrepreneurs have managed to gain the support of the parent company. They were
able to find the resources and the necessary power to make this project a reality
(Interviewee-IS14, 15, 16). When the procedures became formally established and
documented, the employees followed them and have learned to value them.

4.3 Implementation of an e-Banking System

In 2010, the bank decided to invest in the implementation of an e-banking as only
few Lebanese banks were offering this service. This decision came in response to
clients’ request residing abroad. Indeed, the international customer relations officers
have referred to the general management a petition on the behalf of their clients in
the diaspora, demanding an online remote monitoring which was also the need of
some other local clients. Indeed, this new dispositive offered them several benefits:
“Clients can keep track of their accounts, personal loans, stimulate credits and other
services on a daily basis” (Interviewee-B05). “E-services are faster. If they want
to check their accounts, e-banking is faster than going to an agency. It’s rather an
easier way for the customer. It’s much easier to connect and click online than to
physically go to the bank, park the car, get off, take a ticket number, and wait half
an hour before you can talk with an advisor. With e-banking, the customer can know
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everything in one click” (Interviewee - B03). The institutional entrepreneurs who
carried out the project did so because they considered that this type of service has
great potentials. They did not want to lag behind in a potentially attractive market.
“For us, e-banking was a future project because we do not want to be the followers
in this field. Our goal is to be the market leaders” (Interviewee-B02). The project
holders had the power and their decisions were supported. All the means have been
put in place, to achieve timely implementation. “From the outset, we carried out the
necessary steps, in order to be fast and efficient. We did not want half-solutions. I
had an approval on a large budget for the best possible results” (Interviewee-B01).
The bank has recruited highly competent professionals. “We also funded training
sessions for these new recruits and they were sent to attended training sessions
abroad” (Interviewee-B02). The stated objective of this project was “the desire to
offer more autonomy to customers” (Interviewee-B03). A large internal and external
communication plan accompanied the implementation. The project leader had the
power to involve everyone. Indeed, all the components of the bank were mobilized in
the implementation process. So when the e-service project was launched, everyone
was waiting for the advanced e-banking service. Internally, the main message that
accompanied the implementation is that these e-services allowed advisors to better
succeed in their mission with customers. “They will be able to sell more services and
earn more commission” (Interviewee - B03). “E-banking can never replace agencies
and human contacts. The objective is not to substitute the agencies by e-banking, nor
to replace face-to-face contacts by e-services. We designed e-services to support the
traditional service. There will always be physical bank services. Their numbers will
even increase. The advisor will become a consultant who advises clients how to invest
and/or place their money. He can help them in their choice. His role will improve
and his salary will increase. Human contacts will remain a necessity. e-banking will
help clients in their daily operations especially when they do not need an advisor”
(Interviewee-B01).

As a result, there was no resistance from the other actors because everyone wanted
to be part of this revolution. The contact staff hoped to improve their relationshipwith
clients. According to customers’ advisors, customers who have tried the e-service
found it useful with minor complications: “To talk about the customers’ reactions,
we had positive feedbacks. The clients were not shocked by the e-service that we are
offering and the site was judged to be friendly-user. They found it uncomplicated …”
(Interviewee-B07). The results of the new implementations were positive. The bank
considered this experience as a positive dispositive that had helped to increase their
clients’ satisfaction. “We had to meet the expectations of the customers. In doing so,
we were able to win their confidence. For example, now we can respond to customers’
complaints in a timely manner. We can help the clients receive a response that meets
their expectations which could lead them to appreciate our services and thus gain
their confidence” (Interviewee-B03). “I have to note that this migration to the online
platform didn’t decrease our work, on the contrary, we have more to do now and we
cannot complain as it had improved our performance and return on investment. We
are able to conduct more analysis, surveys and adapted answers” (Interviewee-B06).
Table 1 resumes and compares all the findings.
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Table 1 Overall results

Global pressure for 
Implementation

Pressure from the 
World Bank, the 
IMF, donors...

Pressure from the 
parent company

Pressure from the 
Lebanese diaspora

Local pressures Shared between 
those who support / 
not support 
politically

The local 
environment 
considers that there 
are other priorities

Positive and local 
pressure

Action of 
institutional 

entrepreneurs (IE)

Symbolic adoption Alliance with the 
parent company  

At the starting of the 
project

Reasons behind the 
choice of the IE

Receive financial 
aid from the World 

Bank & IMF

To gain power To legitimize their 
actions

Reaction of other 
actors)

Resistance Resistance but 
implemented

Alignment

Reasons behind the 
choice of AA

Desire to maintain 
their power

Desire to increase 
own profits

Desire to improve 
their position

Results: success or 
failure of 
implementation 

Difficult/ slow 
implementation or 

failure

Slow but successful 
implementation

Quick and 
successful 

implementation

STANDARDS E-BANKINGISO14001E-GOVERNMENT

Reasons for 
success/failure

The IE didn’t have 
sufficient power to 
convince the other 

actors. 

Success due to the
parent company 
financial support 

Success due to 
global and local 
pressures alignment.

Resources/Network/ 
Power

Presence of 
resources

Absence of power

Presence of 
resources and 

networks

Presence of 
resource, Networks 

and Power

5 Interpretation and Conclusion

The introduction of a newmanagement dispositive created an organizational dynamic
characterized mainly by a support for change and/or resistance to change. The social
context of certain actors allowed them to be more attentive to global pressures. These
actors are more likely to act as institutional entrepreneurs [4, 11, 12] while the other
actors can only perceive the pressures visible to everyone. When there is alignment
between global external pressures and local pressures, institutional entrepreneurs
encounter less resistance because a large majority of actors are aware of the need
to change. Actors who perceive only local pressures tend to resist change, if the
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latter results from an overall external pressure not aligned with a local pressure.
Institutional entrepreneurs who initiated the adoption of the new dispositive must
mobilize resources, networks and power to successfully institutionalize it. Once
institutionalized, the new dispositive will give power to those who implemented it.
Thus, they will favor institutional entrepreneurs and their allies and disfavor those
who resisted it [4, 11, 12]. The institutional entrepreneurs and their allies will acquire
a central role within the organization which could offer them a privileged post at the
expense of other actors. Through adoption, institutional entrepreneurs also seek to
legitimize some of their actions in order to make people believe that they are acting
to improve their organization’s situation.

In conclusion, the broad sociological approach of the new institutionalism (neo-
institutionalism) explains the actors’ reactions to the newmanagement dispositive. It
opens up promising horizons for further research in this field. Most importantly, the
role of all actors in the institutionalization’s process should be defined. The second
way is to strengthen the alliances created when introducing a new dispositive. And
the third way is to study the conflicts that arise between embedded and dis-embedded
actors and the potential methods of resolving those conflicts.
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