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Abstract 

 

This paper looked into the influence of organizational culture, among other organizational 

factors, to change readiness. This paper identified the prevalent culture and the level of readiness 

of each organizational unit with focus on full time regular and probationary employees of 

Paramount Human Resource Manpower Cooperative (PHRMC), a Philippine-based outsourcing 

cooperative-an industry that is believed to be not extensively studied. By assessing the relationship 

of organizational culture and readiness to change, the organization may be given the necessary 

guidance to permit them to deal with rapid and radical changes. The correlational study was 

anchored on the Denison Model of Cultural Traits. It tested the correlation of these variables using 

the survey instruments Organizational Culture Survey (OCS) by Dr. Daniel Denison (2012) and 

Organizational Change Readiness Belief Scale (OCRBS) by Dr. Achilles A. Armenakis et al 

(2007). 

Given the findings, this researcher establishes and ascertains organizational culture a 

potentially strong influence to organizational readiness for change as supported by the analysis of 

statistical data. Truly, the unique attributes of the organization, particularly its culture directs 

people to practice and observe pattern of behaviors and responses which determines their capacity 

to support change.  The beliefs and assumptions about things such as the company, leaders, 

coworkers, customers, and competitors and the behaviors they drive, ultimately molds the culture 

of the organization. Understanding the uniqueness and diversity of today’s workforce, it is also 

essentially significant to see the link of organizational culture to  discrepancy,  appropriateness, 

efficacy, principal support and valence which are all fundamental components of change readiness 

for it ensures a solid backbone in achieving success in the application of change  initiatives.It is 

suggested that a future analysis can be carried out on the other identified organizational factors 

such as leader support, social support, communication and work climate, alignment of workforce 

with business objectives or consider looking at other factors as well such as demographics (years 

of service, age, gender, employment position, and education), individual factors (perceived 

control, flexibility, openness to change, commitment to change, and engagement), and geographic 

factors (location and work shift). Future research on the characteristics and nature or kind of work 

of respondents can also be done to study further the association of these variables. The study can 

also be replicated for other industries and locations using a larger sample. 
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The Problem and Its Background 

 

Today’s contemporary businesses are faced with a variety of changes prompted by intense 

competition, changing customer preferences, legal and regulatory tensions, demands and 

intensifying expectancies which brings both opportunities and risks for businesses. Although these 

changes occur continually, its outcome is still uncertain.  Changes though small or large will have 

certain effects on employee behavior nonetheless.  These corporate changes in strategies usually 

involve change efforts to ensure corporate survival and continuous growth. Success in business 

will require companies to accept change. This argument is true as organizations now become more 

conscious in assessing multiple factors that influence change readiness.  A certain level of 

readiness to change is necessary to support the goals and objectives of the organization for these 

businesses need to stay ahead of the competition to keep their operations going. 

Strategic change takes several forms such as, but not limited to, acquisitions of competitor-

companies, introducing new technology and processes, rebranding an existing brand, revisiting 

company vision-mission, redefining company culture.  These initiatives are just some that 

organizations consider now to cope up with the changing customer preferences and management’s 

directives (d’ Aveni, 1995). Strategies such as outsourcing, globalization, automation, rightsizing, 

reengineering, and repositioning all lead to change in doing business and organizations have to be 

ready for all these otherwise they will be left behind the competition (Kumar & Kamalanabhan, 

2005).  These change initiatives are and created in order to make better and upgrade the 

organizational functioning and operations, and at the same time to continue the company’s lead 

and current ranking. 

Literature has identified potential drivers for change- individual factors (such as perceived 

control, flexibility, openness to change, commitment to change, engagement, life experiences, 

levels of motivation, knowledge, attitudes, and behaviors), demographics (years of service, age, 

gender, employment position, and education) and geographical factors (location and work shift, 

nature of business).  However, scholars have explained that the success of change is built around 

the unique attributes of the organization (Journal of European Industrial Training, 2014; Yusof, 

Mohd Wira, Said & Nazirah, 2010 ; Lim, 2008).  For this reason, organizational factors (corporate 

culture, leader support, social support, communication and work climate, alignment of workforce 

with business objectives) are the ones that are given much consideration now for it has shown to 

some extent that it has the greatest association to readiness for change.  Drawing from this 

argument, there seem to have enough reasons to believe that any step or program focusing on 

changing the organization that are taken without culture as consideration often have unforeseen 

consequences –typically negative ones when related to successful change. 

Corporations today are into assessing their readiness for change for they know research reveal 

failure to change is related with organizational culture.  As organizations strive for greater 

competitive advantage, they need to understand change not only as a constant phenomenon but as 

a mark of progress. Organizational change is something that has to be handled cautiously for it has 

emotive elements and people may respond to it either with excitement and enthusiasm or resistance 

and defiance.  Sense of responsibility and ownership are highly desirable traits during times of 

change and in today’s highly competitive business, organizations have to engage in a better 

management strategy that will ensue performance effectiveness (Wilkins & Ouchi, 1983). Shaping 

the organization to a state and culture where people are ready to accept change has greater 

significance when management is contemplating and implementing change. 
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In assessing change readiness, organizations have to understand that today’s workforce is 

more diverse and people may have different behavioral patterns, perceptions and set of beliefs that 

dictates how they work.  The changing work values and the presence of multi-generations just 

prove how today’s workforce is highly distinct.  Employees may have different views, ideas and 

beliefs and adopt different morals and values primarily because of how they were trained, as well 

as ownership of company policies and mindset (Joseph Lyons, 2009). It is for this reason that 

organizations have to look at organizational factors, specifically the organizational culture as a 

possible influence to change readiness and change readiness in turn as a driver for successful 

change implementation. Literature has supported the long held view that certain culture traits are 

conducive to change. Many have argued that the failure of change efforts and initiatives are the 

result of the company’s inherent nature making change difficult to produce.  

Philippine businesses now feel the need to shape the organizations to a culture that will 

support change and during these challenging times, organizational leaders are confronted with the 

responsibilities of handling and carrying out successful change plans and initiatives (Carver, 

2012).  The contemporary workplace is characterized by high scales and intensities of change 

(Lyons, 2009; Armenakis & Harris, 2009) and for businesses to remain competitive, they must 

effectively assess organizational readiness in the adoption and institutionalization of these 

changes.  For companies to implement effective change within, they have to understand relevant 

evidence about their culture and its readiness to change.  

The prospects of manpower outsourcing cooperative industry in the Philippines, for 

instance, are promising.  Their presence seems to be felt more nowadays as businesses recognize 

outsourcing as a growing trend of large companies which require the services of external parties 

to provide or manage manpower requirements of the client companies. Outsourcing has been a 

work arrangement that takes place everywhere.  Today, any function that requires substantial 

system investments, support or expertise is being outsourced more and more; e.g. accounting, 

pension administration and training (Azucena, 2010).  However, despite their dominance in the 

market, these manpower outsourcing cooperatives also feel the burden of effectively managing 

change readiness amongst employees.  Organizations know fully that, not all keep an open mind 

towards introduction of new organizational structure, processes, systems and technologies for fear 

of possible failure while some simply feel the need for these changes but do not know how to 

assess their readiness towards these changes and innovation.  Some companies feel the need to 

embrace the much needed upgrading and modification which will in turn give them a competitive 

advantage.  Organizations find themselves pushed toward change and to handle the changing 

demands and preferences of their customers in order to endure the so many challenges and survive 

the competition.  Businesses or industries need to constantly look at several approaches to prepare 

their employees to whatever change is expected ahead of them. 

A Philippine owned fashion retail company in Quezon City recognizes the competition out 

there in the market. With its goal to be the most admired Asian Fashion company, the organization 

continues to make a mark in the global scene through business expansion. As a way of coping up 

with the changing customer preferences, varying trends and also in response to the strategic 

business direction, the organization has come to understand the vital role of outsourcing partners 

to augment the additional manpower they need to keep their business operations going. Since the 

launch of Paramount Human Resource Manpower Cooperative (PHRMC), a Philippine-based 

outsourced human capital solutions cooperative, this fashion retail company has maintained its 

partnership with them since year 2005.  Of the nine (9) outsourcing suppliers that fashion retail 

company has partnered with, PHRMC so far has the greatest contribution to majority of its contract 
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staff manning. Today’s workforce gets bigger and the demand for it gets even higher as the 

organization looks at ending the year 2015 to at least close to  seven hundred (700) stores. With 

this ambitious target, the organization has also come to realize the challenge it will bring most 

especially to PHMRC who is the main source of their staffing requirements. With this trend, 

PHMRC must anticipate higher demands for the succeeding months and even years to come.  They 

must be able to cope up with their client’s strategic direction and eventually align with them.  

 In today’s competitive era, some practices might just not be enough anymore.  The current 

systems and procedures, particularly on hiring, selection, payroll and billing might be too obsolete 

already and might need upgrading to adapt to the existing business demands.  Since this fashion 

retail company is going global and the expansion plan is clearly defined, the business is now 

concerned on how their outsourcing partners can manage to cope up with their ambitious but 

realistic demands. These expansion efforts of this fashion retail company could be relatively small 

but the impact to their outsourcing business partners could be huge. For both organizations to work 

efficiently and collaboratively, a certain level of readiness to change has to be established to ensue 

success of these change efforts and improvements. Therefore, PHRMC has to shape the 

organization to the kind of culture that is conducive to change to ensure the best performance. 

It is a fact that there are at present a considerable number of reviews and researches on 

organizational culture and readiness for change. Much research has been devoted to studying 

culture and change readiness in the context of manufacturing and retail industry.  But very limited 

has been found to have focused on the context of outsourced human capital solutions cooperatives 

in the Philippines.  Hence, the study provides supplemental understanding on organizational 

culture and readiness for change. 

 

Statement of the Problem 

 

Numerous studies have concentrated on either organizational culture or readiness to 

change, but researchers have not quantitatively evaluated the relationship between the two 

constructs, specifically in the Philippine context.  Change initiatives in the outsourced human 

capital solutions cooperative and similar industries proceeded with minimal or inadequate 

information regarding factors contributing to readiness to change among staff members. Such 

information is needed if leaders are to implement rapid change successfully and with this, the study 

has specifically concentrated on the following questions: 

1) What are the dominant culture traits in all organizational units of the cooperative? 

2) What are the levels of readiness to change of each of the organizational units of the 

cooperative? 

3) What is the strength of relationship between readiness to change and the kind of cultural 

traits an organizational unit have? 
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Objectives of the Study 

 

The study tested and examined the relationship between the strength of relationship 

between organizational culture and employees’ readiness to change in a Philippine-based 

outsourced human capital solutions cooperative.  The objectives of the study are: 

1) To identify the dominant culture traits in all organizational units of the cooperative 

using Denison’s Organizational Culture Survey (OCS). 

2) To determine the levels of readiness to change of each of the organizational units of 

the cooperative using Organizational Change Recipients’ Beliefs Scale (OCRBS). 

3) To determine the strength of relationship between readiness to change and the kind of 

cultural traits an organizational unit have based on employee perceptions. 

 

Significance of the Study 

 

The organization must be given the guidance necessary to permit them to deal with the 

requirement for rapid, radical and fundamental change but for any successful change, measuring 

organizational culture should precede all these.  It is easier to foresee and predict which measures 

and actions of change will turn out to be efficient and valuable and by this, the management will 

have more grip on change.  Assessing where the organization is now and where it wants to go can 

generate the momentum for change.  Understanding the link allows organizations to anticipate 

resistance to change but also offers starting points to assist employees and thus use their 

momentum, vigor creativity and resourcefulness that leads to more support for change.  It is the 

foundation for a step-by-step, logical and organized change plan.  

The findings of this research may provide companies a better grasp and sense of the 

relationships between organizational culture and readiness for change within organizations (Jones, 

2005; Journal of Organizational Change Management, 2014).  The findings of the study will be 

useful for leaders facing challenges when maneuvering the change process.  Leaders should be 

aware that organizational culture influences the readiness of people to change. Needless to say, 

culture has complex features and any change initiatives can be emotional, thus it is important for 

leaders to be conscious and mindful of their organization’s culture. 

The results of this study will also provide needed scholarly material focusing on 

connections between organizational culture and readiness to change in the Philippine context. The 

results of the study can assist today's organizational leaders to assess their coping readiness as well 

as of those they lead.  The outcome can also provide practical insight for increasing the probability 

of organizational success (Cowley, 2007). 

 

Scope and Limitations 

 

The study focused on knowing the relationship of organizational culture and readiness to 

change and concentrated on one (1) outsourced human capital solutions cooperative provider only, 

Paramount Human Resource Multi-Purpose Cooperative.  Though the organization has several 

satellite offices nationwide, only employees assigned at the main office in Quezon City were 

utilized for the study.  The respondents of the study who are employees on probationary and regular 

status were selected using convenience sampling.  The researcher had to resort to said sampling 

technique due to respondents’ availability however the researcher made sure that the requirements 



  4th National Business and Management Conference 

  Ateneo de Davao University 
  July 22-23, 2016 

 

576 

 

of the statistical treatment employed in the study was satisfied to guarantee valid and reliable 

analysis and interpretation of results. 

The current study being future-oriented, looked at the existing cultural profile of each of 

the organizational units and assessed the employees’ readiness for future changes bound to happen.  

The respondents were not asked to evaluate or assess their perception of a change that has 

transpired already.  With this, the researcher believes it would be more relevant to account for all 

full time employees, both probationary and regular in status as respondents of the study, regardless 

of their tenure with the company. 

While there are multiple factors associated with coping readiness for organizational 

change, the study only centered on determining the relationship of organizational factors 

specifically, organizational culture on readiness to change.  Other organizational factors such as 

management support, social support, communication and work climate were not be covered.  The 

study likewise did not involve other factors such as demographics (years of service, age, gender, 

employment position, and education), individual factors (perceived control, flexibility, openness 

to change, commitment to change, and engagement), and geographic factors (location and work 

shift). 

 

Review of Related Literature 

 

Change is constant and for these changes to be successfully planned and implemented, 

organizations continue to face the struggle of maintaining a culture that prepares people for these 

modifications.  Every organization has a unique culture and many organizations are very much 

aware of the importance of the health of their culture to their continuous success. 

In explaining readiness to change, literature has described it as “an assortment of thoughts 

and meanings toward the particular change or transformation activity” (Bernerth, 2004; p. 40).  

Efforts toward change will in all likelihood succeed if the readiness to change is there and present.  

(Armenakis et al, 1993).   A relationship exist between the level of change readiness and success 

in the change management (By, 2007; Journal of Organizational Change Management, 2014).  

Therefore, change management authorities and experts have accentuated the relevance and 

applicability of creating change readiness so as to intensify the likelihood of succeeding in 

implementing change by allowing their employees to be involved in the culture building process. 

By this, the organization creates the winning culture as they continuously promote healthy 

collaboration of the dynamic talents in the workplace and leadership support.  Hopefully by this, 

the organizations make it easier for employees to understand and accept change as something 

positive. 

The study of Lim (2008) has explained the correlation of organizational culture and 

readiness to change by describing that change is easier to implement within organizational cultures 

that are supportive and empowering of employees (Sopow, 2007).  Further, Lim (2008) explained 

that healthy and strong cultures usually create constructive and encouraging organizational 

climatic conditions that are flexible to new ways of carrying out things.   Invariably, there seem to 

be a sense of security and firmness in a culture that is open to innovation and change (Brodsky, 

2006).  This supports the notion of Mdletye, Coetzee & Ukpere (2014) which explains how 

participation and involvement takes on greater significance when organizations are anticipating 

and implementing change.  Participative programs like coaching and mentoring sessions, values 

enhancement, culture shaping orientation, employee engagement activities , group dynamics, 

world café and teambuilding activities among others are beneficial in addressing resistance to 
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change (one of the causes change initiatives fail (Kotter and Schlesinger, 1979; Kotter and Heskett, 

1992).  Consistent with the aforementioned analyses, Cameron and Quinn’s (2006) work also 

supports the proposition that adaptable cultures are supportive of organizational change and are 

flexible in relation to the changing environment.   On the contrary, organizational culture can act 

as a barrier (Yusof, 2011) to successful change implementation depending on its personality 

(O'Connor & Fiol, 2006).  For instance, any efforts to promote new activities and manners that are 

unconnected and disjointed with current cultural realities and experiences are likely to suffer 

resistance and refusal (O'Connor & Fiol, 2006).  Individual differences on beliefs, culture 

orientation and background are somehow expected considering that today’s workforce is becoming 

more dynamic. Truly, each individual is uniquely different and their distinct personalities allow 

them to respond differently to everyday situations.  

The study of Lim, J.A. (2008) is one of the few studies that considered organizational 

culture as an antecedent factor for coping readiness. Any effort to introduce change can only 

happen if employees who are part of the organizational culture accept such change.  That is why 

culture and climate have been argued to be associated with readiness for change (Jones, 2005; 

McNabb and Sepic, 1995). Past works and writings have long-established the important part 

organizational culture play in the institutionalization of successful organizational change.  If the 

culture and climate of an organization are not favorable to accepting change, efforts will be 

unsuccessful regardless of the desires, plans and strategies of management. The results of many 

research and exploration studies confirmed this by demonstrating that organizational culture shape 

and determine the success of change readiness, as well as the functioning and operations of the 

company.  On the other hand, it was debated that disregarding and discounting the effects of 

organizational change is one of the prevalent hindrances and hitches in employing many new 

change plans in organizations (Journal of Organizational Change Management, 2014; Cameron 

and Quinn, 1999). 

These and many more reviews as presented in the literature had led the present researcher 

to believe that there is indeed a close connection between organizational culture and readiness to 

change as backed by quite a number of, majority of which have been based exclusively on 

American, Syrian and Kuwaiti samples, among others. Given this limitation, the current study aims 

to understand the connection between organizational culture and readiness to change using a 

Filipino sample (a group that is believed to have been unexamined extensively) particularly in a 

service related industry to test the adaptability of some of the key findings discovered in primarily 

non-Filipino samples. 

After careful review of literature and testing the relationship of the variables presented, the 

researcher intends to establish and acknowledge change as a mark of progress and organizational 

culture as a driver to change readiness.  It is hoped that the present study will not only establish 

the dominant culture traits of each organizational units of organization, but also establish as well 

the level of readiness to change on a per department basis which will in turn create a conscious 

effort to shape the organization to that kind of culture that can help make change successful.  These 

changes, whether it is about people, organization or technological means will always draw 

different behaviors and as what literature has explained, there are certain kinds of culture that are 

considered conducive and compatible with change. Anchoring on this idea, the researcher has 

developed the interest to have an in depth study of both variables- organizational culture and 

readiness to change as well as their relationship with each other to further understand the necessary 

interventions needed to ensue change success on organizational level. 
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By doing this, organizations not only develop interest in proving organizational culture as 

a significant influence to change but also, they create awareness and understanding change as a 

mark of progress.  There is a recognition that change has to happen but as business and process 

owners aim for operational excellence and performance, their role in facilitating change is always 

important.  Knowing the kind of organizational culture that will support change is as important as 

creating the readiness for change amongst employees. 

 

Theoretical Framework 

 

The research framework is adapted from the study of Denison (2012).  The Denison 

paradigm is founded on over two decades of study associating culture to key performance 

measures and it has rationalized how the cultural traits of mission, consistency, adaptability and 

involvement relate to change readiness. 

   The Denison Model was expounded by Dr. Daniel Denison, formerly of the University 

of Michigan Business School, and currently Professor of Organization Development at IMD - 

International Institute of Management Development in Lausanne, Switzerland.  Dr. Denison’s 

investigation focused on the relation between organizational culture and performance measures 

such as efficiency, growth, quality, innovation, and customer and employee satisfaction.  There 

are four (4) essential traits in the Denison Model and each of these organizational traits is further 

broken down into four indexes. The Denison Model and survey helps us explore four key 

questions: 

Mission:   Do we know where we are heading? 

Adaptability:   Are we able to adjust and settle in response to the needs and wants of our 

consumers and the marketplace? 

Involvement:   Are our people united, involved and skilled? 

Consistency:   Do we have the moral standards, methods and techniques in place to 

perform and deliver on our task? 

 

 

 
Figure 1: The Denison Model of Culture Traits and Indexes 
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The Denison Model and survey recognizes and evaluates these dynamic tensions and 

suggest constructive perceptions about how efficiently and excellently we are managing them.  

The model discusses the following: 

 

Flexible and Stable  

Flexible (Adaptability and Involvement):  Organizations that are powerful in these traits 

can change and adjust in reaction to different situations and circumstances.  They tend to be 

successful at being advanced and inventive and satisfying their customers. 

Stable (Mission and Consistency):  Organizations with strengths in these attributes tend 

to function more efficiently. They foster steady and dependable behavior, habits and schemes that 

promote alignment. 

 

External Focus and Internal Focus  

External Focus (Adaptability and Mission):  These organizations are able to embrace 

transition in response to what they see and hear from their clients and other stakeholders.  The 

result is the ability to uncover, appreciate and react to the ever-changing needs of the environment 

in which they manage.  

 Internal Focus (Involvement and Consistency): These organizations focus on the 

alignment of internal methods and technique and the conduct of the workers in the firm.  High 

scores in Internal Focus typically foresee effective operating performance, higher levels of 

excellence and increased employee gratification. 

 

Cross Patterns  

Top-down Bottom-up Alignment (Mission and Involvement):  A state of balance between 

the Mission (top-down) and employee Involvement (bottom-up) is apparent in this case.  They 

need to ascertain how to link the goal and strategies of the organization to the mutual sense of 

responsibility, accountability and commitment of the employees.  When there is equilibrium 

between these traits, we see effective two-way communication and an engaged, attentive and 

dedicated workforce.  

Customer Value Chain (Adaptability and Consistency): This is represented by the tension 

created between Adaptability, which is mainly concerned with the growing and developing needs 

of the customer, and Consistency, which looks at the internal values, means and methods.  High 

performing organizations must be competent to respond to the customer and develop, as well as 

advance systems and processes that allow them to function in a way that brings quality products 

and services. 

Anchoring from this existing body of knowledge, the author presents an illustration of the 

perceived relationship between organizational culture and organizational readiness for change as 

seen on Figure 2 (Kondakci, Yasar, Kadir Beycioglu, Mehmet Sincar & Celal Teyyar Ugurlu, 

2015). The image gives a simplified translation of Denison’s Model of Key Traits and Indexes:  

 

Figure 2: Theoretical Framework: Author’s Representation of Denison’s Model of Key Traits and Indexes 

Organizational 

Culture 

Organizational 

Readiness for 

Change 
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Drawing from the aforementioned body of literature as discussed on the earlier chapter, 

four classifications or categories of factors which affect change readiness can be ascertained: firm 

characteristics, resources, market, and external support factors (Yusof, Nor'Aini Binti, 2010).  The 

present study looked at firm characteristics, specifically the organizational culture which is also 

referred to as transformational factor or long term lever, as an influence to change readiness.  The 

research model articulates two main variables-organizational culture and  readiness for change. 

Based on the related readings presented, theoretical debates and proposed associations and 

relationships, a conceptual framework is established as shown on Figure 3 (Journal of 

Organizational Change Management, 2014): 

  

 
 

 

 

 

 

 

 
Figure 3: Conceptual Framework of the Study 

 To understand further the variables of the study, the operational framework is illustrated 

below.  Basically, Figure 4 gives an overview of the key measures representing each dimension  

of the variables-organizational culture and readiness to change: 

                 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 4: Operational Framework of the Study 

  

 

 

 

 

 

 

 

 

INVOLVEMENT 

*15Q from Denison’s OCS 

ADAPTABILITY 

*15Q from Denison’s OCS 
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*15Q from Denison’s OCS 

 

CONSISTENCY 

*15Q from Denison’s OCS 

 

DISCREPANCY 
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APPROPRIATENESS 

5Q 

 

EFFICACY 

5Q 
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6Q 
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4Q 



  4th National Business and Management Conference 

  Ateneo de Davao University 
  July 22-23, 2016 

 

581 

 

Statement of Hypothesis:  

Based on the argument thus far, the succeeding hypotheses on the relationships between 

organizational culture and readiness for change are formulated: 

H1: Readiness to change is strongly associated with adaptability and involvement 

cultural traits.  

H2: Readiness to change is moderately associated with mission and consistency cultural 

traits. 

 H3: Readiness to Change is related to culture. 

 

Definition of Terms 

 

The definitions of the following terms are provided to assist the reader in understanding 

the general functionality of each word.  The aim is to provide for consistency of term use 

throughout the study process. 

Appropriateness.  Once the idea that a discrepancy exists, a related belief need also be 

created (Armenakis, 2007).  That is, a precise organizational change is basic to eliminate the 

discrepancy.  We brand this idea as appropriateness (Armenakis, 2007). 

Culture.  “Culture is the way things are done around here” (Wilson, 2014).  An 

organization’s culture is the beliefs, values, and behaviors that an organization has taken on over 

time as a means to live through and do well (Denison, 2012; Jarratt, Denise Thompson, James, 

2012).  Culture is a pattern of shared key beliefs and ideas learned by a organizational division or 

unit as members resolve concerns of external nature and internal integration. (Yaoprukchai, 

Suparat & Umaporn Kardkarnklai, 2014; Schein, 2010). 

Discrepancy.  It refers to a belief that some change is required and desired. Studies by 

numerous organizational experts (Armenakis, 2007; Bandura, 1986; Bartunek, Rousseau, 

Rudolph, & DePalma, 2006; Coch & French, 1948; Kotter, 1995; Nadler & Tushman, 1989; 

Pettigrew, 1987; Rafferty & Griffin, 2006; Rousseau & Tijoriwala, 1999; Armenakis, 2007) 

supports the argument that employees must trust that a need for change is real.  A distinction 

between existing and preferred performance aids legitimize the necessity for change. Among 

specialists, discrepancy may be represented  as the “burning platform,” or as Kotter (1995) implied, 

discrepancy establishes a sense of urgency (Armenakis, 2007). 

Efficacy. Efficacy signifies the belief that the change receiver and the organization can 

effectively apply and instigate a change (Armenakis, 2009; Armenakis & Harris, 2009).  In the 

context of organizational change, efficacy can be described as the observed proficiency to carry 

out the change initiative (Bandura, 1986).  “If our distant and external opponents can do it, so can 

we” (Armenakis, 2007). 

Organizational culture.  The intensely embedded traditions, values, attitudes, and sense 

of self of an organization.  Culture is the glue that binds workers together with a sense of oneness 

of mind and spirit (Dunnett, 2007; O'Connor & Fiol, 2006). 

Mission:   Do we know where we are heading? 

Adaptability:   Are we able to adjust and settle in response to the requirements and wants 

of our consumers and the marketplace? 

Involvement:   Are our people united, involved and skilled? 

Consistency:   Do we have the moral standards, methods and techniques in place to 

perform and deliver on our task? 



  4th National Business and Management Conference 

  Ateneo de Davao University 
  July 22-23, 2016 

 

582 

 

 

Organizational Change: This term is used to describe planned change that is brought 

about through the purposeful efforts to improve its current performance (Lewis, 1997). 

Principal Support.  Refers to the impact of change agents and opinion leaders on change 

adopters (Armenakis, 2007).  The support (or lack thereof) believed to exist among these principals 

(i.e., change agents and opinion leaders) can sway the response of change recipients to an 

organizational change.  Further, Armenakis (2007) explained that change agent may represent the 

global (i.e., the highest level in the organization, the CEO) and/or the local change agent (i.e., the 

immediate supervisor).  Do either (or both) of these principals authentically embrace the change?  

A common expression linked with this support is “walking the talk” (Armenakis, 2007). 

Readiness to Change. Readiness to change suggests the extent to which those covered by 

change are independently and communally ready, driven, and technically skillful of implementing  

the change (Holt, 2010; Holt & Vardaman, 2010; Journal of Change Management, 2010). 

Valence. Armenakis (2007) posted the issues “What’s in it for me?”. If we cannot contend 

with our foreign rivals, we’ll lose our source of revenue and income ” (Armenakis, 2007).  Valence 

stemmed from Vroom’s (1964) work on motivation and denotes the attractiveness (from the 

change recipient’s perspective) linked with the perceived consequence of the change (Armenakis, 

2007). Valence can be segmented into extrinsic and intrinsic categories (Armenakis, 2007).  

Extrinsic valence represents the benefits or advantages achieved from adopting the new behaviors).  

Incentive systems, like gain-sharing programs (Armenakis, 2007; cf. Bullock & Tubbs, 1990), add 

to the identified benefits of the change effort (Armenakis, 2007). 

 

Methodology 

 

Research Design 

The study utilized a descriptive and correlational design to examine and observe the 

relationship of organizational culture and readiness to change.  Correlational research is valuable 

in a wide range of studies.  Major applications of correlation are categorized as (1) determining 

relationships, (2) assessing consistency, and (3) prediction (edt.missouri.edu).  Correlational 

research approaches are used to establish associations and patterns of relationships among 

variables in a single group of subjects.  In correlation studies, a scholar may be able to assert a 

hypothesis about a predictable relationship. If two variables are correlated, then one variable can 

be used to forecast the other. 

The variables are defined as involvement, consistency, adaptability, and mission (Pool, 

Javad Khazaei, Ali Asadi, Peter Forte, & Mohammad Reza Ansari, 2014), all of which are 

elements of organizational culture (Denison & Neale, 1996; Pool, et al., 2014).  The instrument 

Organizational Culture Survey (OCS) by Dr. Daniel Denison was utilized for the study however 

the wording of the questionnaire was improved for easy comprehension of the survey respondents. 

To ensure reliability and consistency of the improved Denison’s Organizational Culture Survey, 

the survey tool was pre-tested (Tibon, 2015) by giving out to fifteen (15) respondents from another 

Philippine-based manpower outsourcing company. These respondents comprised a mix of human 

resource practitioners and accounting staffs. The results of the pre-test were checked for Reliability 

Analysis to verify the reliability of the survey tool. The alpha values generated were discovered to 

be exceeding the acceptable level of .60 in experimental investigation as expressed by Hair, et al 

(1998).  
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 The other variable is termed as readiness to change and was measured using 

Organizational Change Recipients’ Belief Scale (OCRBS) by Dr. Achilles A. Armenakis et al, 

2007). The said instrument assesses organization’s readiness for change by determining the level 

to which the (Rangarajan, 2004) members’ beliefs include necessary precursors to change, 

including discrepancy, appropriateness, efficacy, principal support and valence. 

Surveys are administered to all full time employees from various ranks and levels of 

responsibilities from within the organization, particularly from the core group human resource 

department and finance or accounting department- comprising those on regular and probationary 

employment status.  The participants were selected using convenience sampling. 

The respondents were asked to complete demographic information for reference purposes 

only.  The respondents’ profile in terms of gender, age, years of service, job rank, employment 

status and educational level was recorded for reference purposes. 

 

Respondents of the Study 

The study was primarily concentrated to one (1) manpower outsourcing provider only, 

Paramount Human Resource Multi-Purpose Cooperative (PHRMC).  Surveys were administered 

to all full time staffs from assorted ranks and levels of responsibilities from within the firm, 

comprising those on regular and probationary employment status assigned at the Quezon City 

Corporate Office. 

Paramount Human Resource Multi-Purpose Cooperative was established in 2005 in 

Quezon City, a duly registered entity of the Cooperative Development Authority (CDA).  

Paramount started with 200 members and 2 business partners.  After almost 9 years, they now have 

a roster of more than 6,500 members deployed to 55 business partners (with group of companies 

and franchisees) with functions ranging from butchers, hotel housekeepers to store managers and 

management trainees.  To support the needs of the members and the business partners, they have 

150 office-based personnel handling administration, accounting and human resources. With its 

cooperative set up, it is understood that the firm is legitimately owned and operated by its worker 

members. The membership is open and voluntary. Being a labor-managed firm, the organization 

is characterized by democratic control at all levels and workers are expected to share in its profits. 

 

Sampling Procedures 

The study utilized both regular and probationary employees of PHMC, particularly those 

from the core groups human resource department and finance department.  A sample frame or 

complete employee masterlist was provided by the Human Resource Department for easy 

identification of those who will be part of the study however due to respondents’ availability, the 

researcher had to resort to convenience sampling, a non-probability sampling technique 

considering the challenge mentioned. In this method, the researcher used respondents who were 

available to participate and take part in the survey study.  Here, the convenience samples were 

composed of individuals who were easy to reach at the time the survey was conducted. Subjects 

were chosen because of their convenient ease of access and proximity to the researcher. Note 

however that despite this challenge, the researcher made sure that the sampling technique utilized 

still satisfied the requirements of the statistical treatment employed to guarantee valid and reliable 

analysis and interpretation of data. 
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Research Instruments 

Organizational Culture  

Organizational Culture Survey (OCS) by Denison (2012) 

 

The OCS is founded on four (4) cultural traits that have been shown in the literature to have 

an influence on organizational performance: involvement, consistency, adaptability and mission 

(Denison & Mishra, 1995; Gordon & Di Tomaso, 1992).  It is a self-administered survey consisting 

of 60 questions with four subscales, with one subscale measuring each of the cultural feature 

dimensions-involvement, adaptability, consistency and mission.  Each of these traits is determined 

with three component or segment indexes and each of those indexes is appraised and gauged with 

five survey items  in the form of a 5-point Likert type scale with values ranging from 1 (strongly 

disagree) to 5 (strongly agree).  The instrument was approved by the author for free usage with up 

to 500 respondents.  A few sample items as discussed by Yilmaz (2008) are: “most employees are 

extremely immersed in their work.”, “information is broadly and extensively discussed so that 

each one can get the material he or she needs when it is needed” (Asmawi, 2011) (involvement 

trait), “the way things are done is very flexible and simple to change” (adaptability trait), and 

“attempts to create change usually meet  with resistance” (adaptability trait, reverse item), “our 

approach to doing business is very reliable and foreseeable” (consistency trait) and “there is a 

long-term purpose and direction)” (mission trait).   

The coefficient alpha for the involvement scale was .76, and for the adaptability scale was 

.63 as cited by Khan, S.Z. (2011) in his study of organizational change and the role of 

organizational culture and employees’ trust in their managers).   The instrument was also utilized 

in study of the relationship between organizational culture and readiness to change in a U.S. 

military group within Japan by Todd Carver (2012) and the author has confirmed the coefficient 

alphas for the four subscales ranged from .70 to .85, demonstrating an acceptable and satisfactory 

level of internal consistency for all indexes (Denison et al, 2006).  The complete survey items with 

corresponding culture indexes are presented in Microsoft Excel File format.  Sarah Patrick of 

Denison Consulting provided a resource of a wide variety of published articles on their website 

that can give further background on statistical validation, literature reviews and methodology.   

It is noteworthy to mention that as a result of the suggestions from the proposal defense 

panel, the wording of Denison’s questionnaire was improved to be more understandable to 

PHRMC employees. The instrument was likewise pre-tested by facilitating it to fifteen (15) 

respondents from another Philippine-based manpower outsourcing company. These respondents 

comprised a mix of human resource practitioners and accounting staffs. The results of the pre-test 

were checked and validated to Reliability Analysis to determine the dependability and consistency 

of the survey tool. The alpha values generated were found to exceed the acceptable level of .60 in 

empirical research as expressed by Hair, et al (1998).  This is shown in Table 1. 
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Table 1: Summary of Cronbach’s Alpha Values for Improved Denson OCS 

_________________________________________________________________ 

Dimension   Item Numbers  Cronbach’s Alpha 

________________________________________________________________ 

 

Involvement            #s 1-15   .902 

 

Consistency    #s 16-30   .897 

 

Adaptability              #s 31-45   .861 

 

            Mission   #s 46-60   .845 

_________________________________________________________________ 

 

Readiness for Change 

1.) Organizational Change Recipients’ Belief Scale (OCRBS) by Armenakis et al (2007) 

The OCBRS is a self-administered survey comprising of 24 questions with a 5-point Likert 

type scale with values ranging from 1 (strongly disagree) to 5 (strongly agree).  Permission to 

utilize the OCRBS has been granted.  OCRBS is a suitable evaluation instrument that is relevant 

and can be utilized throughout all three phases of organizational change: readiness, adoption, and 

institutionalization.  It is a psychometrically comprehensive measure that measures five key and 

critical beliefs recorded in previous study to be appropriate and valid to organization development 

and change efforts (Armenakis, 2007).  The instrument calculates an organization’s readiness for 

change by ascertaining the range and level to which the (hrd.sagepub.com) members’ beliefs 

involve necessary precursors to change, including discrepancy, appropriateness, efficacy, 

principal support and valence.   

Internal consistency reliabilities were acceptable for both the subscales and the overall 

OCRBS in each of the three firms described in three previous studies as quoted by Armenakis, et 

al (2007).  Specifically, coefficient alpha for discrepancy, appropriateness, efficacy, principal 

support, valence, and overall change recipients’ beliefs for Medical Division (MD) were .92, .95, 

.86, .87, .90, and .94, respectively (Armenakis, 2007). Coefficient alphas for Plant Manager of a 

goods manufacturer (PM) were .89, .89, .76, .75, .82 and .90, respectively (Armenakis, 2007).  

Finally, coefficient alphas for Public Safety Organization (PSO) were .70, .92, .76, .69, .78 and 

.92, respectively. 

A few sample as cited by Rashid, Humayun Zhao, Lin (2010) items are : “we needed to 

change the manner  we performed some things in this organization” (discrepancy), “I believe the 

change from [this] to [that] will have a favorable outcome on our processes ” (appropriateness),” 

I believe we can effectively apply this change” (efficacy) , “Most of my valued colleagues have 

welcomed the change” (principal support) and “The change from [this] to [that] will benefit me” 

(valence).  

 The original assessment instrument can be found in:  Van den Heuvel, Schalk, & van 

Assen 2015; Armenakis A.,Bernerth J., Pitts J., and Walker H. (2007).   Organizational Change 

Recipients’ Beliefs Scale: Development of an Assessment Instrument. Journal of Applied 

Behavioral Science 43; 481.  Downloaded from http://jab.sagepub.com by on May 5, 2009.  The 
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instrument was also utilized in the study of transformational leadership and change readiness using 

assessments for near-term perspective organizational intervention by Stephen Donald Griffith 

(2010).  The scales developed by Holt, Armenakis, Field, and Harris (2007) are in accord with the 

procedure described by Hinkin (1998) for scale development (Khan, 2011). 

 

Method of Data Collection 

Primary Sources 

Before the cascade, implementation of the study and data gathering, clearance was  

obtained from the Human Resource department of the company.  Procedures and timeline details 

were clearly defined to make sure that the much needed responses are gathered on the date agreed 

by all.  Once the survey questionnaire forms were approved and validated for usage, an orientation 

was conducted on how the questionnaires will be accomplished.  An interview with key human 

resource representatives was made as well to understand fully the current situation and issues of 

the organization relating to change readiness. 

The researcher collaborated with the human resource division of the company in the 

briefing, cascade of instructions, reminders and distribution of survey questionnaires. A complete 

employee masterlist was secured from human resource department.  For the first batch of thrity 

(30) respondents, this researcher had the survey questionnaires administered and distributed 

herself among all full time direct hired office employees (both regular and probationary) of the 

outsourced human capital solutions cooperative, PHMRC in Quezon City. Before giving the 

survey form, the purpose of the study and questions wer explained to the respondents so they can 

easily fill the survey forms with suitable replies.  A human resource representative was present the 

entire time to assist the researcher on the conduct of the survey. Accomplished survey sheets were 

all collected from the thirty (30) respondents soon after on the same day, November 12, 2015.  

A second run of the survey was done on November 23, 2015. Administered by PHRMC 

HR Account Manager for the remaining twenty eight (28) respondents, the accomplished answer 

sheets were mailed to the researcher shortly after. 

It is important to mention that a consent to record survey responses was obtained and a 

confidentiality clause was specified in every survey question form to assure respondents of the 

privacy of the data gathered.  After collecting the accomplished survey forms, these questionnaires 

were coded and entered into SPSS (version 20) for further examination and analysis. 

Secondary Sources 

Secondary sources were also be utilized.  Scholarly and business-related journals from 

online resources were used in this research paper.  Most of the material included in the review of 

related literature came from online Internet-based journals and unpublished books and theses from 

the DLSU online library and Proquest.  These were examined to further answer and augment the 

research objectives of this paper.  The Internet sources also include the company website and other 

Internet articles. 

 

Methods of Data Analysis 
To facilitate analysis and interpretation, the data gathered from the survey feedback of the 

respondents for the period November 12, 2015 and November 23, 2015 were studied and evaluated 

using the descriptive and quantitative method.  The survey questionnaires given to the respondents 

provided data coming from the employees’ perspective. To address the main problem and 

objectives of the study, the data were treated statistically to further understand the relationship of 

the variables.  
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Using the Denison Organizational Culture Survey, the dominant culture traits in both 

organization units (human resource department and finance or accounting department) were 

measured based on the following: Adaptability, Involvement, Mission and Consistency. Analysis 

of the data was done using descriptive statistics and this method includes computing mean, 

frequencies and standard deviations. The highest scores for the dimensions of organizational 

culture determines the culture dominant in each of the organizational unit. The test instrument 

Organizational Change Recipients’ Belief Scale (OCRBS) was used on the other hand, to measure 

the other variable, readiness to change, details of which were discussed above. 

The survey responses were examined using Microsoft Office Excel data analysis and SPSS 

(version 20.0) statistical software. Using the Microsoft Office Excel, the survey scores of 

organizational culture (independent variable) per respondent and per organizational unit were 

taken by averaging the scores that represent each organizational cultural trait in the survey.  There 

were a total of sixty survey responses for each respondent, each of the four cultural traits accounts 

for fifteen of the survey questions.  An averaging of scores per respondent and per organizational 

unit or department was also made on readiness to change based on the twenty four survey 

questions, each representing the five variables- discrepancy, appropriateness, efficacy, principal 

support and valence. The descriptive statistical analysis, particularly the mean, frequencies and 

standard deviations helps assess the dominant culture trait of each organizational unit and likewise 

determine the respondents’ level of readiness for change. 

By using Spearman Rho correlation analysis, the researcher intended to prove the first 

and second hypothesis which asserts that “readiness to change is strongly associated with 

adaptability and involvement cultural traits” and “readiness to change is moderately associated 

with mission and consistency cultural traits” as what the literature have earlier presented. The data 

was statistically tested using Spearman’s rank correlation coefficient because it is appropriate for 

ordinal variables-the variables used for the present study. It is also a nonparametric measure of 

statistical dependence between two variables for distributions that are not normal.  

The said statistical treatment is utilized for the study since it is appropriate in measuring 

the strength and direction of association that exists between two variables measured on at least an 

ordinal scale. In the present study, there is a clear ordering of the variables. For instance, a 5-point 

Likert scale was utilized to measure organizational culture and readiness to change (e.g., a 5-point 

scale from “strongly agree” through to “strongly disagree”).  Laerd Statistics (2013) explains that 

it is only appropriate to use a Spearman’s correlation if the data “passes” two assumptions that are 

required for Spearman’s correlation to give researchers a valid result. The present study is believed 

to have met the said assumptions (the two variables should be measured on ordinal scale and there 

needs to be a monotonic relationship between variables) since the variables under study are both 

on ordinal form as earlier discussed and there is a presumption explaining that when either the 

variable increase in value together, or as one variable increases, the other variable decreases.  

An inspection and analysis of the difference between levels of readiness to change of 

Adaptability and Involvement-dominated organizational units as well as Mission and Consistency-

dominated organizational units was also made using Kruskal-Wallis H Test. This statistical 

measure is a non-parametric test-this means that it does not presume that the data or numbers come 

from a distribution that can be absolutely illustrated by two parameters, mean and standard 

deviation (the way a normal distribution can). The said statistical method is the best to test the 

third research hypothesis for the following reasons: first, the dependent variable (readiness to 

change) is measured at the ordinal level, particularly likert scales (e.g., a 5-point scale from 

“strongly agree” through to “strongly disagree”) (www.ohiolink.edu); secondly, the independent 
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variable (organizational culture) consists of two categorical, independent groups and lastly, there 

is independence of observations which means that there is no association between the observations 

in each group or between the groups themselves. 

 Laerd Statistics (2013) cited as example the different participants in each group with no 

participant being in more than one group. In the present study, respondents either belong to the 

human resource department or accounting division. No one belongs to more than one department. 

All of these assumptions have to be established to ensure that the statistical test or measure being 

used is appropriate for the study. It is believed that if the analysis will result to a p value of less or 

equal to 0.05, it is presumed that the readiness to change is related to organizational culture 

whereas if the analysis will result to a p value that is more than 0.05, it is believed that the variables 

are not related.  

The researcher opted to retain all survey responses despite the presence of missing data 

since the non-response items were actually spread out and accounts for 14 out of 58 respondents 

or 24.14% of the over-all participants of the study. 

 

Results and Discussion 

 

The problem addressed in the current study was that although instant and across-the-board, 

far-reaching changes are customary and expected, many organizations still wrestle and often flunk 

when trying to carry out change initiatives. Thus, this researcher examined the relationship 

between organizational culture and readiness to change in a Philippine-based manpower 

outsourcing cooperative. This section covers the significant findings and the results of the data 

analyses as they relate to each of the research problems of the study. Then, the results are assessed 

in the context of past research in this area and the chapter concludes with a summary. 

 

5.1  The Importance of Human Resource and Finance Perspectives With Regard to 

PHRMC Culture and Readiness for Change 

 Convenience sampling, a non-probability sampling technique, was employed to select the 

respondents of the study. Both regular and probationary employees of PHRMC, particularly those 

from the core group human resource division and finance division, participated in the survey study 

conducted on November 12 and November 23, 2015 at PHRMC Corporate Office in Quezon City. 

A total of 58 employees participated in the study.  77.59% of which from the Human 

Resource Department while 22.41% are from the finance department. The respondents are 

generally young with 67.24% on the age bracket of 19-28 years old (Generation Y) and 32.76% 

on the age bracket of 29-44 years old (Generation X). The respondents are dominated by the female 

population at 55.17% and majority of them are single at 77.59%. Many of these respondents are 

relatively new with the company, about 56.90% of the total respondents have been employed for 

not more than 2 years. Table 2 shows a profile summary of respondents. 
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Table 2: Breakdown And Profiling Of Respondents 
BASED ON DEPARTMENT 

Organizational Unit  Number of Respondents % 

Human Resource  45    77.59% 

Finance    13    22.41% 

 
BASED ON AGE 

Age    Number of Respondents % 

19 to 28 years old (Gen X) 39    67.24% 

29 to 44 years (Gen Y)  19    32.76% 

 
BASED ON GENDER 

Gender    Number of Respondents % 

Male    26    44.83% 

Female    32    55.17% 

 
BASED ON CIVIL STATUS 

Civil Status   Number of Respondents % 

Single    45    77.59% 

Married    13    22.41% 

 
TENURE 

Tenure    Number of Respondents % 

Below 2 Years   33    56.90 

2 to 5 Years   21    36.21 

6 to 9 Years   3    5.17% 

10-15 Years   1    1.72% 

 

 Since the current study focused on the relationship of organizational factors, specifically 

organizational culture on readiness for change, the demographic variables and its relationship to 

change readiness have yet to be tested.  However, it is noteworthy to mention that the profiling 

done displays the organizational members’ attributes which in one way or another gives the 

organization a general view of how diverse today’s workforce is.  The data presented also may 

guide the organization on the necessary reinforcement needed to match the change agents’ 

attributes for it is not only the kind change being introduced that matters now but also the 

characteristics of potential adopters and change agents.  Taking this into account, it follows that 

strategies must be delivered, carried out and be assessed eventually to ensure effectiveness in this 

context.  

Truly, undertaking change in the workplace is the hardest and most challenging thing to 

do for an employee.  Not all employees can willingly and enthusiastically adapt to organizational 

changes.  Employees will need time to attune and deal with changes introduced in the workplace.  

With the presence of multi-generations in today’s businesses as shown in Table 2, these 

transitions can’t happen instantly.  These unpredictable episodes and circumstances in the 

workplace will need time as habits do not change abruptly.  One should never be in a rush to see 

effects of change immediately.  The organization must also give ample time to the employee 

workers for them to get along and relate as the transition happens for we cannot force anyone to 

embrace change all of a sudden.  
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To institutionalize change, Armenakis et al (1999) explained that a chain of pattern or 

process is expected to come about and that a certain level of readiness must be present before a 

person adopts to change.  Institutionalization is best achieved once the person completes the 

change process.  Varying levels of openness and commitment to change may have its effect on 

the success of change implementation however it is also for future researchers to investigate 

further as this study specifically focused on knowing the relationship of organizational factors, 

particularly organizational culture to readiness to change and did not really dwell on the 

relationship of individual factors (i.e. perceived control, flexibility, candidness to change, 

dedication to change, and engagement) to readiness for change. 

Further, the profiling done does not blatantly describe how employment tenure among 

many other demographic variables, relate to change readiness for it is also for future researchers 

to study further given the scope and limitation of the current research.  It would be too premature 

to conclude employment tenure as a predictor for change readiness given the extent and coverage 

of the study as earlier presented.  The profiling of respondents as shown in Table 2 may guide 

PHRMC direct their interest to the group which appears to have depleted intensities of readiness 

for change on the basis of demographics.  As support to this, the succeeding tables 5, 6 and 7 

provides a summary mean score of each division’s level of readiness for change on an overall 

view and on a per component basis.  

Looking at the demographics just presented and considering the challenge of PHRMC in 

achieving “oneness” and integration of teams despite the so many changes in their daily operations, 

it seems apparent that today’s workforce is diverse and dynamic.  This diversity which translates 

to differences in beliefs, values and cultural orientation just proves how people behave and react 

differently with everyday situations.  These everyday life-changing situations however need not 

be too traumatic and nerve-racking for employees.  Organizations have to constantly remind 

themselves of their obligation in ensuring that best effort is done to guide the employees in 

accepting change, thus bringing them to a state of readiness.  As business partners, PHRMC’s core 

divisions are not only key players but also change agents for both human resource and finance 

divisions’ daily operations have the biggest impact to organization. 

Building on the idea just presented, the role of human resource division and finance 

division becomes more critical as the demands of their client company gets even higher.  The 

Human Resource Division which is engaged to be responsible for the following key functions – 

attract and onboard, develop and deploy, motivate and retain and also, partner and collaborate 

therefore has to position themselves ready for these challenges.  On the other hand, the Finance 

Division which is tasked to deliver the daily financial and operational efficiencies of the business 

should likewise put themselves at the front row of any change initiative particularly the ones that 

relate to financial perspective, internal operations development and customer perception. The 

collaboration of these organizational units is essential to the business for its daily operations is a 

chain of process and the role each of the individuals matter at any given phase. Truly, adapting to 

change and anticipating it is a reality which the organization has to embrace for there is more 

change coming. Both the human resource and finance division are business partners and the kind 

of work they do contributes to the success or failure of the organization that is why PHRMC has 

to invest in culture building to take the people to a state of readiness and acceptance of any change 

initiative. 
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5.2 Prevalent Organizational Culture of Human Resource Division: Involvement   
 The organizational culture dimensions were scored using Likert’s 5-point  scale in terms 

that illustrate and define their organization as it is at the present time with 5 as “Strongly Agree”, 

4 as “Agree”, 3 as “Neutral”, 2 as “Disagree” and 1 as “Strongly Disagree”. 

From the study conducted, it was found that the Human Resource division is Involvement-

led, as shown by the generated mean which is 3.99-the highest among all the other three culture 

traits. Table 3 shows a summary of the organizational culture mean scores of respondents from the 

human resource division. 

 
Table 3 

Average Mean Scores On Organizational Culture: 

Human Resource Division 

_______________________________________ 

Culture Type   Mean 

_______________________________________ 

Involvement   3.99 

Consistency   3.72 

Adaptability   3.78 

Mission    3.71 

_______________________________________ 

 

Involvement Culture, as described by Denison (2012) is where the work environment 

cultivates a friendly place to engage in. The dimensions of empowerment, team orientation and 

capability development is said to be evident in this kind of culture trait (Denison 2012). It is 

believed that organizational cultures high in involvement and participation produce among its 

people a sense of ownership and accountability (Denison, 2012).  Similarly, the Competing Values 

Framework by Quinn (1988) has coined it as “Group or Clan” culture which has the characteristics 

of teamwork, participation, empowerment and concern for ideas. 

 True to its sense, the dimensions empowerment, team orientation and capability 

development are apparent to human resource practitioners for their work is not limited to talent 

acquisition but also in the maintenance and advancement of human resources.  In the context of 

empowerment, the human resource division through its efforts in making people engaged in the 

work place, continuously makes employees feel educated, interested and immersed in the work 

that they do.  The human resource division ensures that the employees feel they have a clear and 

positive influence to the organization.  As to team orientation, the thrust of the human resource 

division to establish strategic alliance is manifested in their constant endeavour in culture building 

and industrial peace.  Teamwork is nurtured, encouraged and practiced.  They constantly aid 

employees in understanding and appreciating partnership and alliance, likewise, feel equally 

responsible for common goals and objectives.  The right work environment and culture is displayed 

though its effort in ensuring dynamic and fun company culture.  Its role in ensuring capability 

development is also clearly felt and seen through their efforts in promoting career management, 

work enrichment, training and development. 

Generally, the human resource division is tasked to promote development and productivity 

by making sure that the people are ready, prepared and willing to pursue both professional and 

personal development.  Career development and growth (career progression and succession 

planning), competency build up and performance management, learning, education and 

consultation all fall into this category. The Human Resource Division guarantees that the 
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employees are empowered and that their skills and competencies are increased to higher levels and 

are upgraded.  By this, the organization is also assured that it employs people who have the skills 

necessary to efficiently operate at high levels consistently. 

 

5.3 Prevalent Organizational Culture of Finance Division: Mission 

It was established that the Finance Division is more mission-led, as shown by the generated 

mean score of 4.16. Table 4 displays a summary of the organizational culture mean scores of 

respondents from the finance division. 
Table 4 

Average Mean Scores On Organizational Culture: 

Finance Division 

_______________________________________ 
Culture Type   Mean 

_______________________________________ 

Involvement   4.10 

Consistency   3.99 

Adaptability   4.06 

Mission   4.16 

_______________________________________ 

 

The mission culture as described by Denison (2012) looks at goals and objectives, 

strategic direction and intent and vision as vital components.  Similarly, Quinn’s (1988) 

Competing Values Framework introduced the “Rational or Market” culture where task focus, 

clarity, efficiency and performance are the identified elements present.  These traits resembles that 

of Denison’s Mission culture and clearly, it can be established that organizations that are mission-

led drives people to know where they are heading and how they are going to get there. 

Relating these dimensions with the characteristics of accounting personnel, it is seemingly 

understandable to expect that they have positioned themselves to be aligned with the strategic 

direction of the organization to meet operational efficiency.  These people are known to be focused 

and determined by goals and objectives.  Knowing how tedious their job can be, they still manage 

to stay focused on the organization's objectives. Employees understand the key strategies of the 

organization and they understand the vision and its implications for the work they do.  They 

generally feel that there is clear line-of–sight and everyone working has a clear sense of purpose.  

In the context of Goals and Objectives, the Finance Division is generally observed to have 

the consciousness and awareness of how the short-term goals are linked with their day-to-day 

work.  They understand how ambitious their goals could be but believe all these are realistic. In 

understanding Strategic Direction and Intent, they recognize the key strategies of the 

organization and relate it with their work. They understand the Vision and its repercussions for the 

work they do.  This clear foresight motivates and excites them to drive for excellence and 

efficiency. 

 

5.4 Levels of Readiness for Change : Human Resource vis a vis Finance Division 

 Table 5 shows the respondents’ average scores in the 24-item survey on readiness for 

change. The readiness for change dimensions (discrepancy, appropriateness, efficacy, principal 

support and valence) were scored using Likert’s 5-point  scale in terms that define their 

organization as it is at the present time with 5 as “Strongly Agree”, 4 as “Agree”, 3 as “Neutral”, 

2 as “Disagree” and 1 as “Strongly Disagree”.  
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Table 5 

Overall Average Mean Scores Of Respondents 

On Readiness For Change 

 

Division   Number of Respondents Mean RC 

1 (HR)    45    3.94 

2 (Finance)   13    4.28 

 

Contrary to what is expected, the present study reveals that the mission-led group (Finance 

Division) is more ready for change as compared to the involvement-led group (Human Resource 

division) which proves to have only a moderate association between culture and readiness for 

change as expressed by the means scores in Table 5.  

The Human Resource Division, which was described as involvement-dominated, looks at 

empowerment, team orientation and capability development essentially important.  Because of 

this, employees feel mutually accountable for common goals.  Having this in mind, they may 

develop a deep feeling of belongingness and participation.  However despite it being too fluid and 

adaptable, the human resource department is still expected to be on the side of the management all 

the time for  they are not only policy makers but also the “eyes and ears” of the organization.  They 

still rely on the management’s directives for all important decisions concerning the organization 

and its people.  Considering its nature, their being collaborative permits more opportunity to work 

watchfully and intently with the management in making crucial and valuable decisions for the 

company.  With their consultancy function, HR practitioners are very much involved in dealing 

with the everyday issues concerning people. Being an “alter-ego” of the management, the Human 

Resource Division despite their undeniable involvement and participation, is still likely to align 

with the management because of the very nature of their work functions. 

On the other hand, the Finance Division which was found to be mission-led appears to be 

more ready to embrace change than involvement-led Human Resource group for the goals and 

objectives, strategic goals and intent and vision all make these people realize the value of having 

efficient and competent leaders who “walk the talk”.  Employees who trust the management’s 

directions and objectives may have position themselves ready to face changes for they feel that the 

organization has clearly defined the goals and objectives which ensues success.  The employees’ 

trust on their management makes them more ready to accept any change initiative as may be 

prescribed by the organization.  Employees seem more ready to go through whatever direction 

their efficient leader drives them because they know that the organization’s clear purpose gives 

them a sense of direction. 

A mission-led division, it is somehow expected that wherever the management drives them 

to go, they will follow since they acknowledge how the strategic direction and intent of the 

organization leads them to achieving operational efficiency and success.  They understand fully 

well how the purpose and intentions of the business prepare them to the road of success that is why 

have positioned themselves ready to support the management with its aims.  By “walking the talk”, 

the respondents from this group feel that the influence of their leaders perform an essential  part in 

the success of any change effort.  Equally important also is developing a belief that some change 

is necessary and that they are capable to implement the change initiative (Armenakis, 2007).  The 

respondents also think of the potemtial benefits and advantages of the change initiative which 

makes them all the more motivated to support that change (Armenakis, 2007). 
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 On a per dimension basis, Table 6 and Table 7 shows a summary of mean scores of 

readiness for change both for the human resource and finance division. 

 
Table 6 

Average Mean Scores Of Respondents On Readiness For Change 

Human Resource Division 

______________________________________ 
RC Dimension  Mean RC 

______________________________________ 

Discrepancy  4.11 

Appropriateness 3.94 

Efficacy  3.97 

Principal Support 3.87 

Valence  3.86 

_____________________________________ 

 

 As shown in Table 6, the dimension “Discrepancy” generated the highest mean score 

among all the other four (4) for the human resource division. There seem to be an indication that 

the belief that some change is needed is evident among the human resource group. There seem to 

be a strong certainty that a necessity for change exists. Being an Involvement-led group, it is 

somehow expected that these people are conscious of the need for change for the human resource 

division is constantly in the look-out to improve their systems and processes. Empowerment, Team 

Orientation and Capability Development which are all essential elements of the culture trait 

“Involvement” only proves that as the organization advances, it constantly drives their people to 

“oneness” by upgrading their skills and competencies. There is a shared sense of accountability, 

ownership and commitment of the employees and it is apparent in their display of consciousness 

and acceptance of the need for change.  

 The Finance Division, on the other hand, generated the highest mean score for Principal 

Support at 4.31 as can be seen in Table 7. Although it appears to be the highest of all, it is 

noteworthy to mention that the mean scores for Discrepancy, Appropriateness Efficacy and 

Valence are so close that the researcher had to consider all five (dimensions) essential in the 

analysis of the data.   

 

Table 7 

Average Mean Scores Of Respondents On Readiness For Change 

Finance Division 

______________________________________ 
RC Dimension  Mean RC 

______________________________________ 

Discrepancy  4.29 

Appropriateness 4.29 

Efficacy  4.26 

Principal Support 4.31 

Valence  4.23 

_____________________________________ 
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Having garnered an overall mean score 4.28 for all five dimensions of readiness for change 

which is higher than the generated overall mean score from that of the human resource division, it 

only proves to show just how their being Mission-led is linked to their readiness for change.  The 

results have revealed that by seeing their leaders “walking the talk”, they are all the more 

convinced of the organization’s transparency, particularly on its goals and objectives, the strategic 

direction and intent, as well as vision.  Leadership is influence and this influence drives decisions 

and results.  Knowing that the support system of their mentors and leaders are there to guide them 

through these challenging times of change is more than enough for them to feel that they are ready 

to embrace whatever change initiative the organization is planning to take. 

 In this particular case, the Finance division which is mission-led appears to be more ready 

for change than the Human Resource division, an involvement-led group.  A probable reason for 

this could be because there is an acknowledgement that indeed, principal support or the influence 

of leaders have much to contribute to the likelihood of whether or not the people will buy the idea 

of change in the organization. Denison (2012) has emphasized goals and objectives, strategic 

direction and intent and vision as core components of a mission-driven organization and for this 

particular study, it appears that these concepts align with the statistical data, confirming just how 

principal support or leadership influence is clearly manifested in organizations that are mission-

led.  It therefore confirms Denison’s (2012) argument, stressing that organizations tend to operate 

more efficiently when there is a clear direction and vision as to where they are heading.  With the 

key role of leaders and support system in the work place, it is more likely that the strategic 

directions of the organization are well embedded in each and every individual across the company. 

On the other hand, the Human Resource Division which was found to be Involvement-led, 

just proved how the core components of empowerment, teamwork and capability development are 

apparent in their everyday work.  As the statistical data on readiness for change suggests, scoring 

high on “discrepancy” is a clear indication of acceptance that indeed, these people acknowledge 

the need for change.  This acknowledgement may not imply readiness to accept that change 

instantly but at least the organization is getting ready to be at the level of certainty and full 

acceptance of that change.  True to its sense, human resource practitioners are business partners.  

They are perceived to be the “alter ego” of the organization.  The human  resource practitioners 

are not just planners but doers as well for they are engaged to echo and cascade any change 

initiative as directed by leaders.  As such, having the consciousness and realization that change is 

needed prepares them to a state of eagerness and enthusiasm for change.  Having a clear mindset 

and strong belief that change is needed is a step to achieving readiness for change. 

 

5.5 The Relationship between Organizational Culture and Readiness for Change 

Table 8 presents Spearman’s correlation, and its significance value. The sample size 58 is 

where the calculation was based on. As can be seen, the Spearman’s correlation coefficient is 

0.706 for Mission trait with a p-value of .000. 

 
  



  4th National Business and Management Conference 

  Ateneo de Davao University 
  July 22-23, 2016 

 

596 

 

Table 8 
Correlation Coefficient and p-value Summary of Organizational Culture Traits 

and Readiness for Change using Spearman Rho Correlation Analysis 
 

DIMENSION   CORRELATION  SIG. (2-TAILED)  INTERPRETATION 

COEFFICIENT     

Readiness & Involvement .426  .001  moderately associated 

Readiness & Consistency .590  .000  moderately associated  

Readiness & Adaptability .578  .000  moderately associated  

Readiness & Mission  .706  .000  strongly associated  

 

 Looking at the data presented, it appears that among the four organizational culture types, 

only one has shown a strong association with readiness for change.  As can be seen in Table 8, 

only the Mission trait generated a correlation coefficient between .67 to 1.00 which indicates a 

strong association while all the other three organizational culture traits has proven to have 

moderate association only to readiness for change.  Hypothesis 1 is rejected for the reason that the 

results have shown moderate association only both for Adaptability and Involvement culture traits 

to readiness for change as evidenced by the correlation coefficient and p-value seen in Table 8. 

Thus, with the data at hand, this present research is then found to be in contrast to study of 

Smircich (1983) which emphasized that the two cultural dimensions of involvement and 

adaptability are the ones that are useful for organizational change or employees’ readiness for 

change.  This present research likewise is in contrast to the argument of Denison and Mishra (1995; 

p. 216) explaining that “involvement and adaptability express traits associated to an organization’s 

ability to change.  Unlike the previous studies, this author has found the contention that 

involvement and adaptive culture are helpful for implementation of change not strong enough 

given the present finding showing only a moderate association for Adaptability and Involvement 

culture traits to readiness for change.  Also contrary to what is expected, the results of the study 

does not confirm the claim that firms that are high  in involvement and adaptability traits can adjust 

in response certain conditions and circumstances since the findings of this study has proven that it 

does not hold true for select samples, particularly on PHRMC employees.  This may be due to the 

kind of samples employed but it is also for future researchers to examine further.  The respondents 

of this present study which are primarily human resource practitioners and finance employees on 

probationary and regular employment status from a manpower outsourcing cooperative may have 

characteristics and salient features which may have an influence on the analysis and interpretation 

of data.  Hence, it is suggested that further investigation has to be made on demographics or 

individual factors and its relation to change readiness to conclude this. 

This study also lacks the evidence to prove that involvement and adaptability culture-

dominated organizations tends to be successful at being inventive and gratifying their customers 

because the association of these culture traits to readiness for change does not qualify to be strong 

enough to support the claim.  In the same way, this present study also does not support the Dynamic 

Tension of External Focus as explained by Denison (2012) which argued that the organizations 

are skilled and proficient to adjust and change in response to what they grasp and see and hear 

from their customers and other stakeholders when the culture trait of adaptability is prevalent.  

Evident also in the result of the present research is the non-confirmation of the earlier notion that 

participation and involvement assumes greater significance when organizations are contemplating 

and implementing change (Mdletye, Coetzee  & Ukpere, 2014) for the association is not strong 

enough to support it.  Just the same, the present study also does not prove that such cultures are 



  4th National Business and Management Conference 

  Ateneo de Davao University 
  July 22-23, 2016 

 

597 

 

likely to be efficient in reducing defiance to change (Saruhan, 2014).  Further, it also lacks support 

in justifying the argument of Quinn & Cameron (2012)  using the Competing Values Framework 

explaining that an organization that gives emphasis on group or clan culture (similarly regarded to 

as Involvement trait)  where the organization places superior emphasis on teamwork, participation, 

and consensus (Yazici, 2011) fosters more flexibility in dealing with changes.  The present study 

also does not confirm the idea that employees are more likely to have higher degree of readiness 

for change when they recognize their work situation to have the qualities and features associated 

with involvement/group or clan culture (Eby et al., 2000; Jones et al., 2005; Journal of 

Organizational Change Management, 2014).   It also appears that this study is in contrast with the 

earlier findings stressing that involvement-led organizations are more likely to be prepared 

psychologically or emotionally and ready to employ change initiatives (The Journal of 

Organizational Change Management, 2014) since the results are not strong enough to prove these 

claims. 

 As to Adaptability culture trait, it appears that with the select samples used in the present 

study, the result is not strong enough to support the contention of Cameron and Quinn’s (2006) 

claiming that adaptable cultures are supportive of organizational change and are flexible in relation 

to the changing environment since the present study has found only a moderate association 

between the adaptability culture trait and readiness for change.  Hence, it also does not support the 

earlier literature asserting that though there is abundant evidence and proof of a strong relationship 

between adaptive cultures and organizational performance and change (Management Research 

News, 2012), such cultures will first create employee readiness for change and that in turn this will 

help achieve other objectives such as high organizational performance and change as stressed by 

Khan (2011). The results of the current study does not also confirm the earlier view of The Journal 

of Organizational Change Management (2014) explaining that organizations dominated by the 

Adaptability (also referred to as adhocracy/developmental in the Competing Values Framework 

by Quinn) culture type models a dynamic, vigorous, enthusiastic and  innovative stance nature and 

tend to be flexible . Similarly, the present study does not support the previous findings explaining 

that organizational members who perceive their work environment to have traits and 

characteristics associated with the Adaptability culture are more likely to have higher intensities 

of readiness for change (Zammuto and Krakower, 1991; Zammuto and O’Connor, 1992; Journal 

of Organizational Change Management, 2014) for the present study lacks the evidence to prove 

this. Thus, it also disproves the earlier presented literature that  employees who evaluate their 

organizational culture as being high in adaptability culture values have higher levels of readiness 

for change (i.e. are more likely to keep a positive mindset and opinion towards organizational 

change) (Journal of Organizational Change Management, 2014). It is noteworthy to mention that 

in the same way, the result of the present study does not confirm the concept that a culture that is 

friendly or receptive of risk can support innovation (Yusof, Nor'Aini Binti, 2010; Ramayah et al., 

2005) as it also does not prove the assertion that firms with innovative cultures are more expected 

to be successful at employing new ways and routines (Yusof, Nor'Aini Binti, 2010; Ungan, 2007).  

Relatedly, this research also does not concur with Lim (2008) in his argument, explaining change 

is easier to implement within organizational cultures that are supportive and empowering of 

employees (Sopow, 2007) for this study has found these traits to be moderately associated only to 

readiness for change. 

 Although it generally appears that the outcome of the study is outside of the customary, 

this researcher finds it unsurprising for people to respond to change differently, considering the 

diverse and dynamic workforce.  Assessing and measuring the culture of each organizational units 
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is made easy now with the use of the Denison OCS and identifying these organizational units to 

fall under Involvement or Adaptability is in itself a big help for companies for they now realize 

just how empowerment, team orientation and capability development which are all components of 

involvement culture prepares people to a state of acceptance and acknowledgement of change.  

Likewise, creating change, customer focus and organizational learning which are all essential 

characteristics of Adaptability culture prepares these people to a state of readiness as well by 

creating consciousness towards customers’ satisfaction (Yilmaz, 2008).  

 The moderate association of these two culture traits to change readiness might sound odd 

but considering the array of possible behavior patterns or chain of reactions that can be drawn from 

these changes, it is more logical to believe that people may also be driven by a lot of many other 

circumstances not limited to their beliefs and assumptions-among others, it could be the leader 

support or having a clear strategic direction and intent or probably having a clear vision of where 

the company is going.  All these circumstances if joined with a clear mindset and understanding 

of change as something constant and valuable assures a higher level of readiness as Armenakis 

(2007) has explained.  Depending on the nature of the business or the kind of work that the 

employees are engaged to do, these people may develop varying responses and patterns of behavior 

which later on translates  to the kind of decision they make- whether to accept or reject change. 

 Hypothesis 2, on the other hand which surmises that readiness to change is moderately 

associated with mission and consistency cultural traits, is partially accepted since the mission 

culture trait is found to be strongly associated with readiness for change while the consistency 

culture trait is found to be moderately associated to readiness for change as evidenced by the 

correlation coefficient and p-value seen in Table 8. 

 The strong association of mission culture trait to readiness for change is supported by the  

earlier presented data describing the finance division as mission-led and that based on the overall 

mean scores, the group appeared to be more ready for change compared to the human resource 

group which is described to as involvement-led. Thus from the results presented in Table 8, the 

present study does not confirm the earlier literature explaining that organizations which culture 

trait is dominated by the Mission trait are more probable to have low strength of readiness for 

organizational change (The Journal of Organizational Change Management, 2014; Journal of 

Organizational Change Management, 2013) since the data analysis leads to the conclusion that the 

Mission trait is strongly associated with readiness for change given the samples. 

 On the other hand, the present study confirms and accepts the argument of Zammuto et al. 

(2000) asserting that organizations characterized by the Consistency culture (also referred to as 

Hierarchal in Quinn’s Competing Values Framework) do not support innovation, resourcefulness 

and creativity (Journal of Organizational Change Management, 2014) as evidenced by the 

correlation coefficient and p-value seen in Table 8.  In addition, it also supports the contention that 

these organizations battle and contest the implementation of transition effort and disregard or 

dismiss environmental stimuli (Zammuto et al., 2000; Journal of Organizational Change 

Management, 2014) for the results has shown only a moderate association of consistency trait to 

readiness for change. subsequently, the members of Consistency-dominated organization are more 

expected to have undesirable stance and mindset concerning the organizational change (The 

Journal of Organizational Change Management, 2014) therefore showing a weaker correlation as 

evidenced by the correlation coefficient of 0.590 indicating a moderate association of consistency 

culture trait to change readiness. 

From the results just presented, this researcher supposes that the probable reason for the 

Consistency culture to be moderately associated with readiness for change is because the 
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organization, being internally-focused, values the alignment of internal systems, processes and 

behavior thus, values stability over flexibility.  Consistency-led organizations are presumed and 

predicted to ensure useful functioning and operational performance, improved intensities of quality 

and intensified employee satisfaction (Denison, 2012).   

On the other hand, this researcher believes that the strong correlation of mission culture 

and readiness for change as supported by the outcomes of the study further justifies how being 

externally-focused allows organizations to adjust and change in response to what they see and hear 

from their customers and stakeholders.  It is understood that people are well grounded with the 

goals, as well as strategies of the organization and the support they get from their leaders makes it 

a lot easier for them to adapt easily with change. By seeing their leaders “walk the talk”, people 

are expected to create awareness where they are heading and how they are going to get there.  

Because the employees identify Vision and its implications on the work they do, a sense of 

motivation and excitement is developed.  Thus, people are more enthusiastic to support change 

because the influence of their leaders is generally strong.  This is supported by the highest mean 

score generated for Principal Support, an essential component of change readiness particularly for 

respondents who belong to Finance Division. 

To test Hypothesis 3, an assessment of the difference between levels of readiness to change 

and organizational culture was performed. Table 9 presents the results of the Kruskal-Wallis H 

Test. That is, the chi-squared statistic (the “Chi-Square” row), the degrees of freedom (the “df” 

row) of the test and the statistical significance of the test (the “Asymp. Sig.” row). 

 
Table 9 

Mean Rank, Chi- Square And Df  Summary Of Organizational Culture Traits And 

Readiness For Change Using The Kruskal-Wallis H Test 

 

Ranks 
CATEGORY GROUP (CG) N  MEAN RANK 

 

Culture Score (CS)  1 (HR)   45  26.76 

2 (Finance)  13  39.00 

 

 

Test Statistics 

      READINESS 

Chi-Square  5.306 

df   1 

Asymp. Sig.  0.021 

 

 As can be seen in Table 9, the group or department were coded as “1” and “2”, representing 

the human resource and the finance division respectively. The Kruskal-Wallis H Test showed 

that there was a significant difference between a change or difference in readiness and 

organizational culture as presented by the Chi-square = 5.306, p=0.021, with a mean rank readiness 

score of 26.76  for human resource division and 39.00 for finance division. The analysis resulted 

to a p value that is less than 0.05, thus, the variables are related. We therefore accept Hypothesis 

3 asserting that Readiness to Change is related to organizational culture.  

Like Fey & Denison’s (2003) study which explained that there was a positive association 

between the strength of organizational culture in terms of the four established key traits- 
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involvement, adaptability, consistency, and mission (Business Process Management  Journal, 

2006) to readiness to change in U.S. military generals based in Japan (Fey & Denison, 2003) the 

present study supports  how organizational culture is significantly related to readiness for change, 

particularly  among select human resource and accounting practitioner samples in a Philippine-

based human outsourcing cooperative. Likewise, there seem to be sufficient evidence to ascertain 

the statement of Yusof (2011) stressing that organizational culture can act as an obstacle to 

successful change implementation depending on its personality (O'Connor & Fiol, 2006) where it 

was further elaborated that for instance, any efforts to support and assist on the new behaviors that 

are incompatible with present-day cultural actualities are likely to encounter resistance and conflict 

(O'Connor & Fiol, 2006). This certainty develops as a result of   the display and manifestation of 

a p-value of 0.021 which indicates that the variables organizational culture and readiness for 

change are really related. 

Linking all these together, this researcher then ascertains the correlation of organizational 

culture and organizational readiness for change as supported by the findings and analysis of survey 

responses given the select samples.  Truly, culture permits employees to display a wide array of 

behavioral patterns and reactions.  Driven by different beliefs and assumptions, employees may 

have varying levels and capacity to support change however despite this, organizations now 

understand how uniqueness and diversity of today’s workforce makes them  more dynamic and 

competitive.  Equally   important is understanding how  discrepancy,  appropriateness, efficacy, 

principal support and valence which are all fundamental components of change readiness links to 

organizational culture as it contributes to achieving success in the implementation of change  

initiatives.  

 

Conclusion and Recommendations 

 

Conclusion 

Anchoring on Denison’s Model of Culture traits, this study looked into the strength of 

relationship between organizational culture and employees’ readiness to change in a Philippine-

based outsourcing cooperative. From the results and analysis presented, this researcher concludes 

the following:   

Hypothesis 1, that is, “Readiness to change is strongly associated with adaptability and 

involvement cultural traits”, is rejected for the reason that the results have shown moderate 

association only both for Adaptability and Involvement culture traits to readiness for change as 

evidenced by the correlation coefficient and p-value seen in Table 8.  Although it appears unusual, 

these two culture traits which generated a moderate association only to readiness for change just 

proves how diverse today’s workforce can be. Diversity allows employees to respond and behave 

differently when faced with challenging situations. These patterns of behaviours, beliefs and 

assumptions may be influenced by several factors not limited to their understanding of the 

existence of change but equally important is developing awareness that change is needed and that 

they are capable to make that change. To some, leadership support and influence contributes to 

their readiness to embrace changes while some looks at the gains and benefits they can reap as 

enough reason for them to believe that they must embrace change. Such moderate association may 

be attributed to the characteristics and kind of job that they have. This however calls for further 

study to prove if the assumption could be true using the same samples. 

Hypothesis 2 on the other hand, that is, “Readiness to change is moderately associated 

with mission and consistency cultural traits”, is partially accepted since the mission culture trait is 
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found to be strongly associated with readiness for change while the consistency culture trait is 

found to be moderately associated to readiness for change as evidenced by the correlation 

coefficient and p-value seen in Table 8. The strong association of mission culture to readiness for 

change only proves how the leaders’ role is vital in culture building. “Walking the talk” drives 

employees more to believe that the company’s clear strategic direction and vision guides them to 

the right path. This analysis aligns with the findings of the study which confirms how the Finance 

division, a Mission-led group recognizes the influence of leaders in their everyday work as shown 

by the high mean score generated by principal support. Truly, the leader’s role in the business is 

vital as they are perceived to be culture champions.   

Hypothesis 3, that is, “Readiness to Change is related to culture”, is accepted as supported 

by the Chi-square= 5.306, p=0.021, with a mean rank readiness score of 26.76  for human resource 

division and 39.00 for finance division.  The analysis resulted to a p-value that is less than 0.05, 

thus, the variables are related.  We therefore accept Hypothesis 3 asserting that readiness to change 

is related to organizational culture.  Truly, this research confirms that indeed, culture matters and 

organizations, particularly the leaders have a key responsibility to perform in shaping the 

organization in a culture that will allow them to be more embracing of the changes that might get 

in the way.  This study proves with much certainty that indeed, organizations have to give much 

consideration now to culture  for it has shown to some extent that it has a significant association 

to readiness for change.  Building on the findings just presented, there seem to have enough reasons 

to believe that any step or program focusing on changing the organization that are taken without 

culture as consideration often have unforeseen consequences –typically negative ones when related 

to successful change (Lakos & Gray, 2000). 

 

Recommendations 

Faced with the challenge of achieving global competitiveness, “oneness” and integration 

of human resource operations and the support team finance division, the results of the study gives 

the organization the guidance necessary to permit them to deal with the requirement for rapid, 

radical and fundamental change (Griffith, 2010).  The shift which required movements (transfers, 

breaking of teams, changes in job description, need for additional manning) started early on April 

2014 and its effect is continuously being felt today by the key people in the organization, 

particularly those from the human resource and finance division.  Now that the present study has 

clearly confirmed the association of organization culture to readiness to change, it becomes 

effortless and simpler to foresee which measures of change will turn out to be successful and 

valuable and by this, the management will have more grip on change. 

The results of this study confirm how culture matters. Maintaining a balanced culture 

allows people to know the direction they are taking and know what measures to do to get there, It 

also makes people to continually strive to know and recognize the external market and sustain the 

needs and expectations of their clients and consumers, makes them more engaged and likewise 

allows them to align and promote consistent behaviours through established values, systems and 

processes. Thus, none of these cultures emerge as ideal or superior than the other. Only a balanced 

profile can make these people more ready to embrace change.  

This research also established the role of leaders in culture building as shown by relatively 

higher level of readiness for change associated with the finance division, a mission-led group.  It 

is therefore suggested that a future analysis can be carried out on the other identified organizational 

factors such as leader support, social support, communication and work climate, alignment of 

workforce with business objectives or consider looking at other factors as well such as 
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demographics (years of service, age, gender, employment position, and education), individual 

factors (perceived control, flexibility, openness to change, commitment to change, and 

engagement), and geographic factors (location and work shift). Future research on the 

characteristics and nature or kind of work of respondents can also be done to study further the 

association of these variables. The study can also be replicated for other industries and locations 

using a larger sample. 
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