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Abstract 

This paper looks  into  the influence  of organizational  culture,  among  other  organizational  factors, 

to change readiness. This paper aims to identify the prevalent culture and the level of readiness  

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

of PHRMC, a Philippine-based outsourcing cooperative-an industry that is believed to be not 

extensively  studied.  By testing  the relationship   of organizational  culture  and readiness  to change,   

it is hoped that the organization may be given the necessary  guidance  to permit  them  to deal with 

rapid and radical changes. The correlational study is anchored on the Denison Model of Cultural  

Traits. It intends to test the correlation of these variables using the survey  instrume nts  OCS by 

Denison  and OCRBS by Armenakis  and will  be statistically  treated  using  the  SPSS Software  vs 

20. 

 

Studies show significantly high rate of change failure associated with organizational factors, 

specifically  organizational  culture.  Truly,   today‟s  contemporary  businesses  are faced by a variety 

of changes prompted by intense competition, changing customer  preferences,  legal regulatory 

tensions, demands  and intensifying  expectancies which  bring  opportunities  and risks for 

businesses. Whatever the reason, embracing constant and continuous change is essential for business 

success (Madsen,  2005) to ensure  its  survival  and sustained  growth  (d'Aveni,  1995 ; geist 

science.com). Businesses  need  to stay ahead of the competition  to keep their  operations  going  

and  because shaping  the  organization  to the  kind  of culture   that  supports  change  is integral,   a 

certain  level  of readiness  is necessary  to support the organization‟s   goals. 

 

 

Chapter I 

The  Problem and Its Background 

Today‟s contemporary businesses are faced by 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.   Change  might   be  small  or  large but its  effects  on  employee  attitude  

and  behavior  might  be  huge (Shah  and  Shah,  2010;  Journal of  Enterprise   Information  Management,   

2010).     These   strategic  changes  in  organizations  involve a  variety  of  transformation  efforts  (geist  

science.com) in  order  to  ensure  its  survival  and  sustained  growth (d'Aveni,  1995  ;  geist  

science.com) and  whatever the  reason,  embracing constant and continuous change is  now  essential  

for business  success  (Madsen,  2005).  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- merger and  acquisitions,  revitalizing  an  established  brand,  

introducing  new  one  large  integrated  enterprise-wide   technology,   shaping   corporate culture, 

improving standards, restructuring processes  and  outsourcing  non-core  activities  among others. These 

initiatives are  just some that organizations  consider  now  to  cope  up  with  the changing customer 
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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 have been introduced and 

developed in order to improve the organizational performance and achieve sustainable competitive 

advantage (Wanberg and Banas, 2000; By, 2007; Shah, 2011; Fuentes- Henriquez and Del Sol, 

2012; Journal of Organizational Change Management, 2014). 

 

Literature has identified potential drivers for change- individual factors (perceived control, 

flexibility, openness to change, commitment to change, engagement, differences in individual life 

experiences, motivational levels, knowledge, attitudes, and behavioral patterns), 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 (Lakos & Gray, 2000). Since change is a constant phenomenon and is something 

that organizations have to deal with all the time, today‟s businesses are now struggling to assess 

organizational readiness for change for literature has found significantly high rate of change failure 

associated with organizational factors, specifically organizational culture (Klein and Sorra, 1996; 

Abdul Rashid et al., 2004; Soltani and Wilkinson, 2010; Abdolshah and Abdolshah, 2011; Choi 

and Ruona, 2011; Journal of Organizational Change Management, 2014). 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. 

 

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 beliefs and adopt 

different values based on differences on training, policies and attitudes (Lyons, et al., 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 due to the characteristics of the industry itself which make change and 
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innovation difficult to evolve.  

 

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 faced with the tasks of 

managing and implementing successful change initiatives (Carver, 2012). The Harris, 2009) and 

for businesses to remain competitive, they must effectively assess organizational readiness in the 

adoption and institutionalization of these changes. To implement rapid change successfully, 

information is needed about the relationship between organizational culture and readiness to 

change (Steele-Johnson, Debra, Anupama Narayan & Steinke, 2013; www.humansynergist 

ics.com).  

 

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 are under great pressure to be prepared to cope with these pressing 

changes in order to survive in the competitive global marketplace (Lawson and Price, 2003; 

Fuentes-Henriquez and Del Sol, 2012; Journal of Organizational Change Management, 2014). 

Businesses or industries need to constantly look at several approaches to prepare their employees 

to whatever change is expected ahead of them.  
 

Company XYZ, a Philippine owned fashion retail company, 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, Company XYZ has maintained its partnership 

with them since year 2005. Of the nine (9) outsourcing suppliers that Company XYZ has partnered 

with, PHRMC so far has the greatest contribution to majority of its contract 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 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. For June 2015, Company XYZ‟s employee headcount shoot up to as 

high as 3,500 where about 1,900 of it comprised of outsourced staffs and only around 1,500 of it 

are directly hired. With this trend, PHMRC must anticipate higher demands for the succeeding 
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months and even years to come. They must be able to cope up with their client‟s strategic direction 

and eventually align with them. However in today‟s competitive era, some practices might just 

not be enough anymore. The current systems and procedures might be too obsolete already and 

might need upgrading to adapt to the existing business demands. Since Company XYZ 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 Company XYZ 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. PHRMC has to shape the organization to the kind of culture that is conducive 

to change to ensure the best performance.  

 

PHRMC recognizes the need for continuous improvement and innovation but is challenged by the 

fact that these planned changes and modifications, particularly on organizational structure made it 

difficult for some of their employees to adopt easily (ir.library.oregonstate.edu). The increasing 

demands of their client companies require them to constantly review their processes and systems 

and do necessary upgrading to make it more adaptable to the specific needs of their business 

partners. These changes are not only limited to the process and systems but entirely modify or 

transform a business structure. These transformations call for movements, specifically transfers 

that more often have emotional impact to people. Change is often difficult and since it has emotive 

elements, organizations have to be really cautious about implementing change initiatives for it will 

not only break existing structures by creating new ones but it also creates a state of anxiety, 

uncertainty most especially for the change adopter.  

 

In the past year, PHRMC has been facing multi-faceted organizational changes in response to 

changing customer preferences. Currently, the organization has seven(7) major accounts and each 

client company has a distinct team assigned to cater their needs. With its relatively small 

organizational set up, PHMRC only has two (2) major organizational units working together- the 

Human Resource and Accounting departments. 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. The cooperative set up calls for a more 

collaborative and highly involved workforce. However despite the cooperative set up, PHRMC 

Human Resource Manager Ms. Pena has openly shared the challenge of change implementation, 

particularly on the firm‟s structure which has caused serious implications on work relations. 

People affected by the movements and breaking of teams were emotionally upset and distressed 

(J. Pena, personal communication, February 10, 2015).  

 

Since its early implementation on April 2014, the shift has continued as the management feels the 

need for a change in organizational structure which required movements (transfers, breaking of 

teams, changes in job description, need for additional manning) to further strengthen their efforts 

in achieving process improvement. What used to be an account management set up (one 

representative per client doing multiple functions) shifted to a more specialized set up where 

separation of duties allowed more room for focus on specific areas, i.e. recruitment, accounting 

separated with payroll, billing. These changes affected the working relationship of some of 
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employees who belong to the core support groups, Human Resource department and Accounting 

department as they were emotionally distressed or upset due to the detachment caused by the re- 

alignment in the organizational structure. Further, the new set up influenced transparency as it 

affected openness among employees. Pena however, cited they have not experienced major issues 

and concerns on employee turnover despite the recent modification in the organizational structure. 

Still, the organization is struggling to assess the change readiness of their employees and they are 

also in constant battle in maintaining a culture that will elicit positive response from these people 

for any changes in structures and systems. 

 

PHRMC is concerned whether the organizational culture plays a vital role on their employee‟s 

readiness to change. By carefully assessing organizational culture and readiness to change, 

PHRMC hopes to make employees understand the need for these changes, realize how it will 

benefit them and make them feel that they are capable of handling these changes through the 

support they get from leaders and the organization. The organization faces the unique challenge of 

maintaining an organizational culture flexible enough to support their personnel. This flexibility 

is required as employees may have different beliefs and adopt different values based on differences 

on training, policies and attitudes (Lyons, et al., 2009). The organization acknowledges that some 

respond to change through intense resistance and avoidance, and other individuals respond through 

staunch support (Cole, Harris, & Bernerth, 2006). PHRMC is aiming for global competitiveness, 

their aim for the year 2015 is “oneness” and integration of HR Operations and the support teams 

as the company now embraces the value of teamwork and partnership. This oneness, as cited by 

the organization, calls for a smooth collaboration between groups. HR is not only HR but a 

business partner working closely with other departments to guarantee smooth flow of 

organizations (Walinga, 2008). To ensure the effective implementation of change, organizational 

leaders must understand how members of the organization prepare for changes in their 

environment (Walinga, 2008).  
 

Though there have been quite a number of studies on organizational culture (OC) (Abdullah, Nor 

Hazana, Alina Shamsuddin, Eta Wahab & Nor Aziati Abdul Hamid, 2014) and readiness for 

change (RC) done, very limited has been found to have focused on the context of outsourced 

human capital solutions cooperatives in the Philippines. Much research has been devoted to 

studying organizational culture and its relation (Mujeeb, 2011; www.usimr.org) to change 

readiness on a variety of field but largely on manufacturing and retail industry (Choi, Myungweon, 

& Wendy E.A. Ruona,2013; Carver, 2012; Khan, 2011, Haffar et al, 2012, Lim, 2008; Najem, 

Hom Dhakal, Labib & Bennett, 2013; Armenakis et al., 1993; Weiner, 2009; Choi 

andRuona,2011;Ebyetal.,2000;AbdulRashid etal.,2004;Jonesetal.,2005;Bairdetal., 2011; 

Hernandez-Mogollon et al., 2010; Beer, Eisenstat, & Spector, 1990; Gelaidan & Ahmad, 2013; 

Kanter, 2008; Meyerson, 2001; Stadler, 2007; Fralicx, Spreier, & Vestal, 1997; Huq & Martin, 

2001; Narine & Persaud, 2003; Narine & Persaud, 2003; Silverthorne, 2004). 

 

The study of Lim (2008)  has  explained  the  relationship  of  organizational  culture  and readiness  to  

change  (www.researchgate.net)  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). 
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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 are beneficial in conquering resistance to change which is one of the reasons why 

so many change efforts and  interventions (letuleevauva2012.pdf ?sequejulkari.fi),  just for want of  such  

measures,  falter  and  result in organizational  failure  (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. the contrary, organizational culture can act as a 

barrier (Yusof, 2011 ; thescipub.com) to successful change implementation depending on its 

personality (O'Connor & Fiol, 2006). For instance, any efforts to promote new behaviors that are 

incoherent with current cultural realities are likely to meet resistance and refusal (O'Connor & 

Fiol, 2006; www.swdsi.org).  

 

Past literatures have confirmed the direct link between organizational culture which is necessary 

to institutionalize a successful organizational change (Fralicx, Spreier, & Vestal, 1997; 

geistscience.com). 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 

(Hajjar, 2005 ; Fu, Shih- Lung, Shou-Yan Chou, Chi-Kuang Chen & Chi-Wei Wang). The results 

of many research and exploration studies confirmed this by demonstrating that OC  influences the 

success of change readiness, as well as the performance of the organization (Kwantes and 

Boglarsky, 2007; Kuo and Kuo, 2010; Naor et al., 2010; Prajogo and McDermott, 2011; Journal 

of Organizational Change Management, 2014). On the other hand, it was debated that ignoring the 

effects of OC is one of the prevalent obstacles in employing many new change initiatives in 

organizations (Journal of Organizational Change Management, 2014 ; Cameron and Quinn ,1999; 

www.strategicstudiesinstitute.army.mil).  

 

These reviews as presented in the literature had led the present researcher to believe that there is 

indeed a relationship between organizational culture and readiness to change as backed by quite a 

number of studies (www.internationalconference.com.my), majority of which have been based 

exclusively on American, Syrian and Kuwaiti samples, among others. Given this limitation, the 

current study aims to examine the relationship of organizational culture and readiness (Weiner, 

2008; medicinaycomplejidad.org) 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 the key findings discovered in primarily non-Filipino samples. 

 

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

that the present study will not only establish the dominant culture traits of each organizational units 

of organization, as well as the level of readiness to change (www.projekti- instituutti.fi) on a per 

department basis but 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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Objectives of the Study 

The objectives of the study are:  
1) To identify the dominant culture traits in all organizational units of the company using Denison‟s 

Organizational Culture Survey (OCS).  

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

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.  

 

Statement of the Problem 

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

for rapid, radical and fundamental change (Griffith, 2010) but for any successful change, 

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

of change will turn out to be effective (www.ocai-online.com) 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 encourage employees and thus use their 

energy and creativity that leads to more support for change (www.ocai-online.com). It is the basis 

for a step-by-step, systematic change plan (www.ocai- online.com). 

 

The results of this study may contribute to a better grasp and sense (scholarworks.gsu.edu) of the 

relationships between organizational culture and readiness for change within organizations 

(Journal of Organizational Change Management, 2014). Findings of the study will be useful for 

leaders facing challenges when maneuvering the change process. Leaders should be aware that 

organizational culture must be taken into account as a potentially relevant factor in the ways in 

which people are ready to change. Since culture has emotive elements and change is frequently 

emotional, it is important for leaders to be aware of the culture of the organization (Smollan & 

Sayers, 2009 ; aut.researchgateway.ac.nz).  

 

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 (eprint 

s.oum.edu.my). 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).  

 

 

Scopes and Limitations 

The study will focus on knowing the relationship of organizational culture and readiness to change 

(www.internationalconference.com.my) and it will primarily be concentrated to 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 will be part of the study. Both employees 

on probationary and regular status will serve as respondents of the study. The current study being 

future- oriented, will look at the existing cultural profile of each of the organizational units and 

will assess employees‟ readiness for future changes bound to happen. The respondents will not be 
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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 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 will only focus on determining the relationship of organizational factors specifically, 

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

social support, communication and work climate will not be covered. The study will likewise 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). 

 

 

 

 

Chapter III 

 

Theoretical 

Framework 

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

on over two decades of research linking culture to critical performance measures (dsa.umich.edu) 

and it has explained how the cultural traits of mission, consistency, adaptability and involvement 

relate to change readiness (www.denisonconsulting.com).  

 

The Denison Model was developed 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 (dsa.umich.edu). 

Dr. Denison‟s research concentrates on the relation between organizational culture and 

performance measures such as efficiency, growth, quality, innovation, and customer and employee 

satisfaction (dsa.umich.edu). There are four (4) key traits in the Denison Model and each of these 

organizational traits is further broken down into four indexes (dsa.umich.edu). The Denison Model 

and survey help us explore four key questions:  

 

Mission: Do we know  where  we are going  (dsa.umich.edu)? 

Adaptability: Are   we   able   to  change   and   adapt   in   response  to  the   needs of  our 

customers  (www.iimahd.ernet.in)  and the  marketplace? 

Involvement: Are our people  aligned,   engaged,  and  capable (dsa.umich.edu)? 

Consistency: Do  we  have   the  values,  systems  and  processes  in  place  to    execute  and 

deliver  on our  mission  (dsa.umich.edu)? 
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Figure 1: The Denison Model  of 

Culture Traits and Indexes 
 

The Denison Model and survey acknowledge and assess these dynamic tensions and offer valuable 

insights about how effectively we are managing them (dsa.umich.edu). 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 transaltion 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  

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

classifications or categories of factors which affect innovation and change readiness can be 

identified: firm characteristics, resources, market, and external support factors (Yusof, Nor'Aini 

Binti,2010).Thepresentstudywillbelookingatfirmcharacteristics, 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):  
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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 

Statement of Hypothesis 

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

organizational culture (OC) 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  
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traits. 

H3: Readiness to Change is related to culture.  

 

 

Chapter IV 

Methodology 

 

Research Design 

The study will utilize a descriptive and correlational design to examine and observe the 

relationship of organizational culture and readiness to change (www.researchgate.net). 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 Denison will be used for the study. However, the researcher will need 

to improve the wording of Denison's questionnaire to be more understandable to Paramount 

employees. Reliability testing will be done likewise. A pre-test of the revised Denison‟s 

questionnaire will be done to at least 15 samples to be drawn randomly from the employee 

masterlist provided by the human resource department. These fifteen (15) respondents will come 

from the core groups-human resource department and accounting department of an organization 

which has a similar cooperative set up as PHRMC. Once the reliability of the revised Denison 

OCS questionnaire is established, this will now be considered valid for use for the present study 

using the actual respondents from PHRMC-all probationary and regular employees of the human 

resource group and accounting department.  

The other variable is defined as readiness to change (Torppa , 2011 ; Dunham, Grube, Gardner, 

Cummings, & Pierce, 1989; Torppa, 2011) and will be measured using Organizational Change 

Recipients’ Belief Scale (OCRBS) by Armenakis et al, 2007 (digitalcommons.wku.edu) . The 

said instrument assesses organization‟s readiness for change by determining the extent to which 

the (Rangarajan, 2004) members‟ beliefs include necessary precursors to change, including 

discrepancy, appropriateness, efficacy, principal support and valence 

(digitalcommons.wku.edu). 

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

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

department and accounting department- comprising those on regular and probationary 

employment status. The participants will be selected from a sampling frame provided by the human 

resource department. The respondents will be 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 will be recorded for reference purposes 

(www.entrepreneur.com).  

Respondents of the Study 

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

Paramount Human Resource Multi-Purpose Cooperative. Surveys will be administered to all full 

time employees from various ranks and levels of responsibilities from within the organization, 

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, 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 
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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 Procedure/Plan  

The study will utilize both regular and probationary employees of PHMC, particularly those from 

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

complete employee masterlist will be provided by the Human Resource Department for easy 

identification of those who will be part of the study.  

 

Research Instruments 

Method of Data Collection 

Before the cascade, implementation of the study and data gathering, clearance will be obtained 

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

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

all. Once the survey questionnaire forms are approved and validated for usage, an orientation will 

be conducted on how the questionnaires will be accomplished. The questionnaire will be 

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

outsourced human capital solutions cooperative, Paramount Human Resource Multi-Purpose 
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Cooperative in Quezon City.  

An interview with key human resource representatives will be made as well to understand 

fully the current situation and issues of the organization relating to change readiness 

(dspace.cc.tut.fi). A complete employee masterlist will be secured from human resource 

department. Before giving the questionnaire, the purpose of the study and questions will be 

expounded to the respondents so they can easily fill the questionnaire with appropriate responses 

(files.eric.ed.gov).  

A consent to record survey responses will be obtained and a confidentiality clause will be specified 

in every survey question form to assure respondents of the privacy of the data gathered. After 

collecting the accomplished survey forms, these questionnaires will be coded and entered into 

SPSS (version 20) for further examination and analysis.  

 

Methods of Data Analysis 

To facilitate analysis and interpretation, the data that will be gathered from the survey replies of 

the respondents and will be studied using the descriptive and quantitative method. The survey 

questionnaires given to the respondents will provide data coming from the employees‟ perspective. 

To address the main problem and objectives of the study, the data will be treated statistically to 

further understand the relationship of the variables. 

Using the Denison Organizational Culture Survey, (uir.unisa.ac.za) the dominant culture traits in 

all organization units or departments will be measured based on the following: Adaptability, 

Involvement, Mission and Consistency. Analysis of the data will be done using descriptive 

statistics and this method will include computing mean, frequencies and standard deviations. The 

highest scores for the dimensions of organizational culture will determine the culture prevalent in 

(www.lahoreschoolofeconomics.edu.pk) each of the organizational unit. The test instrument 

Organizational Change Recipients‟ Belief Scale (OCRBS) will be used on the 

(blog.mrbassonline.com) other hand, to measure the other variable, readiness to change, details of 

which were discussed above. 

The survey responses will be 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 (sper respondent and per organizational unit will be taken by averaging the 

scores that represent each organizational cultural trait in the survey. There will be 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 

will also be made on readiness to change based on the twenty four survey questions, each 

representing the five variables- discrepancy, appropriateness, efficacy, principal support and 

valence (jab.sagepub.com). The descriptive statistical analysis, particularly the mean, frequencies 

and standard deviations will help 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 intends 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 

will be 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 will be utilized for the study since it is appropriate in measuring the strength 
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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 

will be used to measure organizational culture (www.brunel.ac.uk) and rreadiness to change (e.g., 

a 5-point scale from “strongly agree” through to “strongly disagree”) (www.ohiolink.edu). 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 examination of the difference between levels of readiness to change of Adaptability and 

Involvement-dominated organizational units versus Mission and Consistency-dominated 

organizational units will also be done using Kruskal-Wallis H Test. This statistical measure is 

also 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 variable 

(organizational culture) consists of two categorical, independent groups (adaptability and 

involvement) 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 (digitalscholarship.unlv.edu), 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.  


