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Abstract

This study is an enquiry to find out relationshigtyeen organizational culture and organizationalopeance
of higher educational institutions (HEIs) of Palistwith mediating role of individual readiness éfvange. The
bottom line of the research is to determine thai@ance of organizational culture and individuehdiness for
change in academic leaders that leads to heighteemédrmance of educational institutions. Furtheéditon to
the study is comparison of different dimension®@anizational culture with organizational performoa with
mediating role of individual readiness for changestructured questionnaire was used to collectddia from
307 doctorate degree holding faculty members warkinuniversities/HEIs of Pakistan. The findingsrir this
research supported that individual readiness fangh acts as partial mediator between the reldtipnsf
organizational culture and organizational perforomanThe study's findings provide understanding &lbloe
relationship between different dimensions of orgational culture with organizational performanceudy
helps in providing guidelines to the policy makersl leadership of universities that how organizeticulture
and individual readiness for change can help teatéeorganizational performance, increase proditgtand
enhance quality research output to secure respegikdte in international research arena and ratdridEls.
Keywords. Organizational culture, Individual readiness fbarge, Organizational performance, Higher
Education Institutions.

1. Introduction

Humans are conscious knowledgeable beings andrwve sind thrive in a world where knowledge is rdpid
changing, therefore we learn, adapt and changenamge towards learning organization. Learning i® as
pertinent function of universities which impart kmledge in students by changing them to better perso
through behavior enhancement and modification asdedined norms and values i.e. culture. Hence, the
essential outcome of learning is change and thasvigal function of culture mechanism. Organizagibculture
has been both blamed and credited for organizdti@ilare and successful performance (Vallett, 20Ihe
purpose of the research was to find the relatigndiétween organization culture and performance with
mediating role of individual readiness for changée study underhand has explored the dimensions of
organization culture of higher education institn8qHEIs) / Universities/Degree Awarding Institu{@Als) of
Pakistan; it has also explored the individual reeds for change with respect to performance. Atari&vel, the
study at hand focuses on individual readiness faange and performance whereas mission, adaptability
involvement and consistency traits were taken asliptors of organizational culture. The focus afdst was
HEIs/universities and there are not many studiganding HEIs, nor as an organizational perspectiiech
addresses the variables of organizational cultnggnizational performance and individual readirfesghange

at the same time. Therefore, a comprehensive stfidlye organizational culture and individual readis for
change and performance in Pakistan can contrilmutgetve the purpose of developing the higher edwucat
sector and research in this domain. Moreover,shidy has called for theoretical propositions asgketions in
multitude ways of understanding organizational waltand readiness for change and performance of BEI
Pakistan. It is also expected that it can yield rismpment in our global understanding of the linkween
dimensions of organizational culture and perforneanith mediating role of individual readiness ftiaage.

1.1 Rationale of the study

Whatever the reasons are, in order to change amnizagion must be in the state of readiness fongha
(Rowden, 2001) and many researches Backer (192bY, et al. (2000) have established that for orgetiinal
change, members of the organization must be prepsnd ready for the change, i.e. they should rat fiee
change. Rowden (2001) professed that to becomaraitg organization an organization should be engtate

of constant readiness and Bernerth (2004) suggeltedemployee readiness is a critical factor incegsful
change and organizational performance. With refezd¢o change, McNabb and Sepic (1995) purporiatifth
organizational culture is not conducive to the ataece of change then change will most likely ibdaspite of
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proactive plans and desires, therefore organizaltionlture is the breeding ground of change. Heibhde
pertinent to understand the relationship of orgational culture and individual readiness for change

The Global Competitiveness Index (GCI) ranked mettion the criteria ofperformance and provides a
competitive index to the world. According to GQD1A-2012, Schwab (2010), Pakistan ranked 118 in the
world. GCI assesses performance of the countriediféerent parameters. Efficiency is one of thegmaeter of
GCI, and it discusses Higher Education as an impordimension of that parameter. Pakistan rankeéxatD
Efficiency, 122 on Higher Education and quite low sub-dimensions of Higher Education and Training.
Whereas, Human Development Index (HDI) of UNDP mhRakistan 145 among all UN states. HDI has three
dimensions and one of the dimensions is educalibarefore it is very pertinent to focus and underdtthe
culture of higher education institutions of Pakistand improve Pakistan ranking in GCI and HDI.

1.2 Resear ch Question

The problem to be focused in this study is to idgnand provide an in-depth understanding of the
organizational culture and organizational perforoganf HEIs of Pakistan with mediating role of indial
readiness for change, which can help in improvimg tanking of Pakistan in Global Competitivenesiein
(GCI) and Human Development Index (HDI).

2. Literature Review

2.1 Organizational Culture

The notion is explained by Pettigrew (1979a) as hanifest in the shared fundamental values, t3elgtitudes,
assumptions and behaviors of members of an orgamzaCulture is considered to be the significaadtér in
(1) build and unifying capabilities (Day, 1994)) @aping norms and procedures (Deal and Kenne@2,1
Jarnagin and Slocum, 2007), (3) providing solutiarsl eventually become a source of competitiveaatige
(Barney, 1986, Hall, 1993).

Organizational culture is the character of an ogtion, and that character interacts and commtescthe
mind set and behavior of an organization which &wly leads to good or bad performance (Schei®4)9
Many scholars have studied the properties, ledi#sensions and characteristics of organizationtle form
different perspectives. In early works, Hofsted®891l) segregated culture into four dimensions (lpctvism
vs. individualism, (2) power distance (3) uncertpiavoidance and (4) masculinity vs. femininity.téaon
Schein (1992) outlined three levels of culture €kplicit behavior, (2) signs and (3) shared valudwere are
many different ways how culture can be assessed.ekample, Beacher (1989) differentiate four tyjpés
culture on the basis of the type of authority (@gi&l, hierarchical, anarchical and political). ¢t and Smart
(1994) differentiate organizational cultures on fasis of dynamism and externalism. Whereas Der(iz200)
has grouped culture into four traits: (1) missi(#), adaptability, (3) involvement and (4) consisterDenison’s
model suggests four broad cultural traits help bdjias of an organization for coordinating andeigrating
internal resources and also adapting to the extemaronment. Organizations always strive to fagerfect
balance between them. Each trait is measured bg tlimensions.

2.2 Involvement Trait

Involvement trait creates a sense of ownershiprasgdonsibility and further increases capacity amdrzomy
(Denison, 2000). It helps in the implementationdefcisions. It facilities flexibility and internahtegration
(Denison, 1984, Denison and Mishra, 1995, Fish@97)] Organizations high on involvement trait hawere
favorable employee attitudes.

To achieve organizational performance, an orgaimizahust broadcast empowerment, build teams, anelole
the capability of employees (Becker, 1964, Lawl€x96, Likert, 1961). Employees should feel thaythave a
part to play in the system. To achieve the involgatmemployees should feel that they have some inpilne
decision making, their voice can be heard, androrgéional goals are directly linked with their wqSpreitzer,
1995). Hence, involvement trait indices are (1) Bmerment, (2) Team Orientation, and (3) Capability
Development.

2.3 Consistency Trait

The consistency trait defines the values and syshatare the basis of a strong culture. It pravidecentral
source of integration, and coordination (DenisaB)®. It focuses on commonly accepted beliefs, soamd
values. It is expected to enhance efficiency, ¢ffeness and performance by reducing control mdashenand
hence facilitating communication, coordination amwsts reduction (Seashore, 1954, Fisher, 1997).
Organizations are effective because they have gtrouiture which is highly consistent, agreed upon,
coordinated and integrated (Davenport, 1993, Shfftb88). Consistency is an influential source raérinal
integration and stability which springs from commfvame of mind and conformity (Senge, 1990). Hence,
consistency trait indices are (1) Coordination bBridgration, (2) Agreement, and (3) Core Values.

2.4 Adaptability Trait

The adaptability trait refers to the organizatiabdity to translate the demands of the businesg@mment in to
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action (Denison, 2000). In the same manner, Yilarad Ergun (2008) contended that adaptability fatéds the
conversion of customer expectations and exterrglirements into organizational processes. It impsothe
organization’'s ability to cope the volatility in dronment. Hence, it can be viewed as predictor of
organization’s ability to build new innovations, rket development and it also serves as defensiyacity for
unexpected threats. According to Kanter (1983)sitmiost difficult to change well integrated orgatizas.
External adaptation and internal integration aterofit odds. Adaptability is driven by customeisk taking,
experience, and learning from mistake (Nadler arghéisco, 1998, Senge, 1990). Adaptable organizsitio
continuously in the state of learning and alway$vetto enhance their systems to provide valuehtirt
customers (Stalk, 1990). Hence, adaptability fraltces are (1) Creating Change, (2) Customer Famus (3)
Organizational Learning.

25Mission Trait

The mission trait reflects the organizations apitib define a meaningful long term direction thabydes
employees with a sense of focus and common vididineofuture (Denison, 2000). It is based on extkfacus,
stresses on stability and capability to give anaorzgation purpose, meaning and strategic directforclear
vision, goals and strategic objectives providessseof direction and purpose which makes an orgtaoiza
successful (Mintzberg, 1987, Ohmae, 1983, Hame&g19 Change in organization mission leads to chang
organization culture (Schein, 1990). It focuseontradiction of internal integration and exteradhptation at
same moment of time (Hatch, 1993, Schein, 1990hckElemission trait indices are (1) Strategic Dimctand
Intent, (2) Goals and Objectives, and (3) Vision.

2.6 Individual Readinessfor Change

It has been defined and conceptualized in many wBgeerth (2004) suggested that “Readiness is Itizne
understanding the change, readiness is more tHavibg in the change, readiness is a collectiothoughts
and intentions toward the specific change effqnt’40). Whereas, Backer (1995) suggested thavdiwes with
employees beliefs, intentions, attitudes and cdipabwards the need of change which eventualinstate into
organizational capability to change. Thereforedieass is a state of mind with acceptance aboutdkd. It is a
cognitive predecessor of support or resistancénémge and its value is not fixed. Backer (1995t argued
that change can occur even in the condition offleadiness but probability of successful changewsbecause
low readiness for change is subjected to activisteesse or low motivation to change. Thereforehhigadiness
for change leads to successful change. In termeaafiness for change, the proposed study will ceegeral
aspects of change which employees possess. Thesetadnclude resisting, participating and prongptin
change. With three aspects of attitudes toward gdnaresisting, participating, and promoting, thstrimment
provides a comprehensive situational analysis. Btimg and participating allows us to know which gpe of
people initiate the change. The resistance asplestsaus to know what situation a person is in, avitat
potentially contribute to resistance. Knowing twi#l ensure the success of organization developra#fatts.

2.7 Organizational Performance

According to Daft (2009) “it is the extent to whiem organization has successfully attained itsgjo&hoi
(2002) assessed organizational performance frometles of its members. Studies of the performance of
business firms have often used such financial nreasas return on assets (Bloom and Milkovich, 1998,
Westphal, 1999). The common relatively “objectiver quantifiable measures of performance rarelistex
making it difficult to compare organizations on foemance measures. For this reason, the studymsedures
of perceived performance. The limitations of petaapdata in assessing organizational performaave been
well recognized (Huselid, 1995). Objective and petaal measures of organizational performance, hiewve
have often been found to be positively relatedacheother (Kirkman and Rosen, 1999), and previtugies of
organizational performance have also used percemie@sures (Brewer and Selden, 2000).

2.8 Link of Organizational Culture, Individual Readinessfor Change and Organizational Performance

What is the end result of all this change-relatbiita or readiness for change? Drawing on impletagan
theory, the most proximal outcome is likely to beetive implementation and better performance {iKlend
Sorra, 1996) Therefore readiness of change can predict perfaaema#ithough many factors contribute to the
speed and performance with which organizations nmoxe a days (Damanpour, 1991), creating readirass f
change has been regarded as particularly critlmigen, 2000, Kanter, 1983, Simon, 1996, Holt.e28D7).
Since, culture is the character of an organizatimad, that character interacts and communicateshihe set and
behavior of an organization which eventually letalgood or bad performance (Schein, 1987) and iaddibt
this McNabb and Sepic (1995) suggested that comdwatilture is required to accept the change anefive it

is important to understand the relationship of aig@tional culture and readiness for change. Tiie bietween
organizational culture and performance has beediestuby many scholars (Denison, 2000, Hofstede, 1199
Pettigrew, 1979b, Quinn and Rohrbaugh, 1981). Tleemecent and authenticated work on organizational
culture and performance has been done by Kotrka. €2012), which clearly established the relatfopsof
organizational culture and performance.
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3. Resear ch Hypotheses

H1: Individual readiness for change has significantdiaing role between the positive relationship of
organizational culture and organizational perforogaaf HEIs of Pakistan.

H2: Individual Readiness for change has significantdiaténg role between the positive relationship of
consistency trait of organizational culture andamigational performance of HEIs of Pakistan.

H3: Individual readiness for change has significantdiaing role between the positive relationship of
adaptability trait of organizational culture andyanizational performance of HEIs of Pakistan.

H4: Individual readiness for change has significantliaiing role between the positive relationship a$sion
trait of organizational culture and organizatiopaiformance of HEIs of Pakistan.

H5: Individual readiness for change has significantdiaiing role between the positive relationship of
involvement trait of organizational culture and amgzational performance of HEIs of Pakistan.

3.1 Theoretical Framework

Organizational Culture Individual
Readiness for
Individual Involvement Change
Readiness for
Change
Consistency
Organizational
Performance
Adaptability
Organizational » Organizational
Culture Performance Mission
Figure 1.Theoretical framework of the Fiaure 2.Detail theoretical framework.

4. Instruments of the Study

In this study three instruments were used. Orgéioiz&ulture was measured by (Denison, 2000).Wiserea
individual readiness for change was measured (Hdmgpa et al., 1998). Organizational performance was
measured using the scale of (Kim et al., 2005).

4.1 Sample and Data Collection

Data was collected with the help of structured tjoemaire. Simple random sampling technique wasluse
Respondents for the study were Phd faculty membiekHEls of Pakistan and 500 respondents were rahhdom
selected form the Universities/DAls. 360 out of Sfi@estionnaires were received. Later inspectionlted in
307 analyzable questionnaires. Respondent followwap at most 2 times, which resulted in 61.4% wesabl
response rate. The rationale of selecting onlylfgenembers was (a) they are the official positimiders; (b)
they are the one who can influence organizationdst regulations; (c) direction; (d) implementatide)
performance (Obenchain et al., 2004). This pergsgeetas also confirmed by Schifirnet (1997) whoweel that
"faculty members are not merely the subject spistsabut their personality and interactions alseate and
build organizational culture”. Budd (1996) alsgued that faculty is a key element in the orgaionat culture

of the university and the faculty tends to be thestrpermanent members of the organization, ceytamdre
permanent than any generation of students andhiat goint in time, more permanent than university
administrators.

4.2 Validity and Reliability

CFA (Confirmatory Factor Analysis) was used to eaghe validity of the scales. As rule of thumb cfitvalue
item factor loading less than .4 is followed. Neniis were dropped from the scale. Cronbach Alpteaoti scale
was measured to establish the reliability. Alphluesa of all scales were greater than .5 which éagr than the
general acceptable level of .5(Nunnally and Beinst&978). Hence, all scales confirmed the religbil
standards.

5. Resultsand Findings

All hypotheses were tested according to Baron aedni (1986) standards of testing mediation. Folhgwi
abbreviations were used for the variables of thdystorganizational culture (Cul), organizationakormance
(Per), individual readiness for change (Roc), imeatent (Inv), consistency (Con), adaptability (Adajssion

(Mis).

H1: Individual readinessfor change has significant mediating r ole between the positive relationship of
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organizational culture and organizational performance of HEIs of Pakistan.

For the mediation analysis, it was established that predictor (organizational culture) was relatedthe
outcome (organizational performance) which is ®ie 1). The standardized regression coefficient

(B =.668) associated with the organizational cultur@@anizational performance was significant

(p <.05). Therefore Path ¢ was significant, and hexcelition of mediation in Step 1 was met.

Table 1. Testing Mediator Effect of Boc (MV) onPer (DV) and Cul (TV)

Testing Steps of

2 ..
Mediation B SE F R Decision

Step 1 (pathe)
Cutcome: Parl

Predictor: Cul® 668 73 83871 213 000=.03 J R:;‘;i‘r-&
185" A | Change "\\

Step 2 (patha) '

Outcome: Roc® < —

Predictor: Cul 186 047 15636 046 000=<03 Crpamizational | o Orgasiexicsal

Cialuze I Performance

Step 3 (pathsb and ) 47236 232 .000< .05 SaET B0

Catcome: Per

Mediator: Roc(pathb) 237 088 004 < 05 Fgure 3 Mediator effect of Rocon Per and Cul

Predictor: Cul{pathc) 620 074 000 =03

To ascertain that organizational culture was rédlaie individual readiness for change (the hypottesbi
mediator), the regression coefficient (B186) was significant at th@ €.05) and hence the condition of Step 2
was met (significant Path a). Now to test whetineliviidual readiness for change was related to dzgtional
performance; organizational performance regressaditsneously on both of individual readiness fbange
and the organizational culture variables (SteprBg coefficient, with the relation between indivadueadiness
for change and organizational performance (comti@lfor organizational culture), was also signifitdB =
.257,p <.05). Hence, the condition for Step 3 was metnfficant Path b). The third regression analysi® als
provided an estimate of Path, the relation between organizational culture anghpizational performance,
controlling for individual readiness for change. &hpathc’ is zero i.e. independent variable becomes
insignificant then there can be a complete mediatidevertheless, Patti was (B =.620) also significantp(
<.05), though it was smaller than Path ¢ which vB68. Since, after controlling for individual rendss for
change, the effect of organizational culture appedo be significant and smaller i.e. from (B668) to (B =
.620) and hence reduced by .668 - .620 = .048 wdgiported partial mediation. Results suggestiagdkien if
individual readiness for change was one meditakipathway, it is certainly not the only one. Simreduct of
paths a, and b equals to ¢'-the significance of the difference between ¢ enchn be calculated by testing the
significance of the products of paths a, and b Wwhietermines the significance of indirect effeat. check the
significance of indirect effect, Soble test wasf@ened which eventually determined the significanEgartial
mediation. The results of Soble test indicated itditect effect = .048 was statistically signifitgz = 2.3027 p
<.05). Hence, it is established that individuadi@ess for change partially mediates the positlationship of
organizational culture and organizational perforogaand hypothesis was accepted.

It is important to know the amount of mediationwlas calculated from the standard of (Shrout anttyd&o
2002) which isab/c (.048/.668 = .071) and it was obtained from urddadized coefficients. Thus about 7.19%
of the total effect of organizational culture omanizational performance is mediated by individealdiness for
change. However to find the accurate proportioriotdl effected mediated, a sample size of 500 ikadt
required (MacKinnon et al., 1995) but the studypdias considerable sample size of 307. It is ingmbrto note
that it only describes the amount of mediation eatlthan significance of mediated effect. Issue of
multicollinearity was addressed by a statistical talled Tolerance and VIdriance inflation factor). For step

1 and step 2, there was no issue of multicollingdxlF = 1, Tolerance = 1). For step 3, there was also no issue
of multicollinearity as well YIF = 1.051,Tolerance = .951) and Durbin Watson = 1.816 which indicatieait
there was no problem of autocorrelation.

H2: Individual readiness for change has significant mediating role between the positive relationship of
consistency trait of organizational culture and organizational performance of HEIs of Pakistan.

For the mediator analysis, it was established that predictor (consistency) was related to the aut
(organizational performance) which is the (StepThe standardized regression coefficient (B544) associated
with the consistency on organizational performawas significant § <.05). Therefore Path ¢ was significant,
and hence condition of mediation in Step 1 was met.
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To establish that consistency was related to idd&i readiness for change (the hypothesized mejlidte
regression coefficient (B A.34) associated also was significant at th€.05) and hence the condition of Step 2
was met (significant Path a). Now to test whetineliviidual readiness for change was related to dzg#onal
performance, organizational performance regressadltaneously on both of individual readiness fbiacge
and consistency variables (Step 3). The coefficigith the relation between individual readinessdieange and
organizational performance (controlling for corsigty), was also significant (B 310, p <.05). Hence, the
condition for Step 3 was met (significant PathTi)e third regression analysis also provided amedé of Path
¢, the relation between consistency and organizatiperformance, controlling for individual readisefor
change. When path’ is zero i.e. independent variable becomes insiganiti then there can be a complete
mediation. Nevertheless, Pathwas (B =.502) and also significanp <.05), though it was smaller than Path c
which was .544. Since, after controlling for indival readiness for change, the effect of consigtappeared to
be significant and smaller i.e. from (B.544) to (B =.502) and hence reduced by .544 - .502 = .042 which
supported partial mediationMoreover, the resultsSoible test indicated that indirect effect = .04asw
statistically significant{= 2.336,p <.05). Hence, it is established that individuadi@ess for change partially
mediates the positive relationship of consistenoy arganizational performance and hypothesis wasped.
The amount of mediation was ab/c (.042/.544 = .0TRus about 7.72% of the total effect of consisyean
organizational performance is mediated by individeadiness for change

Table 2. Testing mediator effect of Roc

Testing Steps of (MV) on Per (DV) and Con (1V)

2 . .
M ediation B SE F R Decision

Step 1 (path c)
Outcome: Per Individual
Predictor: Con .544 .070 59.846 .161 .000 < .05 ) Readiness for

134 Change 310°
Step 2 (path a) / \

Outcome: Roc N
Predictor: Con 134 044 9.214 .026 .003<.05| Consistency Crganizational

Step 3 (paths b arg) 37.038 .191 .000<.05 s’/ 502
Outcome: Per
Mediator: Roc(path b .310 .089 .001 <.05 Figure4. Mediator effect of Roc on Per and Con
Predictor:Con(path’) .502 .070 .000 < .05

Issue of multicollinearity was addressed by a stiatl tool called Tolerance and VIF. For step @ atep 2,
there was no issue of multicollinearitylEc = 1, Tolerance = 1). For step 3, there was also no issue of
multicollinearity as well YIF = 1.030,Tolerance = .971) and Durbin Watson = 1.787 which indicateat there
was no problem of autocorrelation.

H3: Individual readiness for change has significant mediating role between the relationship of
adaptability trait of organizational culture and organizational performance of HEIs of Pakistan.

For the mediator analysis, it was established that predictor (adaptability) was related to thecouie
(organizational performance) which is the (StepThe standardized regression coefficient (584) associated
with the adaptability on organizational performanezs significant [ <.05). Therefore Path ¢ was significant,
and hence condition of mediation in Step 1 was met.
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Table 3. Testing mediator effect of Roc (MV) on Per (D) and Ada (1V)

Testing Steps of 2 ..
M ediation B SE F R Decision
Individual

Step 1 (path C) ) Readiness for )
Outcome: Per 187 Change 295
Predictor: Ada 584 .080 52.767 .145 .000 < .O! / \

Step 2 (path a) N Organizational
Outcome: Roc Adaprability . Performance
Predictor: Ada .187 .050 14.045 .041 .000 <.0- T

Step 3 (pat[hs b ard) 32439 .170 .000<.05 Figure5. Mediator effect of Roc on Per and Ada
Outcome: Per 9
Mediator: Roc(path b .295 .091 .001 < .05
Predictor:Ada(patd’) .529 .081 .000 < .05

To determine that adaptability was related to iftlial readiness for change (the hypothesized mailitlie
regression coefficient (B A.87) associated also was significant at th€.05) and hence the condition of Step 2
was met (significant Path a). Now to test whethneliviidual readiness for change was related to dzgtional
performance, organizational performance regressadltaneously on both of individual readiness fbacge
and adaptability variables (Step 3). The coeffitievith the relation between individual readiness ¢hange
and organizational performance (controlling for @daility), was also significant (B 295,p <.05). Hence, the
condition for Step 3 was met (significant PathTi)e third regression analysis also provided amedé of Path
¢, the relation between adaptability and organiratigperformance, controlling for individual readssefor
change. When path’ is zero i.e. independent variable becomes insitaniti then there can be a complete
mediation. Nevertheless, Pathwas (B =.529) and also significanp (<.05), though it was smaller than Path c
which was .584. Since, after controlling for indiual readiness for change, the effect of adaptabifipeared to
be significant and smaller i.e. from (B.584) to (B =.529) and hence reduced by .584 - .529 = .055 which
supported partial mediation. Further, the resultSable test indicated that indirect effect = .@%ds statistically
significant ¢ = 2.4008,p <.05). Hence, it is established that individuadiaess for change partially mediates
the positive relationship of adaptability and origational performance and hypothesis was accepkbd.
amount of mediation was calculated from the alfl65/.584 = .094). Thus about 9.42% of the totadafbf
adaptability on organizational performance is migdidy individual readiness for change.

Issue of multicollinearity was addressed by a stigtil tool called Tolerance and VI#afiance inflation factor).
For step 1 and step 2, there was no issue of rollitiearity (VIF = 1, Tolerance = 1). For step 3, there was also
no issue of multicollinearity as welV(F = 1.046, Tolerance = .956) and Durbin Watson = 1.936 which
indicated that there was no problem of autocorigiat

H4: Individual readinessfor change has significant mediating r ole between the positive relationship of

mission trait of organizational culture and organizational performance of HEI s of Pakistan.

For the mediator analysis, it was established tiha&t predictor (mission) was related to the outcome
(organizational performance) which is the (StepThe standardized regression coefficient (B58) associated
with the mission on organizational performance wsiggificant p <.05). Therefore Path ¢ was significant, and
hence condition of mediation in Step 1 was met.
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Table 4. Testing mediator effect of

Testing Steps of B SE F R’ Dedison Roc (MV) on Per (DV) and Mis
M ediation
(V)
Step 1 (path c)
Outcome: Per Individual
Predictor: Mis 458 .057 64.434 .172 .000<.05 . Readiness for .
199 Change 219

Step 2 (path a)
Outcome: Roc

Predictor: Mis 199 .035 32.425 .093 .000<.05

Step 3 (paths b ard) 35.483 .184 .000<.05| g , Organizational
Outcome: Per — Performance
Mediator: Roc(path b .219 .093 .019 < .05 T
Predictor: Mis(patflt’) .415 .060 .000 < .05

Figure 6. Mediator effect of Roc on Per and Mis

To determine that mission was related to individueddiness for change (the hypothesized mediatiog),
regression coefficient (B = .199) associated alas gignificant at the (p <.05) and hence the camdif Step 2
was met (significant Path a). Now to test whethneliviidual readiness for change was related to dzgtional
performance, organizational performance regressadltaneously on both of individual readiness fbacge
and mission variables (Step 3). The coefficienthwhe relation between individual readiness foarge and
organizational performance (controlling for misgiomas also significant (B = .219, p <.05). Hentee
condition for Step 3 was met (significant PathTi)e third regression analysis also provided amedé of Path
¢’, the relation between mission and organizatioealgpmance, controlling for individual readiness éhange.
When pathc’ is zero i.e. independent variable becomes insicaniti then there can be a complete mediation.
Nevertheless, Patti was (B = .415) and also significant (p <.05), thoitlgwas smaller than Path ¢ which was
.458. Since, after controlling for individual readss for change, the effect of mission appearée tsignificant
and smaller i.e. from (B= .458) to (B = .415) arehte reduced by .458 - .415 = .043 which suppgrtetal
mediation. Moreover, the results of Soble testdatlid that indirect effect = .043 was statisticallynificant (z

= 2.1518, p <.05). Hence, it is established thdtvidual readiness for change partially mediates fgositive
relationship of mission and organizational perfonoeand hypothesis was accepted. The amount ofatredi
was calculated from the ab/c (.043/.458 = .09Bhus about 9.39% of the total effect of mission on
organizational performance is mediated by individaadiness for change.

Issue of multicollinearity was addressed by a stiatl tool called Tolerance and VIF (varianceatitin factor).
For step 1 and step 2, there was no issue of rallitiearity (VIF = 1, Tolerance = 1). For steptBere was also
no issue of multicollinearity as well (VIF = 1.108plerance = .904) and Durbin Watson = 1.842 which
indicated that there was no problem of autocorigiat

H5: Individual Readiness for change has significant mediating role between the positive relationship of
involvement trait of organizational culture and organizational performance of universitiesdDAls of
Pakistan.

For the mediator analysis, it was established that predictor (involvement) was related to the omte
(organizational performance) which is the (StepThe standardized regression coefficient (B £5) associated
with the organizational culture on organizationalfprmance was significanp<€.05). Therefore Path ¢ was
significant, and hence condition of mediation i[5l was met. To ascertain that involvement weetadlto
individual readiness for change (the hypothesizediator), the regression coefficient (BG53) associated also
was not significant at thep(>.05) and hence the condition of Step 2 was not (imsignificant Path a).
Therefore, step 3 could not be performed and psooégstablishing mediation could not be completed to
volition of the step 2. Hence hypothesis, that vidlial readiness for change mediates the relatipneh
involvement and organizational performance, wasatef.
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Table 5. Testing mediator effect of Roc (MV) on Per (DV) and Inv (1V))

Testing Steps of 2 .
M ediation B SE F R Decisio Individual
- Readiness for
053 Change
Step 1 (path c)
Outcome: Per
Predictor: Inv 483 .061 63.634 .170 .000<. Organizational

Involvement

483 Performance

Step 2 (path a)

Outcome: Roc : .
F 7. Mediator effect of R P dl
Predictor: Inv 053 039 1.852 .003 .175>. = ' rafor eftect of Roc on Fer and inv

Step 3 (paths b ard)
Outcome: Per
Mediator: Roc(path b
Predictor: Inv(patit’)

5. Conclusion

This study was focused on higher educational semftétakistan. HEIs are the knowledge incubators theg
serve as a backbone of innovation and prosperitghét education also contributes in the societylavhi
providing skilled human resources as input to titustry. The result of the study provided an insihat how
can the performance Pakistani universities be inguto The study depicted the strength and relatipesbf
dimensions of both organizational culture and pennce with individual readiness for change as atediand
it is first of its kind to test these variablestms style. The study also made a significant ébuation by testing
mission, consistency, adaptability, and involvemeitih organizational performance, while individwahdiness
for change served as a mediator. Statistical ie@flthe indicated that organizational culture amdividual
readiness for change can play a role in organigatiperformance. However, the individual readirfesshange
was proved as partial mediator and involvement thibrganizational culture resists readiness afnge. The
faculty who are well aware of change and culture lwetter perform.

6. Recommendations

- It was also noted that organizational culture ighhi important for organizational performance whish
consistent with the findings of Haque and Anwarl20thus it should be emphasized more.

- Moreover, statistical results indicated that indial readiness for change has the major role ectiffg the
organizational performance, it is therefore recomadeel that educationists develop a better underistand
of capability of change.

- Higher educational institutions must conduct wodgsland training sessions to elevate individual iress$
for change.

- Consistency trait represents the strong culturaroforganizational is it measured by core values, an
agreement, which can become a short term predi€torganizational performance (Gordon and DiTomaso,
1992). In the long run, consistency with the cutrreystem leads to lack of innovation and limits the
organization’s ability to adapt to changes in tmi@nment (Denison, 1984). This is the reason, why
individual readiness for change becomes pertiretof of adaptation and organizational performance.

- However, Gordon and DiTomaso (1992) found thatucalof adaptability but not stability is also pretdie
of short term performance but combination of twa ba most powerful. Since, interaction effects wawe
measured as it was not the objective of the sttiusrefore, the proposition of Gordon and DiTomaso
demands further research.

- It is important to understand that the externalimment (economic, political, social and technidad)
also effects the performance of an organizatiorerd@lore, one needs to take external environment as
control variable. Therefore, if lowered scores omstancy, and adaptability signify lowered perfonce
then one should consider the other factors of eateanvironment.

- In order to achieve high productivity from knowledgvorkers, educational leaders can account of
promoting strong organizational culture and to tdfgmeeds of teaching staff and accordingly previd
solution for those needs. All this eventually leatds preparing them and enhance organizational
performance.
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- Jobs in all walks of life are becoming demanding ahallenging, individual readiness for change, lwaitd
up skills and competencies.

- On the theoretical side, organizational culture entividual readiness for change are strong corgentbr
bringing organizational performance and effectissne

7. Limitations
Self reporting response of organizational perforoearconcrete data of performance can produce malid v
results. The results of the study cannot be gemethbn manufacturing sector or banking sector ripgdions.

8. Future Research

- To further validate the hypothesized relationskidpngitudinal research study is required. Esplscial
case of involvement trait of organizational culture

- Concept of organizational culture and its relatwith organisational performance with mediating rofe
individual readiness for change can be extendedher sectors of Pakistan to get a better undetistgnit
will bring more generalization to the theory.

- Different cultural traits can be more significantdifferent industries. For instance, involvememittwas
insignificant in the study, but it may be oppositalifferent sector.

- Whether lowered score on different traits (consisye adaptability) signifies lowered performance or
whether caused due to the direction of change doguin the economic, political, technological asatial
environment.

- Interaction effect of different organizational tmishould be tested with organizational culturethwi
mediating role of individual readiness for change.

- A comparative study can be made between publiqaindte sector HEIs to further validate the results

- Some other organizational variables like confli@magement, organizational commitment, employee turn
over can be introduced to the model.
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