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Abstract
This study is an enquiry to find out relationship between organizational culture and organizational performance
of higher educational institutions (HEIs) of Pakistan with mediating role of individual readiness for change. The
bottom line of the research is to determine the significance of organizational culture and individual readiness for
change in academic leaders that leads to heightened performance of educational institutions. Further addition to
the study is comparison of different dimensions of organizational culture with organizational performance with
mediating role of individual readiness for change. A structured questionnaire was used to collect the data from
307 doctorate degree holding faculty members working in universities/HEIs of Pakistan. The findings from this
research supported that individual readiness for change acts as partial mediator between the relationship of
organizational culture and organizational performance. The study's findings provide understanding about the
relationship between different dimensions of organizational culture with organizational performance. Study
helps in providing guidelines to the policy makers and leadership of universities that how organizational culture
and individual readiness for change can help to elevate organizational performance, increase productivity and
enhance quality research output to secure respectable place in international research arena and raking of HEIs.
Keywords: Organizational culture, Individual readiness for change, Organizational performance, Higher
Education Institutions.
1. Introduction
Humans are conscious knowledgeable beings and we strive and thrive in a world where knowledge is rapidly
changing, therefore we learn, adapt and change and move towards learning organization. Learning is also a
pertinent function of universities which impart knowledge in students by changing them to better persons
through behavior enhancement and modification as per defined norms and values i.e. culture. Hence, the
essential outcome of learning is change and this is a vital function of culture mechanism. Organizational culture
has been both blamed and credited for organizational failure and successful performance (Vallett, 2010). The
purpose of the research was to find the relationship between organization culture and performance with
mediating role of individual readiness for change. The study underhand has explored the dimensions of
organization culture of higher education institutions (HEIs) / Universities/Degree Awarding Institutes (DAIs) of
Pakistan; it has also explored the individual readiness for change with respect to performance. At micro level, the
study at hand focuses on individual readiness for change and performance whereas mission, adaptability,
involvement and consistency traits were taken as predictors of organizational culture. The focus of study was
HEIs/universities and there are not many studies regarding HEIs, nor as an organizational perspective which
addresses the variables of organizational culture, organizational performance and individual readiness for change
at the same time. Therefore, a comprehensive study of the organizational culture and individual readiness for
change and performance in Pakistan can contribute to serve the purpose of developing the higher education
sector and research in this domain. Moreover, this study has called for theoretical propositions and assertions in
multitude ways of understanding organizational culture and readiness for change and performance of HEIs of
Pakistan. It is also expected that it can yield improvement in our global understanding of the link between
dimensions of organizational culture and performance with mediating role of individual readiness for change.
1.1 Rationale of the study
Whatever the reasons are, in order to change an organization must be in the state of readiness for change
(Rowden, 2001) and many researches Backer (1995), Eby et al. (2000) have established that for organizational
change, members of the organization must be prepared and ready for the change, i.e. they should not fear the
change. Rowden (2001) professed that to become a learning organization an organization should be in the state
of constant readiness and Bernerth (2004) suggested that employee readiness is a critical factor in successful
change and organizational performance. With reference to change, McNabb and Sepic (1995) purported that if a
organizational culture is not conducive to the acceptance of change then change will most likely to fail despite of
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proactive plans and desires, therefore organizational culture is the breeding ground of change. Hence it is
pertinent to understand the relationship of organizational culture and individual readiness for change.
The Global Competitiveness Index (GCI) ranked nations on the criteria of performance and provides a
competitive index to the world. According to GCI 2011–2012, Schwab (2010), Pakistan ranked 118 in the
world. GCI assesses performance of the countries on different parameters. Efficiency is one of the parameter of
GCI, and it discusses Higher Education as an important dimension of that parameter. Pakistan ranked 100 on
Efficiency, 122 on Higher Education and quite low on sub-dimensions of Higher Education and Training.
Whereas, Human Development Index (HDI) of UNDP ranked Pakistan 145 among all UN states. HDI has three
dimensions and one of the dimensions is education. Therefore it is very pertinent to focus and understand the
culture of higher education institutions of Pakistan and improve Pakistan ranking in GCI and HDI.
1.2 Research Question
The problem to be focused in this study is to identify and provide an in-depth understanding of the
organizational culture and organizational performance of HEIs of Pakistan with mediating role of individual
readiness for change, which can help in improving the ranking of Pakistan in Global Competitiveness Index
(GCI) and Human Development Index (HDI).
2. Literature Review
2.1 Organizational Culture
The notion is explained by Pettigrew (1979a) as it is manifest in the shared fundamental values, beliefs, attitudes,
assumptions and behaviors of members of an organization. Culture is considered to be the significant factor in
(1) build and unifying capabilities (Day, 1994), (2) shaping norms and procedures (Deal and Kennedy, 1982,
Jarnagin and Slocum, 2007), (3) providing solutions, and eventually become a source of competitive advantage
(Barney, 1986, Hall, 1993).
Organizational culture is the character of an organization, and that character interacts and communicates the
mind set and behavior of an organization which eventually leads to good or bad performance (Schein, 1984).
Many scholars have studied the properties, levels, dimensions and characteristics of organizational culture form
different perspectives. In early works, Hofstede (1991) segregated culture into four dimensions (1) collectivism
vs. individualism, (2) power distance (3) uncertainty avoidance and (4) masculinity vs. femininity. Later on
Schein (1992) outlined three levels of culture (1) explicit behavior, (2) signs and (3) shared values. There are
many different ways how culture can be assessed. For example, Beacher (1989) differentiate four types of
culture on the basis of the type of authority (collegial, hierarchical, anarchical and political). Fjortoft and Smart
(1994) differentiate organizational cultures on the basis of dynamism and externalism. Whereas Denison (2000)
has grouped culture into four traits: (1) mission, (2) adaptability, (3) involvement and (4) consistency. Denison’s
model suggests four broad cultural traits help capabilities of an organization for coordinating and integrating
internal resources and also adapting to the external environment. Organizations always strive to find a perfect
balance between them. Each trait is measured by three dimensions.
2.2 Involvement Trait
Involvement trait creates a sense of ownership and responsibility and further increases capacity and autonomy
(Denison, 2000). It helps in the implementation of decisions. It facilities flexibility and internal integration
(Denison, 1984, Denison and Mishra, 1995, Fisher, 1997). Organizations high on involvement trait have more
favorable employee attitudes.
To achieve organizational performance, an organization must broadcast empowerment, build teams, and develop
the capability of employees (Becker, 1964, Lawler, 1996, Likert, 1961). Employees should feel that they have a
part to play in the system. To achieve the involvement, employees should feel that they have some input in the
decision making, their voice can be heard, and organizational goals are directly linked with their work (Spreitzer,
1995). Hence, involvement trait indices are (1) Empowerment, (2) Team Orientation, and (3) Capability
Development.
2.3 Consistency Trait
The consistency trait defines the values and system that are the basis of a strong culture. It provides a central
source of integration, and coordination (Denison, 2000). It focuses on commonly accepted beliefs, norms and
values. It is expected to enhance efficiency, effectiveness and performance by reducing control mechanisms and
hence facilitating communication, coordination and costs reduction (Seashore, 1954, Fisher, 1997).
Organizations are effective because they have strong culture which is highly consistent, agreed upon,
coordinated and integrated (Davenport, 1993, Saffold, 1988). Consistency is an influential source of internal
integration and stability which springs from common frame of mind and conformity (Senge, 1990). Hence,
consistency trait indices are (1) Coordination and Integration, (2) Agreement, and (3) Core Values.
2.4 Adaptability Trait
The adaptability trait refers to the organizations ability to translate the demands of the business environment in to
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action (Denison, 2000). In the same manner, Yilmaz and Ergun (2008) contended that adaptability facilitates the
conversion of customer expectations and external requirements into organizational processes. It improves the
organization’s ability to cope the volatility in environment. Hence, it can be viewed as predictor of
organization’s ability to build new innovations, market development and it also serves as defensive capacity for
unexpected threats. According to Kanter (1983) it is most difficult to change well integrated organizations.
External adaptation and internal integration are often at odds. Adaptability is driven by customers, risk taking,
experience, and learning from mistake (Nadler and Francisco, 1998, Senge, 1990). Adaptable organizations
continuously in the state of learning and always strive to enhance their systems to provide value to their
customers (Stalk, 1990). Hence, adaptability trait indices are (1) Creating Change, (2) Customer Focus, and (3)
Organizational Learning.
2.5 Mission Trait
The mission trait reflects the organizations ability to define a meaningful long term direction that provides
employees with a sense of focus and common vision of the future (Denison, 2000). It is based on external focus,
stresses on stability and capability to give an organization purpose, meaning and strategic direction. A clear
vision, goals and strategic objectives provides sense of direction and purpose which makes an organization
successful (Mintzberg, 1987, Ohmae, 1983, Hamel, 1996). Change in organization mission leads to change in
organization culture (Schein, 1990). It focuses on contradiction of internal integration and external adaptation at
same moment of time (Hatch, 1993, Schein, 1990). Hence, mission trait indices are (1) Strategic Direction and
Intent, (2) Goals and Objectives, and (3) Vision.
2.6 Individual Readiness for Change
It has been defined and conceptualized in many ways. Bernerth (2004) suggested that “Readiness is more than
understanding the change, readiness is more than believing in the change, readiness is a collection of thoughts
and intentions toward the specific change effort” (p. 40). Whereas, Backer (1995) suggested that it involves with
employees beliefs, intentions, attitudes and capability towards the need of change which eventually translate into
organizational capability to change. Therefore, readiness is a state of mind with acceptance about the need. It is a
cognitive predecessor of support or resistance to change and its value is not fixed. Backer (1995) further argued
that change can occur even in the condition of low readiness but probability of successful change is low because
low readiness for change is subjected to active resistance or low motivation to change. Therefore, high readiness
for change leads to successful change. In terms of readiness for change, the proposed study will cover several
aspects of change which employees possess. These aspects include resisting, participating and promoting
change. With three aspects of attitudes toward change: resisting, participating, and promoting, the instrument
provides a comprehensive situational analysis. Promoting and participating allows us to know which groups of
people initiate the change. The resistance aspect allows us to know what situation a person is in, and what
potentially contribute to resistance. Knowing this will ensure the success of organization development efforts.
2.7 Organizational Performance
According to Daft (2009) “it is the extent to which an organization has successfully attained its goals”. Choi
(2002) assessed organizational performance from the eyes of its members. Studies of the performance of
business firms have often used such financial measures as return on assets (Bloom and Milkovich, 1998,
Westphal, 1999). The common relatively ‘‘objective’’ or quantifiable measures of performance rarely exist,
making it difficult to compare organizations on performance measures. For this reason, the study used measures
of perceived performance. The limitations of perceptual data in assessing organizational performance have been
well recognized (Huselid, 1995). Objective and perceptual measures of organizational performance, however,
have often been found to be positively related to each other (Kirkman and Rosen, 1999), and previous studies of
organizational performance have also used perceptual measures (Brewer and Selden, 2000).
2.8 Link of Organizational Culture, Individual Readiness for Change and Organizational Performance
What is the end result of all this change-related ability or readiness for change? Drawing on implementation
theory, the most proximal outcome is likely to be effective implementation and better performance (Klein and
Sorra, 1996). Therefore readiness of change can predict performance. Although many factors contribute to the
speed and performance with which organizations move now a days (Damanpour, 1991), creating readiness for
change has been regarded as particularly critical (Jansen, 2000, Kanter, 1983, Simon, 1996, Holt et al., 2007).
Since, culture is the character of an organization, and that character interacts and communicates the mind set and
behavior of an organization which eventually leads to good or bad performance (Schein, 1987) and addition to
this McNabb and Sepic (1995) suggested that conducive culture is required to accept the change and therefore it
is important to understand the relationship of organizational culture and readiness for change. The link between
organizational culture and performance has been studied by many scholars (Denison, 2000, Hofstede, 1991,
Pettigrew, 1979b, Quinn and Rohrbaugh, 1981). The more recent and authenticated work on organizational
culture and performance has been done by Kotrba et al. (2012), which clearly established the relationship of
organizational culture and performance.
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3. Research Hypotheses
H1: Individual readiness for change has significant mediating role between the positive relationship of
organizational culture and organizational performance of HEIs of Pakistan.
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.
H3: Individual readiness for change has significant mediating role between the positive relationship of
adaptability trait of organizational culture and organizational performance of HEIs of Pakistan.
H4: Individual readiness for change has significant mediating role between the positive relationship of mission
trait of organizational culture and organizational performance of HEIs of Pakistan.
H5: Individual readiness for change has significant mediating role between the positive relationship of
involvement trait of organizational culture and organizational performance of HEIs of Pakistan.
3.1 Theoretical Framework
Organizational Culture

Individual
Readiness for
Change

Involvement

Individual
Readiness for
Change

Consistency
Organizational
Performance
Adaptability

Organizational
Culture

Organizational
Performance

Mission

Figure 1.Theoretical framework of the
Figure 2.Detail theoretical framework.
study.
4. Instruments of the Study
In this study three instruments were used. Organization culture was measured by (Denison, 2000).Whereas,
individual readiness for change was measured (Hanpachern 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 questionnaire. Simple random sampling technique was used.
Respondents for the study were Phd faculty members of HEIs of Pakistan and 500 respondents were randomly
selected form the Universities/DAIs. 360 out of 500 questionnaires were received. Later inspection resulted in
307 analyzable questionnaires. Respondent follow up was at most 2 times, which resulted in 61.4% usable
response rate. The rationale of selecting only faculty members was (a) they are the official position holders; (b)
they are the one who can influence organizational rules, regulations; (c) direction; (d) implementation; (e)
performance (Obenchain et al., 2004). This perspective was also confirmed by Schifirnet (1997) who viewed that
"faculty members are not merely the subject specialists but their personality and interactions also create and
build organizational culture". Budd (1996) also argued that faculty is a key element in the organizational culture
of the university and the faculty tends to be the most permanent members of the organization, certainly more
permanent than any generation of students and, at this point in time, more permanent than university
administrators.
4.2 Validity and Reliability
CFA (Confirmatory Factor Analysis) was used to ensure the validity of the scales. As rule of thumb cut off value
item factor loading less than .4 is followed. No items were dropped from the scale. Cronbach Alpha of each scale
was measured to establish the reliability. Alpha values of all scales were greater than .5 which is greater than the
general acceptable level of .5(Nunnally and Bernstein, 1978). Hence, all scales confirmed the reliability
standards.
5. Results and Findings
All hypotheses were tested according to Baron and Kenny (1986) standards of testing mediation. Following
abbreviations were used for the variables of the study: organizational culture (Cul), organizational performance
(Per), individual readiness for change (Roc), involvement (Inv), consistency (Con), adaptability (Ada), mission
(Mis).
H1: Individual readiness for change has significant mediating role between the positive relationship of

26

European Journal of Business and Management
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online)
Vol.5, No.20, 2013

www.iiste.org

organizational culture and organizational performance of HEIs of Pakistan.
For the mediation analysis, it was established that the predictor (organizational culture) was related to the
outcome (organizational performance) which is the (Step 1). The standardized regression coefficient
(B = .668) associated with the organizational culture on organizational performance was significant
(p <.05). Therefore Path c was significant, and hence condition of mediation in Step 1 was met.

To ascertain that organizational culture was related to individual readiness for change (the hypothesized
mediator), the regression coefficient (B = .186) was significant at the (p <.05) and hence the condition of Step 2
was met (significant Path a). Now to test whether individual readiness for change was related to organizational
performance; organizational performance regressed simultaneously on both of individual readiness for change
and the organizational culture variables (Step 3). The coefficient, with the relation between individual readiness
for change and organizational performance (controlling for organizational culture), was also significant (B =
.257, p <.05). Hence, the condition for Step 3 was met (significant Path b). The third regression analysis also
provided an estimate of Path c’, the relation between organizational culture and organizational performance,
controlling for individual readiness for change. When path c’ is zero i.e. independent variable becomes
insignificant then there can be a complete mediation. Nevertheless, Path c’ was (B = .620) also significant (p
<.05), though it was smaller than Path c which was .668. Since, after controlling for individual readiness for
change, the effect of organizational culture appeared to be significant and smaller i.e. from (B = .668) to (B =
.620) and hence reduced by .668 - .620 = .048 which supported partial mediation. Results suggesting that even if
individual readiness for change was one meditational pathway, it is certainly not the only one. Since product of
paths a, and b equals to c – c’, the significance of the difference between c and c’ can be calculated by testing the
significance of the products of paths a, and b which determines the significance of indirect effect. To check the
significance of indirect effect, Soble test was performed which eventually determined the significance of partial
mediation. The results of Soble test indicated that indirect effect = .048 was statistically significant (z = 2.3027, p
<.05). Hence, it is established that individual readiness for change partially mediates the positive relationship of
organizational culture and organizational performance and hypothesis was accepted.
It is important to know the amount of mediation. It was calculated from the standard of (Shrout and Bolger,
2002) which is ab/c (.048/.668 = .071) and it was obtained from unstandardized coefficients. Thus about 7.19%
of the total effect of organizational culture on organizational performance is mediated by individual readiness for
change. However to find the accurate proportion of total effected mediated, a sample size of 500 is at least
required (MacKinnon et al., 1995) but the study also has considerable sample size of 307. It is important to note
that it only describes the amount of mediation rather than significance of mediated effect. Issue of
multicollinearity was addressed by a statistical tool called Tolerance and VIF (variance inflation factor). For step
1 and step 2, there was no issue of multicollinearity (VIF = 1, Tolerance = 1). For step 3, there was also no issue
of multicollinearity as well (VIF = 1.051, Tolerance = .951) and Durbin Watson = 1.816 which indicated that
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 the predictor (consistency) was related to the outcome
(organizational performance) which is the (Step 1). The standardized regression coefficient (B = .544) associated
with the consistency on organizational performance was significant (p <.05). Therefore Path c was significant,
and hence condition of mediation in Step 1 was met.
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To establish that consistency was related to individual readiness for change (the hypothesized mediator), the
regression coefficient (B = .134) associated also was significant at the (p <.05) and hence the condition of Step 2
was met (significant Path a). Now to test whether individual readiness for change was related to organizational
performance, organizational performance regressed simultaneously on both of individual readiness for change
and consistency variables (Step 3). The coefficient, with the relation between individual readiness for change and
organizational performance (controlling for consistency), was also significant (B = .310, p <.05). Hence, the
condition for Step 3 was met (significant Path b). The third regression analysis also provided an estimate of Path
c’, the relation between consistency and organizational performance, controlling for individual readiness for
change. When path c’ is zero i.e. independent variable becomes insignificant then there can be a complete
mediation. Nevertheless, Path c’ was (B = .502) and also significant (p <.05), though it was smaller than Path c
which was .544. Since, after controlling for individual readiness for change, the effect of consistency appeared 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 results of Soble test indicated that indirect effect = .042 was
statistically significant (z = 2.336, p <.05). Hence, it is established that individual readiness for change partially
mediates the positive relationship of consistency and organizational performance and hypothesis was accepted.
The amount of mediation was ab/c (.042/.544 = .077). Thus about 7.72% of the total effect of consistency on
organizational performance is mediated by individual readiness for change.
Testing Steps of
Mediation

B

SE

F

R2

Decision

Step 1 (path c)
Outcome: Per
Predictor: Con

.544 .070 59.846 .161

.000 < .05

Step 2 (path a)
Outcome: Roc
Predictor: Con

.134 .044

.026

.003 < .05

37.038 .191
Step 3 (paths b and c’)
Outcome: Per
Mediator: Roc(path b) .310 .089
Predictor:Con(path c’) .502 .070

.000 < .05

9.214

.001 < .05
.000 < .05

Table 2. Testing mediator effect of Roc
(MV) on Per (DV) and Con (IV)

Figure 4. Mediator effect of Roc on Per and Con

Issue of multicollinearity was addressed by a statistical tool called Tolerance and VIF. For step 1 and step 2,
there was no issue of multicollinearity (VIF = 1, Tolerance = 1). For step 3, there was also no issue of
multicollinearity as well (VIF = 1.030, Tolerance = .971) and Durbin Watson = 1.787 which indicated that 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 the predictor (adaptability) was related to the outcome
(organizational performance) which is the (Step 1). The standardized regression coefficient (B = .584) associated
with the adaptability on organizational performance was significant (p <.05). Therefore Path c 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 (IV)
Testing Steps of
Mediation

B

SE

F

R2

Decision

Step 1 (path c)
Outcome: Per
Predictor: Ada

.584 .080 52.767 .145

.000 < .05

Step 2 (path a)
Outcome: Roc
Predictor: Ada

.187 .050 14.045 .041

.000 < .05

32.439 .170
Step 3 (paths b and c’)
Outcome: Per
Mediator: Roc(path b) .295 .091
Predictor:Ada(path c’) .529 .081

.000 < .05

Figure 5. Mediator effect of Roc on Per and Ada

.001 < .05
.000 < .05

To determine that adaptability was related to individual readiness for change (the hypothesized mediator) the
regression coefficient (B = .187) associated also was significant at the (p <.05) and hence the condition of Step 2
was met (significant Path a). Now to test whether individual readiness for change was related to organizational
performance, organizational performance regressed simultaneously on both of individual readiness for change
and adaptability variables (Step 3). The coefficient, with the relation between individual readiness for change
and organizational performance (controlling for adaptability), was also significant (B = .295, p <.05). Hence, the
condition for Step 3 was met (significant Path b). The third regression analysis also provided an estimate of Path
c’, the relation between adaptability and organizational performance, controlling for individual readiness for
change. When path c’ is zero i.e. independent variable becomes insignificant then there can be a complete
mediation. Nevertheless, Path c’ was (B = .529) and also significant (p <.05), though it was smaller than Path c
which was .584. Since, after controlling for individual readiness for change, the effect of adaptability appeared 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 results of Soble test indicated that indirect effect = .055 was statistically
significant (z = 2.4008, p <.05). Hence, it is established that individual readiness for change partially mediates
the positive relationship of adaptability and organizational performance and hypothesis was accepted. The
amount of mediation was calculated from the ab/c (.055/.584 = .094). Thus about 9.42% of the total effect of
adaptability on organizational performance is mediated by individual readiness for change.
Issue of multicollinearity was addressed by a statistical tool called Tolerance and VIF (variance inflation factor).
For step 1 and step 2, there was no issue of multicollinearity (VIF = 1, Tolerance = 1). For step 3, there was also
no issue of multicollinearity as well (VIF = 1.046, Tolerance = .956) and Durbin Watson = 1.936 which
indicated that there was no problem of autocorrelation.
H4: Individual readiness for change has significant mediating role between the positive relationship of
mission trait of organizational culture and organizational performance of HEIs of Pakistan.
For the mediator analysis, it was established that the predictor (mission) was related to the outcome
(organizational performance) which is the (Step 1). The standardized regression coefficient (B= .458) associated
with the mission on organizational performance was significant (p <.05). Therefore Path c was significant, and
hence condition of mediation in Step 1 was met.
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Mediation

B

SE

F
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R

2

Decision

Step 1 (path c)
Outcome: Per
Predictor: Mis

.458 .057 64.434 .172

.000 < .05

Step 2 (path a)
Outcome: Roc
Predictor: Mis

.199 .035 32.425 .093

.000 < .05

35.483 .184
Step 3 (paths b and c’)
Outcome: Per
Mediator: Roc(path b) .219 .093
Predictor: Mis(path c’) .415 .060

.000 < .05

Table 4. Testing mediator effect of
Roc (MV) on Per (DV) and Mis
(IV)

.019 < .05
.000 < .05
Figure 6. Mediator effect of Roc on Per and Mis

To determine that mission was related to individual readiness for change (the hypothesized mediator), the
regression coefficient (B = .199) associated also was significant at the (p <.05) and hence the condition of Step 2
was met (significant Path a). Now to test whether individual readiness for change was related to organizational
performance, organizational performance regressed simultaneously on both of individual readiness for change
and mission variables (Step 3). The coefficient, with the relation between individual readiness for change and
organizational performance (controlling for mission), was also significant (B = .219, p <.05). Hence, the
condition for Step 3 was met (significant Path b). The third regression analysis also provided an estimate of Path
c’, the relation between mission and organizational performance, controlling for individual readiness for change.
When path c’ is zero i.e. independent variable becomes insignificant then there can be a complete mediation.
Nevertheless, Path c’ was (B = .415) and also significant (p <.05), though it was smaller than Path c which was
.458. Since, after controlling for individual readiness for change, the effect of mission appeared to be significant
and smaller i.e. from (B= .458) to (B = .415) and hence reduced by .458 - .415 = .043 which supported partial
mediation. Moreover, the results of Soble test indicated that indirect effect = .043 was statistically significant (z
= 2.1518, p <.05). Hence, it is established that individual readiness for change partially mediates the positive
relationship of mission and organizational performance and hypothesis was accepted. The amount of mediation
was calculated from the ab/c (.043/.458 = .094). Thus about 9.39% of the total effect of mission on
organizational performance is mediated by individual readiness for change.
Issue of multicollinearity was addressed by a statistical tool called Tolerance and VIF (variance inflation factor).
For step 1 and step 2, there was no issue of multicollinearity (VIF = 1, Tolerance = 1). For step 3, there was also
no issue of multicollinearity as well (VIF = 1.106, Tolerance = .904) and Durbin Watson = 1.842 which
indicated that there was no problem of autocorrelation.
H5: Individual Readiness for change has significant mediating role between the positive relationship of
involvement trait of organizational culture and organizational performance of universities/DAIs of
Pakistan.
For the mediator analysis, it was established that the predictor (involvement) was related to the outcome
(organizational performance) which is the (Step 1). The standardized regression coefficient (B = .415) associated
with the organizational culture on organizational performance was significant (p<.05). Therefore Path c was
significant, and hence condition of mediation in Step 1 was met. To ascertain that involvement was related to
individual readiness for change (the hypothesized mediator), the regression coefficient (B = .053) associated also
was not significant at the (p >.05) and hence the condition of Step 2 was not met (insignificant Path a).
Therefore, step 3 could not be performed and process of establishing mediation could not be completed due to
volition of the step 2. Hence hypothesis, that individual readiness for change mediates the relationship of
involvement and organizational performance, was rejected.
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Table 5. Testing mediator effect of Roc (MV) on Per (DV) and Inv (IV))
Testing Steps of
Mediation

B

SE

F

R2

Decision

Step 1 (path c)
Outcome: Per
Predictor: Inv

.483 .061 63.634 .170

.000 < .05

Step 2 (path a)
Outcome: Roc
Predictor: Inv

.053 .039

.175 > .05

1.852

.003

Figure 7. Mediator effect of Roc on Per and Inv

Step 3 (paths b and c’)
Outcome: Per
Mediator: Roc(path b)
Predictor: Inv(path c’)
5. Conclusion
This study was focused on higher educational sector of Pakistan. HEIs are the knowledge incubators and they
serve as a backbone of innovation and prosperity. Higher education also contributes in the society while
providing skilled human resources as input to the industry. The result of the study provided an insight that how
can the performance Pakistani universities be improved. The study depicted the strength and relationships of
dimensions of both organizational culture and performance with individual readiness for change as mediator, and
it is first of its kind to test these variables in this style. The study also made a significant contribution by testing
mission, consistency, adaptability, and involvement with organizational performance, while individual readiness
for change served as a mediator. Statistical results of the indicated that organizational culture and individual
readiness for change can play a role in organizational performance. However, the individual readiness for change
was proved as partial mediator and involvement trait of organizational culture resists readiness of change. The
faculty who are well aware of change and culture can better perform.
6. Recommendations
- It was also noted that organizational culture is highly important for organizational performance which is
consistent with the findings of Haque and Anwar (2012) thus it should be emphasized more.
- Moreover, statistical results indicated that individual readiness for change has the major role in effecting the
organizational performance, it is therefore recommended that educationists develop a better understanding
of capability of change.
- Higher educational institutions must conduct workshop and training sessions to elevate individual readiness
for change.
- Consistency trait represents the strong culture of an organizational is it measured by core values, and
agreement, which can become a short term predictor of organizational performance (Gordon and DiTomaso,
1992). In the long run, consistency with the current system leads to lack of innovation and limits the
organization’s ability to adapt to changes in the environment (Denison, 1984). This is the reason, why
individual readiness for change becomes pertinent factor of adaptation and organizational performance.
- However, Gordon and DiTomaso (1992) found that culture of adaptability but not stability is also predictive
of short term performance but combination of two can be most powerful. Since, interaction effects were not
measured as it was not the objective of the study, therefore, the proposition of Gordon and DiTomaso
demands further research.
- It is important to understand that the external environment (economic, political, social and technological)
also effects the performance of an organization. Therefore, one needs to take external environment as
control variable. Therefore, if lowered scores on constancy, and adaptability signify lowered performance
then one should consider the other factors of external environment.
- In order to achieve high productivity from knowledge workers, educational leaders can account of
promoting strong organizational culture and to identify needs of teaching staff and accordingly provide
solution for those needs. All this eventually leads to preparing them and enhance organizational
performance.
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Jobs in all walks of life are becoming demanding and challenging, individual readiness for change, can build
up skills and competencies.
On the theoretical side, organizational culture and individual readiness for change are strong contenders for
bringing organizational performance and effectiveness.

7. Limitations
Self reporting response of organizational performance; concrete data of performance can produce more valid
results. The results of the study cannot be generalized on manufacturing sector or banking sector organizations.
8. Future Research
- To further validate the hypothesized relationship, a longitudinal research study is required. Especially in
case of involvement trait of organizational culture.
- Concept of organizational culture and its relation with organisational performance with mediating role of
individual readiness for change can be extended to other sectors of Pakistan to get a better understanding. It
will bring more generalization to the theory.
- Different cultural traits can be more significant in different industries. For instance, involvement trait was
insignificant in the study, but it may be opposite in different sector.
- Whether lowered score on different traits (consistency, adaptability) signifies lowered performance or
whether caused due to the direction of change occurring in the economic, political, technological and social
environment.
- Interaction effect of different organizational traits should be tested with organizational culture, with
mediating role of individual readiness for change.
- A comparative study can be made between public and private sector HEIs to further validate the results.
- Some other organizational variables like conflict management, organizational commitment, employee turn
over can be introduced to the model.
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