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Abstract

This study investigated the transition management effect on organizational restructuring,
locus of control and organizational culture on managerial level, team leads and lower
staff in TPS. The research design used is the descriptive survey method. A combination of
questionnaires designed by (Milroy, 1995) and (Denison, 1996) were used to examine the
effects of transition. The sample was of 200 employees of a small and dynamic firm in Karachi.
We examined the effects of transition management on organizational restructuring, locus of
control through organizational culture. The fundamental target of this study was to recognize
conceivable methodologies that associations can seek after in executing transition without
unfavorably influencing the representatives. The study has analyzed following variables i.e.
locus of control, organizational restructuring and organizational culture. The findings and
conclusion of the research are discussed in the article.
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Introduction

Firms are human frameworks and their
framework  structure incorporates the
correspondence, choices, rolling out and

part illumination that improves through a
transition process. Evolving authoritative
conduct requires an organization to change
the conviction arrangement of its workforce.
This procedure of hanging convictions results
in learning. Compelling learning requires
clear, open communication all through the

association. There are numerous components
that add to dysfunctions of hierarchical
transition such as motivation, job satisfaction,
and locus of control, redeployment,
adaptability, consistency and involvement.

Organizations might set out on authoritative
rebuilding after transitions in vision and
methodology, or with expectations of cutting
expenses by stimulating procedures or reducing
parts of the organization. When it is set, a
little business will have another hierarchical
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structure and a transition workforce. The
impact of the HR division on occupation plan,
assignments and preparing can lastingly affect
the key achievement of the new hierarchical
structure by (Plunkett, et al., 2012).

As (Plunkett, et al., 2012) stated, HR ought
to impact the vital decisions prompting
transition. To create methodology, the owner
must consider the organization’s focused
position including representatives’ qualities
and shortcomings. HR supplies the owner with
a work environment appraisal - an exhaustive
stock of the representatives’ aptitudes and
different attributes, for example, ability,
turnover, training and encounter. The stock
is contrasted against the techniques under
thought with figure how well the organization’s
workforce can order them. When technique
is picked, HR then assesses how it must
transition the organization’s workforce to fill
the organization’s needs in the setting of the
transition and system.

Authoritative structure decides work scope,
working connections and asset sharing, so it
profoundly affects how business completes.
Staying with this methodology at the focal
point of basic choices permits HR to settle
on the best decisions. For example, if a little
business needs to concentrate on fine, custom-
fabricated items, the hierarchical structure
must advance individual achievement rather
than large scale manufacturing.

Figure 3.1. Organizational restructuring,locus of

control and organizational culture.
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An article in Pepperdine College’s (Beakey,
et al., 2007) recorded employment outline
and ability decision as most basic in actualizing
new authoritative structure. HR must reassess
the undertakings and work processes
expected to adequately work together and
contrast those with the association’s current
occupations and forms. Positions might
continue through to the end, transition or be
evacuated. A few assignments might require
new positions. Contemplations when outlining
occupations incorporate how concentrated an
occupation ought to be, the amount of power
a representative needs to achieve work and
the amount of supervision is required.

Despite recognition of the important role
to be played by transition management over
the last few years, organizational restructuring
across the globe has faced many challenges
ranging from budget reduction to a growing
number of alternative sources such as
downsizing, outsourcing, increase company
performance or result etc. These challenges
increase the pressure to find new way for
stabilization in the market.

The conceptual framework that guides the
present study is presented in figure 3.1.

Statement of the Problem

To identify the transition management
effect on organizational restructuring, locus of
control on the role of organizational culture at
managerial level, team leads and lowers staff
after the effect of transition.

Individuals have distinctive observations
abouttheelementsinchargeofwhattranspires.
These recognitions are characterized as a
man’s locus of control. Employees processing
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inner locus of control always focus on quality
and employees who blame the outer sources
for transition are intended to have outer locus
of control.

Literature Review

In today’s reality associations stood up
with numerous moves in their surroundings,
because of developing rivalry, globalization
of business sectors, the presentation of new
advances, Changing administrative regulations
andsoforth. Numerous associations attemptto
adapt to these improvements by changing the
inside association, which implies (rebuilding,
moves in employments) and/or refiguring the
hierarchical limits by (scaling back, blending,
acquisitions). These authoritative moves
frequently have sway on the work relationship
between the business and the representatives
in light of the fact that these moves are
prone to influence what the association will
offer to the representatives included and/
or what the association anticipates from the
representatives.

The writing on locus of control
fulfillment, inspiration and execution),
hierarchical rebuilding (Job Design,
Redeployments and Cuts, Reengagement)
and culture (Consistency, Adaptability,
Involvement, and Mission) is boundless.
The accompanying segment characterizes
every build and considers the fundamental
components of each. It gets to be clear from
this survey these builds are between related,
with the vicinity of one being liable to have an
influence on the other.

(Job

Locus of Control
Few studies have been done on locus of
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control on authoritative responsibility. Thus,
(Kinicki & Vecchio, 1994) reported that people
who have interior locus of control are liable
to be more dedicated to their association
than the individuals who have outer locus
of control. (Robbins, 2003) defined locus of
control as a person’s perception of his fate
source.

Organizational restructuring: Job Design,
Re-deployments and Cuts

Job Design

Transition is an unsettling process for
workers. HR must ensure that the remaining
representatives are prepared to be fruitful
in their new circumstances. Specialists
must be completely prepared for new or
transition positions. They should likewise be
re-inspired, which requires knowledge into
worker demeanors. Inspiration reviews can
give answers on the best approach for your
business (Dessler, 2012).

Redeployments and Cuts

According to (Dessler, 2012), HR ought
to counsel the workforce evaluation to
match individuals to transitioned and new
positions. For occupations requiring abilities
and experience that laborers don’t yet
have, HR should depend on inclination and
identity tests to foresee how likely it is that
a worker competitor can succeed. Cutting
employments requires consistence with
state and government laws. HR additionally
ought to execute a steady and targeted
methodology for picking the representatives
who will be cut, and furnish them with a
claims process, a budgetary pad to diminish
the blow and outplacement backing to offer
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them some assistance with finding a new job.

(Bridges, 1991) states that in the event
that transition is not successfully dealt
with, the objectives it was planned to
deliver are undermined. Individuals develop
imperviousness to it, efficiency goes down,
expenses increment and the transition
itself may be relinquished. Similarly as with
any association, this is bringing on solid
sentiments of doubt and fear among staff.

(Milroy, 1995) utilized the utilization of
a review intended to take a look at five key
classifications: demographics, feeling of
numerous misfortune, level of trouble in
managing transition, loss of control, and
obstructions to achievement. No distinction
in recognitions in light of gender, age, work
characterization or grounds area was found.
The study showed that staff had alot of trouble
in managing working environment transitions
and felt lost control. The employees key
boundaries to their professional success
which included financial powers, absence of
important aptitudes, decreased open doors,
nonattendance of long haul vocation arranges
and absence of a reasonable vision without
bounds. The study reasoned that every one
of these elements consolidated added to
lessened trust and reliability and also fears of
the unclear future.

Culture: Consistency, Adaptability,

Involvement, Mission

Studies conducted by (Dension, 1984;
Sheridan, 1992; Cartwright and Cooper, 1993)
reported the effect of organizational culture
on financial performance, on retention, or
even the failure or success of the organization
in terms of transition management. These
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studies have verified that these extensions
have a positive effects in the future and can
also reinforce or bring issues in the strategic
change process.

Organizational culture is a form of
symbolic discourse, system of expressing
values and beliefs and sharing knowledge
(Smircich, 1983). Each association has its own
specific manner of doing things that impacts
for all intents and purposes each angle of
working life - from to what extent recesses
are to how items and administrations are
sold. These standards and rehearses persist
in light of the fact that they have importance
for the individuals from an association. They
speak of methodologies for survival that have
functioned admirably in the past and that the
individuals accept will work again later on.

Based on (Denison, 1996) frameworks, we
developed a 20-ltems questionnaire, four
cultural dimension were extracted from this
guestionnaire: Involvement, Consistency,
Adaptability, Mission. This model is used to
identify the mediating effect of culture on
reorganizing the structure in organization.

Hypothesis Statement

As indicated by (Schwartz & Dauvis,
1981), conventional models of associations
converge in one of a kind way or option,
routines, game plan, and people, yet not
culture. In flow considers (Pascale & Athos,
1982) confusions in key execution and
evaluations of the execution of USA firms
with that of European, Japanese, and other
Asian contenders, analysts started to present
ideas of society as could be expected under
the circumstances clarifications for contrasts
in focused viability when couple of contrasts
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in the basic qualities of the associations were
obvious. As the discerning recommended
that models of associations that don’t include
society as a critical variable in association,
than association would be inadequate (Ouchi,
1980). In mid-1970s hierarchical sociologists
said that robotic models of association
outlines has never helped them to perceive
the distinction between authoritative goals
and genuine results, between strategy
arranging and execution (Ouchi & Wilkins,
1985).

Based on the above arguments, following
hypotheses were developed:

Hypothesis 1: Locus of control has
a constructive effect on organizational
restructuring.

Hypothesis 2: Locus of control has a
positive effect on organizational culture.

Hypothesis 3: Organizational Culture has
the positive relationship between locus of
control and organizational restructuring.

Methodology
Sample and Procedure

Non-probability convenience sampling
technique is used to derive the sample. The
member’s populace for this exploration
was 200 TPS representatives in Karachi.
This populace contained chiefly female in
specialized business aptitude as designersand
men in administrative position. For this study,
a specimen of 40 members from 5 divisions
including (Product Advancement, Business
Improvement, Organization, QA, Product
Administration and Support Services) was
randomly chosen to enable a spread across
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Instruments
Constructed on (Denison, 1996) and
(Milroy, 1995) survey frameworks, a

guestionnaire was designed to evaluate the
effects of organizational restructuringonlocus
of control and organizational culture after the
change was implemented. The questionnaire
consisted of 9 items for locus of control, 9
items for organizational restructuring, 4
items regarding demographics and 20 items
for organizational culture based on five-point
Likert Scale.

Results

The reliability value proposes that our poll
has general great dependability and inner
consistency (a = .692); while separately ,
all parts of the survey are displaying great
interior consistency and dependability as
the outcomes are almost steady with the
comparable studies.

All insights demonstrate the mean worth
score of all the three variables. Respondents
mean score for locus of control is 2.6750 (SD
= .51057), for organizational restructuring
2.8300 (SD = 0.46061), and for 2.5450 (SD =
0.56531) for Organizational Culture separately.

The outcomes demonstrate that locus of
control has a critical relationship = 0.319,
p = .000 with organizational restructuring.
Essentially locus of control has additionally
critical straight association with organizational
culture = 0.042, p = 0.000 .Organizational
Restructuring, likewise, demonstrates a huge
and positive relationship = 0.319, p = .000
and = 0.107, p = .000 with Locus of Control
and Organizational Culture individually.
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While, Organizational Culture is additionally,
and fundamentally, connected = 0.042, p =
.000 with Locus of Control and = 0.107 with
Organizational Restructuring.

Model synopsis of relapse investigation
demonstrates the estimations of
relationship coefficient (R) and coefficient
of determination (R?), utilizing all indicators.
Result recommends that 10.2% difference
(R?= 0.102) in organizational restructuring
can be anticipated from locus of control.
Than results demonstrate that 2% difference
(R*= 0.002) in Organizational culture is
being clarified by the locus of control.
Measurements shows that locus of control
and organizational restructuring is clarified
11.1% fluctuation (R?>=.111).

ANOVA aftereffects of relapse show the
F-details esteem and importance level. After
effects of this study propose that locus of
control is a critical giver to the organizational

restructuring F (42.220) =22.502,
p=.000; likewise, the F-details esteem
F (51.78=0.354, p= 0.553, recommend

that locus of control has inconsequential
anticipated organizational Culture. Results
demonstrate that every one of the indicators
have a critical and inconsequential impact
on organizational restructuring; F (42.220) =
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12.268, p=.000 and p= 0.166 separately.

Coefficients table in relapse vyield is
viewed as the most critical table with
respect to as the investigation results are
concerned. It demonstrates, the incline
coefficients values, t-esteem and criticalness
of indicators.

Discussion

The aftereffects of the survey show that
worker locus of control can be moved amid a
time of redesign and vulnerability. (Although
approximately beginning effort has started
to recognize the need to oversee remaining
representatives in  hierarchical move,
substantially more should be finished). The
most of exercises that have occurred have
been transient workshops and exercises.
The advancement of a coordinated move
methodology has yet to be completely
executed. Looking at the impacts of a move
administration intercession on the locus
of control, responsibility and inspiration
of workers is another proposed region for
further investigation.

As showed by this study, cautious thought
must give to the human viewpoints before
executing any authoritative changes. Steady
measures ought to be executed to recognize

Table 3.1: Hypotheses Summary

HYPOTHESES SUMMARY ACCEPTED REJECTED
H1 Locus of control has a constructive effect on organizational restructuring. ACCEPTED
H2 Locus of control has a positive effect on organizational culture. REJECTED
H3 Organizational Culture has the positive relationship between locus of control ACCEPTED

and organizational restructuring.
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the laborers’ misfortunes, permit them to pick
up knowledge into the way of misfortune and
offerthem some assistance with understanding
the new work environment and how to work
init.
Conclusion

Today, numerous associations are cost-
cutting and decreasing the organization’s
headcount with an unmistakable spotlight
on securing benefits. Yet, the corporate
world is battling with the procedure of
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adjusting the association to the new business
environment.

Rebuilding is a perplexing issue with
represent the moment of truth suggestions
for associations. The advantages of rebuilding
incorporate diminishing the cost base while
making more proficient structures, powerful
procedures and connected with staff. Poor
execution is normal, and most associations
and senior administration groups are
attempting to take care of business.

References

Beakey, D., Webster, K. W. & Rubin, J., 2007. Organizational Design and Implementation. Graziadio Business

Review, 10(4).

Bridges, W., 1991. Managing Transitions: Making the Most of Change. MA: Addison-Wesley.

Cartwright, S. & Cooper, C. L., 1993. The Role of Culture Compatibility in Succesful Organizational Marriage.

Academy of Management Executive, 7(2), pp. 57-70.

Daft, R. L., 1994. Management. 3rd ed. Fortworth: Dryden Press.

Denison, D. R., 1984. Bringing Corporate Culture to the Bottom Line. Organizational Dynamics, 13(2), pp. 5-22.

Denison, D. R., 1996. What is the Difference between Organizational Culture and Organizational Climate? A
Native Point of View on a Decade of Paradigm Wars. Academy of Management Review, 21(3), pp. 619-654.

Dessler, G., 2012. Human Resource Management. 13th ed. s.l.:Prentice Hall.

Gibson, J. L., Ivancevich, J. M. & Donnelly Jr., J. H., 2000. Organizations: Behaviors, Structure, Processes. s.1.:Ir-

win Publishers.

Kinicki, A. J. & Vecchio, R. P, 1994. Influences on the Quality of Supervisor-Subordinate Relations: The Role of
Time-Pressure, Organizational Commitment, and Locus of Control. Journal of Organizational Behavior, 15(1), pp.

75-82.

Locke, E., 1976. The Nature and Cause of Job Satisfaction. In: M. D. Dunnette, ed. Handbook of Industrial and

Organizational Psychology. Chicago: Rand McNally.

Mathis, J., 2000. Human Resource Management. 9th ed. Cincinnati, OH: South-Western.

Milroy, W. D., 1995. Loss in the Workplace: Effects of Change Upon College Support, Peterborough, ON: Flem-

ing College.

Nelson, A., Cooper, C. L. & Jackson, P. R., 1995. Uncertainty Amidst Change: The Impact of Privatization on Em-
ployee Job Satisfaction and Wellbeing. Journal of Occupational and Organizational Psychology, 68(1), pp. 57-71.

Research



Market Forces Vol. XI, No. 1
College of Management Sciences June 2016

Ouchi, W. G., 1980. Markets, Bureaucracies, and Clans. Administrative Science Quarterly, 25(1), pp. 129-141.

Ouchi, W. G. & Wilkins, A. L., 1985. Organizational Culture. Annual Review of Psychology, Volume 11, pp. 457-
483.

Pascale, R. T. & Athos, A. G., 1982. The Art of Japanese Management: Applications for American Executives. 1st
ed. New York: Simon & Schuster.

Plunkett, W. R., Attner, R. F. & Allen, G. S., 2012. Management Meeting and Exceeding Customer Expectations.
10th ed. s.l.:South-Western Publishers.

Reitz, J. H. & Jewell, L. N., 1979. Sex, Locus of Control, and Job Involvement: A Six-Country Investigation. Acad-
emy of Management Journal, 22(1), pp. 71-80.

Robbins, S., 2003. Essentials of Organizational Behavior. 7th ed. s.l.:Prentice Hall.

Robbins, S. P, 1998. Organizational Behavior: Concepts, Controversies, Applications. 8th ed. New Jersey: Pren-
tice Hall.

Schwartz, H. & Davis, S. M., 1981. Matching Corporate Culture and Business Strategy. Organizational Dynam-
ics, 10(1), pp. 30-48.

Sheridan, J. E., 1992. Organizational Culture and Employee Retention. Academy of Management Journal,
35(5), pp. 1036 - 1056.

Smircich, L., 1983. Concepts of Culture and Organizational Analysis. Administrative Science Quarterly, 28(3),
pp. 339-358.

Spector, P. E., 1988. Development of the Work Locus of Control Scale. Journal of Occupational and Organiza-
tional Psychology, 61(4), pp. 335-34-.

m Research



