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The research study is mainly about the organization's
culture change and its effect on women’s motivation in
the organization. The selected organization for this
research is K-Electric and the study focuses on the
transition and transformation in the organizational
context. The objectives have been developed to identify
and investigate that how cultural change can affect
motivation. In this regard, a review of literature has
been done to conduct the secondary analysis, however,
for primary analysis, semi-structured interviews have
been conducted and a close-ended questionnaire has
been developed on Likert scale to obtain quantitative
nature of data, to further analyze it by applying the
quantitative tools and methods in particular. The main
findings of the overall research are that the
organizational culture change in K-Electric has a direct
and profound impact on the women's level of motivation.
Moreover, programs that were undertaken to motivate
the women's also resulted in women's increased level of
adaptability and flexibility in the organization to a
greater extent. The research limitation and future
implications have also been discussed in the research.
Along with this, the conclusion of the overall study has
been given; in addition to the recommendations to
further bring improvements in the organizational

planning and formulated strategies.
© 2021 The Authors, Published by WUM. This is an Open Access Atrticle
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1. Introduction

Every business entity strives to ensure its existence and presence in the market along with
maintaining its prosperity. The high level of competition has sent the management of
organizations, no matter how small, big or multinational they are, to struggle for women's
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retention. To make sure that women remain loyal to the company, employers need to form a
strong bond with the women, which is conceivable only when the women are contended and
continuously motivated to work. Organizations have accepted the significance of loyal and
effective women's which was not regarded as imperative by big multinationals until only
recently. Organizational change is a professionally driven intercession arranged way to deal
with effecting authoritative change using individual change, with perspective to expanding
viability [. According to, commitment-based methods of effecting change except that the
catalyst for change must originate from the base up, whilst consistency based techniques
include the production of behavioral objectives for change. Motivation can be understood
from two perspectives; women and employers. Motivation from the perspective of the
employer can be seen as a mechanism that employers use to motivate workers into improved
results and precocity. On the other hand motivation from the women's end can be implied as
to the pulling forces or those factors that pull women towards themselves for which women
strive and perform better to attain that reward which acted as the motivating factor.

Individuals can recognize the organizations to internalize the behavior codes and the interest
of others. It is significant to be familiar with an organization where women's by the
organizational culture can be guaranteed that they can pursue the objectives and goals of the
organization. According to, the culture of the organization has been invented with its issues
of internal integration and external adaptation.

1.1. Research Aims

Since the electric companies have experienced a high level of turnover when observed
overall, such a company has been chosen for this study which has been able to retain its
women to a larger extent, K-electric. K-electric has been selected to be studied for solving
this problem of the research because K-electric has managed to retain its women's and the
success of the company is not unknown to the world. Therefore, the core aim of the research
is to solve the problem in the light of K-Electric which has been formulated as;

“To find out the role of organizational culture and motivated women towards the success of
K-Electric in Pakistan”.

1.2. Research Objectives
The research intends to attain the following objectives;

e To assess the extent to which women’s attitudes towards work change when they are
satisfied.

e To identify how organizational culture change could influence women’s motivation
for K-Electric.

e To investigate the key motivating factors for the women of K-Electric.

e To review the role of motivated women towards the success of K-electric.

1.3. Significance of the Study

The research aims to analyze the motivational methods and causes, as it recognizes the
impact it has on businesses and the evolving nature of electrical organizations in their
respective sectors. This helps to complete the report, as it discusses the organizations' further
involvement with respect to the motivations of their workers and they can further develop the
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approaches they endorse further in managing the company's human capital. The key
advantage of this study is that the HR department gives the company's workers the most
inspiring and rewarding climate.

1.4. Rationale of the Study

The war between companies was not confined to consumers, market share, and marketing but
also broadened its horizons and became part of the human resources field. Women and their
expertise are now regarded by organizations as essential assets. Previously, only technology
or patents were seen as a competitive advantage, but the equal value of human capital is now
given to the success of the business. Considering that women's are expected to contribute to
performance and competitive advantage, it is important to understand whether this is true
only when women's are sustained or when the women's are not happy or even when they have
equal efficiency, thus research and conduct on an organization with both achievements and
motivation are important.

2. Literature Review

The culture, norms, rules, and regulations of a company do not remain the same through the
years. They are bound to change with changes in society, advancements, technological
revolutions etcetera. Any firm that fails to match pace with these changing trends remains left
behind in the advancement towards growth and success (Abonam, 2011). Changes occur in
many dimensions. Sometimes the company changes its entire workforce to bring in more
competent and skilled workers, sometimes a company goes under a technological revolution
where the old technologies and ways of doing operations become obsolete and are replaced
by new methods and techniques (Adkins, 2004). Sometimes a company changes its
operations by expanding into new markets or stepping into new areas of operation, but
sometimes the change is more implicit and critical. Sometimes companies need to change
their culture and it is one of the toughest challenges faced by a firm in its actions (Hartnell
and Kinicki, 2011). To adapt themselves better to the changing marketplace needs and
consumer tastes and preferences, organizations often go through major changes in terms of
culture, structure, and strategic direction and these changes have a profound effect on
women's and their motivational levels (Anderson and Anderson, 2001). To make certain that
the objectives of change are correctly met, the management must ensure that the change is
internalized, women are guided and assisted through the change process and any issues that
they come across during the process are promptly addressed by the management. This is how
the women experience the positivity and benefits of the change. In this connection, a number
of scholars and academicians have presented theories concerning the organizational culture
changes and their impact on the performance, efficiency and commitment of women. The
cultural archetype consists of and incorporates various morals, values, traditions and systems
that not only overlook the operations of the firm but are also reflected in the conduct,
behavior and demeanor of every individual (Black, 2003). Culture is the language that every
person speaks, no matter how they behave outside the company; their actions comply with
the standard set by the management as they step inside their workplace. It is that governing
principle that can be seen in the conduct of every person involved in the company ranging
from the chief executive officer to the front line managers. Not only that, but a company’s
culture is also a key determinant in choosing its suppliers, creditors, and stakeholders. It is
because of this reason, the vitality organizational culture holds in any company’s functions,
that in case of an acquisition, merger, or change in the company, the most difficult women's
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face is changing their old patterns of behaviors and adapting to the new culture (Fullan,
2011).

One of the factors concerning the organizational culture change and its subsequent influence
on women’s motivation relates to the women’s involvement in the organizational decision
making and strategic direction. It is the basic human nature, according to several observers, to
belong to and be involved intricately with their organizational culture, future and strategic
path. If women are made to work with little involvement in the organizational culture and
there is little interaction between various functions and departments, then their motivational
levels will naturally drop and there will be little commitment and loyalty to the company’s
goals and objectives. When women feel more involved and valued, they will naturally be
more inclined towards achieving the organizational goals and targets, and hence their
motivational level and performance will witness improvement (Epstein and Buhovac, 2014).
Therefore, making changes in the decision process and flow of information among women's
ranging from senior executives to middle managers and front line workers and involving
them in making a decision when and where it is necessary can create a sense of ownership
among them regarding their organization, management and its functions (Dysvik and Kuvaas,
2010). They would feel important by the fact that their input has been taken into account; it
has been considered and pondered upon. Organizations, where women are just imposed with
orders and decisions that are made by the senior management behind closed doors, have an
adverse effect not only on women’s motivation and productivity but also on the overall
climate of the company. They begin hoarding ill feelings towards the upper management and
it ultimately leads to conflicts and lower productivity. . Therefore, Engaging relevant
women's in the decision making process and inviting them to monthly meets with other
departments of the company so that they don’t feel isolated in their respective departments
but get to see the overall progress of the company, changes in its creative approaches, a
chance to meet other people and a possibility to voice their ideas and have a say in the
emerging creative strategies (Robbins, 2013).

Cultural changes can be brought into the functions and processes of the organization in many
ways. One of the most effective and productive manners of bringing change is creating a
leadership environment in the company where every woman is guided and motivated to
become a leader. To assist this aim, role plays and various group activities should be
conducted to engage women in leadership roles where they can manage teams, make
decisions, resolve issues and lead from the front. These activities would create a culture for
winners where everyone tries to be a better leader and mentor than the other and ultimately
the whole organization would be guided towards success and excellence.

In this respect, an organization’s culture brings together and binds the women to common
goals and objectives, seeking growth and success for both. The management must ensure that
the culture aligns with the vision and mission of the company and whether women can relate
to it or not. If women do not find the significance of logic in the cultural changes or
alterations projected by the upper management or human resource department, their
motivation to comply with those changes and the urge to ace and excel in the change would
diminish. They would consider it as just another unworthy and insignificant ritual they can
get away with. Introduction of policies, values, practices and activities that boost up the
morale of workers, help them remain motivated and give them a sense of belonging to the
organization have exceptional effects on their performance, loyalty and productivity.
Therefore, an organizational culture contributes to women’s motivation by involving a
common set of shared assumptions and practices that help develop a code of conduct, an
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internal integration process of assimilation and cooperation and women’s involvement and
well-being. It cannot be denied that happy women make a happy workplace. Women are not
just the human capital appointed for mounting sales and maximizing profits but they need to
remain satisfied and motivated. They are considered as one of the most important assets of
the organization that must be properly equipped with necessary instructions, training, tools
for increased productivity and resources. Organizations today are now aligning their objects
and strategies to match a women’s-oriented organization by creating a sense of belonging
among their workforce through diverse methods like workshops, seminars, training sessions,
site visits and various other women’s engagement activities.

To achieve this objective, the company can provide them with learning prospects (Judge et
al., 2002). The company can arrange different programs and seminars for its women that can
assist their learning in their respective professional fields so that it doesn’t only reflect
positively upon their productivity but also facilitate them to ascend the competency ladder.
By gaining experience and education regarding their respective fields and area of expertise,
women's become more valuable in the industry and market.

A well-trained manager can play a substantial role when it comes to urging women to work at
their best potential. Through proper coaching, a manager can also become a great mentor who
not only leads his team in the right direction but he also creates a bond of trust, empathy and
companionship with his women. Titles like “Women’s of the Month” in the company’s
newsletter can boost confidence and there are numerous other ways to promote productive
behavior like selecting the best performer of the month and providing that individual with
certain benefits and compensations. High performers can also be made the head of their
teams and indulge in leadership roles as a result of their performance. Women are the bread
and butter of any organization; they are the tools of marketing that have direct contact with
the general public. What they experience and observe in the organization is traveled to the
general public where general conceptions and views spur regarding the company’s reputation
and well being. By investing in women’s activities companies are not only enhancing their
confidence and efficiency but are also investing in their improved image and standing in the
corporate world since every woman is an ambassador of the firm (Phillips, 1983).

Efforts were undertaken to boast women’s performance and motivation reflect on the
company’s success not only in terms of greater sales, lesser turnover, reduced absenteeism,
better profit margins, greater market share but it also reflects in the attitude of women's as
they are more loyal, motivated, satisfied, and productive and above all, happier. When
women's share a common set of goals, a culture that nurtures their capabilities and skills, a
culture that promotes individual capabilities, leadership roles and involvement in company’s
processes and activities, management that assists them in reaching their goals and an aim that
results in achieving better professional performance than such organizations become the
epitome of victory, unity and excellence where everyone strives for the best and this
combined urge for brilliance and distinction and this drive ultimately guides the company
towards the accomplishment of its goals, objectives, mission and vision (Hartog et al., 2004).

Corporate culture, regardless of a certain type or kind, is effective because it is known to
bring order, stability and consistency to the organization. A unified corporate or
organizational culture is hence necessary not only for the very survival and competitiveness
of the business entity, but it is also essential for shaping the work attitudes and women’s
performance, which ultimately leads to higher job satisfaction and enhanced women’s
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motivation. On the other hand, corporate culture cannot endure for very long if it does not
absorb necessary changes and adaptations about marketplace changes, shifts in consumer
preferences and tastes as well as the economic conditions prevailing in the country or region.
The dynamic commercial markets today dictate constant change at the workplace, which
means the whole organizational system must respond in affirmative to the continuously
changing and transforming business environment.

Once accepting and establishing change at the workplace, it is now the duty and
responsibility of the management to gauge its short-term and long-term impact on the
women’s performance, commitment, involvement as well as motivational levels. In today’s
dynamic business environment, women are expected to welcome and accept constant change
while maintaining their performance, efficiency and creativity. However, it is easily said than
done and nothing is further from the truth. Change is inevitable, but it also brings a lot of
stress, exhaustion, and apprehension on the part of the women, who often feel overwhelmed
by change at the workplace (Bligh, 2006).

Organizations and their women are constantly faced and challenged by change. In this
respect, the workforce requires constant support and motivation from their managers and
supervisors. In this capacity, these managers must act as leaders and mentors, facilitating
change and easing the concerns of the women about the impending organizational changes
(Marquis and Tilcsik, 2013).

Often changes in organizational culture lead to a diminishing impact on the motivation and
performance of women, especially when change is not handled and managed properly and
with care. Change management refers to defining and developing new cultural values, norms,
attitudes and behaviors to introduce new ways and means of doing things. It also brings
everyone on board to overcome any resistance to change and explains to the women who will
be affected by these changes that it is meant to cater to their own needs, requirements, growth
and development (Ravasi and Schultz, 2006). It also facilitates the smooth transition from
one organizational culture to the next by thoroughly planning and implementing all the
crucial steps and aspects of change management (Zhang, 2009).

While organizational culture change may be by caused several factors, such as marketplace
shifts, international expansion, change in organizational strategy, technological
improvements, or increased competition, mergers and acquisitions remain the most
compelling and frequent reason for the change in organizational culture and its impact on
women’s motivation.

A merger is defined as when two or more companies or businesses combine to form a new
business entity, while an acquisition is when one company buys another and no new company
is formed. In this respect, organizations go for corporate mergers and acquisitions for
different reasons. This range from purely financial, to strategic, political, etc. Similarly, high-
tech companies or research and development organizations often merge to pool resources in
terms of talent, skill and expertise and better serve the common target markets. Moreover,
some organizations opt for mergers or acquisitions to reduce competition, production costs or
enhance economic efficiency (Goetsch and Davis, 2014).

While they merge with other businesses, companies often lose their original character and
culture, resulting in decreased morale, commitment and motivation on the part of the women.
Several factors and elements can lead to an unsuccessful culture transformation and change
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management in the organizations. This becomes a full-fledged issue when managers fail to
understand and determine the crucial role of organizational culture in managing change and
women’s motivation (Jackson, 2002). This is especially a vulnerable and sensitive issue,
nonetheless because culture is not exactly tangible or visible clearly. When companies merge
or acquire each other, one of the three things can happen:

e Anentirely new culture appears;

e The culture of the dominating organization absorbs and overrides that of the other
company or business;

e The new culture emerging from the merger includes the best of both cultures

In each of the three situations above, the precise impact of the change in organizational
culture will have differing effects on the motivation of women. In the first instance, the new
culture may or may not be acceptable to the women of both organizations, depending on the
way the change was handled by the management. If the women were involved in the cultural
change, were explained the reasons for the merger or acquisition, and were involved
constantly every step of the way, they will be more accepting of the cultural change and will
more readily adapt to the new organizational culture. In the second scenario, on the other
hand, the women of the second, subordinate organization will feel discontent and
disillusionment, which will lead to a sharp decline in their performance, efficiency and
motivation (Noe et al., 2014). They will be less satisfied with their jobs and career and will
perform poorly following this kind of cultural change as a result of the respective merger or
acquisition. In the third example, the two cultures merge or change nicely, and attempt the
combined management strives for a win-win situation. The women will be able to realize that
the positive changes in the way they do things now are meant for their good, for their career
development and to meet their own needs and requirements in a better way. Hence, it is
expected that the willingness to change on the part of the women is adequately captured in
the third scenario.

The Resistance to Change Model will clarify and crystallize the issue of organizational
culture change and its effect on women’s motivation. Most often when the management
decides to transform and change the culture of the organization, women are seldom involved
and there is little participation in the decision on their part. This will ultimately lead to
women’s dissatisfaction and resistance to change, which will, in turn, influence their
motivational levels negatively. Hence, when the management preoccupies itself with the
implementation of change rather than managing the process of change and bringing the
women onboard, the cultural change efforts will fail and the women's morale and motivation
will diminish.

3. Material and Methods
3.1. Research Design and Approach

The proposed research is qualitative, which means the research will be aimed at determining
the underlying meaning of the opinions, reasons, and insights into the issue or problem at
hand, involving non-numerical, qualitative data. In this connection, the current research
project will involve understanding and evaluating the effect of organizational change at K-
Electric on the women's of the organization, and will hence employ a cross-sectional research
design, a combination of secondary and primary research using a semi-structured interview

275



Zeeshan Rasool, Rabail Shoukat

technique and the utilization of a thematic analysis for analyzing the data set and providing
meaning conclusions.

3.2. Nature of the Research Project

The research to be undertaken will be a causal research approach that will be aimed at
understanding a cause-and-effect relationship. In this respect, the independent variable in the
current study will be the organizational cultural change, while the dependent variable will be
women’s motivational levels at the organization.

3.3. Data Collection Tool

Although several useful tools and techniques are available while conducting qualitative
research, the interview technique will prove most appropriate for the causal nature of the
research project at hand. In this connection, a semi-structured, face-to-face interview
technique will be utilized for this research study, as it will help find detailed and meaningful
insights into the issue of the impact of organizational culture change on women’s motivation.

3.4. Population

The research population refers to the larger or universal population with common attributes
and that is the target of the research study. The research population for the current study
includes the entire workforce employed at K-Electric, including managers, supervisors, front
line women's, clerical staff as well as janitorial staff.

3.5. Research Sample, Sample Size and Sampling Technique

Due to the impracticality and impossibility of including the entire research population in the
study, a sample is usually drawn from the population. A research sample, hence, is a subset of
the total population that is representative of the population in terms of attributes, opinions,
beliefs, attitudes, or behaviors. The sampling technique that will be employed to select a
sample will be the stratified random sampling technique, which will entail dividing the
universal population into several strata from which the sample members will be selected on a
random basis from each stratum. The sample size will include 200 participants or respondents
for interview sessions.

3.6. Data Collection Tool: Primary Research

As already mentioned, a semi-structured interview technique will be employed for primary
research. The interview will include close-ended questions to encourage valuable new
insights into the issue at hand while keeping some control on the session on the sessions in
terms of time and budget limitations.

3.7. Secondary Data Collection

While the interviews will serve as the primary collection tool, the secondary collection will
be based on a thorough literature review conducted on existing academic research studies
available on the topic, including journal articles, news articles, online databases, textbooks,
reference books, as well as websites, blogs and other web-based sources.
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4. Findings and Analysis
4.1. Reliability Test

It is the beginning of SPSS data processing. Data reliability will be tested to see if the data is
sufficiently accurate to be analyzed. When the reliability of the data is less than 0.6, then the
obtained data is considered to be inaccurate according to the statistical criteria. However, the
data will be considered to be reliable when the computed value is either 0.6 or above 0.6. The
reliability test has also been used in this study, and the results obtained are given below.

Table 1: Reliability Test

Reliability Statistics

Cronbach's

Alpha

I of terms

843

17

The collection of the data is thus accurate and further statistical research can be done on it as
the value of Cronbach's Alpha is calculated at 0.893.

Table 2: Demographic Profile

Gender
Cumulative
Freguency Percent Yalid Percent Fercent
Walid male 130 65.0 G5.0 G5.0
fermale il 350 5.0 100.0
Total 200 100.0 100.0

Gender

Figure 1: Pie Chart 1 (Gender)
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Following the table above, it is recognized that the majority of women are male whereas only
35% are females who answered the questions.

Table 3: Position

Position
Cumulative
Fregquency | Percent [ Valid Percent Percent

Walid Department Manager 1049 a4.4 4.5 4.5

Agents a4 295 295 a4.0

Lower ManagerExecutive 24 12.0 12.0 95.0

Lower StaffiClerks a 4.0 4.0 100.0

Total 200 100.0 100.0

Position

The above graph indicates that the majority of women are departmental management
personnel, with 29.5% officers, 12% lower managers/managers and 4% lower staff/clerks.

W Department Manager

M agents

OLower Manager Executive
BLower StaffiClerks

Figur 2: Pie Chart 2 (Position)

Table 4: Service with organization

Service with organization

Cumulative
Frequency | Percent | Yalid Percent FPercent
Walid Less than 6 months an 40.0 40.0 40.0
B-12 months a9 44 .5 445 845
1-2 years 16 a.0 a.0 5248
Maore than 2 wears 14 7.a 7Aa 100.0
Total 200 100.0 100.0
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Service with organization

[ Less than 6 months
E&-12 months

[01-2 years

W iore than 2 years

Figure 3: Pie Chart (Service with Organization)
In the following table and chart, the majority of workers had 6-12 months of experience; 40%
of them had less than 6 months, 8% of them had 1-2 years and 7.5% of them had more than 2
years experience.

Table 5: Educational Qualification

Educational qualification

Cumulative
Freguency Fercent | “alid Percent Percent
Yalid Secondary schoal Ll 278 2748 2748
Cegreefdiploma 129 f4.5 h4.5 92.0
Fost-graduation 16 2.0 a.0 100.0
Total 200 100.0 100.0

Educational qualification

W secondary school
Hpegreeidiploma
OPost-graduation

Figure 4: Pie Chart 3 (Educational Qualification)
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According to the pie chart above, it is identified that majority, k; prof individuals had
degree/diploma qualification, 27.5% had secondary school and only 8% of them had post-
graduation degrees.

4.2. Regression Analysis

The research focuses on the identification and understanding of causes and elements that
directly or indirectly influence K-electric women’s motivation. One of the factors found by
the researcher is the change in corporate culture, based on the responses received. To clarify
the effect and its relationship with the dependent variable, the regression test was applied and
the results collected below are inspiring women's.

Hypothesis 1

H1: There is a significant impact of organizational culture change on women’s motivation

Table 6: Model Summary

Model Summary

Adjusted R Std. Error of
Wode] F R Sguare Suare the Estimate
1 F4949 22 17 A8515

a. Predictors: (Constant), organizational_culture_change

4.3 Model Summary

The Model Summary is a key table obtained via the regression test. This table takes into
account the value of R square as it measures the strength of the relationship between the
variables and shows this power. Here if R square values are measured between 0.2 and 0.4;
20% and 40%, the relationship is assumed to be moderate. If the value is less than 20 percent,
the ratio to the weaker end and if it occurs above 0.6 or 60 percent, the relationship or effect
of separate variables is called high on the dependent variables.

This factor is measured in the latest research as 0.649; this is approximately 66%. Therefore,
dependent variables have a heavy effect on the dependent variable; this is K-electric
motivation for women.

Table 7: Coefficient

Coefficients®
Standardized
Unstandardized Coefficients Coeflicients
Model B Std. Error Beta 1 Sig.
1 (Constant) 1.373 116 11.845 .ooo
organizational_culture_ 282 054 244 5.236 000
change

a. Dependent Wariable: Employee maotivation
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Values from the table of coefficients are often considered to be extremely significant. It is
because the sig meaning in it shows whether or not the alternative hypothesis is accepted.
This shows, therefore, that an alternative hypothesis is stated above, which implies that the
shift in corporate culture will affect K-electric’s motivation. The sig value of 0.000 supports
this.

4.4. Discussion

Data obtained by the scientist were analyzed using frequency testing and regression testing
techniques. The findings of the study showed that the organizational culture element shifts
strongly and directly impact K-electric's morale of women. The first goal of the study was to
assess whether or not the women's actions and attitudes change in the happiness of their jobs.
According to the findings, if all the facilities needed to fulfill them and inspire them are given
to workers, their attitude towards their job appears to change positively. The second goal was
also accomplished, demonstrating shifts in the corporate culture and its effect on K-electric
women’s motivation.

Women fanned their best when bosses praised and respected them for their good work. The
company is defined as correlating its culture with and as a major factor of the success of k-
electric it tests the obvious connexion between its culture and its aims. This work has helped
to recognize the transition in corporate culture. This included improved pay, the effective use
of your skills, and the conduct of constructive sessions which would improve your skills. This
was the third goal achieved. The fourth and final aim was to consider the role of empowered
and happy workers in the growth of the company. Research showed that the development of
the company means that managers are happy and meet their needs. It can therefore be
confirmed that all the aims of this study have been achieved.

4.5. Interview Analysis

According to the results above, it can be said that most women are at the position of
departmental manager with the educational qualification of degree/diploma. The researcher
approached 5 managers of K-electric to know about the impact of organizational culture
change on the women’s motivation of K-electric. Demographics like their gender, service
years and educational qualification were known by the researcher. Analysis of the gathered
responses revealed that most of the managers were also male with experience of either 1 year
or less than 8 months.

In their answers, K-electric managers stated that the workers they employed had great
potential, skills and capacity to achieve the growth goals. 80% of the approaching managers
have verified (Refer to appendix A). According to, the culture of the organization can
increase the performance of women's in a large scale that also allows them to be acquainted
with the firm's history including the present systems or methods of operation. It can be said
that the linkage between organizational culture and women’s motivation seeks to recognize
other variables that make variations in its performance. In other words, it is identified that K-
electric organizations need supportive culture to aid them to reach their objectives. As an
outcome, the evaluation of women’s motivation specifically relies upon the factors like
compensation, training and development, appraisals, recognition, job security, organizational
structure, flexible time system and women’s satisfaction. It can be said that managers of the
company work together as a team to accomplish results for the organization so that they can
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easily implement a good reward system to encourage their women to do their best and to
target the achievements of the organization.

Throughout his study, he said that the company has always grown into the hands of workers
from a similar viewpoint. They are the people who expend their time, money, attention,
expertise and abilities to meet the goals of the business. In return, they need to appreciate
their elderly people and their managers for their good work. It gives them a feeling of pride
inside themselves.

The researchers asked about the role of working conditions in the implementation of the
change in K-electric's organizational culture. Nearly all the workers responded to the fact that
their efficiency appears to be strengthened if they are provided with the necessities at work.
In addition, 4 of five managers said that if they have any, they also do everything they can to
solve their women's problems and problems. This aspect can be also observed in the research
work in which he stated that it is the first and foremost duty of managers is to deal with the
problems and issues of women's so that they may feel satisfied and comfortable and
contribute maximum towards raising the performance of the business of K-electric (Refer to
Appendix A). Managers were asked, on the other hand, if they were interested in recognizing
the contradictions and differences that exist between them and the staff. A review of the
cumulative responses has shown that 40 percent believe strongly that the differences are often
to be reduced and healthy because they contribute to the corporate culture and improvement
in the organization (Refer to Appendix A).

5. Conclusion, Recommendations, and Limitations of the study
5.1. Discussion

According to the data analysis collected from the women's of the selected organization that is
K-Electric, the results have been obtained through qualitative means by conducting
interviews from the selected respondents, and close-ended questionnaires were filled by the
women's to obtain the quantitative data, for optimal research findings and analysis. The
obtained results uncovered an important point that the independent variable that is
organizational cultural change has a strong influence on the dependent variable that is
women’s motivation in K-electric. From the analysis and inferences of the data, it has been
depicted that the overall research aim and objectives of the study have been achieved
successfully. The main purpose of this research is “To investigate the organizational culture
change and its effect on women’s motivation: a case of K-electric”.

The first and foremost objective of this study is to assess the extent to which women’s
attitudes towards work change when they are satisfied. The objective has been achieved by
asking the women regarding their attitudes and behaviors whenever they are satisfied and
dissatisfied with their work. Moreover, they were asked about the incentive programs,
engagement and participation in organizational activities and overall analysis revealed that all
these programs affect the motivation level to a great extent. In the view of Marshak (2005),
the positive reinforcement in the behavior of women is of utmost importance, as these tools
help to modify the behavior of women, and increase their loyalty and commitment, thus, they
support the overall change in the organization.

The second objective is to identify how organizational culture change could influence the
women’s motivation for K-Electric. The second objective has been accomplished by asking
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questions such as whether women feel more inclined towards organization whenever they
receive in return the support from their managers and organization. Women's said that they
feel an urge and motivation to perform at an optimal level, to receive appreciation and
recognition from their managers. According to Dean (2009), the women in the organization
do not only want the extrinsic level of motivation, but also an intrinsic motivation. The less
motivation and support can likely influence the women to resist the change and
transformation, hence, hinders the growth and progress of the organization.

The third objective is to investigate the key motivating factors for K-Electric women. This
objective has been achieved by identifying the main motivating factors that are directly
affecting women. These factors include promotion, career growth and advancement, training
and development, appraisals and other programs are key motivating factors. Furthermore, the
last objective is to review the role of motivated staff towards the success of K-electric. The
analysis has been conducted in this regard for achieving the stated objective in terms of the
strategies of K-electric to manage and motivate the human resources, and they revealed that
their main area of concern and focus is to fulfill the personal and professional needs of all the
women's and making sure that their objectives and goals must be aligned with the overall
organizational goals and strategies. As per Marshak (2005), the women's maximum level of
satisfaction and motivation is very significant to achieve not only short term organizational
goals and objectives but also long term goals and objectives. Furthermore, whenever,
managers demonstrate care and support to the people in terms of achieving their personal
goals and objectives, they also in return perform at their best, as achievement of professional
goals requires acquiring the skills and expertise. Hence, all these efforts ultimately resulted in
organizational growth and progress.

5.2. Conclusion

Hence, in the end, it can be successfully concluded that lucrative businesses essentially
provide incentives not only monetary but also non-monetary, to fully ensure the intrinsic
level of women’s motivation as well as the extrinsic level of motivation in the organization.
Moreover, the organizational culture change requires a high level of women’s motivation,
and for this, having a higher level of women’s satisfaction with the women's is of utmost
importance. Hence, at K-Electric, women are being provided with financial as well as
emotional support to a great extent, so that they can fully achieve their personal as well as
professional goals and objectives. Furthermore, the research study also identified the
importance of having motivated women's in the organization, especially during the cultural
change management process. Hence, it can be concluded that managers must understand that
management of women's should be done in a way that can potentially reduce their resistance
level towards change, make them more adaptable and flexible to accept the cultural change,
and unleash their maximum level of potential so that they can do maximum out of minimum.

5.3. Research Recommendation

After the detailed analysis of the obtained data, the research study has revealed some of the
crucial areas that need further room for improvement to ensure the success of the K-Electric
in the long run. The set of recommendations are stated as follows:

It is highly recommended for the management of K-Electric to manage the cultural change in
the organization and enhance the motivation of the women's to initiate formal programs of
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women’s engagement, to encourage their level of participation in the organization, moreover,
take into consideration the components of cultural norms and objectives of each individual in
the organization so that a common organizational culture can be formed and followed by the
women's.

In addition to this, it is also suggested to take into account the needs and requirements of
every individual in the organization, before developing the incentive goals and programs for
the women's, along with this, conduct a proper survey to identify in detail, the types and
kinds of incentives, that can, directly and indirectly, motivate the women's of the K-electric,
and this survey should be conducted on either semi-annual basis or annual basis.

5.4. Research Limitations
There were some of the limitations of the research, which are stated as follows:

The study has been conducted over a limited time frame; hence, it is difficult to generalize
the overall findings.

The research study is company-specific. There is only one company that has been chosen for
this study that is K-electric, hence, all the analysis and results are limited to the only chosen
organization.

Furthermore, the geographical context that has been selected and in which the company
formally exists is in Pakistan, and the chosen city is Karachi. Thus, findings cannot be
generalized in any way.

5.5 Future Implications

This research study has successful future implications for other organizations working in the
same industry or sector. It can truly help the policy makers and top management of various
organizations to take into consideration the impact of organizational cultural change, and the
importance of women’s motivation to achieve success and growth. Moreover, researchers in
the future can also take benefit from this research, to develop the strategies and standard
benchmark, that can fully suggest them to design proper change management processes in the
organization and embedded goal of maximum women'’s satisfaction and motivation.
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