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Abstract 
The major purpose of the current study is to see the impact of 

Organizational Factors on Organizational Effectiveness of the 

hospitals. The moderating role of Change Management Practices has 

also been observed on Organizational Factors and Organizational 

Effectiveness. The present study was conducted on different hospitals of 

Pakistan. A sample of 503 doctors was taken. The outcome of the 

research showed that Organizational Factors have an effect on the 

Organizational Effectiveness of the hospitals. Whereas the moderating 

variable Change Management also moderated the relationship. The 

study provides guidelines for hospital administrator during the process 

of hiring and promotion of Organizational Factors to increase the 

Organizational Effectiveness of hospitals. 

 

Keywords: Organizational Factors, Change Management, Effectiveness, Organizational 

Effectiveness 

 

I. Introduction 
 The key objective of this research is to explore the influence of Organizational 

Factors on the Organizational Effectiveness in healthcare sector. Organizational Factors 

include Organizational Communication, Top Management Support, IT Competency and 

Training and Development. Change Management Practices has been taken as moderating 

variable in the study. The hospitals are organizations, which provide medicinal and 

surgical cure treatment for ill or injured people respectively. The hospitals are very 

important for the healthcare system of any country. The hospitals systematize medicinal 

and other specialized workforce, provide services, deliver nursing care and associated 

services round the clock. 

 

 The healthcare sector is struggling to boost competence, care quality and 

experiences of patients (Berwick, 2006) in spite of an urgent need and requirement to do 

this job (Wachter, 2010). Due to the failures and poor performances of doctors and 
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hospitals, there is almost 10 percent wastage of caregiver’s time, delay in care and makes 

a great contribution to safety lapses (Hall, Pedersen, & Fairley, 2010). Hence, there is a 

need to take serious measures to get better the performance and effectiveness of doctors 

and hospitals for addressing these failures. This research strives to give a great 

knowledge and examining of the influence of Organizational Factors on Organizational 

Effectiveness of hospitals. It assumes how and to what extent Organizational 

Effectiveness is related to Organizational Factors and Change Management Practices. An 

important aspect of the study of Organizational Effectiveness is an investigation of the 

factors that impact either positively or negatively. 

 

 In Pakistan, the situation of healthcare is worse, there are failures and meager 

performance and effectiveness of doctors, physicians and hospital staff, due to which 

there are problems in quality care of patients and even safety lapses. Hence, there is a 

need to take serious measures to get better the performance and effectiveness of hospitals 

for addressing these failures. So this research would be very significant and beneficial to 

healthcare administrators because it will make available the methods and techniques for 

increasing the Organizational Effectiveness of hospitals.  

 

II. Literature Review 
 The review of literature offered in the this chapter synthesizes the key research on 

Top Management Support, IT Competency, Organizational Communication,  Training 

and Development, Change Management Practices and Organizational Effectiveness in 

order to derive eight main hypotheses. 

 

A. Top Management Support 

 The Top Management Support (TMS) can be defined as “Engaging in the 

operational work under them”(De Holan & Mintzberg, 2004). Some studies categorize 

management levels as corporate managers, functional managers and frontline managers 

(Hill & McShane, 2008). Others refer to management levels as operational, middle and 

top (strategic) level management (Johnson, Scholes, & Whittington, 2008). Top managers 

are organizational employees who have been entrusted and provided task and precise 

powers (Mintzberg, 1993) to carry out the managerial policy. Managing is no easy task, 

much intricacy lies within managerial work (Kurke & Aldrich, 1983). The work has to be 

executed, completed to quality on time, within budget and according to expectations, 

while taking care of other internal and external factors such as looking after staff welfare 

and attending social gatherings of significance. Top managers also have to take care not 

to upset the superiors/peers, subordinates and organizational procedures in executing 

such work. 

 

 Apart from the above mentioned, input from top managers is needed for almost 

every aspect of the organization. These comprise of but are not limited to formulating 

strategy (Collier, Fishwick, & Floyd, 2004), training (McLagan, 1988), staff development 

(Trinka, 2005), procurement, establishing trust, that lead to work relationships (Atkinson, 

2004) and instilling ethical behavior and harmony (Viswesvaran, Deshpande, & Joseph, 

1998) in the work place. The literature specifies that when top managers extend support, 

there is a high possibility of achieving better performance and effectiveness at both 

project and organizational levels (Williams & Ramaprasad, 1996).  
 



Faisal Shafique Butt, Samina Nawab, Mohsin Zahid        1119 

B. Organizational Communication 

 Organizational Communication is a process which provides employees with 

information about their individual roles as well as the overall objectives and goals of the 

organization (van Vuuren, de Jong, & Seydel, 2007). Organizational Communication has 

been established as playing a very important function in increasing optimistic worker 

attitudes (Gray & Laidlaw, 2004), strong organizational identification (Ruck & Welch, 

2012), organizational commitment (Jo & Shim, 2005) and favorable communication 

behavior (Kim & Rhee, 2011). These attitudes are associated with favorable outcomes 

including increased productivity, improved performance, favorable financial results, 

Organizational Effectiveness, and employee engagement (Bovee & Thill, 2013). 

Communication is a multidimensional construct with four dimensions: Communication 

Mode, Communication Frequency, Communication Content, and Communication 

Direction (Johlke & Duhan, 2000). Organizational communication is positively linked 

with employee loyalty, performance, and behavior (Asif & Sargeant, 2000). So 

Organizational Communication has the ability to generate favorable attitudes in their 

employees which lead to positive results for both the organization and employee (Welch, 

2011).  
 

C. Information Technology (IT) Competency 
 A lot of managerial executives and policy makers will have the same opinion that 

the skill to successfully handle data and information inside the business has turn into 

significantly vital as it offers a foundation for getting benefits over competitors.  So that 

is why a lot of firms and businesses have started to make policies which have a focal 

point on Information Technology (IT) so that effectual compilation and use of 

information could be made possible (Bharadwaj, 2000). IT is becoming complex due to 

the constant development of IT tools. Due to the rapid development of technology in IT, 

results of experimental findings of previous studies become inlaid (Huber, 1990). There 

are three factors of IT Competency.  
 

 IT knowledge  

 IT operations  

 IT objects 
 

IT Knowledge 

 The IT knowledge is technical knowledge which consists of combination of 

techniques and principles that are used to get the desired results in the organization 

(Taylor, 1971). 
 

IT Operations 

 The technical procedures or methods include actions that are carried out to 

accomplish a particular task(Mitcham & Mackey, 1983).  

 

IT Objects 

 IT objects operate as facilitators and are mainly accountable for increasing the 

production of information and distribution (Reardon, Hasty, & Coe, 1997). For the sake 

of this research, IT objects include software, computer hardware and support staff. IT and  

IT-enabled policies have been found improved processes of business, performance and 

effectiveness (Subramani, 2004). 
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D. Training and Development   

 Organizations all over the world are determined to get success and competitive 

edge. To achieve this objective, organizations need best utilization of their human 

resource. Organizations must keep their human resource up to date.  Business executives 

or managers should give extraordinary consideration on all the important elements of 

human resource because it acts as an enabler in diverse managerial, societal and 

inexpensively linked parts between others which are important to the achievement of the 

managerial objectives and consequently businesses thriving persistence in the 

marketplace.  

 

 The statistics shows that organizations in America are investing huge amounts in 

Training and Development which results in individual and organizational improvements 

(Jodlbauer, Selenko, Batinic, & Stiglbauer, 2012). Training and Development has got a 

great attention by different researchers (Bearwell, Holden, & Claydom, 2004; 

Betcherman, 1992). “Training as the planned and systematic modification of behavior 

through learning events, activities and programs which result in the participants achieving 

the levels of knowledge, skills, competencies and abilities to carry out their work 

effectively” (Betcherman, 1992). Organizations depend upon training and Development 

to improve the efficiency of their workers (Hornsby & Williams, 1990).  

 

E. Change Management (Moderation Variable) 

 A flawlessly planned procedure that nobody uses will not bring any improvement 

in performance and effectiveness. Absolutely complete equipment and technology that 

nobody uses will not bring any worth to organization. If people are not willing to use 

perfectly designed job roles then there will be no outcome to organization. Any 

organization can excel when their employees are ready, embracing and accepting change. 

Projects are done to solve a problem or to capture business, otherwise they are not fun 

and excitement. Significantly, there is a probability to get better performance in a 

momentous method. A basic supposition of change is that a little unusual is possible in 

existing procedures. 

 

 In today’s world, organizations are facing regular, various and strong changes 

through the processes of amalgamations, reformation, process revamps and total quality 

practices. Organizations adopt these programs to predict outside forces like novel 

technologies, new markets and legislations or inside forces like adjustments of workers or 

changing policies and methods. The practices of management of change comprise of a 

large array of managerial interventions and when they are carried out correctly and 

regularly with inside and outside managerial proceedings, enhances the performances and 

effectiveness of individuals and organizations. To implement IT in medicinal practices, it 

will need a main modification in the working styles of doctors as they have their own 

working styles over the years. Forcing the doctors to change their work styles will not 

work. So the change process in itself is a problem as well as a challenge.  

 

F. Organizational Effectiveness 

 The meaning of Organizational Effectiveness is that weather an organization is 

achieving its desired outcome in an effective manner. Normally the Organizational 

Effectiveness for any business is expressed in the following manner. Net profitability of 

any business and its comparison with intended productivity. The additional actions are 

http://www.businessdictionary.com/definition/fixed-assets-net-to-net-worth-ratio.html
http://www.businessdictionary.com/definition/profitability.html
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also brought into discussion and these include data of growth and the consequences of 

customer contentment surveys. The organizations employ Organizational Effectiveness to 

gauge different features of job from the association among the performance of workers 

and profits of organization to the connection among the processes of manufacturing and 

volume of production. No set parameters exist for Organizational Effectiveness and it has 

no perfect formula and every organization has its own practice of calculating 

effectiveness. 
 

 Organizational Effectiveness is a significant factor for all types of organizations 

and similarly healthcare sector has no exception. There is no exact definition of 

Organizational Effectiveness due to which many writers faced problems(Cameron & 

Whetten, 1983). As per objectives of research, capabilities and definitions were 

developed. For the sake of this current research, Organizational Effectiveness can be 

termed as “the degree to which the goals of the organization are accomplished” 

(Quarterman, 2003).  
 

III. Research Methodology 
 This section provides information and explanation regarding the type of study 

conducted followed by the theoretical framework. Then the empirical model is presented. 

Furthermore there are details of sample, means of data collection, data analysis, 

instruments of measurement and the variables are also provided. 
 

A. Type of the Study 

 This is an explanatory study and it focuses on testing of hypothesis based on a 

theoretical framework and establishing relationship between variables. 
 

B. Theoretical Framework 

 The theoretical framework of the study is provided in the figure 1.  
 

Figure 1: Theoretical Framework of the Study  

 
C. Hypothesis of the Study 

 The following are the hypothesis of the study. 

 

H1: Top Management Support influences Organizational Effectiveness. 

H2: Training and Development manipulates Organizational Effectiveness  

H3: Organizational Communication manipulates Organizational Effectiveness 

H4: IT Competency has an impact on Organizational Effectiveness 

H5: Change Management Practices moderates the association between Top Management 

Support and Organizational Effectiveness. 

H6: Change Management Practices moderates the association between Training and 

Development and Organizational Effectiveness. 
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H7: Change Management Practices moderates the association between Organizational 

Communication and Organizational Effectiveness. 

H8: Change Management Practices moderates the association between IT Competency 

and Organizational Effectiveness 

 

D. Sampling Strategy 

 Purposive sampling technique was used in this study as the main objective of this 

study was to focus and center on particular attributes and characteristics of a population 

that were of the interest.  

 

E. Data Collection 

 Data for the research was collected through primary data with the help of a survey 

questionnaire. The questionnaires were provided to the doctors of the selected hospitals. 

A total of 503 questionnaires were returned in response to the 710 questionnaires 

provided.  

 

F. Survey Questionnaire 

 The construction of the survey questionnaire for this study was primarily based 

upon and derived from six survey questionnaires used in previous studies. Table 1 shows 

all the details.  

 

Table 1: Survey Questionnaire 

S. No Variables Study Reference 

1 Organizational Communication (Karanges, 2014) 

2 IT Competency (Tippins & Sohi, 2003) 

3 Top Management Support (Huntington, 1985) 

4 Training and Development (Nancy E. Waldeck) 2005) 

5 Change Management (Raineri, 2011) 

6 Organizational Effectiveness (Segars, 2001) 

 

 All of the questionnaires used contained close-ended questions. Seven point likert 

was used to measure all the variables where 1 stands for strongly disagree and 7 stands 

for strongly agree. Statistical Package for Social Sciences was used for analysis. 

 

IV. Data Analysis  

 Statistical analysis is the backbone of research. It makes the research more 

systematic, presentable, interpretable, conclusive, generalize able and academic.  

 

A. Factor Analysis  

 Factor Analysis is a method of data reduction. For factor analysis, to meet the 

preliminary criterion, the significance value of any variable should not greater than 0.05 

(Field, 2009). 

 

Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy 

 This measure varies between 0 and 1, and values closer to 1 are better.  A value of 

0.6 is a suggested minimum (Kaiser, 1974). 
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Bartlett's Test of Sphericity 

 Another qualification of factor analysis is to examine the Bartlett's Test of 

Spherecity. The resulting probability should be less than  0.05 (Field, 2009). In current 

study, all the preconditions of Factor Analyses have been fulfilled. 
 

Table 2: Precondition Statistic for Factor Analysis 

Constructs KMO 
Bartlett's Test of 

Sphericity χ
2
 

Significance 
Value 

IT Competency .906 3284.00 .000 

Top Management Support .876 4123.04 .000 

Training and Development .891 3122.28 .000 

Organizational Communication .923 5567.57 .000 

Organizational Effectiveness .904 3766.39 .000 

Change Management .908 5002.42 .000 

 

 Table 2 shows that all the preconditions statistical values which satisfy correctness 

and appropriateness of factor analysis. In current study, the computed values of KMO for 

all constructs are above 0.6 and are considered satisfactory. Bartlett’s Test of Sphericity 

significance values in the current study are less than 0.05; which shows highly significant 

values. The cutoff of 0.5 Eigen values for item loadings is taken as significant loadings 

(Aladwani & Palvia, 2002). All the items used in the study are having factor loading of 

above 0.5. 
 

Table 3: Summary of Factor Analysis 

Constructs No. of Items No. of eliminated Items 

IT Competency 15 3 

Top Management Support 17 0 

Training and Development 10 0 

Organizational Communication 25 2 

Organizational Effectiveness 14 0 

Change Management 16 0 

 

 The table 3 depicts the summary of the factor analysis findings. 3 items from IT 

Competency and 2 items from Organizational Communication were eliminated on the 

basis of factor analysis.  
 

B. Alpha Test for Assessing Reliability for Variables 

 The test of Alpha was conducted to make sure that each item has reliability and 

inter-item consistency for the sample. Therefore, the Cronbach Alpha coefficient was 

used.  
 

Table 4: Reliability Statistics of Scales 

Constructs/Variables Number of Items 
Cronbach's Alpha 

Coefficient 

IT Competency 12 .91 

Top Management Support 15 .68 
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Training and Development 10 .91 

Organizational Communication 23 .93 

Organizational Effectiveness 14 .91 

Change Management 16 .91 
 

 The value of the Cronbach’s greater than 0.6 and 0.7 is considered as acceptable 

and good respectively for reliability of scale items (Nunally & Bernstein, 1978). The 

table 4 shows that the values for all scales ranged from 0.68 to 0.93 for the Cronbach’s 

alpha coefficient.  So the values of Cronbach’s alpha for all the variables are acceptable. 

 

C. Descriptive Statistics 

 An evocative study is a devise that attempts to expand supplementary information 

about a meticulous feature within a fastidious field of study. Espoused descriptive 

statistics were momentous in recounting a set of data (Triola, 2003).  

 

Table 5: Descriptive Statistics of all Variables 

Variables Mean Std. Deviation 

IT Competency 4.74 .76 

Top Management Support 4.48 .46 

Training and Development 5.12 .89 

Organizational   Communication 4.89 .67 

Organizational Effectiveness 5.06 .71 

Change Management 4.47 .79 

 

 Table 5 indicates the descriptive statistics including score for mean and standard 

deviations. The value of mean for IT Competency is 4.77 which basically shows that 

most of the respondents have showed moderately agree response for IT Competency.  

The score of standard deviation for IT Competency is 0.76 which indicates that the 

deviation of data from mean of IT Competency. All the other values of Mean and 

Standard Deviation are satisfactory.  

 

D. Interpretation of Bivariate Relationships 

 This method is used to measure the associations and relationships between two or 

greater than two variables. When there exists correlation between any two variables, then 

the two variables vary jointly. The table 6 signifies the correlation between the variables 

of study. The correlation between Training and Development and Top Management 

Support is 0.528. All other correlation values between the variables are satisfactory for 

the study. 

 

E. Interpretation of Demographics 

 In this research the subsequent demographic variables were calculated: age, 

gender, experience and highest qualification. There were 45.9 % female doctors and 54.1 

% male doctors in the survey. Majority of the doctors were from the age group of 26-30 

and 46-50. There were 53.1 % doctors were MBBS, 21.3 % were FRCS, 6.6 % were 

BDS, 13.5 were FCPS and 5.6 were MCPS.  
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Table 6: Pearson Correlation Analysis 

 

F. Interpretation of Regression Analysis 

 Values of regression coefficient, R and R square change has been shown in the 

following table to predict the possible relationship between Organizational Factors and 

Organizational Effectiveness. 

    

Table 7:  Regression between Organizational Factors and Organizational 

Effectiveness 

IV DV R 
R 

Sq 
F Sig Beta 

t-
value 

p-
value 

Top 
Management 

Support 

Organizational 
Effectiveness 

.718 .516 132.72 .000 

.18 3.35 .01 

Training and 
Development 

.12 3.41 .001 

Organizational 
Communication 

.33 6.18 .000 

IT Competency 0.24 6.05 .000 

 

 Table 7 shows regression analysis of Organizational Factors and Organizational 

Effectiveness. Values of regression coefficient, R and R square change has been shown in 

the table to predict the possible relationship between Independent and dependent variable. 

The results showed that the model is statistically significant (F=132.72 with P < 0.05). 

All the explanatory variables included in the model seem to have explained variance 

around 51.6 percent in the dependent variable i.e.; Organizational Effectiveness. Among 

independent variables, Organizational Communication seems to have greater effect on 

Organizational Effectiveness with β =0.33, t value = 6.18 and p < 0.05 which means that 

one unit of increase or decrease in the independent variable will bring about 0.33 unit 

increase or decrease in the dependent variable. Hence, this provides an evidence for 

accepting the hypothesis H3 Training and Development is another variable which have 

positive effect on Individual Effectiveness with the value of β = 0.12, t value = 3.41 at 95 

percent level of confidence. Thus hypothesis H2 is also accepted. In case of Top 

Management Support, the value of β is 0.18, the value of t is 3.35 and p is .001, so 

hypothesis H1 is also accepted. Similarly hypothesis H4 is also accepted (β =0.24, 

t=6.05) as the significance value is less than 0.05.  

 

 

 

 

1. IT Competency 1      

2. Top Management Support .465
**
 

1     

3. Training & Development .524
**
 

.528
*

*
 

1    

4. Organizational Communication .690
**
 

.506
*

*
 

.669
**
 

1   

5.  Organizational Effectiveness .618
**
 

.488
*

*
 

.565
**
 

.659
*

*
 

1  

6. Change Management .535
**
 

.305
*

*
 

.424
**
 

.574
*

*
 

.558
**
 

1 

 1 2 3 4 5 6 
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Moderation Regression Analysis of Change Management, Organizational Factors and 

Organizational Effectiveness 

 In order to check out the effect of moderator between the dependent and 

independent variable the moderation regression analysis can be used (Cohen, Cohen, 

West, & Aiken, 2013).        

                    

Table 8:  Regression among Top Management Support, Change Management 

Practices and Organizational Effectiveness 

Step IV DV 
R 

Sq 
F-

value 
Sig Beta 

t-
value 

p-
value 

1 
Top 

Management 
Support 

Organizational 
Effectiveness 

 

.23 156.82 .000 .69 12.52 .000 

2 

Top 
Management 

Support 

Organizational 
Effectiveness 

 
.42 182.91 .000 

.49 9.82 .000 

Change 
Management 

Practices 

.40 12.62 .289 

3 

Top 
Management 

Support Organizational 
Effectiveness 

 
.43 122.74 .000 

.67 4.66 .018 

Change 
Management 

Practices 

.63 3.72 .011 

Interaction -.05 1.34 .180 

 

 Table 8 shows the relationship of Top Management Support and Organizational 

Effectiveness moderated by Change Management Practices. The regression moderation 

analysis was performed in 3 steps. In step 1, the model is statistically significant as the 

values of F=156.82 and P < 0.05. The value of R
2 

is 23.8 percent, the value of β has been 

increased from 0.18 to 0.69 and the value of t is 12.52. All these values are reasonable. In 

step 2, the model is again statistically significant. The value of R
2 

has been increased 

from step 1 and now it is 42 percent. The value of β for Organizational Communication 

and Change Management Practices are 0.49 and 0.40 respectively. The values of t and p 

for Organizational Communication and Change Management Practices are 9.82, 0.00 and 

12.62, 0.000 respectively. In step 3, the model is again statistically significant. The value 

of R
2 

has further increased to 43 percent and it indicates that 43 percent of variance can 

be explained by Top Management Support and Change Management Practices. The 

values of β for Top Management Support and Organizational Effectiveness are 0.67 and 

0.63 respectively. The interaction results show that the value of β is -.050; the value of t 

is 1.34 and p > 0.05 and verifying that Change Management Practices does not moderates 

the relationship between Top Management Support and Organizational Effectiveness and 

hence our hypothesis 5 is rejected. 

 

 Table 9 shows the relationship of Training and Development and Organizational 

Effectiveness moderated by Change Management Practices. All 3 models were 

statistically significant in all 3 steps. The interaction results show that the value of β is -

.042; the value of t is -1.44 and p > 0.05 and verifying that Change Management 

Practices does not moderates the relationship between Training and Development and 

Organizational Effectiveness and hence our hypothesis 6 is rejected. 
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Table 9:  Regression among Training and Development, Change Management 

Practices and Organizational Effectiveness 

Step IV DV 
R 

Sq 
F-

value 
Sig Beta 

t-
value 

p-
value 

1 
Training and 
Development 

Organizational 
Effectiveness 

 

.31 234.34 .000 .45 15.30 .000 

2 

Training and 
Development Organizational 

Effectiveness 
 

.44 198.21 .000 

.31 10.84 .000 

Change 
Management 

Practices 
.35 10.52 .000 

3 

Training and 
Development 

Organizational 
Effectiveness 

 
.45 133.11 .000 

.49 3.97 .000 

Change 
Management 

Practices 
.56 3.70 .000 

Interaction -.042 -1.44 .150 

  

Table 10: Regression among Organizational Communication, Change Management 

Practices and Organizational Effectiveness 

Step IV DV 
R 

Sq 
F-

value 
 

Sig 
Beta 

t-
value 

p-
value 

1 
Organizational 
Communication 

Organizational 
Effectiveness 

 

.43 384.09 .000 .70 19.59 .000 

2 

Organizational 
Communication Organizational 

Effectiveness 
 

.48 232.79 .000 

.53 12.85 .000 

Change 
Management 

Practices 
.24 6.82 .000 

3 

Organizational 
Communication 

Organizational 
Effectiveness 

 
.49 157.45 .000 

.79 5.91 .000 

Change 
Management 

Practices 
.54 3.49 .001 

Interaction -.053 -1.99 
 

.046 

 

 Table 10 shows the relationship of Organizational Communication and 

Organizational Effectiveness moderated by Change Management Practices. All 3 models 

were statistically significant in all 3 steps. The interaction term has been introduced in 

step 3. The results show statistically significant values as the value of β is -0.05, t is -1.99 

and p < 0.05 and verifying that Change Management Practices moderates the relationship 

between Organizational Communication and Organizational Effectiveness. This 

moderation has negative influence and hence our hypothesis 7 is accepted. 
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Table 11:  Regression among IT Competency, Change Management Practices and 

Organizational Effectiveness 

Step IV DV 
R 

Sq 
F-

value 
Sig Beta 

t-
value 

p-
value 

1 
IT 

Competency 

Organizational 
Effectiveness 

 

.38 309.45 .000 .57 17.59 .000 

2 

IT 
Competency Organizational 

Effectiveness 
 

.45 207.99 .000 

.41 11.44 .000 

Change 
Management 

Practices 
.28 8.13 .000 

3 

IT 
Competency 

Organizational 
Effectiveness 

 
.47 146.25 .000 

.86 6.63 .000 

Change 
Management 

Practices 
.78 5.49 .000 

Interaction - .10 -3.59 
 

.000 

 

 Table 11 shows the relationship of Organizational Communication and 

Organizational Effectiveness moderated by Change Management Practices. All 3 models 

were statistically significant in all 3 steps. The interaction term has been introduced in 

step 3. The results show statistically significant values as the value of β is -0.10, t is -3.59 

and p < 0.05 and verifying that Change Management Practices moderates the relationship 

between IT Competency and Organizational Effectiveness. This moderation has negative 

influence and hence our hypothesis 8 is accepted.  

 

V. Discussion on Findings 
H1: Top Management Support influences Organizational Effectiveness 

 The results of the current are consistent with the study of (Boonstra, 2013) which 

explored that Top management support is one of the most important critical success 

factor for achieving higher levels of project performance and Organizational 

Effectiveness. Further, this research supports that Top management Support is 

accountable for the whole organization or hospital. Management at the top interprets 

the strategy into objectives and policies. The decisions are made which affect everybody 

in the organization and they are responsible for the success or failure of the organization.  

 

H2: Training and Development manipulates Organizational Effectiveness 

 This hypothesis has been accepted and this is supported by the study of (Agnew, 

Forrester, Hassard, & Procter, 1997) which explained that to encourage performance, 

training of workforce is a significant add-on. Training and Development is essential for 

hospital effectiveness. For a hospital, to manage with the speedy varying settings, it is 

compulsory to spend in retraining, improvement and altering the skills of the existing 

personnel i.e.; doctors. This research suggests the doctors receive training in the form 

conferences, workshops, seminars and online conferences to increase their skills, abilities 

and to know about latest trends in medical sciences.  

 

http://www.businessdictionary.com/definition/senior-management.html
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H3: Organizational Communication manipulates Organizational Effectiveness 

 This hypothesis is accepted and this is supported by the study of (Rowe, 2001) 

which argued that Effective Organizational Communication is desirable for management 

to build up and maintain an aggressive benefit for the performance of organization, 

improvement and effectiveness. This research proves that Organizational Communication 

is an important element to influence hospital effectiveness. This research assures that 

mechanistic perception is sighted as a technical system by medical directors, head of the 

department or medical suprediant who allow information flow from one direction to 

another. The doctors receive a lot of information from the executive team through written 

sources (i.e. reports, newsletters), they receive most of my information through formal 

meetings with the executive team and there is high frequency of communication. 

 

H4: IT Competency has an impact on Organizational Effectiveness 

 This hypothesis has been accepted and it is supported by the study of (Liu & 

Ravichandran, 2008). This research proves that IT Competency influences Organizational 

Effectiveness. In majority of the public sector hospitals which were visited by the author 

was lacking in enhanced IT services. But basic IT infrastructure was developed in those 

hospitals. On the other side, IT infrastructure in private hospitals was in quite good shape. 

IT related staff, management information systems etc were in place. But by and large, IT 

infrastructure and competency are improving both in private and public hospitals 

enabling providers to improve the quality of patient care. 

 

H5: Change management practices moderates the association between Top 

Management Support and Organizational Effectiveness 

 In this case, the results of hierarchical regression affirm that Change Management 

does not moderate the relationship between Top Management Support and Organizational 

Effectiveness. Change management Practices has nothing to do with Top Management 

support to influence Organizational Effectiveness in hospitals. 

 

H6: Change management practices moderates the association between Training and 

Development and Organizational Effectiveness 

 Here again, the results of hierarchical regression confirm that Change Management 

does not moderate the relationship between Top Management Support and Organizational 

Effectiveness. So Change Management Practices do not have any influence on Training 

and Development and Organizational Effectiveness in hospital environment.  

 

H7: Change management practices moderates the association between 

Organizational Communication and Organizational Effectiveness 

 The outcome of hierarchical regression establishes that Change Management 

moderates the relationship between Organizational Communication and Organizational 

Effectiveness. It means that there is an impact of Change Management practices on 

Organizational Communication and when they both are implemented in hospitals, they 

have an influence on Organizational Effectiveness, but the overall impact is negative.  
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H8: Change management practices moderates the association between IT 

Competency and Organizational Effectiveness 

 The results of hierarchical regression state that Change Management moderates the 

association between IT Competency and Organizational Effectiveness. The current 

research establishes that the fact the practices of Change Management influences IT 

Competency and they together have an impact on the effectiveness of the hospitals, but 

the overall impact is negative. Here again the results are very useful for hospital 

administrators.  

 

VI. Implications of the Findings 
 Hospital administrators need to provide support to the doctors in all work related 

matters.  As support from top management is an aspect that establishes the tilting ends 

between possible accomplishment and collapse when preparing and applying business 

stability management projects and systems. Training and Development has a great 

potential for influencing Organizational Effectiveness. The administrators need to 

provide maximum Training and Development opportunities to doctors to enhance their 

capabilities.  

 

 The findings of this study have implications for the administrator and other people 

who sit in the interviews, selection, and hiring panels and serious implications for those 

who make appointment decisions of doctors and other physicians. They should appoint 

those with high qualification, must be able to work in the form of teams, passionate, 

motivated and follow the guideline laid by hospital administration. 

 

VII. Recommendations for Future Research 
 The recommendations for future researches are described below. 

 

 The current study was framed as to scrutinize the direct and moderating relations 

among the variables, more studies are required to fill the research procedural gap 

like mediating studies.  Additionally, other variables like empowerment, age 

groups, work motivation, regular feedback and job security may also be considered 

in future studies. 

 The future research can be based on the comparison of public versus private sector 

hospitals where the data will can be collected separately to see the impact of the 

variables on Organizational Effectiveness of public and private hospitals. 

 

VIII. Conclusion 
 Results of this study have provided an insight into several factors which have 

significant effect on Organizational Effectiveness.  In this study, primary data was 

collected through Purposive sampling technique and 503 questionnaires were selected for 

further analysis.   Based on the findings of this study subsequent conclusions could be 

drawn. All Organizational Factors used in this study were valid predictor of 

Organizational Effectiveness. Change Management Practices also moderate the 

relationship between Organizational Factors (Organizational Communication and IT 

Competency) and Organizational Effectiveness. The findings conclude that 

Organizational Factors, Change Management are optimistically and significantly 

associated Organizational Effectiveness. The study is of great importance for hospital 
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administrators. The administrator must also adopt change management policies to take 

the advantages of Change Management. 
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