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Abstract:

This study undertook a comprehensive examination of the organizational culture, change management
approaches, and human resource management practices of MAHATRANSCO and TSTRANSCO, two
leading power transmission companies in India. The research aimed to identify the relationships between
organizational culture, change management, and human resource management, and to explore their
impact on employee morale, job satisfaction, and organizational performance. A mixed-methods
approach was employed, combining survey questionnaires and in-depth case studies. The survey
questionnaire was administered to a sample of employees from both companies, while the case studies
involved semi-structured interviews with key informants and analysis of company documents.

The study's findings were expected to contribute to the existing literature on organizational culture,
change management, and human resource management, and to provide valuable insights for
policymakers, managers, and researchers in the Indian power transmission sector. Specifically, the study
aimed to identify best practices in organizational culture, change management, and human resource
management that could be replicated in other power transmission companies in India. The study's results
would also inform the development of strategies and policies aimed at improving the performance and
competitiveness of power transmission companies in India.

Keywords: organizational culture, change management, human resource management, power
transmission sector, India.

Introduction:

The Indian power sector had undergone significant transformations in recent years, driven by
liberalization, privatization, and the increasing demand for electricity. As a result, power transmission
companies like MAHATRANSCO and TSTRANSCO had been compelled to adapt to these changes to
remain competitive and efficient. Organizational culture and change management played a crucial role in
facilitating this adaptation, as they influenced employee morale, job satisfaction, and overall
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organizational performance. Despite their importance, there had been a scarcity of research on the
organizational culture, change management approaches, and their impact on employee morale and job
satisfaction in the Indian power transmission sector. Furthermore, there was a need to identify and
analyze the best practices in change management, organizational culture, and human resource
management in this sector. This study aimed to address these research gaps by examining the
organizational culture, change management approaches, and their impact on employee morale and job
satisfaction in MAHATRANSCO and TSTRANSCO. Additionally, the study sought to identify and
analyze the best practices in change management, organizational culture, and human resource
management in these two organizations. The findings of this study were expected to contribute to the
existing literature on organizational culture, change management, and human resource management, and
provide valuable insights for policymakers, managers, and researchers in the Indian power transmission
sector. The Indian power transmission sector was a critical component of the country's energy
infrastructure, and its efficiency and effectiveness had a direct impact on the overall economic
development of the country. MAHATRANSCO and TSTRANSCO were two of the leading power
transmission companies in India, and their organizational culture, change management approaches, and
human resource management practices played a vital role in shaping their performance and
competitiveness. This study explored the organizational culture, change management approaches, and
human resource management practices of MAHATRANSCO and TSTRANSCO, and examined their
impact on employee morale, job satisfaction, and overall organizational performance. The study also
identified and analyzed the best practices in change management, organizational culture, and human
resource management in these two organizations. The significance of this study lay in its potential to
contribute to the existing literature on organizational culture, change management, and human resource
management in the Indian power transmission sector. The study's findings were also expected to provide
valuable insights for policymakers, managers, and researchers in the sector, and inform the development
of strategies and policies aimed at improving the performance and competitiveness of power
transmission companies in India.

Review of the Literature:

Organizational Culture

Organizational culture refers to the shared values, beliefs, and assumptions that define an organization's
identity and influence its behavior (Schein, 2010). A strong organizational culture can foster employee
engagement, motivation, and commitment, ultimately driving organizational performance (Denison,
1990).

Change Management

Change management is a systematic approach to transitioning individuals, teams, and organizations from
a current state to a desired future state (Kotter, 1995). Effective change management is critical in today's
fast-paced business environment, where organizations must adapt quickly to changing market
conditions, technological advancements, and shifting customer needs (Burnes, 2004).

Human Resource Management
Human resource management (HRM) refers to the practices and policies used to manage an
organization's workforce (Boxall & Purcell, 2011). HRM plays a critical role in shaping organizational
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culture, driving employee engagement, and promoting organizational performance (Ulrich, 1997).

Theoretical Frameworks

This study drew on several theoretical frameworks to examine the relationships between organizational

culture, change management, and human resource management. These frameworks included:

1. Denison's Organizational Culture Model (Denison, 1990): This model posited that organizational
culture is composed of four key dimensions: involvement, consistency, adaptability, and mission.

2. Kotter's Change Management Model (Kotter, 1995): This model outlined an eight-stage process
for managing change, including establishing a sense of urgency, creating a guiding coalition, and
consolidating gains.

3. The HRM-Performance Linkage Model (Boxall & Purcell, 2011): This model proposed that
HRM practices influence organizational performance through their impact on employee attitudes,
behaviors, and well-being.

Research Methodology:

This study employed a mixed-methods approach, combining both qualitative and quantitative data

collection and analysis methods. The study consisted of two phases:

1. Survey Administration: A survey questionnaire was administered to employees of
MAHATRANSCO and TSTRANSCO to collect data on their perceptions of organizational culture,
change management, and human resource management practices.

2. Case Studies: In-depth case studies were conducted at MAHATRANSCO and TSTRANSCO to
gather qualitative data on the organizations' culture, change management approaches, and HRM
practices.

Research Design

The study employed a mixed-methods research design, combining both quantitative and qualitative data
collection and analysis methods to provide a comprehensive understanding of the organizational culture,
change management, and HRM practices in the two organizations.

The data collection methods for this study involved both quantitative and qualitative approaches. For the
quantitative data, a structured survey questionnaire was administered to a sample of employees from
MAHATRANSCO and TSTRANSCO. The questionnaire was designed to gather information on
employees' perceptions of organizational culture, change management, and human resource management
practices. A sample size of 300 employees was selected from each organization using stratified random
sampling. Descriptive statistics, such as means and standard deviations, were used to summarize the
quantitative data, while inferential statistics, including regression analysis, were employed to examine
the relationships between the study variables.

For the qualitative data collection, in-depth case studies were conducted at both organizations. These
case studies involved semi-structured interviews with key informants, such as HR managers and
department heads, to explore the organizations' culture, change management approaches, and HRM
practices in greater detail. An interview protocol was developed to guide the semi-structured interviews,
and the qualitative data were analyzed using thematic analysis to identify patterns and key themes.

To ensure the validity and reliability of the study, several measures were taken. The survey
questionnaire and interview protocol were reviewed by experts to ensure content validity. Reliability
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was assessed using Cronbach's alpha for the survey questionnaire. Additionally, triangulation was used
to validate the findings by combining multiple data sources and methods, which helped ensure the
robustness and accuracy of the results.

Quantitative Data Analysis
Descriptive Statistics

The descriptive statistics for the survey questionnaire are presented in Table 1.

Variable Mean SD Min Max
Organizational Culture 35 0.8 2 5
Change Management 3.2 0.9 1 5
Human Resource
Management 3.8 0.7 2 5
Employee Morale 3.6 0.8 2 5
Job Satisfaction 3.4 0.9 1 5
A
3.8
35 3.6
3.2 3.4
Organizational Change Human Employee .

Resource Job Satisfaction

Management Morale

Culture Management

Mean Scores of Organizational Variables

The table provides descriptive statistics for five key variables: Organizational Culture, Change
Management, Human Resource Management, Employee Morale, and Job Satisfaction. Organizational
Culture received a mean score of 3.5 with a standard deviation (SD) of 0.8, indicating that employees
generally rated it positively, but there was moderate variability in responses. Change Management had a
slightly lower mean of 3.2 and a higher SD of 0.9, suggesting that employees had a more varied
perception of the effectiveness of change management practices. Human Resource Management was
rated more consistently with a mean score of 3.8 and a lower SD of 0.7, indicating a more favorable and
consistent perception of HR practices. Employee Morale scored an average of 3.6, with moderate
variability, reflecting an overall positive view of morale but some differences in individual responses.

Job Satisfaction, with a mean score of 3.4 and SD of 0.9, was rated somewhat positively, but like
Change Management, it exhibited higher variability, suggesting mixed opinions among employees.
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Overall, Human Resource Management received the highest ratings, followed by Employee Morale and
Organizational Culture. Change Management and Job Satisfaction, however, received lower ratings,
with particularly varied responses. This indicates that while employees generally hold positive views
about HR practices and morale, their opinions on change management and job satisfaction are more

diverse and less consistent across the board.
The results of the regression analysis are presented in Table 2.

Variable B SE B t p
Organizational Culture 0.35 0.12 0.28 291 0.01
Change Management 0.28 0.15 0.22 1.93 0.05
Human Resource Management 0.42 0.1 0.35 4.12 0.001
Employee Morale 0.3 0.13 0.25 2.35 0.02
Job Satisfaction 0.25 0.14 0.2 1.85 0.06

The table presents the regression analysis results for the relationship between several independent
variables (Organizational Culture, Change Management, Human Resource Management, Employee
Morale, and Job Satisfaction) and their impact on the dependent variable. The coefficient (B) for
Organizational Culture is 0.35, with a standard error (SE) of 0.12, resulting in a beta (B) of 0.28 and a t-
value of 2.91, which is statistically significant at the 0.01 level (p < 0.01). This indicates that
Organizational Culture positively influences the dependent variable, with a moderate effect size. Change
Management shows a B value of 0.28, SE of 0.15, and B of 0.22, with a t-value of 1.93, which is
statistically significant at the 0.05 level (p = 0.05). This suggests a weaker positive effect compared to
Organizational Culture but still statistically significant.

Human Resource Management has the strongest effect with a B of 0.42, SE of 0.1, and B of 0.35, with a
t-value of 4.12 and p-value of 0.001, making it highly statistically significant. This indicates that Human
Resource Management has the most substantial positive influence on the dependent variable. Employee
Morale also demonstrates a significant effect, with a B of 0.3, SE of 0.13, B of 0.25, t-value of 2.35, and
p-value of 0.02, showing a moderate and statistically significant positive impact. Lastly, Job Satisfaction
has a B of 0.25, SE of 0.14, and B of 0.2, with a t-value of 1.85 and a p-value of 0.06, which is
marginally non-significant (p > 0.05), indicating that its effect is weaker and not statistically reliable at
the 0.05 level.

~
0.35
0.28
0.25
0.22
0.2
v
R Human
Organizational Change Resource Employee Job Satisfaction
Culture Management M Morale
anagement

Impact of Organizational Factors
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Qualitative Data Analysis

Thematic Analysis

The thematic analysis of the interview data revealed several themes related to organizational culture,
change management, and human resource management.

1.

Organizational Culture: Participants described the organizational culture of MAHATRANSCO and
TSTRANSCO as hierarchical and bureaucratic.

Change Management: Participants reported that change management initiatives were often top-down
and did not involve adequate employee participation.

Human Resource Management: Participants noted that human resource management practices were
often focused on compliance rather than employee development.

Mixed-Methods Integration
The quantitative and qualitative findings were integrated to provide a comprehensive understanding of
the research questions.

1.

Organizational Culture: The quantitative findings indicated that organizational culture was positively
related to employee morale and job satisfaction. The qualitative findings suggested that the
hierarchical and bureaucratic culture of MAHATRANSCO and TSTRANSCO may hinder employee
participation and engagement.

Change Management: The quantitative findings indicated that change management was positively
related to employee morale and job satisfaction. The qualitative findings suggested that top-down
change management initiatives may not be effective in engaging employees.

Human Resource Management: The quantitative findings indicated that human resource
management was positively related to employee morale and job satisfaction. The qualitative findings
suggested that human resource management practices focused on compliance rather than employee
development may not be effective in promoting employee engagement and retention.

Organizational Culture

Hierarchical and Bureaucratic Culture: The study found that both MAHATRANSCO and
TSTRANSCO have a hierarchical and bureaucratic culture, which can hinder employee participation
and engagement.

Limited Employee Autonomy: Employees in both organizations reported limited autonomy and
decision-making power, which can negatively impact job satisfaction and morale.

Strong Sense of Loyalty: Despite the hierarchical culture, employees in both organizations reported a
strong sense of loyalty and commitment to their respective organizations.

Change Management

Top-Down Approach: The study found that both MAHATRANSCO and TSTRANSCO adopt a top-
down approach to change management, which can limit employee participation and engagement.
Limited Communication: Employees in both organizations reported limited communication and
transparency during change management initiatives, which can lead to resistance and mistrust.

Need for Employee Involvement: The study highlights the need for employee involvement and
participation in change management initiatives to ensure successful implementation.
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Human Resource Management

1. Compliance-Focused Approach: The study found that both MAHATRANSCO and TSTRANSCO
adopt a compliance-focused approach to human resource management, which can limit employee
development and growth.

The findings of the study suggest that both MAHATRANSCO and TSTRANSCO have a hierarchical
and bureaucratic culture, which can hinder employee participation and engagement. The study also
found that the top-down approach to change management and the compliance-focused approach to
human resource management can limit employee development and growth.

However, the study also found that there is a positive correlation between organizational culture, human
resource management, and employee morale and job satisfaction. This suggests that a participative
approach to change management, an employee-centric approach to human resource management, and a
culture of open communication and transparency can promote employee engagement, motivation, and
commitment.

Findings of this study

e Participative Approach to Change Management: Encourage employee participation and involvement
in change management initiatives to ensure successful implementation.

e Employee-Centric Approach to Human Resource Management: Adopt an employee-centric approach
to human resource management, which prioritizes employee development, growth, and well-being.

e Culture of Open Communication and Transparency: Foster a culture of open communication and
transparency throughout the organization to promote trust, loyalty, and commitment among
employees.

Future Research Directions

This study suggests several avenues for future research:

1. Longitudinal Study: Conduct a longitudinal study to examine the impact of organizational culture,
change management, and human resource management on employee morale, job satisfaction, and
organizational performance over time.

2. Comparative Study: Conduct a comparative study to examine the differences in organizational
culture, change management, and human resource management practices between
MAHATRANSCO, TSTRANSCO, and other power transmission companies in India.

3. Intervention Study: Conduct an intervention study to examine the impact of a participative approach
to change management, an employee-centric approach to human resource management, and a culture
of open communication and transparency on employee morale, job satisfaction, and organizational
performance.

3. Limited Training and Development Opportunities: Employees in both organizations reported limited
training and development opportunities, which can negatively impact job satisfaction and morale.

4. Need for Employee-Centric Approach: The study highlights the need for an employee-centric
approach to human resource management, which prioritizes employee development, growth, and
well-being.

Employee Morale and Job Satisfaction
1. Positive Correlation with- Organizational Culture: The study found a positive correlation between
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organizational culture and employee morale and job satisfaction.

2. Negative Correlation with Change Management: The study found a negative correlation between
change management and employee morale and job satisfaction.

3. Positive Correlation with Human Resource Management: The study found a positive correlation
between human resource management and employee morale and job satisfaction.

Suggestions of the study:

1. Adopt a Participative Approach to Change Management: Encourage employee participation and
involvement in change management initiatives to ensure successful implementation.

2. Prioritize Employee Development and Growth: Adopt an employee-centric approach to human
resource management, which prioritizes employee development, growth, and well-being.

3. Foster a Culture of Open Communication and Transparency: Encourage open communication and
transparency throughout the organization to promote trust, loyalty, and commitment among
employees.

Conclusion:

The study aimed to explore the organizational culture, change management practices, and human
resource management (HRM) approaches at MAHATRANSCO and TSTRANSCO. By employing a
mixed-methods research design, the study combined both qualitative and quantitative data collection
methods. A survey questionnaire was distributed to 300 employees from each organization, and in-depth
case studies were conducted through semi-structured interviews with key informants. The research
found that both organizations have a hierarchical and bureaucratic organizational culture, which limits
employee participation and autonomy. Despite this, employees showed strong loyalty and commitment
to their organizations. The study revealed that change management practices were predominantly top-
down, with limited employee involvement and communication, leading to challenges in change
implementation and employee engagement.

In terms of human resource management, both organizations adopted a compliance-focused approach,
which was found to be less effective in promoting employee development and growth. However, the
study also showed that there was a positive correlation between organizational culture, human resource
management practices, and employee morale and job satisfaction. Specifically, a participative approach
to change management, an employee-centric HRM strategy, and a culture of open communication and
transparency were seen as essential for fostering greater employee engagement and satisfaction.

The quantitative data analysis revealed significant relationships between organizational culture, human
resource management, employee morale, and job satisfaction. Regression analysis indicated that human
resource management practices had the strongest positive effect on employee morale, followed by
organizational culture. On the other hand, the impact of change management practices on employee
morale and job satisfaction was weaker but still statistically significant. The qualitative analysis
supported these findings, highlighting the need for more participative and transparent change
management processes, as well as a greater emphasis on employee development and growth in HRM
practices.

The study suggests several actionable recommendations for both organizations. First, it advocates for
adopting a more participative approach to change management, allowing employees to actively engage
in and influence change initiatives. Second, it calls for a shift towards an employee-centric HRM
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approach, focusing on development, growth, and well-being. Lastly, fostering a culture of open
communication and transparency is crucial for building trust and improving employee morale.

In conclusion, while both organizations have strengths in areas like employee loyalty and morale, there
is significant room for improvement in terms of organizational culture, change management, and HRM
practices. By implementing the recommendations of this study, MAHATRANSCO and TSTRANSCO
can create a more engaged and motivated workforce, ultimately enhancing organizational performance.
Future research could further explore the long-term effects of these practices and compare them across
different power transmission companies in India, providing a broader understanding of the industry’s
change management and HRM strategies.
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