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CHAPTER |

1.1 Introduction
The progressively competitive market pressure, globalization of markets and changing
business environment have compelled some organizations in Zimbabwe to continuously

search fg hanging,and demanding

environ Besi ization, i i pressure to the
need of ‘ /enting : jemsek, 2004).Thus
tion that would

ning and Alloy

5 organizational
ong employees,
er positively or
ge (CEC, 2008,
994). Relatedly,

attitudes those are dependable with goals and standards in the work situation. Hence, the

main focus of this research study is on describing the attitudes and influences of attitudes
of employees towards organizational restructuring at ZIMASCO Kwekwe. The chapter
covers the background of the research study, the statement of the research problem, the
hypothesis made by the researcher, objectives of the research study and aim of the
research study. The assumptions made by the researcher, delimitation, limitations of the



study and definition of key terms are also included. Finally a brief summary of the whole

chapter will be at the end of this chapter.

1.2 Background to the Study
Grinnell (1992) maintains that it is the current state of knowledge of a subject area that

ultimately determines the specific problem to be studied. Organizational restructuring has

become an unde ing may be impelled by

forces internal ployees in any
ore (Beck hard,

ddress the issue

organization esj
1996).Internatio
of attitudes and organizations,
however very fe ealization of the
current research current research
focused on th organizational
restructuring. T
Since there has companies have
,2013).This has

D endure in this

put production
resulted in ZI

economic unstab ition. eve S 1IN ’mployee attitudes

towards this c izati@nalyrestructuring :

ZIMASC ' g : iginated in
1926 as an g hro “ Cerin Zi d is the 5™
largest hig M mining
locations along panzi and

Mutorashanga.(Jangara,2013) The overall operations are co-ordinate by Harare office which
includes Group strategy, Human Resources, Legal & Secretarial, Marketing, Commercial and
Technical Services.Zimasco's Chrome operations are housed in the wholly owned subsidiary
Zimasco Pvt Ltd.The Chromite Ore is mined and transported to Zimasco Kwekwe where it is
smelted in combination with reduntants and fluxes to produce high carbon ferrochrome alloy.

Zimasco Kwekwe furnaces are divided into the East plant and the West plant. The East plant



comprises of furnaces 1, 2, 3 and 4 whilst the West plant comprises of furnaces 4 and 5
respectively. There are 3 070 people employed directly by Zimasco whilst 5 500 are indirectly
employed through tributary and co-operative miners. (Mhlanga, 2013)

December 2007 heralded a new era in the life of Zimasco as Sino steel Cooperation of China
purchased 92% of Zimasco share and became the majority shareholder of Zimasco holdings.

Sino steel Corporations is a central enterprise under the administration of the Chinese State

owned Assets S iaries under the

administration ngaged in the
development of hnical services
as well as equif restructuring of
Zimasco affecti f Zi  and Zimas kwe employees
were not spared @a smploy were ced compulsory
leave on rotatio rt for work two
weeks a month e from Zimasco
Kwekwe (Mhlan@a loyeeslih grades one and

two were the moSt affe ‘ hlanga, 2013).

All this remaine@l infa am livesd : eXpenses. However
employees are eXhibiti i attitu i i essg@s there are issues
influencing their & . ; \rep@rted that employees

are now b ough
money, to ees have
resigned d Zimasco
Kwekwe manage 0) 1 : as to protect
them from however,

employees are finding it difficult to understand this fact (Sadomba,2013).

As a citizen of Kwekwe where the ZIMASCO smelting company is located the researcher has
been motivated to do a research study on the attitude and influences of employee attitudes
towards organizational restructuring at Zimasco Kwekwe employees as she has witnessed other
fellow citizens who work there reacting differently to the change that has occurred at their

workplace. It seems organizations restructure without putting into consideration how employees



respond to the process therefore and what influences those responses thus ,a gap has been left
out in research conducted in the Zimbabwean context on the attitudes and influences of
employee attitudes towards organizational restructuring. Therefore the research study is focused
on describing the attitudes and influences of employee attitudes towards organizational

restructuring.

1.3 Statement (
As organizatio - m not t onsider the atti ees towards the
restructuring pre 3 ereb i idrelationship with

employees. It R@S - 20C Nve ¢ S were put on

attitudes towarc ion as to what

influences those nal and regional
studies have be titudes towards
organizational given on influence of orgafizational culture,
perceptions, stre$§ on atti s ards organizational restructuriiig. .However, the
current researchél he : ituatio further research

on the attitudes s : anizati@nal restructuring.

restructuring.

1.4.2 To find out on what influences employees attitudes towards organizational restructuring.

1.4.3 To determine whether employee characteristics influence the attitudes of ZIMASCO
employees.
1.4.4 To scrutinize pathways in which organizational restructuring affects employee attitudes.



1.5Hypothesis

This study aimed at describing the attitude and influences of employee attitudes towards
organizational restructuring.Thus,the research will test if the employee characteristics influence
their attitude towards organizational restructuring. Based on that objective the following
hypotheses were formulated:

Ho There is no significant relationship between employee characteristics and attitudes of

towards

There is : efiployees towards

employees and

There is @0 significant relationship between education level and attitéiéles of employees

towards

and attitudes of

at this research
will greatly contribute to this body of knowledge. The research will analyze and describe the
attitudes and influences of employee attitudes towards organizational restructuring within a
specific local organization called Zimasco Kwekwe. By accruing the current research to the body
of knowledge, other researchers specifically psychological researchers will be able to use the
research to better craft more pathways that improve the restructuring process in organizations so
that it becomes an employee favorable and conducive process. This is because the employee



attitudes will then be considered before making any move in decision making process by
management in organizations. The current research will enable organizations to see the degree to
which employee characteristics influence attitude towards organizational restructuring and
consider them whenever they implement the restructuring intervention in future. Psychological
researchers will thus have the ability to craft processes that help improve employee attitudes

towards restructuring thereby protecting their wellbeing which then results in improved

employee perfc initiatives in

The primary ai 0 ICS iAfluence attitudes

1.8 Assumptio
e Most of structuring.

organizational

towards restructuring process that took place at their workplace. Participants from the managerial

level refused to complete the questionnaire despite the fact that they were included in the sample
because of they did not want to expose their demographic information. The research was time
consuming as the researcher faced the challenge of semi-literate employees who needed
translation of the questionnaire. Some of the employees were biased in responding to the

questionnaires.



1.11Definition of Key Terms

1.11.1 Attitude
According to McGuire (1996) an attitude is an expression of favor or disfavor towards a person,
place, thing or event.Ilt may also be defined as a positive or negative evaluation of people,

objects, events, In this case an

attitude refers ta

1.11.2 Organiza
An organizatio
relationship betviige - ork or group,
giving it a sen Zimasco is the

organization su e organizational

Springs (1999)
makes changes

cturing as a situation where§ an organization
arket conditions

g conditions of

1.11.

Zimbabwe

1.12 Chapter
The research study focused on an investigative description on the attitudes and influences of
employee attitude towards organizational restructuring at Zimasco Kwekwe. The first chapter
was concerned with the introduction, background to the study, the statement of the problem, the
significance of the study, aim of the study and objectives of the study, delimitations and
limitations of the study, assumptions of the researcher on the research study and also the

definition of the key terms.



CHAPTER I

Literature Review

2.1 Introduction

The first sectio of the intended

research. This done and the

knowledge gap S and facets of
attitudes. The f ng and various
aspects of orga e influences of
employee attit olves issues on
the complication§ of then includes a
general overvie : apter marks the end
of the literature to be unraveled

as the chapter p

2.2 Conceptual

2.2.1 Attitudes
The

This is a term frequently used in the field of Social Psychology. The word ‘attitude’ is traced
back to the Latin word ‘aptitudo’ meaning ‘fitness’ meaning negative or positive mental and
emotional positions people have towards certain facts or situations(Giambra,2003).These mental
and emotional positions towards something(attitudes) are formed as a result of experience or
observation. According to the classic tripartite view offered by McGuire (1969) an attitude
contains Cognitive, Affective and Behavioral in structure. However, it should be noted that



attitudes change as a result of either favorable or unfavorable beliefs or feelings that one holds
towards an event or a situation(Smith and Mackie,2007).In this context it refers to either negative
or positive mental and emotional positions that employees have towards organizational

restructuring.

Psychologists such as Allport (1935) define attitudes as an expression of favor or disfavor toward

a certain perso e IS a positive or

negative evalu : & ( as  or out aflything in your
environment. It ila sadiness of Sycl espond in a G@rtain way that is
either negative s c e cither a negative or

positive evaluat

2.2.3 Structure C
According to M ponents namely:

the Cognitive cc ent. He went on

e the opinion or
houghts, beliefs

ay be influenced

ger, and
attitude.
Therefore, employees are influenced to hate and be angry with the organizational restructuring as

it seems to be a life threatening event to them.

iii) Behavioral Component

This is the tendency to act in certain ways towards something. This is referred to as the action
segment of an attitude. This is the extrinsic and observable component of attitudes that can help



tell if the attitude is negative or positive. Thus, Zimasco employees in this case seem to act
negatively towards the organizational restructuring process as evidenced by the complaints made

by some of the unnamed employees to news crew.

2.2.4 How Attitudes Form
Myers (1999) propouig

due to direct per§on: i 7 i is €ase attitudes are

and may emerge

creating beliefs
ir attributes and
loses or benefits
processing info
formed as a res : ing. The beliefs

attitude towards

The section will look at the definition of and other aspects of organizational restructuring. It is
hereby crucial in this study to look at the concept of organizational restructuring before looking

at the attitude of employees towards it.



2.2.7 Organizational Restructuring Defined

Springs (1999) define organizational restructuring as a situation whereby an organization makes
changes in personnel and departments and how workers work to meet market conditions. Also,
Ogunbameru (2007) maintains that organizational restructuring is a term used to encompass a
whole range of activities which leads to change in an organization. Organizational restructuring

has become a very..common. practice. amongs hegfimswingordengtogmatch the growing

competition of t gone through a
process of res
2012).0Organiza

that it brings ab

ent (Mhlanga,
design meaning
conditions and
management(H sary as it is an
opportunity of d nd all structural
levels.

2.2.8 The Conc

Organizational irms in order to

match the growi use the world in
which organizat continuously in

change (Beck ions restructure

uous innovations

articulating and realizing its potentials at all times and all structural levels. Restructuring in an

organization mostly involves three distinct conditions: The future state-where the leadership
wants the organization to get to, the present state-where the organization is and the transition
state-the set of conditions and activities that the organization must go through to move from the
present to the future (Beck hard and Harris, 1987). Due to depression of World Market



ZIMASCO a chrome manufacturing company has put production on hold and therefore been

forced to engage in organizational restructuring (Jangara, 2013).

Moreover, in case of an organization, it is difficult to imagine how they restructure themselves,
by virtue of the organizations residential buildings; it is therefore easy to visualize parts of the

building that remains intact (Robbins, 2012). In the case of ZIMASCO ,its smelting company in

Kwekwe had its tions becoming

redundant or ex ted visually by

the closure of ot

However, restr } ‘ ization and its
employees(Tear | alties towards the
transformation ¢ S ma of making the
organization fle i )91).Change and
transition are s e new working
conditions, new s with the new

situation(,Bridge

Organizational ing is nei i i )me people view

2.4 Attitudes of Employees towards Organizational Restructuring

According to McGuire (1969) an attitude is an expression of favor or disfavor towards a person,
place, thing or event. He went to say that they may be a positive or negative evaluation of an
event. This means that attitudes may be negative or positive views towards something. Maguire
(1969) discovered that attitudes can be viewed by three components which are Cognition
component (the opinion or belief segment)-the thoughts of an individual towards organizational



restructuring, Affective component (the emotional or feeling segment of an attitude)-Is there the
presence of anxiety related to the restructuring or Does the restructuring feels like a betrayal or
an opportunity? and finally the Behavioral component (behaving in a certain way towards
something)-actions of an individual towards restructuring of an organization, will he or she resist
change. According to Robbins (2012) in organizations attitudes are important because they affect

job behavior.

may be viewed
as an employe i valua ent ange initiatives
s on to define
organizational al’s choices of
personal action ay range from
positive attitude r happiness and
excitement or f organizational
restructuring as may take it as
insultative, life tAireateni i ili i llois and Callan,

2008).

etitiveness of the

market(Mhlanga,2012).This was also done in an effort to protect employees from retrenchment
but however most of the employees at ZIMASCO responded negatively as they received it with
fear and anxiety. Thus, the general sentiment in change literature is that different employees at
different levels of authority within the organization have different responses towards change
(Jones et al., 2008).



Thus, with the above evidence it can be noted that organizational restructuring affects the
attitudes of employees either negatively or positively for the attitudes change when the process
occurs. Kochan and Useem support this by saying that it is almost impossible to implement
organizational restructuring without affecting the prevailing employee attitudes within the
organization. Various theories have been coined in an attempt to explain how attitudes change

and detailed information is given in the theoretical framework section.

When organizaiénss u ‘ proce nlo ' ave their own
uncertainties  t tudes towards
organizational ition, employee
working perioc organizational

restructuring (C

According t - or her response

towards orgaRize ange in an organization. ThisS®is because older

] are thus forced

he new working conditions
with the pre 1k ’ > atti al restructuring.

to cope with the

separation of the employee to their former positions to new one, thus causing them to have

negative attitudes towards the restructuring process. Marais(1995) purports that when
organizations restructure they have to consider the issue of the position that an employee
holds so as to make sure that they craft restructuring strategies that do not affect the

employee attitudes. In this case employees at supervisory levels exhibit negative attitudes



towards organizational restructuring as they would want to protect the positions they are
attached to in their organizations because it helps them maintain a better social status in the

society.

iii) Employee Working Period

employee (Eby,
oyees’ attitudes
period of ti ] feel it as their
right for t suggested that

organizatio served in that

organizatio

avoid negative
attitudes risi etrayed hence,
have negati progress of the

organization

ds organizational

oW : i
escue_thel g’ s from the
process they view as threatening .Therefore, these employees need to be educated well on

matters concerning the restructuring of an organization as to get favorable attitudes in the
future organizational restructuring initiatives(Tearl, 2011).



2.3.2 Complications of Organizational Restructuring on employees

Negative employees’ attitudes such as skepticism stress, cynicism and denial may result in the
sabotage of intended change initiatives (Armenakis and Bedeian, 1999).Employees feel that they
may have lost something of great value as a result of organizational restructuring. According to
Kieselbach et al (2011) this is because a lot of complications are brought upon employees when

organizations res

i)Feelings of Ja

According toAlt curity refers to

the probability t S the probability
0 have negative
attitudes towardsge ) SURE if their jobs are
secured or not ¢ Jiscern what the
future holds or areers may have

an impact on e

sness that may be

mechanisms to protect themselves from psychological harm. Thus, employees feel personally

insecure as a result of the restructuring process and others may feel embarrassed when faced with
new tasks, as they do not know how to do them(Katz,1960).Relationship with an organization

may be strained therefore a sense of belongingness may be affected.



Furthermore, personal security may include territory. Territory refers to psychological as well as
physical space (Scott and Jaffe, 1997) .Thus personal insecurity may involve invasion of territory
Pasmore and Woodmen, (2007). Feelings of loss of physical space may result and this includes

work, space and job responsibility. The loses can trigger an emotional response.

iii) Poor Com

Poor communic
organization(Al Ils are poor employees |z usiasm in doing
their assignme ] it is vital for
management toR i spiring in an
organisation.W ir work because
of the uncertain therefore, may
have an impact nation of honest
information and§®pe ' In subsiding negativesattitudes towards
rries and wishes

restructuring as ion is concerned with their

to protect them. show the employees the ne

may arise from t

eive it as

V) Stress

Negative reactions towards change occur because change causes increased pressure, stress and
uncertainty for employees(Jones et al , 2008:294).According to Colquitt et al(2011) when a
company restructures it causes a great deal of stress because they become worried.
Organizational restructuring may result in anxiety in employees (Head, 1997).



Stress is based upon subjective perceptions of an objective reality that is constantly shifting.
Announcement of a broad range of questions initiative usually raises more questions than it
provides answers. Restructuring organizations is hard on employees and the stress and
uncertainty that it brings can reduce productivity.

Vi) Poor Social Identity

According to Jones et al

2008) during organizational restructuring, social identities may become

more important as in the event
that the intend
Woodmen, (200

related to the st 1y ance of i i é iousness of the

Pasmore and

change will be

threat to the id@nti : N Janizatighs should frame
pathways that pr@ite 1dug . egative attitudes
towards organiz in organizations
significantly loo g interventions.

vii) Poor Wellb

According to the only directly but

also indirectly g increases job

demands, emot turn decreases

especially du g. Job insecurity i turn reduces employees ing. Despite the
fact that restructuring usually involves change, it has been found that restructuring has a negative
effect on the flexibility and openness to change in organizations which in turn negatively affects
well-being. A positive path is also possible. If restructuring increases the autonomy of
employees, the level of participation in decision making and support from organization, well-

being increases.



It is to the consciousness that restructuring in organizations occurs when one entity comes to an
end and something new and different comes. This is when people are mandated to let go of the
past and embrace the future. It means moving from the familiar to the unknown. Change can
bring about a feeling of loss as it is difficult to Positive accept a new direction (Scott and Jaffe,
1997).

Appraisal of changes Better Well-being
-

i
Negative appraisal of
changes

011).Negative attitudes will be a disabling factor when trying to

successfully implement change initiatives (Vakola& Nikolaou, 2005: 162).



2.4Previous Studies Related to the Study on the Attitudes and Influence of Employee
Attitudes towards Organizational restructuring.

Research examining attitudes and influences of employee attitudes of employees towards
organizational restructuring have been conducted extensively internationally and regionally. As
far as could be established, little research related to this subject has been conducted locally that is
Thus, it came to the

in Zimbabwe thereby living room for further researches to be done.

realization of th 0 i o the nhenomenan

2.4 1Internation

Employee Cha ucturing

The research s attitudes after

organizational survived after
retrenchment oc ain behind after
retrenchment ¢ turing. He also
found that empl hey would want
to protect the pc hus the current
research aims a tions, employee
working period ‘ oeari 2 attitudesg@f employees towakds organizational

restructuring locé i ational. ThiS is be s need to know if

redesign, downsizing and physical move to a new hospital. The researcher discovered that
employees perceptions on organizational change influence their attitude towards organizational
change. As the previous study seem to have dwelt more on influence of employee perceptions on
attitude towards organizational change,the current study will however find out if employee
characteristics influence the attitudes that employees have towards organizational restructuring



other than perceptions .1t is crucial to research on the influence of employee characteristics on

the attitudes towards organizational restructuring.
Employee’s Years of Service on Attitude towards Organizational Restructuring

In addition, Christine Theissen(2002) in New Zealand carried out a research study on the impact
of organizational restructuring on employee commitment. The researcher found out that

orked for long

of commitment
are affected by
organizational organizational
restructuring o y years at the
organization lea i ng influence of

employee attitu research study

attitudes toward
Influence of E

Also, the resea alaysia on the

influence of org nvestigated how
organizational ¢ izational change

.In this study, it w

employee attitudes other than educational level only. Employee characteristics will be measured
as in the current study as they also assist in finding out the possible aspects that might be

influencing the attitudes of employees towards organizational restructuring



Influence of Employee Age on Attitude towards Organizational Restructuring

In addition, the study by Vakola and Nikolaou(2003) conducted in Greece looked at the impact
of stress on attitudes towards organizational change. The researcher looked at how stress affect
employee attitudes towards change. The researcher revealed that employees in middle adult age
and late adult age are the ones who have high stress levels as a result of organizational change.

However this stug ill.describe. the.influence.of .employee. cha aristi nattitudes towards

organizational one employee
characteristics k | " £ lear i influence employee
attitude towards @rga ) ecaus i at describing the

attitude and infl

2.4.2 Regional ¢
Influence of E tructuring

Under this sect g0 arrie African on the
impact of organigati zational climate and employe@ attitudes. In this
study, the resear@hi employees are influenced bylthe organizational

culture formed & izatione ) ibe@ how attitudes of

Influence @

To add on,
relationship between employee attitudes towards planned organizational change and

hestudy on the

organizational commitment. The researcher found out that employees are influenced by their
perceptions on organizational change to change attitudes towards organizational change.The
researcher found out that employees are committed to the positions that they hold in an
organization hence changing them as a result of organizational change result in them having
negative attitudes towards organizational restructuring. The current researcher would want to



find out if those employee positions influence employees attitudes towards organizational
restructuring. The research had a large sample which reached to 200 employees because its
population size reached to 2000. The research study measured three variables which are
perceptions, commitment and attitudes towards a planned organizational restructuring. However,
the current research will measure only two aspects which are the employee characteristics and

attitudes towards organizational restructuring. The current researcher will describe the influence

of employee ¢ organizational

restructuring. T ompared to the
previous studies e of the current

research is 1 20(
Influence of E structuring

social effects of
found out that

Furthermore, the
organizational

there are no s

e workplace attitudes of oloyees towards
nizations is one

Il further look if

ears employees serve in an 0

ructuring .. The

organization with a sample size of 120 participants.
2.4.3 Local Research Studies
Influence of Employee Characteristics on Attitudes towards Organizational Restructuring

At a local level a study has been carried out by Dr Gideon Zhou(2012) on the Public enterprise

restructuring. He found out that the public enterprise sector has gone through various phases of



restructuring due to the economic state of the country. However he did not mention a single word
on attitudes of employees towards organizational restructuring. This therefore, left room for the
current researcher to examine the phenomenon on influence of employee characteristics on

attitudes towards organizational restructuring at a local level specifically Zimbabwe.

2.5 Theoretical

Bestowing to M ards a person,

place, thing or e to implement
organizational ¢ attitudes within
the organisatio oloyee changing
their attitudes. the process of
change which ¢ ional change is
implemented, fa > change Theory
and the Group C as organization
restructuring or ong employees,
which in turn er positively or
negatively, depe onaldson, 1994;
Heymans, 1997;

2.6Theories on £

an alteration in attitudes. In this context, employees have cognitive dissonance towards
organizational restructuring therefore when it is implemented attitudes change as a result of
feelings of discomfort produced by the dissonance. According to Festinger (1951) people can
also change their attitudes when they have conflicting beliefs about a topic or event. This is
because people hold much cognition about the world and themselves when they clash a
discrepancy is evoked resulting in a state of tension known as Cognitive Dissonance. He also



said that when someone is forced to do something they really did not want to do, dissonance is
created between their cognition (I did not want to do this) and their behavior (I did it).In this
context, employees who have their beliefs on organizational restructuring feel that they are being
forced to comply with to the process when it is implemented and dissonance is created thereby

changing attitudes.

The Yale Attt \- roach is the Social logy study onditions under
which people a ( 3 the nded by Phillip
Zimbardo at Ya Q 3 es as an evaluative
disposition towe J : can change. He
went on to say but they act to
organize or pro 2y are related to
how people per@@ive r ary in direction
(either positive ¢ / ich a position is
and in intensity. nal restructuring
influence their ion or negative

direction.

2.6.3The Group Dyr

The th m D m everal
individuals s refers to
the attitudi , process
and their fu say in an

organizational setting, and groups are very common. Groups develop based on sentiments,
activities and interactions and basically when individuals share common activities and more
interaction attitudes will develop and when they change every individual in the group will have
their attitude changing.In this case Zimasco employees share common activities of working for
Zimasco Kwekwe and were affected by the restructuring process implemented thus resulting in



their attitude changing. Individuals attitude change because the people surrounding the

individuals and the environment are in a constant state of change.

2.7 Knowledge Gap

Various studies rela

attitudes have b [ ior i ighli i oove mentioned
evidence. Howe aimed an inve scription of the

influence of em

On the other ( S €3 ues need to be
addressed so as ally emphasized
on such issues & al effects as the
ones that influe 5, & gap has been
left for the curre ployee position,
employee years Dloyees towards
organizational r with very large
population size e the population

d on description

regionally o 3 r esea i noted that
very little f e phe : : ically the

Zimbabwea ' i plementa garch in the

Zimbabwean context.



2.8 Chapter Summary
The chapter looked at what literature says on attitudes and influence of employee characteristics
on attitudes towards organizational restructuring. Literature revealed that employee

characteristics izational restructuring.

Previous studies zational culture,

perceptions of organizational
restructuring. H e characteristics
on attitudes towakd j oroach and Loss
,the Yale Attit

theoretical fram



CHAPTER Il

Research Methodology

3.1 Introduction
The literature review in the previous chapter provided a theoretical foundation on attitudes of

employees towa

in detail that is

the primary aim e th uences )loyees attitudes

3.2Nature of the

This research s ethodology was

deemed suitable at is numerical.
According to C which performs
mathematical examining the

relationship bet 0 determine the

nder the branch

Data collection procedures and types of measurement are constructed in advance of the
Study applied in standardized manner.
. Measurement is focused on specific variables that are quantified through rating scales,

frequency count and other means.

o Analysis proceeds by obtaining the statistical breakdown of the distribution of variables.



. Statistical methods are used to determine associations or differences between variables.

3.3Research Design
Thyer (1993) defines the research design as a blueprint or a detailed plan of how a research study

is to be conducted .The research design used in this study is the Descriptive Cross-sectional

Survey. Creswe 5 used to collect

data to make in collected at the
same time by ta e it means that
the researcher ¢ al restructuring
that is describ organizational
restructuring. A s all sections of
employees affe S ‘ se towards the
S research by the

researcher beca ul on collecting

data on attitudes 2y are phenomena that cannot be directly observed.

ch the survey data

positions, skilled, semi-skilled and unskilled.



3.5The Sample
According to Bless and Higson-Smith (1995) a sample is the subject of the whole population

actually investigated by a researcher and whose characteristics will be generalized to the entire
population. They went on to say the sample size is important primarily because of its effect on

statistical powe Jifference when

there truly is on 200 employees
from the 1 200
2010) said that

ging from 1500

who were affect
population was
one has to use
to 3000. Howe

managerial cate

of employees at
he sample was
used for its feas )proximately the

characteristics 0 e was divided in

groups accordi ployee categories specifically managerial

employ@es, supervisory

employees, skill . No managerial
employees comg ere a number of
them included i he questionnaire

data and may be

level and very few completed degree level and none of the employees who participated in the
sample completed the Post-graduate degree level. Other employees were studying towards

various degrees , diplomas and were on work related learning.



3.5.1 The Sampling Procedure
Bless and Higson-Smith (1995) define sampling as a technical actuating device used to

rationalize the collection of information, to choose in an appropriate way the restricted set of
objects, persons, events and so forth from which actual information will be drawn . The sampling
strategy used in this study was the Probability sampling. According Fowler (1984) Probability

Sampling is whereby every person in the population has an opportunity of being included in the

sample. Particip vere picked at ra ea at eve ad a rtunity of being
included in the Ily the samplin g i earch study was
the Stratified R@NdOM By Stratified it r e hs that pa ici indthe sample were
divided into grodps. ans the re : )m sample from
each group. Thi A tually exclusive
and members a as gender, age
amongst a few. to designations
skilled staff and

Training officer

which included
unskilled worke
at Zimasco Kwe

3.6 Data Collec
The researcher i ale in collecting

data. The main d i : i airefwa onal information

of th status, number of
childre Uring the
influences of ATTS) a

employees have towards any form of organizational transformation. The questionnaire contains
69 items and is a self-reporting instrument of measurement that requires 5-10 minutes to
complete. The Attitude towards Restructuring Scale is partitioned into 8 different subscales
representing the following constructs of attitudes:

e Feelings of Stress

e Feelings of Job Insecurity



e Feelings of Personal Insecurity

e Resistance to organizational restructuring
e Attitude towards management

e Communication barriers

e Perception of transformation

e Attitude t@

The main goal ( titudes towards

organizational r 5 a standardized
instrument whic

that the differe

went on to say
validity. The
th Africa and it

proved to be effi€i , orfhation. It proved

instrument has [
efficient as well al restructuring.
Close ended qu ployees towards

organizational re

3.6.1Pre-Testing
The researcher ¢ i s C ionnai from a Kwekwe

researcher had to change the word transforma to restructuring for the“responc

understand what the researcher was looking for.



3.6.2 Reliability and Validity of the Instrument
When a pre-test of the instrument was done it showed good Construct and Criterion validity

however it had low content validity. Thus the researcher had to change some of the terms used
such as transformation to restructuring for it to suit the current research study. However, after

using a Test-ret same reliability

coefficients that 3 er some [¢ ; s changed.

First and fore o ’ om ZIMASCO
' Midlands State
University Psyc ization to grant
permission coll even after the
h. The research

of data but the

researcher expla
permission was
atmosphere wa:

questionnaires.

discussed before the process of collecting data commenced giving more emphasis on the
upholding of the principle of confidentiality. The data collection instruments were then
distributed to each and every participant. The individuals completed the given instruments at the
same time and handed them back to the researcher at the same time with the aim of avoiding the
problem of not getting the instruments back. However participants from the managerial level

refused to take part in the filling in of the questionnaires and this affected the sample size. The



researcher gave words of appreciation to the participants together with the company management
for the giving her the permission and time for collecting data. After data collection the researcher
worked with the data collected

3.8Ethical Consi at4
There are several ethical issues to be considered when collecting data be data collection

always costs so w population from
which the data rt and i i

harm (Sudman,
1976).Some of

include:

llection of data

3.8.1Informed
It is one the im (1996) purports
that another imj Is to ensure that
participants full ‘ ar@ informed of any
potentially nege ¥ participation. The researcher

d what th

plained fully to

were to do and th€ consequences of

though they were included in the sample.



3.8.3Voluntary Participation

Participants have a right to privacy and confidentiality; they should know who has access to the
data. Every effort should be made to prohibit unauthorized access to the data (Gall, 1996) The
researcher convinced the participants that the information collected stays safe from unauthorized
people and will inform participants on who will access the information.

3.8.4 Disseming
The informatio issertation. The
dissertation wil efer to on their
academic studie 2 consent of the

Zimasco Kwe

3.9 Data Analys

Data analysis S which means

categorizing, o ers to research
questions (Hud: 5 completed the
background q as captured to

obtain statistica e questionnaire

and the scale



3.10 Chapter Summary
The chapter highlighted more on the research methodology used by the researcher. The research
study was Quantitative in nature, the research design used was the Survey (quantitative-
descriptive design), and data was collected using a background questionnaire and the
standardized scale of measurement. The probability sampling method was used and 80
as the sample of the

participants were population. The Statistical data was analyzed using

the SPSS-WINL




CHAPTER IV

Data Presentation, Analysis and Interpretation

4.0Introduction

The previous ¢ d in collecting

data for this st S how the data
collected is ana es software was
used in analyzi od. Results are

reported followi

4.1Survey Resp

Participants in @ie managerial category could not participate in the survey#hough they were
included in the s . The responses
given were in S organizational

restructuring.

Jlevel of ed
years of se

recorded, computed and results came out as follows:



4.2.1 Age of Respondents

Table: 1showinc

Distribution of
Table 1 shows

above 60 years

32.5% .Very fe
4.2.2 Gender o

Figure 2: Showi

85%

percentage distrib

i

Frequency Percent Valid Percent Cumulative Percent

20-30 11 13.8 13.8 13.8
31-40 26 325 325 46.3

., 41-50 16 20.0 20.0 66.3

Valid

51-60 22 27.5 27.5 93.8
above 60 |5 6.3 6.3 100.0
Total 80 100.0 100.0

" Male

Female

Distribution of Gender of Respondents

om 20 years to

as indicated by



The above figure presents the distribution of the gender of respondents. The majority of the
employee working at Zimasco Kwekwe are males as indicated by 85% whilst the minority are

females shown by 15%.

4.2 3Education Level af Resaondents

7%
1%

B Ordinary Level

m Advanced level

29% 549% " Diploma Level
Degree level

B Honors Level

6%

respond the questionnaires given to them due to their personal unknown reasons. 7% of the

respondents are those working towards their honors degrees and are on work related learning.

4.3.4Marital Status of Respondents



28%

Figure 4: Showi

Distribution of
The marital stat
married, follow

widowed. This €

4.3.5 Number o

9%

12%

H Single
= Married
m Divoced

Widowed

dents, 51% are

and 12% who are single as | as 9%who are

Table 2: Showing the frequency distribution of the number of children of respondents

Frequency |Percent Valid Percent Cumulative Percent
0-1 14 17.5 17.5 17.5
2-3 22 27.5 27.5 45.0
Valid 4-5 31 38.8 38.8 83.8
more than 5 13 16.3 16.3 100.0
Total 80 100.0 100.0

Distribution of Number of Children of Respondents




Majority of respondents indicated by 38.8% have a number of children under the range of 4 to
5,followed by 27.5% who have children under the range of 2 to 3.17.5% of the respondents have
1 or no children and only 16.25% of the respondents have more than 5 children. Thus, the

majority of employees at Zimasco Kwekwe have 4 or 5 children to take care of.

yd

unskilled | s

semi-skilled

. Series1

skilled |  o———

supervisory ) ) _)_' -

0% 5% 10% 15% 20% 25% 30% 35%

Percentage

and 21% are
semi-skilled employees, 16% are unskilled employees. However no percentage response for the

employees in the managerial category as they refused to participate in the survey.

4.3.7 Years of service
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Figure 6: Showi distribution of the years of service of employees

Distribution of

Most of the resp@nd indi . have a ing period unde®the range of less

than 0 to 5 years. orking period of 6

to 10 yearsyv ' i elltner 2.5% respomdents
have m yperiod. Thi NC /- S at Zimaseo have

very short wg ery fe i 1008 at that or ion.

4.4 Analysis of Data from the Attitude towards Restructuring Scale
The section documents the correlation between variables and attitudes towards organizational

restructuring. Correlations are regarded as statistically significant when P < 0.05 and when P >

0.05 then there no significant relationship between variables.



4.4.1Sub Hypothesis: There is no significant relationship between age and attitude towards
organizational restructuring

Variable Df Chi-squared Value | P-value

Age 6 12.9102 0.03

Table 3: Showi
Table 3shows t

restructuring. T

5 organizational
significant that
is it is below 0 2 that they have
towards organiz e findings show

that there is an a

4.4.2Ho: There itudes towards

organizational

Variable j-S P-value

Education 0.042

which reached'a level ofisignificance. This 1s means that the level of educatic employees’
working at Zimasco has completed influence their attitudes towards organizational restructuring.
Meaning that employees with low education levels exhibit negative attitudes because they lack
enough knowledge on the issue of organizational restructuring and therefore take it as a threat
whilst those with higher education level understand it view it a a way of improving an
organization. The null hypothesis is rejected as there exists a significant association between
educational level of employees and attitudes towards organizational restructuring.



4.4.3Ho:There is no significant relationship between employee position and attitude
towards organizational restructuring

Variable Df Chi-squared Value | P-value

Employee Rositi s 0.0

Table 5: Showi

restructuring

s organizational

The table 5 shao
(0.026:P<0.05).

organizational

ployee position
ttitudes towards
gnificance. This

means that the p influence their

4.4.4 Ho 2 towards
organizatio

Variable Df Chi-squared Value | P-value

Years of service 6 14.561 0.021

Table 6:Showing an association between years of service and attitudes towards organizational
restructuring



The table 6 reveals that there is a statistically significant association between years of service and
attitude towards organizational restructuring (0.021:P<0.05), The P-value has reached the point
of significance showing an association between years of service and attitudes towards
organizational restructuring. This means that the years of service spent by an employee in the

organization influences their attitude towards organizational restructuring.

445 Ho: The

towards organi

and attitude

Variable

point of signific i i : - e has influences
the attitude they#ie aniza : ing. i re children have

negative attitude A izat i S children do not
tally with the sa of organizational
restr -
4.4.6 Ho ifica towards
organizatio

Variable Df Chi-squared Value | P-value

Gender 2 4.5045 0.777

Table 8: Showing an association between employee gender and attitude towards organizational

restructuring



The table 6 shows that there is an insignificant association between gender and attitudes towards
organizational restructuring(0.777 P>0.05).The P-value has not reached a point of significances
as it is above 0.05 meaning to say the gender of employees do not affect the attitudes they have

towards organizational restructuring.

4.4.7 Ho: There

organizational

itudes towards

Variable

Marital Sta

Table 9: Associc 3 estructuring

Table : shows 3 : s and attitudes
towards organiz gle ,widowed or

divorced does n ence their attitudes towards organizational restructuring

This study ai ping the influence™of employee characteris Udes towards
organizational restructuring and it was based on testing the null hypothesis which say that there
is no significant relationship between employee characteristics and attitude towards
organizational restructuring. Thus, based on the findings obtained from the sub hypotheses the
null hypothesis is rejected as it is clearly shown that there is a significant association between
employee characteristics and attitudes towards organizational restructuring. The majority of the

variables have P-values that have reached a point of significance such as employee position,



years of service, education level, number of children and age of employees hence showing that
there is significant association between employee characteristics and attitude towards
organizational restructuring. This means that the characteristics of employees influence their
attitude towards organizational restructuring. However few variables have failed to reach a point
of significance because their p-values are above 0.05 thus there is an insignificant association

between the marital status of employees and attitudes towards organizational restructuring.

An overall asses ' 7 - S @ S af stically s _"' onship between
the employee ¢ )etween age and
attitudes towar ant association
between the twi ciation between
education level g as the P-value
(0.042) has reac

between the emy

on is witnessed
as evidenced by
the P-value(0.0 /hich i .05. ; is a significant
association bet i : turing as the p-
value is below C is (0. .Fina iati atof the number of

children and at : izati the P-value has

and

influence of their characteristics. Thus the null hypothesis is rejected as there exist a significant
association between employee characteristics and attitudes towards organizational restructuring.

4.6 Conclusion



This chapter gave a report on the findings of the data collected from 80 respondents who
completed the questionnaires and a standardized scale. The findings show that employee
characteristics influence the attitude of employees towards organizational restructuring as there
exist a significant association between the two variables The areas of concern were pointed out

and the discussion on the results will be in the following chapter

Discussion, Co

5.0Introduction

description

restructuring a hrough the data exeCuted from the questionnaire and+scale completed
by 80 respondents out of the 120 respondents the objective has been achieved. A discussion on

the findings will be made, followed by a conclusion and lastly recommendations.
5.1 Review of Methodology

This study is quantitative in nature thus a quantitative research design was used in collecting,

analyzing, interpreting and presenting data. A descriptive cross-sectional survey was used to



collect data so as to make inferences about the population of interest. A sample of 120
participants was drawn from a population of 1200 employees affected by the organizational
restructuring, however only 80 respondents responded to the questionnaires. Probability
sampling technique was used in selecting participants of the sample specifically the Stratified
Random Sampling strategy was used. A background questionnaire and an Attitude towards
data.

Restructuring Scale by Faul and Hanekom (1997) were used as tools of collecting

5.2 Presentatio

From the findi the employee

characteristics i ring. This was
because the P- 0.026), years of
service(0.021) 2

point of signific

have reached a
ployees towards
organizational r¢ el of significant
such as gender e of employees

towards organiz are above 0.05

5.3Discussion
A discussion is i inni sub-hypotheses

The findin ployees
towards orge fluences
attitudes of e orking at Zimasco Kwekwe towards organizational restructuring.

Literature has it that age may influence how employees respond towards organizational
restructuring. According to (Head,1997) older employees find it difficult to cope with the new
working conditions brought upon by organizational restructuring thus exhibit negative attitudes
towards the restructuring process. Also the study by Nikolaou (2003) also discovered that middle
adult employees and late adult employees are affected by stress brought upon by organizational
restructuring. This therefore supports the findings of the current study that the age of employee



affects their attitudes towards organizational restructuring. Thus employees at Zimasco Kwekwe
within the age range of 40-50 years and 50 to 60 years exhibit negative attitudes towards
organizational restructuring for they can no longer cope with the new working conditions
brought upon by organizational restructuring.

5.3.2There is no significant relationship between educational level and attitudes towards

organizational

The findings fre cation level of

employees and is an employee
characteristic turing. This is
supported by K ompleted lower
educational leve ructuring hence
exhibit negative Jucational levels
exhibit positive stand what the
process is all & 1) revealed that
education level es of employees
towards organi: Kwekwe have
completed ordi

restructuring an

organizationa

The findings from the data analyzed in chapter iv showed that the employee position influence
the attitudes towards organizational restructuring. The employee position as an employee
characteristic is found to have influence on the attitudes that employees have towards
organizational restructuring. Literature also supports the finding that employee position
influences the attitudes that employees have towards organizational restructuring. Baff (1995)

purports that the employees have an attachment to the positions they hold in an organization and



thus do not want anything to separate them from those positions. The employees then view
negative attitudes towards the organizational restructuring process as they view it as that which
wants to separate them from their positions. According to the study by Maurice (2000)
employees are committed to the positions assigned to them by the organization, thus exhibit
negative attitudes towards organizational change as they feel it is aimed at disturbing their

attachment to the positions they hold. Skilled employees at Zimasco have negative attitudes

towards organiz from positions

they are attach )loyees towards

organizational r

5.3.4There is itudes towards

organizational

The results rec employ efthe attitudes that
employees have izational rest ing. Th e are employee
characteristics he anizational re turing. Berman

(2000) has it that i i ' , : ave a bearing on

Thus, employees who have served many years at Zimasco Kwekwe have negative attitudes
towards organizational restructuring as years of service influence employee attitudes towards

organizational restructuring.



5.3.5There is no significant relationship between number of children and attitude towards

organizational restructuring

Also, it has been noted from the findings of chapter iv that the number of children employees
have, influences the attitude they have towards organizational restructuring. The number of
children is one of the employee characteristics found to have an influence on the attitude of
employees towa izati i i i of the children

an employee ha es their attitudes towards organizationa U ing: This is because
children have | - ‘ ge in working
conditions due t s then results in
employees exh
Baron(2000) or

planning an org:

. According to
ees have when
es have towards
organizational asco have, has
influenced thei 2y have lost the
capabilities to nd salaries they
receive(Jangara, employees have

towards organiz

5.3.6 There i ) titudes towards
organiza ﬁl“ll tr ‘
It has'a pee at gender has

an insignif : ith a ards organiza e U 5 because
the gender C : CE atti hey h S izational
restructuring . , N0 previous study has been noted that describes an influence of gender
on attitudes o employees towards organizational restructuring. This does not however
affect the point that employee characteristics influence their attitudes towards

organizational restructuring.

5.3.7There is no significant relationship between marital status and attitudes towards

organizational restructuring.



The results received from an analysis conducted in chapter iv and have shown that there is an
insignificant relationship between marital status and attitudes towards organizational
restructuring. This is because the marital status of an employee does not influence their attitudes
towards organizational restructuring. However this does not drive away the point that employee

characteristics have a bearing on attitudes towards organizational restructuring.

5.3.8Major H

characteristics

een employee

This study was s no significant

relationship bet al restructuring.
However, due t is because the

results reveal th ttitudes towards

The findings halte ' aln @ an investigative
description of t S organizational
Rahman (2001)

in Malaysia wh@ i i i i the attitudes of

restructuring. T

In addition a : g ' fects of'organizational
restructuring attitu , f [ discovered
that the social effects of organizational restructuring do not influence the attitude of employees
towards organizational restructuring as they found that there was no significant relationship
between the two. However, the current in verifying the previous study found out that employee

characteristics influence their attitudes towards organizational restructuring other than social
effects of organizational restructuring.



Moreover, the study by Vakola and Nikolaou (2000) conducted in Greece investigated the
influence of stress on attitudes towards organizational restructuring. It was found out that indeed
stress influence the attitudes of employees towards organizational restructuring. The current
study verifies this study at a local setting that is in Zimbabwe by investigating and discovered
that employees characteristics influence the attitudes of employees towards organizational

restructuring. Indeed it was discovered that employee characteristics influence attitudes towards

From the overa ' harz influence atti 5 organizational
restructuring pr S prove that the
employee cha organizational

restructuring.

5.4 Conclusion

With the above Jssion, it can be concluded that employee characteristics influence the
attitudes of emg s study indicate
that there exis iati VE : titudes towards

organizational . ing. evi ies li D Wi i s of the current

study on the inf e i > : S attitude towards
orga onal rest ocial
effects ir further
discussion ag ees towards
organizatio

5.5 Limitations
The research was carried out with 80 participants out of 120 because the respondents from the

management could not complete the questionnaire and scale due to the fact that they did not want
to disclose their demographic information and personal data for reasons known to them.
However the researcher could not force the participants to continue participating as there were
ethics that were supposed to be observed and in this case the principle of free will to participate.
This however impacted on the stratas that the researcher had formulated as they decreased room



being 5 to four. Thus another study needs to be done with a larger sample size using 5 stratas

under the stratified random sampling so as to be sure of the result found in this study.
5.6 Recommendations

The research was mainly aimed at describing the attitudes and influences of employee
attitudes towards organizational restructuring so as to capture the attention of Zimasco

management ar mployees after

ervention. Despite fact that the

iy L.y
1 n meRnt they have to
¥ 3 ﬂ )
‘assess the luence hose attitudes

implementing

organizations
consider the 3

towards organi

5.6.1 Recomme

The organizatio and how they

influence attitud the situation on

the ground and t : i ted. ZIMASCO

. Head (1997)

uring or small

astructuring effort whether it is a company-wide
restructuring initiative, employees need to be highly involved in decision making. He adds on
those employees during restructuring need honest information about the restructuring effort
before they commit to it.Beckhard and Harris (1990) purports that organizations need to have an
investigative analysis Organizational restructuring an apparently agonizing intervention can be
implemented successfully if organizations management maintains a pleasant relationship with

their employees by understanding their characteristics and their influence on attitudes towards



the restructuring process. on the employee characteristics as they hinder the efforts of

organizational restructuring.
5.6.2 Recommendations for Further research

The aim of the current research study was to describe the attitudes and influences of attitudes
towards organizational restructuring. From the findings it has been concluded that employee

characteristics SUEN ployee o e educational Tevel, e working period
and the numb organizational
stead of 120 the

ze to prove the

restructuring. H
researcher reco
consistency of t ‘ nomenon in the
local setting tha

towards organiz

5.6 Chapter Su
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APPENDIX IV:BACKGROUND QUESTIONNAIRE
SECTION A



BIOGRAPHICAL DATA

May you please indicate your response by placing a tick inside brackets:

1. What is your age in numbers 20-30 years Q)
31-40 years 2
41-50 years 3)
(4)

2. What is your D

)

3. Marital Status Q)
)
©)
(4)

4. Number of ¢ : Q)
)

5. What is Q)
Advanced Leve 2
Diploma 3
Degree 4)
Honors Degree (5)

Master’s Degree (6)



6. What is your present employment level Management level
Supervisory level
Skilled level

Semi-skilled level

Unskilled level

APPENDIX 3:ATTS SCALE

SECTION B

1)
)
©)
(4)
()

1)
)
©)
(4)



ATTITUDE TOWARDS ORGANISATIONAL RESTRUCTURING SCALE

Strongly Agree |Agree Neutral

Disagree

Strongly Disagree

1

2 3

4

5

Please indicate yiou

Item 3 (4 |5
Feelings t
1 | I easily feel @er
2 | leasily feel
3 | | feel washedibu
4 | | feel as tens@ias
5 | leasily bec rried
6 | I feel peopl nd too much f e
7 | I feel close t@ibreaking point
8 | | feel overbu
9 |I
10 | | it diffi ke
11 | I feel t c
Feelings of Job Insecurity
12 | 1 work under uncertain circumstances
13 | I still have promotion possibilities in my job
14 | 1 am certain | am going to keep my job
15 | I feel insecure after this restructuring process




16 | I have suffered loss because of organizational restructuring
17 | There is great future for me in my job
18 | I am afraid | may lose my job
19 | I feel secure within my job

Feelings of
20 | I have been
21 | | easily get
22 | | feel secure
23 | I am afraid
24 | | experience
25 | | feel accept
26 | | feel threat
27 | | experience rity

Resistance s Restruct g
28 | | hate organi restructur
29 | 1 ional res ri
30 ruCtlll es
31 | Organi gisu
32 | 1 do not
33 | Organizatio ructuring creates stress within me
34 | I like organizational restructuring
35 | I am ready for organizational restructuring
36 | Organizational restructuring is necessary to secure survival

37

| support the organization restructuring process




Communication Barriers

38 | My superior speaks honestly to me about organizational restructuring
39 | | get organization restructuring information on a regular basis
40 | I like the way in which I get information about organizational
41 | I getthe op
42 | My superio G i
43 | 1 do not get turi
44 | | get enoug
45 | | believe w res
46 | I receive en tio
Attitudes T
47 | The organiz restructuring manage takes all decisions
48 | The manage 0es not care mu out what is going to happen
49 | The manage ooks after my inter
50 | The manage ompetent
51 nizational r
52 as or
53 | I feel p ent pr
54 | The ma n peo
Perception of Organizational Restructuring
55 | Organizational restructuring causes unrealistic workloads
56 | Organizational restructuring is a smoke-screen for retrenching people
57 | In organizational restructuring it is “everyone for himself”




58

Organizational restructuring is unnecessary

59

The management of organizational restructuring costs more than it
saves

60

Organizational restructuring is unfair
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