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Abstract: This study aimed at establishing the relationship 

between reframing and organisational effectiveness with a 

sample size of 224 respondents. The study used a pragmatic 

philosophy, mixed methods approach using cross sectional and 

correlation designs for quantitative and phenomenological design 

for qualitative approaches. Data were collected using non-

standardised instruments and in-depth interviews. The 

parametric tests were performed and all passed the linearity 

requirements. Data were analysed using descriptive statistics, 

Pearson Linear Correlation Coefficient, regression analysis and 

thematic content analysis. The findings revealed that there is a 

positive and significant relationship between reframing and 

organisational effectiveness It was concluded that reframing if 

well applied can lead to improved organisational effectiveness in 

the Igara Growers Tea Factory Bushenyi district in Uganda. 

Thus, the study recommended that the factory should maintain 

active mobilisation for change, have a strategic vision and create 

performance management systems. 
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I. INTRODUCTION 

he environment in which businesses operate the world 

over has undergone radical changes in recent times. In 

fact, companies that once enjoyed easy command over their 

rivals and dominated their markets now find themselves 

engaged in raging battles to re-establish their previous 

dominance and regain their former market share (Warui et al., 

2015). The mere survival of many firms is at stake and the 

greatest challenge for such institutions is how to ensure their 

survival in a competitive environment which has been 

exacerbated by the faster-changing global market and 

hypercompetitive global market environment (Hanson, Hitt, 

Ireland & Hoskisson, 2016). The desire to promote and attain 

effectiveness in terms of performance constitutes a challenge 

to almost all companies the world over (Appelbaum, Bailey, 

Berg and Kalleberg, 2000). Thus, concentration of this study 

however is on how organisational effectiveness can be 

attained through reframing. Reframing is about unblocking, 

reshaping and preparing the business mind so that a new 

vision and resolution can be infused in it (Talwaret al., 2015) 

and organisational effectiveness is the level to which the goals 

of the organisation and its employees are met in terms of 

performance (Aguinis, 2019). 

 

II. THEORETICAL REVIEW 

The study adopted systems theory. According to Luhmann, 

Baecker and Gilgen (2014), the systems theory was advanced 

by Ludwig von Bertalanffy in 1951. Although, various 

authors have explained the systems theory in different ways, 

they all express similar ideas. For example, Luhmann et.al 

(2014) contends that all parts of an organisation are 

interrelated and constitute a functional system, such that 

changing one part of the system in an organisation affects 

other parts as well. The theory views business organisations as 

compound systems whose features cannot be understood from 

an analysis of any of the components in isolation. Therefore, 

for effective change management in business organisations to 

attain effectiveness, all sections of the organisation should be 

considered. 

First identified in the 1940s, the systems theory provides 

insights into communication (Heath & Bryant, 2000). 

Especially influential on organisational communication, the 

systems theory explains how and why people form groups, 

each of which is a system as well as part of a larger system. 

The theory focuses on the whole system rather than on its 

parts, and how these parts interact to affect the whole system. 

A systems approach to organisational communication expands 

the basic model of sender-receiver to feature communication 

networks, thereby explaining how systems adapt to their 

environments  The systems theory holds that the different 

factors that influence effectiveness of business organisations 

must be managed together, paying equal attention to all of 

them in order to produce a common whole, which in this case 

is the achievement of the organisational goals and objectives 

as an indicator of effective performance. The performance of 

a system depends on how the parts in it work together and not 

on how each part works independently. For effectiveness to be 

attained in business organisations, all factors in the reframing 

processes in an organisation must be considered.  

In the study, the systems approach to organisational change 

issues like reframing is deemed to be the best predictor of the 

results of organisational change, such as continuous quality 

improvement, customer satisfaction and cost management and 

suppliers satisfaction as indicators of effectiveness (Heath & 

Bryant, 2000). The relevance of the theory to the study is that 

it provides the base upon which the study is anchored.  
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III. LITERATURE REVIEW 

In a study conducted in Tunisia, Zaied et al. (2015) 

investigated the relationship between reframing and 

organisational effectiveness, based on a sample of 200 

companies operating in different sectors. The study found that 

there is a positive relationship between reframing and 

organisational effectiveness. This study sought to establish 

whether or not a similar relationship exists in the selected tea 

processing companies in Uganda, and it used different 

constructs to measure reframing: creating a new vision, 

mobilising actively for change, and building performance 

measures.   

According to Gunday and Dutton (2011), organisational 

reframing is strongly linked with all administrative efforts to 

change organisational routines, procedures, mechanisms, 

systems in order to renew teamwork, sharing of information, 

coordination, collaboration, learning and innovation. 

Organisational innovation is considered a source of 

sustainable competitive advantage (Birkinshaw 2009). This 

same view is shared by Waruiet al.(2015) in their study of 

investigating the relationship between reframing and 

organisational effectiveness and efficiency where they found 

that there was a positive relationship between reframing and 

organisational effectiveness. According to Palliamand 

Shalhoub (2002), organisational reframing could be an 

impulsion for organisational change. Organisational reframing 

 is absolutely interconnected with the long-term profitability 

of companies, and is likely to lead to significant cost reduction 

and increases in market shares. . Ideally, companies should 

have sound knowledge of their industrial structures, which are 

constantly changing, before reframing their operations. In 

general, organisational reframing could be viewed as a 

company’s expansionary program which includes mergers and 

acquisitions, takeovers and green-field investment. Thus, the 

effects of corporate reframing on financing decisions and 

capital structure in particular cannot be denied (Marimuthu, 

2009). 

According to Bartol and Martin (2008), reframing activity is 

generally associated with three motivations in the academic 

literature: to address poor performance, to exploit strategic 

opportunities, and to correct valuation errors. The literature 

distinguishes three different types of transactions, 

encompassing multiple forms of change in organisations: 

portfolio reframing, financial reframing, and organisational 

reframing (Barnes, 2008). Portfolio  reframing  makes 

disposals from, and additions to, a firm’s businesses, through 

asset sales, spin-offs, equity carve-outs or mergers and 

acquisitions. Financial reframing changes the firm’s capital 

structure through leveraged buy-outs, recapitalisations, and 

share repurchases or employee stock ownership plans. 

Organisational reframing represents a change from a 

functional to a business-unit design. These reframing options 

often occur simultaneously or sequentially 

(Renneboog&Szilagyi, 2008). Organisational reframing also 

influences the effectiveness of a company's quality of work, 

information exchange, capacity of learning and the use of new 

knowledge and technologies. It involves the implementation 

of new methods of organisation of the routines and the 

procedures of execution of the works (Dubé, 2012). In a study 

examining the relationship between reframing and 

organisational effectiveness, Cainelli et. al, (2006) concluded 

that there is a two-way relationship: reframed firms 

outperform non-reframed ones, but the most successful 

companies are also more likely to reframe and devote more 

resources to ensure improved effectiveness. Therefore, the 

evidence on reframing and organisational effectiveness 

suggests that reframing has a positive effect on effectiveness 

in terms of productivity and growth. However most of the 

prior studies put emphasis on productivity and growth of 

firms as main contributions from reframing but this study will 

focus on reframing in relation to effective change 

management and building performance measurement systems 

to reveal their potential in contributing to organisational 

effectiveness by improving the quality of the products, 

enhancing customer and supplier satisfaction, as well cost 

management especially in the tea industry in Bushenyi 

district. 

Mansury and Love (2008) continued to establish that 

reframing has a positive effect on sales growth but not on 

productivity. However, this finding is in disagreement with 

the findings of Mairesse and Mohnen (2003) according to 

whom there is a positive relationship between reframing and 

the level of productivity. Although it is generally 

acknowledged that reframing contributes to business 

effectiveness, companies must adopt some types of 

innovations over time, which enables them to achieve a 

competitive advantage and enhance their performance 

(Downpour, et. al 2009). Other researchers also show that 

organisations which have greater reframing capacity achieve a 

better response from the environment, find it easier to 

improve organisational performance capabilities and 

consolidate a sustainable competitive advantage (Calantoneet. 

al, 2002) Furthermore, Hudgesand Morgan, (2007) and Zahra 

et al., (2000) established that reframing has a direct impact on 

organisational effectiveness.  Most the reviewed studies 

revealed that reframing contributes to organisational 

effectiveness in terms sales growth, competitiveness and 

growth, competitive advantage and better response from the 

environment, however this study examined reframing and 

organisational effectiveness basing on how it influences the 

employees of an organisation by giving the new visions and 

guidelines, mobilising the for change and organisational 

transformation to determine their effect on the quality of the 

effectiveness of the organisation. 

IV. METHODOLOGY 

Cross-sectional and correlation designs were adopted, using 

both quantitative and qualitative approaches. Amin (2005) 

opines that a cross-sectional research design is concerned with 

collection of data from respondents at the same time, and 

systematic description of the characteristics of an event, place, 
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population or item being studied at a given time. This study 

was cross-sectional because the researcher intended to collect 

data from a representative cross-section of the study 

population over a short period of time so as to be able to 

generalise the findings of the study to the entire study 

population. The correlation design was used to establish 

relationships between corporate transformation and 

organisational effectiveness. Under the qualitative arm, a 

phenomenological design was adopted where events were 

studied in a way they appear or happen (Sekaran&Bougie, 

2016) 

Data analysis 

The researcher employed both quantitative and qualitative 

research approaches in data analysis for purposes of 

methodological triangulation in order to enhance the validity 

and reliability of the study (Amin, 2005).Quantitative data 

collected from the field was cleaned, sorted and entered into 

the SPSS computer software and analysed. Frequency 

distribution tables were used to summarise the demographic 

characteristics as recommended by Boone & Boone (2012). 

Descriptive statistics especially mean and standard deviation 

were used to determine the level of transformation and 

organisational effectiveness. Pearson Product Momentum 

Correlation was used to determine the relationship between 

corporate transformation and organisational effectiveness and 

Hierarchical regression analysis was used to determine the 

contribution of corporate transformation constructs in causing 

the unit changes in organisational effectiveness. 

Qualitative data was analysed by thematic analysis. According 

to Braun & Clarke (2006), thematic analysis is a process of 

looking for themes that emerge as imperative concepts to 

describe a phenomenon under study. Thus it is a technique 

where themes are identified, analysed and reported within the 

data 

V. RESULTS AND DISCUSSION 

Demographic characteristics of respondents 

 Gender of respondents 

The demographic characteristics regarding gender are 

presented in Table below 

Table 1: Frequency distribution of respondents by gender 

Gender Frequency Percent 

Male 132 65.0 

Female 71 35.0 

Total 203 100.0 

Source: Field data, 2020 

Table 1 shows that majority of the respondents by gender 

distribution were male made up of 65% and females were few 

up to 35%. This means that majority of the workers who 

participated in the study were male staffs implying that most 

of the factory work is done by men who are more energetic. 

Age of respondents 

Responses regarding age of respondents are shown in table 

below 

Table 2: Frequency distribution of respondents by age group 

Age group Frequency Percentage 

29 years and below 44 21.7 

30-39 years 117 57.6 

40-49 years 36 17.7 

above 50 years 6 2.9 

Total 203 100.0 

Source: Field data, 2020  

Table indicates that majority of the respondents were between 

age groups of 30-39 which had 57.6%. This is the youthful 

and energetic age that is willing to work. The least was the 

respondents who are above 50 years old contributing 2.9%. 

Marital status of respondents 

Responses regarding marital status of respondents are shown 

in table below 

Table 3: Frequency distribution of respondents by marital status 

Marital status Frequency Percent 

Married 127 62.5 

Single 63 31.0 

Separated 6 3.0 

Widow 7 3.4 

Total 203 100 

Source: Field data, 2020 

Table reveals majority of the respondents who participated in 

the study were married accounting for 62.5%. Married people 

are the ones obliged and committed to work because they 

have responsibilities to take care of their families. The least 

were the separated and widowed who comprised 3% and 3.4% 

respectively. 

Qualification of respondents 

One of the demographic characteristics included in this study 

was the level of qualification of respondents. This is presented 

in table below 

Table 4: Frequency distribution of respondents by qualification 

Qualification Frequency Percent 

Secondary 3 1.5 

A level 6 2.9 

Certificate 4 1.9 

Diploma 56 27.5 

Bachelors 123 60.5 

Masters 10 4.8 

Others 1 .5 

Total 203 100.0 

Source: Field data, 2020 
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Table illustrated that majority of the respondents hold 

bachelor’s degrees (60.5 %) and the least were others 

(postgraduate diploma), secondary and certificate. This means 

that majority of the respondents were qualified for the jobs 

they were doing and had knowledge of understanding and 

answering the questionnaires. 

 Duration of respondents in the factory 

In relation to the length of work in the factory, the responses 

of the participants are presented in table 4 below: 

Frequency distribution of respondents by length of work 

Length of work Frequency Percent 

less than one year 14 6.9 

1-3 years 67 33.0 

3-5 years 50 24.6 

above 5 years 72 35.5 

Total 203 100.0 

Source: Field data, 2020 

From table 4 it was found out that majority of the respondents 

had worked in their current factory for 5 years and above 

forming 35.5% followed by those who had worked for 1-3 

years forming 33% and the least being those who had worked 

for less than 1 year forming 6.9%. Majority of the respondents 

were not new in the factory. 

Table 5: Correlation Coefficient for reframing and Organizational 

effectiveness 

  Reframing 
Organisational 
effectiveness 

Reframing 
Pearson 

correlation 
1 .182** 

 Sig. (2-tailed)  .000 

 N 203 203 

Organisational 

effectiveness 

Pearson 

correlation 
.182** 1 

 Sig. (2-tailed) .000  

 N 203 203 

n=203; **. Correlation is significant at the 0.001 level (2-tailed). 

The results from table 5 indicate that there is a significant and 

positive relationship between reframing and organisational 

effectiveness(r=.182, p <0.01). These findings mean that an 

increase or decrease in organisational reframing is related to 

an increase or decrease in organisational effectiveness. This 

implies that reframing and organisational effectiveness move 

in this same direction and this finding rejectedthe null 

hypothesis  which stated that there is no significant 

relationship between reframing and organisational 

effectiveness in Igara Growers Tea Factory and the alternative 

hypothesis was accepted 

 

 

 

Table 6: Coefficientsᵃ 

Model  Beta R² ∆R² F Sig. F 

1 Reframing .149** .065 .042 3.188** .054 

a. Dependent variable: organisational effectiveness  

The regression model in table 2 showed 6.5% (R²=.065) of the 

variances in organisational effectiveness. This means that 

6.5% of organisational effectiveness is explained by reframing 

and its confounding variables. The findings further showed 

that the model was a good fit for the data (F = 3.188, p = .054) 

meaning that the model linearly and significantly predicted 

5.4% of organisational effectiveness. The regression results 

also indicate that reframing alone as a predictor explains 4.2% 

(∆ R² = .042) of the changes in organisational effectiveness in 

the Igara Growers Tea Factory in Bushenyi district in Uganda 

when other variables are kept constant. The regression results 

more still show that reframing constructs positively and 

significantly affect organisational effectiveness (β = .149**) 

which means that a change in reframing leads to a significant 

change in organisational effectiveness by 14.9%.Therefore the 

null hypothesis which stated that there is no significant 

relationship between reframing and organisational 

effectiveness was rejectedand the alternative hypothesis which 

stated that there is a significant relationship between 

reframing and organisational effectiveness was accepted 

Table 7: Interview responses about reframing and organisational effectiveness 

Serial 

number  

Status Responses 

Respondent 1 Customer  

“For me the products quality has improved 

especially the tea bags. I think because it is 

easy to access and it is demanded by many 

people. In relation to quality the people I serve 
in my hotel do appreciate and use tea bags. The 

quality is better compared to what I used to buy 

before transformation”. 

Respondent 2 Customer 

“This time the quality of the tea products has 
improved for example you can easily order and 

be supplied immediately and the business goes 

on. In fact it takes 2 to 3 minutes to order and 
know when my order will be supplied”. 

Respondent 3 Customer 

“It has been observed that when dealing with 

the sales personnel I only need to know the 
products I want then am done. Customer 

service is now quick and reliable”. 

Respondent 4 Supplier 

“For me it is better off now days than before 

the transformation of the factory. I think the 
payment system has improved because now I 

am paid every month without fail and at the end 

of the year am given bonus for my loyalty to 
the factory”. 

Respondent 5 Supplier  

“The payment system of the factory has greatly 

improved. What I can say is that before 
transformation farmers could not be paid for 

close to one year and worse still the factory was 

offering poor prices”. 

Source; field data 2020 

Results in table 7 indicated that corporate transformation 

construct of reframing is directly related to organisational 

effectiveness in Igara Growers Tea Factory in Bushenyi 
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district in Uganda as reflected in both quantitative and 

qualitative results. 

Between organisational reframing and organisational 

effectiveness. 

VI. CONCLUSION 

The study concluded that there is a positive and significant 

relation between reframing and organisational effectiveness. 

This indicated that employees, suppliers and customers of the 

factory in the Igara Growers Tea Factory in Bushenyi are 

satisfied with reframing programmes in terms of active 

mobilisation for change, having a strategic vision and 

developing performance management systems are recipes for 

improved organisational effectiveness. Therefore reframing if 

applied can lead to improved organisational effectiveness in 

the Igara Growers Tea Factory in Bushenyi district in Uganda. 

VII. RECOMMENDATIONS 

The study  recommended that the factory should maintain 

active mobilisation for change, having a strategic vision and 

developing performance management systems are recipes for 

improved organisational effectiveness.  With  this  approach,  

motivation, commitment  and  hard  work  as  well  as  shared  

values  after  reframing  will  be achieved which will enhance 

organisational effectiveness among the factory in the Igara 

Growers Tea Factory in Bushenyi district 
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