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Abstract

The purpose of this study was to investigate the effect of employee’s trainings as a mediating
role on the relationship between organizational culture and employee’s commitment in
Hidassie Telecom private Share Company. The study adopted the quantitative research
method and a systematic sampling method was used. The data was collected using
questioners from 125 (80.8% response rate) from the head offices and three districts of
HTSC on Addis Ababa. The obtained data was analyzed using the statistical package for
social science (SPSS) by means of descriptive and inferential analyses. The result of this
study indicates that majority of the respondents agreed that the company culture is
hierarchical culture which emphasize more on rules and policy in order to accomplish its
purpose. The correlation result shows that the relationships between three variables of the
study such as organizational culture, employee’s commitment and employees training were
positive and moderate. And adhocracy culture has significant and positive correlations with
both employees training as well as employee’s commitment. Moreover, out of the four facets
of organizational culture clan, adhocracy, market and hierarchical cultures employees
training was partially mediate the relationship between adhocracy culture and employee’s
commitment. The result shows there is significant direct impact of adhocracy culture on
employee’s commitment, and indirect impact using employees training as a mediator. The
present paper recommends to HTSC about the need to implement a dynamic, risk taking and
entrepreneurial working culture to change the attitudes of employees towards training and to
evolve between management practices so that employee’s commitment is maintained at high
level. The implications from this study suggests a message that telecom companies like HTSC
as it is a business organization will benefit if adopting specific culture.

Key words: organizational culture, mediation, employees training and employee’s

commitment.
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CHAPTER ONE: INTRODUCTION
1.1 Background of The Study

Following the increments of the numbers of mobile users, the demand of telecom services is
on increasing in Ethiopia. Quality telecom service giving companies have a big role to fill
telecom services gap in the country. Telecom sectors as any other fast moving and dynamic
sectors needs committed human resources. The study of employee’s commitment has direct
impact on the efficiency and effectiveness of a private business companies. Employees
commitment is one of the main assets of any organizations and it plays a vital role for the
quality service and business profit. Lamba & Choudhary (2013) concur that committed
employees will demonstrate the tendency to perform their job well, eventually will an

ultimate improvement on the overall performance of the organization.

As the success of an organization may depend on how its employees get committed to it,
understanding which factors determine commitment development and what keeps it on the
same level seems to be particularly important. Dedicated as well as committed employees to
their employer have the tendency to not only accept, but also acknowledge objectives and
values of employers. Moreover, such employees demonstrate a substantial amount of effort
for their employer, essentially with an aim to support and remain active in the organization
(Warsame, 2015). It, also, reflects loyalty and willingness to work towards organizational
objectives and thus a good measure of organizational effectiveness. A committed employee
is determined to stay with the organization irrespective of whether the organization is in a
favorable or unfavorable state (Allen and Meyer, 1990).

Achieving service quality and excellence, and in doing so making customers satisfied and
loyal depends on attitudes, performance and behavior of employees (Kusluvan & Kusluvan,
2000; Saibang & Schwindt, 1998). According to Chiang (2008) when employees hold to
identity and share a sense of belonging to an organization, they will consider themselves
associated with the organization and will work hard with other members to achieve
organizational objectives. Yassin (2010) defined organizational culture as a system of values

traditions and rules, shared by all the organizations members, and every business
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organizations has a particular culture to express its personality. An organization with poor
of organizational culture has little chance of survival (Yousef, 1998). Organizational culture

can differ from business to business based on the organization policy.

The study of the relationship between organizational culture and employee’s commitment
has researched in the past decades. Deal and Kennedy (1982) argue that corporate culture
affects the commitment of employees within the organization and the strength of
organizational commitment is correlated with the strength of corporate culture. A strong
corporate culture enables employees understand the goals of the organization, and as they
work towards organizational goals, their level of commitment increases. This clearly shows
that employees elect to be committed to organizations whose values they share (Bretz and
Judge, 1994; Nazir, 2005).

Despite the positive effect of organizational culture on employee’s commitment, it may
have an indirect effect by improving employees training. It is through training and
development one can see the contribution from the employees to ensure that the
organizations will be more effective and achieved desired profits (Adeniyi, 1995). Training
is a short term process by which a human resources gain knowledge, skills and abilities by
practical activities to improve their performances. Training helps employees to do work in
an effective and efficient manner. And the knowledge of organizational culture will helps to
bring the effectiveness of training for the trainee and trainers. With certainty that there is
room and support from the employer to advance their skills from the employer, employees
degree of commitment and dedication to remain with that particular organization is higher
(Ismail,2013). The training of employees related with the constant change of organization
culture. Four factors of training such as motivations for training, access to training, benefits

of training, and supports for training considered in this study.

According to the literature one of the substantial intangible forces that affect employee’s
training is organizational culture. Different organizational culture have different response to
the external and internal environmental pressure. For employees, corporate culture is either
the glue that binds employees to the organization or the wind that blows them away. Culture

is also essential in determining how well an employee fits into the organizational context.
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Employee’s commitment is also associated with organizational culture A higher
organizational commitment will encourage employee’s willingness to work hard for an

organization (Angle and Perry, 1981).

This study tries to explore the mediating role of employees training in variables of
organizational culture and employees commitment. There are several reasons for this focus.
First the literature highlighted the vital role of employees training for employee’s
commitment. Previous studies have confirmed and supported both positive and significant
association between training opportunities and practices and employee commitment (Karia
& Assari, 2006; Boon & Armugam, 2006 and Barlett,2001:cited in Simon Mafica Nkosi).
Second some literature suggests that positive organizational culture is important for training
effectiveness. The effectiveness of training can be determined by the climate of the
organizations like organizational culture from the management and the human resource
policy of the company. In addition employee’s attitude and behaviors are the other
determinants of effectiveness of training. The trainees should supported by positive values,
norms and attitudes of the organizations. Support of the management and accessibility of the
training helps to training effectiveness. Finally, the linkage between organizational culture,
employees training and employee’s commitment hadn’t been examined together in the
literature. Therefore, the purpose of this study is to investigate organizational culture
dimensions which are clan culture, adhocracy culture, market culture and hierarchy culture
has direct impact on performance of HTSC. These directly affect employee’s commitment
and indirectly through employees training like motivation for training, support for training,

benefits of training and access to training.

In this study on a Telecom share company of Hidassie Share Company, questioners
distributed to assess the problem related with organizational commitment. Finally it can help
the organization to focus points before to take different actions on improvement of the
commitment. The findings of the study provided factors impacting organizational
commitment in shareholding companies and fulfill the research gap on lack of enough
studies conducted among shareholders on organization commitments. By this the company

benefited to increase all the activities in terms of quality and quantity.
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4.2The overview of the Company
Hidassie Telecom established following the restructure of Ethiotelecom. redeploying more

than 2,441 previous Ethiopian Telecommunications Corporation employees. HTCS is
incorporated in July 2011 by 2,508 shareholders with a total subscribed capital of Birr
74,665,700.00 (Seventy Four Million Six Hundred Sixty Five Thousand Seven Hundred
Birr) ( Source,Yearly Magazine of 2013). Hidassie Telecom share company is how working
with 2010 permanent employees (Report on April, 2019), and they are one of the success
factor as a growing business company. HTSC is organized embracing dual objectives of
business and social motives in a unique fashion of hybrid model through a public-private
partnership arrangement. HTSC fills the service gap of telecom service by sailing and
merchandizing voucher cards and SIM cards through its 800 shops in the country. It has 11
districts out of which four districts located in Addis Ababa as of April 30, 2019).

Hidassie telecom Company faced by competition and new challenges left with fear of
acquisition, merging, downsizing and loss of job security. Moreover, since the company is a
growing company, the work place is known by opposition and the stress of having to do
with less income. In Ethiopia Share companies took many steps to be profitable and
competent above all to be survived. As a result, the primary objective of HTSC is a modern
business company to secure value for the money of its shareholders while its secondary
objective being executing social services of facilitating telecom access to fulfill the telecom
industry gap of the country. Success of this share company is vital for the job creation and

economy of the country.

Telecome sectors as any fast moving and dynamic business sectors needs committed
manapower to bring quality services. But according to the report of the Hidassie Telecom,
less organizational commitment is one of the drawbacks for the quality service. Committed
employees are one of the greatest assets any company can have and play a major role in
overall business efficiency and profitability. HTSC needs to established a type of caring,
sprited work place that will ignite employees commitment. This put pressure to have
committed manpower in HTSC. Hence the purpose of this research is to propose a solution

for improvement of service quality of HTSC by assessing the variables of commitment.
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1.3 Statements of the problem

One of the basic causes of training failure in the role of organization context is the
manifestations of various levels of organizational culture. There has been scant scholarly
attention to the influence of organizational culture on training effectiveness (Palthe &
Kossek, 2003). Edgard Schein, “organizational learning, development, and planned change
cannot be understood without considering culture as a primary source of resistance to
change”. As depicted on the overview of the company, HTSC is formed by shareholders
with different backgrounds, training is the very necessary for the commitment of the
employees. (Raju & Srivastava, 1994) stated that organizational commitment is often
described as the key factor in the relationship between employees and organizations. On the
other hand many researchers have supported the importance of culture for organizational
commitment. An organizations culture is considered to be an important factor affecting
organizational success or failure (Sawner,2000). Also a positive behavior and attitudes of
employees will bring positive environments to take training. This research takes such
predictor of culture and need to address the problem of influence on the commitment of the

organization with a mediating factor of employees training.

HTSC left with a long journey to make its vision a reality and to improve the quality service
demand of the customers with the coming challenges in the competition of telecom service
giving centers. Morever, the modern business challenges like technological factors become
great impact to expand the business as an external factor. The very reason of the choice of
this study in HTSC is as any other company, the organization faces the question of
performance, attitudes and the influence of the value and belief of ETC. The pattern of the
behavior the organizational culture that was formed in ETC needs to be changed when it
comes to private business company but still there is a challenge of looking the company as a
business company. The company even if it operates by business laws and regulations, less
personnel performance, less profitability and less service quality becomes a challenge as any
other private business companies (Annual Report, 2018). So one of the methods to bring
quality service is to increase the commitment of employees by building competency of

employees and changing the pattern of behavior.
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The implementation of effective HR practices has been shown to play an important role in
building and maintaining the commitment of employees towards the organization (Allen et
al.,2003. Organizational commitment has a big influence on the success of an organization
and is highly valued. Training is another managerial concept that has effective tools to
achieve the long term goals. In spite of the fact that organizations have always had cultures,
managing these cultures has been a challenging and ambiguous task for business leaders,
Druckman, Singer, & Cott, 1997). Still there is no major measures are on taking to focus
on specific culture and to includes in strategic plan which have a great impact on
organizational commitment. Therefore,the management of HTSC needs to understand the
prior predictor of the commitment to bring good performance and profit to the company
Based on the model and theories applied in different cultures, this study will do the
application of clan, adhocracy, market and hierarchy cultur. Therefore, this study conducted
to fill the research gap in an effort to improve the understanding the relationship between
these variables effects on organizational commitment and by reviewing current empirical

finding in similar studies. Thus this study addressed the following research objectives.
1.4 Objectives

The general objective of this study is to investigate the role of employees training as a
mediating variable on the relationships between organizational culture and employee’s

commitment of HTSC.
The Specific objectives of this study are:-

» To measure the effect of four types of organizational culture on the commitment of
the employees,

» To assess the influences of the four types of organizational culture on employees
training,

» To determine the extent of influence of employees training on organizational
commitment,

» To examine the mediating effect of employees training in the relationship between

types of organizational culture and employee’s commitment.
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1.5 Significance of the study

This study tried to examine employees training as a mediator role in the relationship
between types of organizational culture and employee’s commitment by which the company
helps to focus on major component of culture to bring commitment through trainings. The
choice of HTSC for this study is because the strength of private telecom service provider is
needed not only by the Society but also by the Government of Ethiopia. Such analysis could
help managers of HTSC to know how to improve organizational commitment through
strengthening training and recognizing the types of culture of the company to be formed.
Furthermore, yet no study conducted to investigate the relationship between these variables
effect on organizational commitment with the mediating role of employees training in
HTSC. And finally it might help the researcher to acquire good practice and to fulfill for the

requirement for the reward of Masters of science in Total Quality Management.
1.6 Scope of the study

This study was limited to analyze the effects of types of organizational culture on employees
commitment with a mediator of employees training of selected employees of head office
and three districts of HTSC sighted in Addis Ababa. The research is delimited to the data
obtained from permanent employees and executive management had been considered part of
the study. Methodology wise the study used cross- sectional study and quantitative research
design. The study based on key factors of culture (clan, adhocracy, market and hierarchy)

employees Commitment and employees training as a mediator.
1.7 Organization of the study

This study organized in to five chapters. The first chapter is an introductory part
which includes background of the study, statement of the problem, research
guestions and objectives, significance and scope of the study. Literature review and
research methodology address the review of related literature and the research design
of the study, sampling techniques and data collection instruments. The fourth chapter
describes the interpretations and discussion of the findings. Finally in the last

chapter, conclusion and recommendation are included
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CHAPTER TWO

REVIEW OF RELATED LITRATURE
2.1. Theoretical Review

A theoretical framework is a collections of interrelated ideas based on theories used to
explain a phenomenon. In this particular case the phenomenon under study is organizational
culture, employees training and employee’s commitment. Over the year’s major theories of
commitment emerged. Each of these theories has its ways of explaining a concept of and

strong bearing on the present status of the study variables.
2.1.1. Social Exchange theory (SET)

Exchange theory assume that the relationship between the organization and the employee
involves social and economic exchange (Cropanzano et al, 2003; Kim & Rowley,2005).
Social exchange may refer to voluntary actions which may result from an organizations
treatment of its employees in exchange for an expected obligation on employees to
reciprocate fair treatment of the organization. In an organization set-up there exists a
relationship between an employee and the organization and its destiny will be determined by
worth of the relationship on both parties (Cropanzano & Mitchel, 2005). In order for an
organization to reap the benefits interns of loyalty and commitment employees need fair
treatment. The social exchange theory focuses on explaining how employee’s behavior is
affected by the psychological contract between them and their employer (Belau, 1964). This
theory was proposed by Belau (1964) to explain that the psychological contract that exists
between the employee and his or her employer is vitally important in determining behavior

demonstrated by employees within the organization.

Social exchange theory and the norm of reciprocity have been used by researchers. Haar &
Spell (2004) asserts that, under the norm of reciprocity, the recipient of benefits become
morally obliged to recompense the donor. According to exchange theory, there may be
reciprocal relationship between an employee’s commitment to the organization and the
support he/she receives from it. Again when the employer supports the employees in a way
like training them, the employees will in return reciprocate the good deed of the

organization for what it did to them and hence they make effort to remain committed to it.
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According to social exchange theory individuals enter in to a relationship with an
organization so as to maximize the benefit they obtain (Blau, 1964). Social exchange is
based on an implicit agreement between employee and the employer, referred to as a
psychological contract (Rousseau, 1995). According to Alhassan (2012), this theory is based
on the reasoning that workplace relationship involves the exchange of two kinds of
resources, namely economic and social types of resources. In light of the theory, the
resources of economic nature could include money and material resources while the social

resources are love, respect and support etc.
2.1.2 Human Capital Theory

The Human Capital theory sees the employee development involvement as a way of
investing in capital rather than as a cost incurred (Chung, 2013). The human capital theory
by justifies investment in training as increasing intellectual capital of organizations. By this
theory the organization will give training specific to the business company. When the
employer undertakes to provide the firm specific skills to the employee it boosts
commitment from the social exchange perspectives, importantly because such skills maybe
of no use to other employer where the employee may seek employment (Klein, 2001). This
theory focuses on the identification of the need for organizations to safeguard and or where
necessary enhance employee core competencies through appropriately investing in their

training and development.
2.2. Employees Commitment

Organizational commitment is defined as a relationship between employer and employee
(Meyer et al 1993). Organizational Commitment is considered as mental and emotional
dependency to the organization, based on which a highly committed person specifies his
identity by the organization, participate in the organization and is involved in it and enjoys
membership in organization.As Armstrong (2008) suggested, organizational commitment
plays an important part in human resource management philosophy. Human Resource
Managements policies are designed to maximize employee’s commitment, flexibility and

quality of work.
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For roughly four decades, organization commitment has served as a topic of interest for both
scholars and practitioners (Ehrhardt, Miller, Freeman, & Hom, 2011; Morrow, 2011). The
Hawthorne studies in the 1930s brought new and more human insights in managing
employees. As a result, managers realized that increased productivity can be achieved
through giving employees personal attention. This new method of managing employees has
attracted many organizational and social psychologists and behaviorists conceptualizing and
measuring organizational commitment in different ways. Therefore, by this study we are

going to ensure what the drivers of HTSC to be committed. .

Meyer and Allen (1997) stated that a committed employee is one who will stay with the
organization through thick and thin, attend work regularly, put in a full day and may be
more, protect company assets and who shares company goals. Unless and otherwise there is
committed employees the share of a company will be in danger. Organization commitment
is an important issue for work organizations, and that it fosters better superior—subordinate
relationships and improves organizational climate development, growth and survival
(Awamleh, 1996). It is known that the growing company like HTSC, growth and survival is
a major problem currently facing the company. Therefore, it is important to understand the

factors which help to bring high organizational commitments in the business company.

Many scholars have argued that commitment of workers is an important to increase
employee’s accomplishment. Committed employees will help to increase productivity and
alleviate poor services and improve quality of the company. Low level of employee’s
commitment is associated with high turnover (Mowday, 1998). Well mannered and
committed individuals in organizations can be positive and constructive and takes a step in
the fulfillment of organizational goals. This improved quality of the company by which can
attract customers greatly.

Commitment is practically seen as what socially or contract wise glue individuals towards
an organization. Commitment characterized by 3 factors: a strong belief in and an
acceptance of the organizations goals and values, willingness to exert considerable effort on
behalf of the organization and strong desire to maintain membership in the organization;
(Mowday and Steers, 1998). Since Hidassie telecom is a business company with the

objectives of profit, commitment causes increased profitability and reduced service
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abandonment and leads to increased efficiency and improvement and increased service
quality by influencing personnel performance. The effect of good commitment of employees
is to create customer satisfactions so indirectly this will increase company profit.So unless
and otherwise we uses commitment on organization, the sector cannot cope up the

competition that comes from outside.

Over the years different dimensions’ of organizational commitment have been developed
and applied. Currently the leading and the most influential approaches is Mayer and Allen.
Study to OC has been the three dimensional approach proposed by Meyer and Allen(
1984;1997), which categorize commitment in to three distinctive scales, namely, affective,
normative and continuance commitment. The multi dimensional model is commonly
referred to as Mayer and Allen commitment model. Allan and Mayer (1990) defined
organizational commitment as a psychological state that binds the individual to the
organization. Allen and Meyer in their work on commitment provided a new classification
which is more comprehensive compared to old organizational commitment dimensions.
Affective (emotional attachment to the organization), Continuance (perceived costs
associated with leaving the organization) and normative (feelings of obligation towards the

organization).
2.2.1. Affective Commitment

Affective commitment refers to the extent to which employees feel to have emotional
linkage, identification, as well as involvement with their current organization and as
consequently develop the desire and the need to want to remain at the organization
(Mouhamaddou, 2015). Mcshane and Glinow (2010) defined organizational commitment as
employee’s emotional attachment to identification with and involvement in a particular
organization specifically addressing affective commitment which is one of the organization

commitments.

Affective Commitment is a psychological attachment developed by employees to their
organization in such a way that employees who are strongly committed to the employer
identify themselves with it not only physically, but also emotionally (Sayani &
Swamy,2014). Employees tends to be affectively committed if they feel that the
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organization is supporting them, treats them in a fair way and respects them. There are
several different levels that may be present in various combinations within the scope of
organizational commitment. One has to do with the level of emotional attachment a worker
feels to the organizations. For these reasons, affective commitment can be viewed as a
measure of fondness and employees to their current organization, which extends to include
both identification and also involvement with a particular organization (Chung, 2013).
Affectively committee employees are seen as having a sense of belonging and identification
that increases their involvement and their desire to remain with the organization (Rhoades &
Eisenberger, 2001)

2.2.2. Continuance commitment

Continuance commitment is the perceptions of the cost of leaving the organization in both
financial and non-financial terms and the perception of people forced to stay in the
organization is taken in to consideration. Employees with a strong continua’s organization
commitment know that leaving the organization may be harmful to them fiscally due to lack
of employment option and low income. In continual commitment, the employees consider
the disadvantage of leaving the organization and avoid quitting. Those with high level of
continua’s commitment stay with the organization because they need too. Thus, the
employee keeps his organizations memberships thinking it might cost him too much to leave
the organization (Allen & Meyer, 1990).

Continuance commitment further entails awareness by the employees of personal
investments that they have made, investments that may include good work relations
established between employees and their employer, career investments, benefits relating to
their years of retirement, and acquired job skills at the organizations as well as their years

they have devoted to serve the organization. (Alhassan, 2012)

Along with affective commitment, continuance commitment is also an important element of
organizational commitment. The focus here is on how stoutly employees see value in
continuing to stay with the company. This entails identifying the benefits that are enjoyed as
the consequence of employment. The encouragement to stay may have to do with wages or

salary, benefits such as an attractive pension plan, intangible such as friendships that are
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developed within the culture of the organization. Diverse combinations of these incentives
have a tendency to induce employees to remain with the company, at least awaiting

opportunities with greater incentives to be presented.
2.2.3. Normative Commitment

The third constituent in the theory of organizational commitment is normative commitment.
In this setting, factors such as the loyalty employees feel are based on a sagacity of
obligation or gratefulness for the role of the company in the lives of workers. For instance, a
worker may feel commitment because the business helped to supply funds for obtaining a
level, or feel a strong affection or gratefulness since the employer provided a job during a
period in which the person was in direct need of a source of earning a living. In this
circumstance, the employee considers commitment to remain with the business, at least long

enough for the organization to obtain some sort of return on its investment in the employee

Additionally, this is an attitude reflects employees fidelity to their business and is a
continuing course of action through which organizational participants articulate their anxiety
for the organization and its continuous achievement and well being, Normative commitment
is associated with an employee individual feelings of the necessity to reciprocate a good
deed accorded to him or her by the employer (Mouhamadou, 2015). Normative commitment
reflects commitment to continuous employments; that is a person does not quit an
organization because of the pressure imposed by norms, morals, and judgments by other
organizations. All the above dimension commitment can have potential impacts associated

with absenteeism and decisions to leave an organization.

Normative commitment forms its antecedents on employee’s core values as may be defined
by their culture, family and social background, as well as any prior experiences held by the
subject employee (Newman, Thanacoody & Hui, 2010). Normative Commitment has its
antecedents in an employee’s values as determined by their cultural, Social and familial

background and prior experience.
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2.3. Organizational Culture

The subject of organizational culture attracted a large amount of attentions in the late 1980s
and early 1990s as management scholars explored the reasons behind the failure of U.S.
firms in competing with their Japanese Counterparts(0Ojo,2010). National culture is
distinguished one nation from another nation. Organizational culture distinguishes an
employee from an organization to another organization. Culture can be found in any
organization no matter how small or large the organization could be organizational culture,
as the most important factor affecting life and identity of an organization, has always been
of particular interest to all scholars of management. With Organizational culture, as the most
important factor affecting life and identity of an organization, has always been of particular

interest to all scholars of management.

Organizational culture is seen as a set of key values, assumptions, understandings, and
norms that is shared by members of an organization and taught to new members as a correct
(Daft, 2006.). In HTSC new members join the company takes few days to create
adaptability of the norms and behavior of the company. Moreover, there are different norms
and values that characterize the organization. For example, group norms are one of the
dominant norms and there are different issues raised under the group. In spite of the fact
that organizations have always had cultures, managing these culture has been a challenging
and ambiguous task for business leaders (Druckman, Singer, & cott,1997). To promote and
strengthen the existing organizational culture of this company various aspect of dominating

culture needs to be examined.

Organizational culture can be assessed using the competing value framework (CVF) (Quinn
& Rohrbaugh, 1981, 1983). The CVF developed by Quinn and Rohrbaugh (1981, 1983)
provides a more focused study of organizational culture. It is a reliable and helps to
determine the key factors of organizational effectiveness. The central point of this
framework is constructed around two dimensions. The first dimension represents whether an
organization has an internal and external focus. The second dimension maps the degree to
which an organization focuses on flexibility and individuality, in contrast to stability and
control. These intersections of the two dimensions form four types of dominant organization

culture: Clan, Adhocracy, Market, and Hierarchy.
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Fig.1.The Competing Value Framework
Source: (Quinn & Rohrbaugh,1983,p.369)

Based on the Competing Value Framework CVF, Cameron and Quinn (2011) developed the
Organizational Culture Assessment Instrument (OCAI) to determine the Organizations
culture type. The OCAI is empirically validated and reliable instrument that can be utilized

to assess the influence of organizational culture on the organizational variables of this study.

Cameron and Quinn (2011) argue that organizational culture has a strong association with
organizations sense of uniqueness, its values, mission, aims, goals and unquestionable
beliefs that justify how organizations behave. The culture of HTSC has many things that
distinguish one from other company as its uniqueness. Some of it has positive qualities and
some of it is ill. The uniqueness of organization of HTSC by which the shareholders are the
employees, different organizational behavior being expected. Some of them are the owners

which lead to feel a sense of identity to the organization.

Cameron and Quinn,(2006) defined organizational culture as being taken for granted the
values, underlying assumptions, expectations, collective memories and definitions present in
organizations. There must be a positive culture to attract and retain loyal and committed
employees. The culture model presented by Cameron and Quinn (2011) places organizations
in a continuum of four core values, called Flexibility, stability, Differentiation, and
Integration. According to Cameron and Quinn (1999) typology, culture in an organization
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can be seen between two dimensions: a focus on internal maintenance (smoothing and
integration) verses external relationships (competing and differentiation), and a focus on
organic process (flexibility and dynamism) verses mechanical processes (stability and
control). Quinn and Cameron, (1983) and Cameron and Freeman, (1991) had introduced the
Competing Values Framework (CVF), which identified four types of culture such as: Clan,
Adhocracy, Hierarchy and Market culture. The first clan and Adhocracy bring criteria of
flexibility and individuality. The second Hierarchy and Market emphasize stability and
control. Organizational culture is a pattern of basic assumptions that the group learned as it
solved its problems of external adaptations and internal integrations, that has worked well
enough to be considered valid and, therefore, to be taught to new members of the
organization as the correct way to perceive, think, and feel in relation to those problems
(Schein, 1992).

2.3.1. Clan Culture

The term clan (cooperative) culture is used because of its similarity to a family- type
organization. Since the establishment of HTSC is by a group of shareholders, the
relationship have to some extent support as a social parallel with economic entities. Instead
of the rules and procedures of hierarchies or the competitive profit centers of markets,
typical characteristics of clan- type firm were teamwork, employee involvement programs
and corporate commitment to employees. By clan culture the organizations needs to
emphasize the long-term benefit of human resource development and attaches great
importance to cohesion and morale. Concern for the employees and the customers can
measure the success of HTSC. On the other hand still lack of participations by a regular
meeting and lack of consensus on annual meeting is the ill seen on HTSC culture in recent

years.
2.3.2. Adhocracy Culture

A major goal of adhocracy (creative) culture is to foster adaptability, flexibility, and
creativity where uncertainty, ambiguity and information overload is typical. Telecom
companies are full of challenges by technological changes which needs a dynamic and

innovative culture. HTSC needs to produce innovative products and services and to adapt
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quickly to new opportunities. Currently the extent of taking risk is seen as limited. By
adhocracy culture the glue that holds the organization together is commitment to
experimentation and innovation. Since the business of telecom with the support of
technology does not expand as much as the demand of the customers, this creates drawbacks
on innovation of new telecom business. The emphasize is on being the leading edge.

Success means gaining unique and new products or services.

By adhocracy culture power flows from individual to individual or from task team to task
team, depending on what problem is being addressed at the time (Cameron and Quinn,
2006). Unlike markets or hierarchies, adhocracies do not have a centralized power or an
authority relationship. Instead, by shareholders meeting employees able to express their
individual opinions or dissent to upper level managers and operating two sides work model
so that subordinates and upper level staff work with the help of feedback. This can

increases the moral of employees to work for the organization continually.

The very backgrounds of the company employees are similar as it is from Ethiotelecom. But
the climate does not seen as it encourages constructive mutual and self criticism, a relatively
turbulent environment around the organizations that pushes it to innovate and generate
ideas, team culture, and membership with similar values. An organizational atmosphere
within which employees of the organizations trust each other wholly, a horizontal and flat
structure rather than a vertical and tall one are all elements make it easier or more likely for
an organization to adopt elements of democracy. An organization needs to encourage

individual’s initiatives and freedom.

2.3.3. Market Culture

The term market is not similar to the marketing functions or with consumers in the market
place. Rather it refers to the type of organization that functions as a market itself. Market
(competitive) culture is oriented towards the external environment instead of internal affairs.
It is focused on transactions with mainly external constituencies such as suppliers,
customers, contractors, licenses, unions and regulators there are more affairs of external than
internal. There are suppliers like mobile suppliers, customers who buy the voucher cards.

The major focus of this market is to conduct transactions of exchange, sales and contracts to
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create competitive advantages. Profitability, bottom-line results, strength in market niches,

stretch targets, and secure customer bases are the primary objectives of this organization.

The glue that holds the company together is emphasizing on winning reputation and success
is common concerns. Not surprisingly, the core values that dominate such market type
organizations are competitiveness and productivity. Competitiveness and productivity in the
market organizations are achieved through the strong emphasize on external positioning and
control. And the long term focus is on competitive actions and achievements of measurable
goals and targets. Success is defined interns of market share and penetrations. There is a
price-cut procedure that applies in HTSC which helps to maximizing the market share and

penetrations. By Market culture competitive pricing and market leadership are important.
2.3.4. Hierarchy Culture

By hierarchy (control) culture there is a formalized and structured place to work. Procedures
govern what people do. Cameron and Quinn,(2006) the first introduce of the hierarchy
culture by Weber Consists of Seven Characteristics such as rules, specialization,
meritocracy, hierarchy, separate ownership, impersonality, and accountability. The leaders
pride themselves on being good coordinator and organizer, who are efficiency-minded. This
is an organizational culture type which the leadership is effective because it is in mechanical
and beaurocratic organizations that give important to order and rules. Maintaining a smooth
run organization is most critical. But since HTSC is a growing company there is a challenge
to generate efficient, reliable, smooth flowing and predictable outputs. Formal rules and
policies hold the organization together. The long term concern is on stability and
performance with efficient, smooth operations. Success is defined in terms of dependable

delivery, smooth schedule and low cost.
2.4. Employees Training

Training is the organized way in which organizations provide development and enhance
quality of new and existing employees. Buckely and Caple (1995) defined training as a
planned and systematic effort to modify or develop knowledge, skill, and attitude through
learning experience, to achieve effective performance in an activity or range of activities. By
training employees become more confident, open to change and supportive of each other
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(Donovan et al., 2001). Human capital remains as the most important assets in organizations
(Olaniyan & Lucas, 2008).

Organizations investing in effective training for human resources tend to achieve both short
and long term benefits. Training forms the basis of personal development by helping
employees to develop their leadership talent, communication skills, decrease their fear in
attempting new tasks and enable them to handle stress, frustration and conflicts (Sadaf,
Amna & Hummayoun, 2014). For this reason the company have a plan of educating the
employees annually. The success of organizations is depending on its knowledgeable,
skilled as well as experienced work force. Organizations should have employees that have
capability of adjusting to swift dynamic business environment. Therefore in order to
maintain sustainability, organizations look continuous employees training as invaluable and

poor performance of employees should have to be minimized from the ground.

There is a significant difference between the organization that train employees and the
organization that do not. Training provides employees the knowledge and skill needed to do
particular job. Training helps to modify employees’ behaviors, more efficient production or
distributions of goods and services, minimize operating costs, improved quality and efficient
personal relationship. Nordhaug (1989) identifies three types of benefits that employees
obtain from training: Personal, Career, and Job related benefits. Employee’s expectations
from organizational training can be job related, career related or personal. Job related
benefits reflects employees expectations that their efforts as regards training will allow
promotions and improvement in their current positions. Career related benefits will likely
assist in the development of skills for a future job. Personal benefit reflects psychological,
political and social outcomes that may or may not be directly related to the work setting but
enhances their intrinsic motivation (Nordhaung, 1989; Washington et al.,2003). Training is
the key element to increase productivity, decrease customer complaints, decrease turnover
and improve self esteem. So it is well known that any organization who invests on training

is wiser than who keep silent about it.

Currently Peoples are working on the changing environment of technology and organization
performance. The competition of product and service is on increasing. Social, cultural,

Legal, Political, Economic, Technological competition gets changed drastically. Similarly
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HTSC is working in the dynamic environment. In any business company in order to have
success on its vision and mission, a working strategy of training can be given priority. In
HTSC the skill and knowledge gap will be one of the set back of the company. Given that
HTSC is a new organization to the telecom market, employees have no a clear sense of
organizational characteristics like goals and strategy, roles to be played by each individual
within organizations. In HTSC the employee’s perceived competency has its effect on
organizational commitment. Training has a vital role in developing commitment among the

employees.

Whenever we work on human resource development, the commitment of the employees will
be on top. Employees expect to be provided with training and development opportunities in
exchange for displayed organizational commitment, (Barlett, 2001). In HTSC even if there
are trainings given but the effect on the commitment of the employee’s are not as desired by
the organization. Sometimes the training given for the employees also does not measured
what outcome creates on the commitment of the employees. Several factors are known to
affect the effectiveness of training such as the behavior of individual learner, the training
program, the environment in which the trainee works, and the support from the trainees
immediate supervisor (Montenso, 2002). Organizational training has been discussed and
assessed within a multidimensional structure comprising (1) support for training (2)
motivation to training, (3) access to training and (4) benefits from training. Perception of
Training has been analyzed (Employees perceived as operational zed with a

multidimensional structure of motivation, access, benefits and support)
2.4.1. Motivation for Training

The motivation for the training focuses on the intensity and persistence of developers to
apply efforts before, during and after the frequency of training programs. (Salas &Cannon-
Bowers, 2001). Learning motivation can be defined as the specific desire of a learner to
learn the content of a training program (Noe,1986; Noe & Schmitt,1986.) Noe (1986)
suggested that, when there is no motivation, individuals, who may have the ability to master
the training content, may fail to do so. Ahmed and Baker (2003) suggest that if the
employees have a positive perception of training they will have higher level of motivation

for getting training.
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Less committed employees seen as less motivate to training programs in HTSC. Because the
attachments of the employees with the objectives and goals of the company is limited, there
is no remaining motivation and apply efforts before, during and after the programs. Trainee
motivation and the attitude of employees towards training are significant factors in
determining how effective the training process is, importantly because trainees who have
high level of commitment and involvement to their job have higher chance of being well
motivated to train for the purpose of acquiring new skills (Ahmad & Bakar,2003). Robinson
(1995) states that the motivation for training is based on the level of effort that employees
are willing to do to improve their skills, the work they do and their professional
performance, through training activities. Well motivated employees are more likely to have
a positive perception of the training environment in their organizations. This has been

shown to lead a greater participations in training activities, (Mathieu et al, 1992.).
2.4.2. Access to Training

It is well known most employees don not come to the job with the total capacity of doing or
performing perfectly. So in order to improve the performance of employees, a performance
improvement strategy must be thematic area of organization. According Bartlett (2001), the
perception of employees of access to training involves two distinct situations: The
opportunity to participate in training programs for the acquisition of knowledge and enhance
their skills and abilities for tasks that currently play, and the decrease organizational barriers
that enable participation in training activities. Firms with higher level of perceived fair
access to organizational training programs will be more likely to increase the number of

committed employees in their organization (Bartlett & Kang,2004).

Access to training refers to employees’ perceptions of the probability of their attendance at
organizational training, whether or not participation is based on objective and fair selective
criteria, whether or not the application procedure is explicitly formalized and whether or not
applicants are supported by their managers. In HTSC the titles of the training comes from
departments as needs assessment. The short list of the needs made by HR department. Then
approved by CEO with the annual plan. Thus according to the program the trainees selected
from the related training title, But the selections of the trainee is not based on the gap

analysis study. It is just based on the title /position names/. The place of the training will
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continue with the choice of cost and quality as well. So in HTSC this creates a limitation to

create opportunity for the training programs.
2.4.3. Benefits From Training

Training has many benefits to the employees and to the organizations. Ahmad and Bakar
(2003) suggest that employees who recognize the benefits from training will tend to be more
committed and so be more willing to participate in an organizations training activities. The
benefits of training are mutual, both for the employees and for organizations (A guinis &
Kraiger,2009). On benefits for employees, Nordhaug (1989) identified three types of
benefits for employees participating in training activities related to current job, career, and
personal benefits. Although the level of benefits for employees, we can consider career
development, job security, self esteem, job satisfaction and organizational commitment
(Geale,1995), and beyond that employees who expect benefits from their participation in

training programs are more committed to their organizations (Bulut & Culha,2010).

Research conducted show that vocational training has a positive impact on individual and
team performance, as well as bring benefits in other aspects such as attitudes, motivation
and delegations of authority. Several studies conducted show that there are benefits such as
increased performance, and a variable with it directly related (motivation and tacit skills,
adaptive expertise, technical skills, Self management skills and cross-cultural adjustment)
and indirectly related( empowerment, communications, planning and team coordination). (A
guinis & Kraiger,2009). In another side, in respect for organizations, several studies have
also shown that there are benefits in terms of organizational performance (profitability,
effectiveness, productivity and operating revenue per employee) as well as other benefits
such as cost reduction, improved quality and quantity, reduced employees turnover and

organizational reputation (A guinis & kraiger, 2009)..
2.4.4. Support for Training

The effect of training is to create motivated employees so indirectly this will increase
organizational performance .The improvement of the knowledge and skill of employees
should also be supported by the management of the organization. Support can be vertical or
horizontal, where vertical support is the one coming from the top or from the most
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experienced coworkers and horizontal support is the degree to which co-workers are willing
to help in troubleshooting or implementing different and better ways to perform the tasks.
(Bulut & Culha, 2010).

Many studies have confirmed that support in the work place has strong and positive
implications for the smooth functioning of the organization on a global level (NewMan,
Thanacoody & Hui,2013), and this support is based on a very close and restricted core,
which includes their coworkers and direct supervisors. When employees perceive support
from their organization, they feel obligated to their organization. When they feel like the
support is absents, they feel betrayed and tend to decrease their commitment (Robinson &
Morrison, 1995)

As the support of the surrounding structure, the perception of this support is also very
important for the employee to be motivated to participate in training programs developed by
the organization. Companies where employees have the perceptions’ of a high level support
to develop their skills, using new ways in the development of their daily work and solve
problematic situations at work by encouraging employees to potentially performance in
carrying out their tasks (Butcher, sparks & Kennedy,2009). Since the expectation of training

by employees is less in HTSC, it has no effect on the commitments.

Perceived support for training from senior colleagues has been shown to influence training
participation (Noe and Wilk, 1993). Barlett (2001) demonstrate a significant relationships
between supervisory support for training and both affective and continuance commitment.
These findings illustrate the potential benefits that may be brought from the creation of an
environment in which participation in training is encouraged by supervisors. The relations
between supervisors and subordinates are important in HTSC. But the problem comes the
training given by HTSC did not bring return on performance as much as expected by the
support group. In addition, the commitment of top management to the training and
development is critical to its success. Training can be viewed as a management practice that
can be controlled or managed to elicit a desired set of unwritten, reciprocal attitudes and
behaviors, including job involvement, motivation, and organizational commitment
(Sparrow, 1998). The influence of the support of the immediate supervisor for training has

great impact on commitments.
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2.5.Empirical Review

2.5.1. Organizational Culture and Employees Commitment

According to the previous studies, the majority of international studies deal with the
organizational culture as an independent variable, by measuring its impact on different
variable, like organizational commitment. Findings show that organizational culture is an
important factor in developing or changing values, attitudes, and creating appropriate
behavioral pattern as well as organizational commitment of employees. Scholars argued that
organizational culture has a significant impact on employee’s commitment (e. g, Mathieu &
Zadjac,1990). Several factors constitute organizational commitment including a sense of
psychological wellbeing and emotional intelligence. However, one of the important factors
affecting the establishment of organizational commitment is organizational culture.
Zavyalova and Kucherove, (2010). And Zainol.(2009), who pointed out that organizational
culture can influence the organization commitment and organizational culture have a
significant relationship with three dimensions of organizational commitment such as
affective, continuance and normative. The organizational commitment is determined by the
degree of employee’s acceptance of the organizations strategies and culture, willingness to
work on behalf of the organization with strong motivation and to remain in the organization
(Porter et al, 1974). Culture has positive effect on development of goals, strategy, individual
behavior, organizational performance, motivation, job satisfaction, innovation, decision
making and organizational commitment of employees. The dimensions of organizational
cultures are developed and changed as human civilizations grown. Ogbonna and Harris
(2000) offer that an internally oriented organizational culture may prove comparatively
disadvantageous when compared to the advantages possible with externally oriented
cultures. Organizational culture plays an important role in generating commitment and
enhancing performance (Deal and Kennedy,1982; Lok and Crawford,2001; peter and
waterman,1982) Concerning the influence of organizational culture on organizational
commitment, Lok and Crawford (2001) investigated the antecedents of organizational
commitment. Thus we examine the relationship between organizational culture and
organizational commitment to recognize the conditions vital for managers to increase

employee’s commitment in the organization.
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2.5.2 Training and Employees Commitment

Training literature suggests that employees training and employees commitment are
significantly associated with each other. Training plays an important role since it facilitate
the upgrading skill leads to increase commitment, wellbeing and sense of belongingness and
consequently led to the strengthening of organizations competitiveness particularly
organization commitment (cherringston, 1995;Barlett, 2001). A number of studies
demonstrate that training provision leads to improvements in organizational commitment
(Bartlett, 2001; Ahmad and Bakar,2003; AIEmadi and Marquardt,2007). And Gaertner and
Nollen (1989) found that employee’s commitment was related to the actual and perceived
human resource management practices such as training. Bartlett (2001) distinguishes
between the career-related, personal and job related benefits of training. He finds strong
evidence of a relationship between the perceived career-related and personal benefits of
training and both affective and continuances commitment. These findings illustrate the
potential benefits of enhancing the organizational commitment of employees by promoting

the personal and career- related benefits of participating in training

Recent literature has began to examine the relationship between training and commitment
(Owens,2006; Al-Emadi and Marquardt,2007).The term organizational commitment,
according to Rainey (2003), refers to various loyalties and attachments different individuals
holds towards their organizations. As part of their unwritten psychological contract with the
organization employees expect to be provided with training and development opportunities
in exchange for displayed organizational commitment (Barlett, 2001). Previous research has
provided evidence to suggest that human resource practices such as training might have
their greatest impact on affective commitment when it is believed that the organization is

motivated by the desire to create a climate of concern and care (kinicki et al., 1992)

The higher the organizational commitment, the more responsible an individual is to the
organization. Training can be used to get desired outcomes that may include improved
organizational commitment (Newman et al., 2011). According to Almodarresi and Hajmalek
(2014) effective training programs form the belief that an organization is willing to invest on
its employees and indicates that the organization pays attention to employees. This finally

causes employees encouragement, persuasion and higher a degree of their commitment to
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the operation of the organization. In contrast, when employees feel they lack organizations
support, they may develop a sense of despair and hopelessness and become less committed
to the organization. Guest (2007) has been concluded employees who were much committed
with organization did effort too much to achieve the organizations goals and objectives

effectively.

Findings shows that in order to improve commitment in an organization, an organization
should try to create an atmosphere in which individuals has a large autonomy in determining
how they do their jobs. Employees who have positive view of the training availability in
their organization will be more inclined to stay with the organization for fear of losing
training opportunity. All this have an impact on the commitment of employees. Moreover,
there is no any measure taken so far by HTSC in order to assess how much commitment
shown by employees after taking trainings.

2.5.3 Training and Organizational culture

There has been scant scholarly attention to the influence of organization culture on training
effectiveness (Palthe & Kossek,2003). Schein (1992) suggests that organizational culture is
even more important today than it was in the past The organizational culture, by creating a
supporting context for training, plays a crucial role in the process of knowledge and skill
acquisition and their on the job application (Burke & Baldwin,1999). There have been a few
attempts to identify a learning culture construct. Schein (1992) defined organization culture
as a pattern of shared basic assumptions invented, discovered or developed by a given group
as it learns to cope with its problem of external adaptation and internal integrations. It was
further elaborated by Schein (1992) that culture directly influences the quality of learning,
interpretations of others behaviors and determinations of subsequent behaviors. Even with
perfect design and enthusiastic trainees, positive change requires organizational support
(Eisenberger, Fasolo,& Davis Lamastro ,1990). Culture could bring higher performance if it

fits with the changing environments.

It is also expected that organizational culture can bring behavioral change of employees and
performance up grade. It is argued that trained employee’s helps for the achievement of

cultural goals by bringing behavioral changes. Organizational culture dimensions have
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different impact on attitudes of employees. Ogbonna and Harris (2000) offer that an
internally oriented organizational culture may prove comparatively disadvantageous when
compared to the advantages possible with externally oriented cultures. Clan culture and

hierarchical culture are internally oriented cultures.

Organizational culture could be influenced by trainings because it brings behavioral and
attitudinal changes within the organizations. Culture can determine the effectiveness of
training which directly determine the performance of the organization. Scholars have
pondered the causes of failed training for decades, focusing on issues such as methods,
program design and trainee characteristics. Recent interest in the role of organizational
context rarely extends to organizational culture. Achieving training success is a simple
matter of following well established guidelines derived from decades of research.
Employees attitudes and motivation are one of the factors that influence the effectiveness of
training and development. Individuals needs supportive working culture to help them reach
individual objectives. The support of training and development emerged from organizational

culture.

Training helps individuals to work with each other and give their best and express them how
to do their work more effectively and efficiently and more securely. Training failure can be
a manifestation of the values, beliefs, and assumptions shared by members of various levels
of organizational culture. Organization culture is the shared understanding of the beliefs,
values, norms and philosophies of how things work (Wallach,1983). Understanding the
concept of organizational culture is a crucial task for leaders because of its great impact on
different aspects of organizational behavior. Ignoring organizational culture in plans for any
changes within the organization would yield unforeseen and negative consequences,
(Cameron & Quinn,2011).

Beliefs that training is simple, unimportant or pointless generate behaviors such as
employing incompetent trainers, rejecting the recommendation of competent trainers,
discouraging transfer of learning to the job, and failing to recognize positive transfer.
Organizational changes are unenviable in today’s working environments. The commitment
of top management to the training and development is crucial to its success. One of the

factors that lead to liquidations of Business Company is lack of enough strength which has
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more significance for the business. Having good organizational culture with effective

training for the organization to retain competent employees is crucial to its survival.

2.5.4 Training as a Mediator Between Organizational Culture and Employees

Commitment

Both organizational culture and employees trainings have effects on organizational
excellence. Up grading of skill and knowledge of employees has an impact on the strength
of the culture of the organization. Cherington (1995) also stated that most learning situations
are fundamentally reinforcing because of the satisfaction and commitment associated with
acquiring new knowledge or skills. The proposed hypothesis and the theoretical arguments
suggest that employees training are a possible mediator in the relationship between
organizational culture and employee’s commitment. First strong organizational culture
leads to effective employees training. When employees get effective training this leads to
higher commitment. The positive effects of organizational culture translates in to extra role
behaviors by the employees through effective training, this will bring then high employees

commitment.

Previous research has shown that organization culture does have an impact on several key
organizational variables (Cameron & Freeman, 1991). Many studies reported a profound
impact of organizational culture on individual attitudes and behaviors (Cameron & Quinn ,
2011). There is no empirical research to examine the mediating role of organizational
training with respect to organizational commitment in the telecom industry. Hence this
study attempts to bridge the above research gap. Some researchers found that organizations
culture is important in understanding the influence of a number of variables on
organizations commitment. Moreover this research don not consider the mediation effect of
employees training by which to have the right kinds of competency through human resource
development. Furthermore researchers suggest that organization transfer climate is a tool
which enhances the positive transfer of training in the work environment (Janice Z. Rouiller,
1993).
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2.6 Conceptual Model

The literature indicates that the organizational culture, by creating a supporting context for
training, plays a crucial role in the process of knowledge and skill acquisition and their on
the job application (Burke & Baldwin, 1999). Many studies reported a profound impact of
organizational culture on individual attitudes and behaviors (Cameron & Quinn, 2011). In
this study we expand this literature by recognizing employees training and organizational
culture are important of variables that determine organizational commitment. Barlett (2001)
studied the association between employee’s attitude towards training, and feelings of
organizational commitment. Probability of access to organizational training opportunities or
activities is an important factor in a strong corporate culture and was found to be positively
related to organization commitment (Bartlett, 2001; Boon % Arumugam, 2006; Lam &
Zhang, 2003). Consequently one could argue that changes in organizational culture leads to
changes in the effectiveness of training and in turn in the level of employee’s commitment.
Thus the hypothesis and relationship studied in this research is represented by the following
conceptual model which explores employees training as a mediator between organizational

culture dimensions and commitment

Clan Culture

Adhocracy
culture

Employees Employees
training Commitment

Market
Culture

Hierarchical
culture

Fig. 2 Conceptual Framework
Source: Adapted from Literature review
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2.7 Research Hypothesis

H1a-The relationship between clan culture and employees commitment is positive

H1b- The relationship between adhocracy culture and employees commitment is positive
H1c- The relationship between market culture and employees commitment is positive

H1d- The relationship between hierarchical culture and employee’s commitment is positive,

H2a- Organization dominated by Clan culture is positively related with perceptions of

training.

H2b- Organization dominated by adhocracy culture is positively related with perceptions of

training.

H2c- Organization dominated by market culture is positively related with perceptions of

training..

H2d- Organization dominated by hierarchical culture is positively related with perceptions
of training.

H3- There is a positive relationship between perceptions of training and organizational

commitment

H4a- Employees training mediates the relationship between organization with clan culture

and employees commitment.

H4b- Employees training mediates the relationship between organization with adhocracy

culture and employees commitment

H4c- Employees training mediates the relationship between organization with market

culture and employees commitment

H4d- Employees training mediates the relationship between organization with hierarchal

culture and employees commitment.

Addis Ababa University Page 30



The mediating effect of employee training in the relationship between organizational culture and employees commitment.

CHAPTER THREE

RESEARCH METHODOLOGY
3.1. Introduction

This part describes the methodologies that were used in this study. It address the choice of
the research designs, data type and source of data, research approach, data gathering
technique and instruments, sampling and sampling techniques and data analysis techniques
along with an appropriate justification associated with each approach. So this thesis explores
the relationship between the four components of organization culture, with construct of

employees training and employee’s commitment.

3.2. Research Design

Orodho (2003) defines a research design as the scheme, plan, or outline that is used to
generate answers to research problems. Research design is the blue print for collection,
measurement and analysis of data. This study applied an explanatory research design as it is
important to explore the effect of organizational culture on employees training and
commitment. Also because of the nature of the subject and in order to allow precise and
objective measurements of the dimensions of the construct a quantitative and cross sectional
design,. Quantitative research is focuses on measurement i.e the assignment of numerical
events according to the rules. By this approach we can able to focus some more groups by

which we can able to make general conclusions.

A cross-sectional survey method is chosen because it allows the study of associations
between variables of interest in such a limited period of time. According to Mugenda(2008)
cross-sectional studies can help a researcher establish whether significant associations
among variables exists at some point in time. Descriptive survey design adopted for this
study. This design was suitable because it involved collection of cross-sectional data that

described the specific characteristics of the state of affairs for a particular group of people.

Given the challenges of the respondent’s unwillingness to engage in such an extra role of
cooperating with a researcher, the fact that some of the respondents may not well understand
the purpose of study easily, and the questioner method of data collections become

appropriate.
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3.3. Target Population

Hidassie Telecom has one head office and 11 districts as of May, 2019 report with 2010
permanent employees. The survey was targeted at Head office and three districts sighted on
Addis Ababa. The assumption is that employees at head office and the three districts sighted
in Addis Ababa have a better exposure to the strategic issues and getting information about
the HTSC attention regarding culture of the company and what employees commented
about the culture of the company. The population of this study was defined as both
managers and employees permanently employed and worked as decision makers and non
decision makers excluding employees below officer as they have fewer competencies to
judge regarding organizational culture. As the table 3.1 shown below a representative

sample was selected from the sample frame.

Table 3.1 Hidasie Telecom number of districts with number of employees

Name of the Total Total number of The Selected Sample size
company number permanent sampling districts of employees
) Of_ employees frame with head | by Carvalhos
districts e
Hidassie 11 2010 667 4 125
Telecom  p.vt
share company

Source: Report and structure of HTSC and survey, 2019

3.4. Sampling Methods

The researcher used systematic random sampling methods. Daniel (2012) states systematic
sampling is generally the preferred probability sampling design where there is a list of
names or items available, in particular for the case when records are numbered
consecutively or when population units can be ranked consecutively by attaching an integer
to each of them. So, Since the target population in head office and three districts : North
Addis Ababa, South Addis Ababa, East Addis Ababa engaged in homogenous work
activities, the researcher used a systematic random sampling techniques. Julie W. (1990)

state that systematic sampling is conducted by sampling every k™ item in population after
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the first item is selected at random from the first k items. Questioners distributed for all
selected candidates of the head office and three districts of Addis Ababa.

3.5. Sample Size

Hidassie Telecom S.C has three districts in Addis Ababa. For the convenience of the study
and for resource and time constraint, the study used sample survey. Around 667 permanent
employees selected to draw sample that will represent Hidassie Telecom S.C. Malhortra and
Peterson (2006) and Zikmund (2003) stated that, the larger the sampling size of a research,
the more accurate the data generated. However due to time and financial limitations and the
nature of the population, sample determination method developed by Carvalho (1984)
preferred to be used by the researcher as a method to determine sample size.

Table 3.2 Carvalhos Sample size determination

Population Size Small Medium Large
51-90 5 13 20
91-150 8 20 32
151-280 13 32 50
281-500 20 50 80
501-1200 32 80 125
1201- 3200 50 125 200
3201-10000 80 200 315
10001-35000 125 315 500
35001-150000 200 500 800

Source: Carvalho (1984)

The total number of employees are 667 in head office and three districts in which are
located in Addis Ababa of Hidassie Telecom S.C. The The total population falls between
501-1200 population size. So the large population size 125 employees considered as sample

size of the study as per Carvalhos sample determination method.
K=T/n

Then T=667 and n=125. So k=667/125 = 53=5
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3.5 Data Collection

To collect data from appropriate parties, the researcher obtained permission from the school
of Business and Economics, department of Management. The developed questioner
approved by the researcher Advisor. A letter was sent to the head office in Addis Ababa,
seeking permission to run a survey on their employees Data from both primary and

secondary sources was used.
3.5.1 Primary Data Collection Instrument

Primary source of data was used to undertake the study. The information gathered through
questioners from sample chosen respondents. The main advantage with this type of data

collection is that:-
- Responses could be easily quantified and summarized.
- Data could be collected quickly, inexpensively and efficiently; and
- A'large number of participants could be reached in a short span of time.

Since the data is collected from Addis Ababa of different place, Questionnaires was
distributed via email and personally administered by hand the selected participants and the
researcher together with the support of other worker approached the respondents one by one

to get the questioner filled.

Given the limited time many efforts had been invested to increase number of participation
and response rate, the final data collected remained low. Out of 125 employees who were
surveyed, a total of 108 questioners were returned 7 of them or of the 108 returned
questioner were discarded because of incomplete information. There were 101 usable
responses in total, for an overall response rate of 80.8% which was considered to be
sufficient given the time and useable for analysis. According to miller (1991), a return rate
ranged from 30 percent to 50 percent is common in social science surveys and can be
accepted while Roth and BeVier (1998) stated that a return rate ranged from 50 percent to
80 percent is considered as good response rate. Total samples of 10 respondents was drawn
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and finally the data which was collected by the researcher processed and presented in

meaningful to draw reliable conclusion.

Table 3.3. Questioners Distributed

Questionnaires
distributed

Questionnaires
Returned

Questionnaires
Rejected

Questionnaires
Usable

Percent %

125

108

7

101

80.8%

Source: own survey 2019
3.5.2 Secondary Data

The secondary data source collected from different published and unpublished materials like
journals, articles, text book, and organization manuals reports and any other secondary
source which support the study area. With this study reports of data about the employees

and structure about districts was used as a secondary sources of the data.
3.6 Instrument Measurement

During the literature review many similar studies used quantitative research and all variables
can be measured by questioners. Questioners are preferred due to its ability to collect data
from the respondents with in a limited time frame. The questioners consist of four sections
including demography section. In each section, there are several questions concerning a
particular topic. Section one contains questions related to respondent’s demography and
department. Section two contains questions of organizational culture. The third section asks
questions related to employees training, the fourth is about employees commitment. Each
statement was coded since statically Package of Social Science (SPSS) was used in the
analysis. All survey items utilize five point Likert Responses scale ranging from -2 to +2
from strongly disagree to strongly agree The survey along with cover letter was send to

employees located in distance through email.
3.6.1 Measurement of organizational Culture

Although a number of typologies, categorizations and instruments for measuring
organizational culture exist, there is a little agreement on which ones are more appropriate

or superior to the other. The organizational culture assessment instrument (OCAI)
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developed by Cameron and Quinn, (2006) as defined by the competing values framework
was implemented in this study. The (OCAI) questionnaire was used to obtain an insight into
the organizational culture based on the organizational culture assessment instrument
(OCAI) which divided the organizational culture on to four types namely Clan, adhocracy,
market and hierarchy culture. The survey instrument requires the sample to respond to six
key dimensions. Cameron and Quinn, (2006) The (OCAI) dimensions range from dominant
characteristics, organizational leadership, management of employees, organization glue,
strategic emphasis and the criteria for success. Each of the six dimensions has four

alternatives answers which bring the total items of (OCAI) questioner to 24 Items.
3.6.2 Measurement of Training

The scale of training perception adopted comprised four components : Training Motivation,
access to training, benefits from training and support for training but with some
modifications to suit the context of this study: Ten items were employed for training
motivation scale from the study by Noe and Schmitt (1986); five items for access to
training from Barlett (2001); fourteen items in a multidimensional scale of benefits from
training the study by Noe and Wilk (1993) ; and a support for training scale was adopted
from the studies by Noe and Wilk (1993) and Bartlett (2001) which was also
multidimensional in terms of peer and management support. To avoid the occurrence of
common method variance, questions with high similarity are deleted. And a total of 20

questions five for each used.
3.6.3 Measurement of organizational commitment

This study uses the scale of Allen and Mayer (1990) and the scale is divided into three
major dimensions, the first dimension is “affective commitment”, which refers to employees
psychological and emotional identifications towards the organizations and how they transfer
their relationship with the organizations. The second dimension is “Continuance
commitment”, which refers to employee’s basic interest and their willingness to stay in the
organization. The third dimension is “Normative Commitment”, which refers to employee’s

firm belief that organizational loyalty is necessary value that needs to be strictly observed.
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To avoid the occurrence of common method variance, questions with high similarity are

deleted. And a total of 15 questions five for each used.

Table 3.4: Questioner Component

Number of items for | Number of Instrument
Construct each compenent guestions Source
Organizational 6 24
Culture (OC) Organizational culture
assessment instrument
(OCAI)
Employees 4 20 Noe and Wilk (1993) and
Training ( PT) Bartlett (2001)
Organizational 3 15 The scale of Allen and
Commitment (OC) Mayer(1990

Source. Litrature
3.7 Reliability and Validity of Measurement tool

There was a pilot study to be conducted to evaluate the measurement tool. The pilot test
ensured that the items in the questioner were stated clearly, were having the same meaning
to all the respondents, also gave the researcher an idea of approximately how long it would
take to complete the questioner. Chronbach s alpha analysis used to determine the validity of
this tools and for determining the reliability. Chronbach's alpha is a measure of internal
consistency that is how closely related a set of items are as group. In general, a reliability
coefficient of 0.70 or higher is considered “acceptable” in most social sciences. In additions

as one increases the number of items within a group, the Chronbach's alpha also increases.

Table 3.5 Reliability Test of Study Measures
Variable & Dimension Number of items Cronbach Alpha

Organizational Culture (OC) 6 .959
clan culture (CLC) 6 .658
Adhocracy culture (ADC) 6 .895
6
6

Market culture (MKC) 909
.900

Hierarchical culture (HIC)
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Employees Training( ET) 20 173
Organizational Commitment (OC) 15 674

Source. Own survey, computed in SPSS, 2019

Table 3.4 shows the Cronbach's alpha values of the three variables were .959 for
organizational culture, and .773 for mediator, implying high level of internal consistency to
ensure the reliability. However; .654 for organizational commitment is below 0.7 but still
acceptable according to Sekaran and Bougie (2016) as it is above 0.666. Thus the overall

reliability of the measurement is acceptable.
3.8 Data processing and Analysis

Once data is collected, it was necessary to process by coding, editing and cleaning. As this
study is quantitative in nature, SPSS (Statistical Package for the Social Science) version
20.0 was applied in this study because the study intends to investigate the relationship of
strength between independent and dependent variable. The study mainly used tables, bar
graphs and pie-charts in the analysis. Correlation analysis (Pearson Correlation Coefficient)
statically tools used to align with the objectives of the research, to test the relationship
between the variables. According to Sekaran and Bougie (2003) a simple regression analysis
is used when one independent variable is hypothesized to affect one dependent variable.
This is used to test the hypothesis (Hs). While for the others multiple regression analysis
was used. In order to analyze employees training as a mediator multiple regressions

Analysis was applied by Baron and Kenny (1986).
3.9 Ethical Considerations

To maintain the researcher ethics, the student researcher assure the security of respondents
through honest and secure and also not to reveal the name of respondents in the
questionnaire and in the reports of the findings. Thus, the data collected kept confidentially
and executively and used only for academic purpose. Generally the researcher attempt to
keep the autonomy, willingness and freedom of those respondents. And all the reference
material used for this research was acknowledge with proper citation.
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CHAPTER FOUR: DATA PRESENTATIONS ANALYSIS AND
INTERPRETATIONS

4.1. Introduction

This chapter presents the results & findings as obtained in this study. Both the descriptive
and inferential analysis performed for the investigation of the relationships. The result of
this study were analyzed by using the SPSS examined the strengths of relationship among
the variables (Correlation), Variation between independent and dependent variables
(regression), percentage of explanation of total variation of the dependent variable by the
independent variable (R?), how much affected the dependant variable when one unit of
independent variable increase (Beta) and significant level of results (p value) for
interpretation of studies hypothesis rejection and acceptation. Test for mediation of
organizational training, Barron and Kenny (1986) regression analysis was used. And finally

summery of hypotheses testing is presented.
4.3 Demographic profile of Respondents

There were 101 respondents sampled for this study and response rate was 80.8%. The
general information for this study is made up of age, gender, years of services in the
organization, level of education and Job title. There was a balance between female and male
respondents 45 percent and 55 percent respectively and 42.6 percent was in the age range of
32-43. The clear majority of the respondents 68.3 are from management positions (31.7
percent). And almost 68.3 percent are working as non-managerial level such as Experts,
Accountant, Attorney, IT supports, officers, Auditors, Administrative assistants and sales
persons. About 49.5 percent of the respondents are educated with minimum of first degree.
Those Lastly, about 68.3 percent of the respondent have been engaged with the current
employer for more than 5 years while 3 to 5 years ( 18.8 percent) and (9.9) percent less than
2 years. Those who pass for long period in the organizations have good exposure to norms
of the organization which helps us to give enough information about employees training,

organizational culture and commitment.
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Fig 4.1 Gender of Respondents

Gender

Table 4.1 Demographic Characteristics of Respondents (N=101) M=56, F=45

Contents Frequency Percentages
AGE
18-31 22 21.8
32-43 43 42.6
44-55 24 23.8
Above 56 11 10.9
Marital Status
Single 34 33.7
Married 61 60.4
Divorced 4 4
Widow 2 2
Educational level
Below 12 9 8.9
TVT 14 13.9
Diploma 19 18.8
First degree 50 49.5
Second degree 8 7.9
Job title
Managers 32 31.7
Experts 16 15.8
sales person 18 17.8
Others 34 33.7
Experience in the company
1 -2 years 10 9.9
3-5 years 19 18.8
Above 5 years 69 68.3

Source. survey data 2019

4.4 Mean and Standard Deviation

Descriptive statistics included percentages, measures of central tendency such as mean and
standard deviation related to perception of respondents of HTSC about organization culture,

training and employees commitment in their share company.
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Table 4.2 Descriptive statics

Std.
N Mean Deviation Skewness Kurtosis

Variable & Std. Std. Std.

Dimension Statistic [Statistic Error Statistic | Statistic| Error | Statistic Error
CULTUREORGN 101(61.1980| 1.91766| 19.27227 .068 .240 -.341 476
Clannculture 101 |14.7624 41319 4.15247 .323 .240 -.186 476
Adhocracyculture 101 | 14.0792 .51927 5.21859 .266 .240 -.066 476
MarktCulture 101 15.6931 .57622 5.79093 .252 .240 -.201 476
Heirachycult 101|16.6634 .52469 5.27310 -.181 .240 -473 476
TRAINIGORGNNN 101 (66.4356| 1.20547 12.11480 -.871 .240 3.202 A76
COMMUNTORGN 101 | 46.9703 77376 7.77619 461 .240 145 476
Valid N (listwise) 101

Researcher survey data output (2019)

Table 4.2 shows mean score of respondents on organizational culture was 61.19, standard
deviation in the score was 19.27, mean score of employees training scale was 66.43,
standard deviation was 12.11 and mean of organizational commitment was 46.97, standard
deviation was 7.77. Therefore as can be seen from the table the dominant culture of HTSC
was hierarchy culture. This implies the majority of respondents agree that the company
emphasize more on rules and policy in order to accomplish its purpose. The mean value of
employees training is greater when compared from organizational culture and employee’s
commitment. This implies majority of the employees agreed as the company gives and

support employees training.

According to Brown (2016) if skewness shows between -1 and -0.5 or between 0.5 and 1the
distribution is moderately skewed. According to the above table 4.2 result we can conclude
that the variables are moderately skewed. While if the skewness is less than 3 its tails are
shorter and thinner, Baron(2016). According to the above table 4.2 the kurtosis is less than

3 it implies as its tails are shorter and thinner as compared to normal distributions.
4.5 Correlation Analysis

The purpose of doing correlations was to allow the study to make a prediction on how a
variable deviates from the normal. Correlation analysis is basically concerned with assessing

relationship among variables based on the premise that if a statically significant relationship
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exists between two variables, then it is possible to predict one variable based on the
information available on another variable (Mugenda, 2008). In this section, Karl Pearson
coefficient of correlation analysis was used to determine the relationship among the study
variable. Pearson r is a measure of the degree of association between two variables which
are both measured in either the interval or ratio scale. Its values ranges from -1.0 to + 1.0,
with bigger absolute value indicate strong relationship; the sign denotes the directions of

associations.

Table 4.3: Correlations between dimensions of variables

1 2 _ 3 _ 4 _ 5 _ 6 _ 7 _
CULTURE Pearson Correlation 921 .950 .952 .944 573 .538
ORGN Sig. (2-tailed) .000 .000 .000 .000| .000 .000
N 101 101 101 101 101 101
Clan Pearson Correlation 1 .834" .816 .856 533 4617
Culture Sig. (2-tailed) .000 .000 .000| .000 .000
N 101 101 101 101 101
Adhocracy Pearson Correlation 1 8917 | .846 | 574" .586"
Culture Sig. (2-tailed) .000 .000 .000 .000
N 101 101 101 101
Market Pearson Correlation 1 .856 | .536 .549™
Culture Sig. (2-tailed) .000 .000 .000
N 101 101 101
Hierarchical |Pearson Correlation 1| 5227 4207
cult Sig. (2-tailed) .000 .000
N 101 101
EMPLOYEE |Pearson Correlation 1 478"
TRAINING  [Sig. (2-tailed) .000
N 101
ORGN Pearson Correlation 1
COMMITNT | Sig. (2-tailed)
N
**_ Correlation is significant at the 0.01 level (2-tailed).

Based on the result of the above Table 4.3. The correlation between organization culture
and employees training of 0.573 and is significant at .01 level implies that organization
culture helps to explain about 57 percent the variance in respondents score on employees
training. A significant relationship was identified between organizational culture and

employees commitment with a correlation of .538 and is significant at .01 level implies that
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organizational culture helps to explain about 53 percent the variance in respondents score
on employees commitment. And Correlation between training and organizational
commitment was also positive .478 and moderate at 0.01 levels implies that organization
training helps to explain about 47 percent the variance in respondents score on organization

commitment.

The correlation between components of organizational culture and employee’s commitment
was moderate positive correlation with adhocracy culture r= .586 (p-value= 0.000). The
lowest correlation between them found with hierarchical culture r= .420 (p-value= 0.000).
Besides that the correlation relation between components of organizational culture and
employees training positive and moderate correlation with adhocracy culture. r=.574(p-
value= 0.000). The lowest correlation between them found with hierarchy culture r=.522 (p-
value= 0.000™ All the above result was consistent with Hla, Hlb, Hlc, H1d, H2a, H2b,
H2c, H2d and H3. Barron and Kenny (1986) described that there must be significant
relationship between independent and dependant variable. Therefore the correlations
between the components of organizational culture with the outcome (Employees
commitment and the mediator (employees training.) is positive correlation coefficient.
Therefore from the result of the above table all components of clan culture, adhocracy

culture, market culture and hierarchical culture are suitable to include for further analysis.
4.6 Preliminary test for the Regression

Before regression analysis first we need to check the assumptions of normality,
linearity, homoscedasticity and absence of multicollinearity. For this study each

assumption defined and presented.
4.6.1 Normality

In order to make valid references from the regression, the residuals of regression
should follow a normal distribution. If we examine a normal predicted probability
(P-P) plot, we can determine if the residuals are normally distributed. The residuals
are simply the error terms, or the difference between the observed value of the

dependent variable and the predicted value.
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Fig 4.2 Frequency Distribution of Standardize Residual
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As shown on the Fig 4.2 above the residual is normally distributed and the assumption was

satisfied for the dependent variable. If the data are normally distributed then the data points

was close to the diagonal line. Thus no violations of the assumptions. The p-p plot of the

above dependent variables of employees commitment ane employees training result shows

the normal distribution of the residuals around its mean of Zero.
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4.6.2 Linearity

Linearity tastes aims to determine the relationship between the independent variables and
the dependent variable linear or not. Multiple regressions assume a linear relationship
between the independent and dependent variable. Linearity means that the predictor

variables in the regression have a straight line relationship with the outcome variable.

Fig 4.3 Testing linearity.
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The Fig 4.3 above shows the relationship between the response or outcome variable and

predictor is around zero suggesting that the relationships between these variables are linear.
4.6.3 Homoscedasticity

Homescedasticity refers to whether the residuals are equally distributed, or whether they
tend to bunch together at some values, and at other values, spread far apart. There are points
equally distributed above and below the x-axis and to the left and right of zero on the y-axis.

The data is homescedasticity if it looks a shotgun blast rather than a cone or fan shape.

As the Fig 4.4 below the spread of residuals randomly distributed shows equality of
variances or homogeneity of variances. Which indicates it is constant across the linear

model. These shows no violation of homoscedasticity
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Fig 4.4: Scatter plot of standardize residual.
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4.6.4 Multicolliniarity

Multicollinearity occurs when you have two or more independent variables that are highly
correlated with each other. Similarities between the independent variables will result in a
very strong correlation. If the VIF values lies between 1- 10 then there is no multi
collinearity. Good regression model should not happen correlation between the independent
variables or not happen multicollinearity.If VIF > 10 and < 1 there is multicollinearity.
Moreover, according to Kennedy (2008) suggests that any correlation coefficient above 0.7
could cause a serious multicollinearity problem leaded to inefficient estimation and less
reliable results. Therefore from table 4.5 the VIF values is between 1-10 there fore there is
no multicollinearity. The tolerance value also greater than .01 which indicates no multi

collinearity between variables.
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Table 4.4 Collinearity Diagnosis

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta T Sig. Tolerance VIF
1 (Constant) 27.624 3.480 7.939 .000
CULTURORGN 142 .038 .373 3.713 .000 .699 1.431
TRAINGORGN 154 .061 .255 2.534 .013 .699 1.431

a. Dependent Variable: COMMUNTORGN

Source, Own survey 2019

4.7 Analysis of Variance (ANOVA)
Table 4.5 shown below the overall multiple linear regression model is significant F

statics shows a value p = .000, which is less than p< 0.05 this indicates that the

model able to fit the data.

Table 4.5 Summery of ANOVA analysis

Model Sum of Squares Df Mean Square F Sig.

1 Regression 2304.954 4 576.238 14.783 .000°
Residual 3741.957 96 38.979
Total 6046.911 100

a. Dependent Variable: COMMUNTORGN

b. Predictors: (Constant), heirarchicult , AdhocracCult , ClanCulture , MarketCulture

Model Sum of Squares df Mean Square Sig.

1 Regression 2506.243 5 501.249 13.449 .000°
Residual 3540.668 95 37.270
Total 6046.911 100

a. Dependent Variable: TRAINORGN

b. Predictors: (Constant), heirarchicult, AdhocracCult, ClanCulture, MarketCulture

Model Sum of Squares df Mean Square Sig.

1 Regression 1382.368 1 1382.368 29.339 .000"
Residual 4664.543 99 47.117
Total 6046.911 100

a. Dependent Variable: COMMUNTORGN

b. Predictors: (Constant), TRAINGORGN

Model Sum of Squares df Mean Square Sig.

1 Regression 2506.243 5 501.249 13.449 .000°
Residual 3540.668 95 37.270
Total 6046.911 100

a. Dependent Variable: COMMUNTORGN

b. Predictors: (Constant), TRAINGORGN, Adhocracy Cult, Clan Culture, heirarch icult, MarketCulture
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4.8 Regression Analysis and Hypothesis Testing

The regression analysis was conducted to understand by how much each independent
variable explains the dependent variable. The hypothesis of the study were tested based on
the work of Baron and Kenny (1986); Lacobucci, et, al.,(2007); Lacobucci (2012) there are
four steps to test the mediating effect. According to this model simple multiple regression
analysis was used to test the relationship between employees training and employee’s

commitment. Mean while multiple regression analysis was used to test the remaining..
4.8.1 Control Variables

Control variables in this study include gender, age and work experience. Gender was
assessed O(male) and 1 (female). Age 18-31(1), 32-43(2), 44-55(3), above 56(4). Work
experience less than 1 year (1), 1-2years (2),3-5 years(3), above 5 years(4).All of them are

not significant (p> 0.05) to influence the result.

Table 4.6: Demographic variable coefficient

Model Unstandardized | Standardized 95.0% Confidence | Collinearity Statistics
Coefficients Coefficients t Sig. Interval for B
Std. Lower Upper
B Beta Tolerance VIF
Error Bound Bound
1 (Constant) | 38.674( 4.230 9.143| .000| 30.279| 47.068
Age 1511 .899 .17911.680| .096 -.274 3.296 .832| 1.202
work
] 9241 1.220 .079| 757 .451| -1.498 3.346 .868| 1.151
experience
Gender 3.529| 1.574 .227(2.242| .087 .405 6.653 .924| 1.082

a. Dependent Variable: COMMUNTORGN
4.8.2 Organizational Culture and Employees Commitment

From table 4.7 below the multiple regression analysis considering aggregate measure of
employees commitment and different dimensions of organizational culture. As shown in
the table below, R? value for the regression Model 1 was 0.414. This indicates that 41%
variation in employee’s commitment is explained by a one unit change in organizational
culture (i.e. clan culture, adhocracy culture, market culture and hierarchical culture). The

remaining 59% of change is explained by factors that aren’t explained in the model.
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Y=a1+a1X1+a2X2+a3X3+a4X4+8m ..................... Model 1

Where Y= Employees commitment, X; = Clan Culture, X2=adhocracy culture, X3= market
culture and X4= hierarchical culture. o ; = intercept. a; a , a 3ang @ 4 = coefficients. € ,, = error

term.

Table 4.7: Regression Analyses between components of organization Culture and
Employees Commitment

Model Summary

Std. Error Change Statistics

Adjusted R of the R Square F Sig. F
Model R R Square Square EsOimate Change | Change dfl df2 Change

1 .644° 414 .384 6.10493 414 13.449 5 95 .000

Coefficients®
Standardized
Unstandardized Coefficients Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. | Tolerance VIF
(Constant) 36.347 2.349 15.471 | .000

Clan culture .051 .318 .027 .160 .873 .223 4.482
Adhocracy culture 919 .294 .616 3.129 .002 .166 6.022
Markt Culture 425 .264 316 1.611 .110 167 5.974
Heirachy cult -.583 274 -.396 -2.129 .036 .187 5.356

a. Dependent Variable: COMMUNTORGN

b. a. Predictors: (Constant), Heirachy cult, Adhocracy culture, Clan culture, Markt Culture

By looking the regression coefficient, adhocracy culture is the most contributing
organizational culture in the prediction of employee’s commitment (0.913. p < 0.05) which
support Hypothesis (H1b) which stated that there is positive relationship between adhocracy
culture and employee’s commitment. On the other hand hierarchical culture has negative
regression coefficient (-.583, p < 0.05). The regression model implied in this study was
found statically positive significant to adhocracy (P-value < 0.05). Thus this study result
does not support Hypothesis Hla, H1c and H1ld. Therefore, adhocracy culture is the most
contributing organizational culture in the prediction of employee’s commitment. It is

consistent with the previous study of Saeed and Hassen (2000), who found that there was a
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strong relationship between corporate culture and commitment to the organization. And it is
consistent with innovative and supportive culture seems to have a more impactful role in
creating or encouraging organization commitment among employees (Lok & Crawford,
2003; Messner, 2013).

4.8.3 Organizational Culture and Employees Training

From table 4.8 below the regression analysis presents how much of the variance in
employee training is explained by the selected organizational culture (clan culture,
adhocracy culture, market culture and hierarchy culture).As shown in the table below, R’
34.0 This meant that 34 % of variation in employees training is explained by a one unit

change in organizational culture.
M=(12+b1X1+b2X2+b3X3+b4X4+£m ............. Model 2

Where M= employees training, X; = Clan Culture, X2=adhocracy culture, X3= market culture

and X4= hierarchical culture. a ; = intercept. b ; b , b 3.0 b 4 = coefficients. &€ , = error term

Table 4.8: Regression Analysis between Organization Culture and Training

Adjusted Change Statistics
R Std. Error of
Model R R i R Square F Sig. F
Square the Estimate
Square Change | Change| dfl df2 Change
1 .583% .340 312 10.04810 .340| 12.342 4 96 .000

a. Predictors: (Constant), Heirachy cult, Adhocracy culture, Clan culture, Markt Culture

Coefficients®

Model Unstandardized Standardized t Sig. | Collinearity Statistics
Coefficients Coefficients
B Std. Error Beta Tolerance VIF
1 (Constant) 44.739 3.781 11.832 | .000
Clannculture 454 512 .156 .887| .377 .223 4.482
Adhocracyculture .905 AT2 .390 1.915|.048 .166 6.022
MarktCulture .056 424 .027 131 .896 .167 5.974
Heirachycult .083 441 .036 .188] .852 .187 5.356

Q

. . Dependent Variable: TRAINIGORGNNN

By looking the regression coefficient, adhocracy culture is the most contributing

organizational culture in the prediction of employee’s training (.905, p < 0.05), which to
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accept H2b. Moreover, regression coefficient of clan culture (.454, p > 0.05), market culture
(.056, p > 0.05) and hierarchical culture (.083, p > 0.05) shows positive but insignificant
relationships. Which rejects H2a, H2c and H2d. From the result of regression analysis it
could be concluded that the relationship between organization culture and employees
training is statically insignificant with all components of organizational culture except with
adhocracy culture. It is consistent with previous study of the direct relationship of
organizational culture and employees training. (Burke & Baldwin, 1999) The organizational
culture, by creating a supporting context for training, plays a crucial role in the process of
knowledge and skill acquisition and their on the job applications. Furthermore research
suggests that organization transfer climate is a tool which enhances the positive transfer of

training in the work environment (Janice Z. Rouiller, 1993).
4.8.4 Employees training and employees commitment

From table 4.9 below the regression analysis presents how much of the variance in
employee commitment is explained by the selected employee’s training. As shown in the
table below, 22 % variation in employee’s commitment is explained by a one unit change in
employees training. The remaining 78% of change is explained by factors that aren’t
explained in the model. This shows significant relationship between these two variables in
Model 3. The p value (.000) can be concluding that employees training can predict

employees commitment significantly.
Y=03+eM+ &yerrnnnnnnnn. Model 4

Where: Y= Employees commitment, M= Employee Training, o= intercept of employee

commitment, e= coefficient, &,= the random error.
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Table 4.9 Regression Analysis between Organization training and employees

commitment
Model Summary
Std. Error Change Statistics
R Adjusted R of the R Square F Sig. F
Model R Square Square Estimate Change Change dfl df2 Change
1 478% .229 221 6.86415 .229| 29.339 1 99 .000
a. Predictors: (Constant), TRAINIGORGNNN
Coefficients®
Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta t Sig. Tolerance| VIF
1 (Constant) 26.581 3.826 6.948 .000
TRAINIGORGNNN .307 .057 478 5.417 .000 1.000 1.000

a. Dependent Variable: COMMUNTORGN

From the result of regression coefficient (.307, p < 0.05) regression analysis it could be
concluded that the relationship between employee’s commitment and employees training is
statically significant and positive relationship. Ahmed and Bakar (2003) discovered that
training plays a vital role in improving organizational commitment. Geethu & Siby(2014) a
properly trained team of employees greatly takes pride in the achievement of the
organization; believes and commits toward achieving set of organizational goals; and with
motivation commit to the values upheld within the organization and for this reason, manifest

higher level of commitment.
4.8.5 Test for mediation of Employees Training

The mediation effect is mostly analyzed using Baron and Kennys (1986) approach. Barron
and Kenny (1986) explained if the beta value of independent variable decreases in the
presence of mediation variable, it means there would be full significant mediation effect of
mediator variable between independent variable and dependent variable. Kenny and Barron
(1986) stated when three conditions are fulfilled then it is supported the full or partially

mediation. Before looking at mediation effects, three conditions need to be met:
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a) The predictor- the independent variable (the types of organizational culture) and the
outcome — the dependent variable (Organizational commitment) should be

significantly related in model 1.

b) The predictor (the type of organizational culture) should be related to the mediator (

(employees training) in model 2.

c) There should be an association between the mediator (employees training) and the
outcome (organizational commitment) in model 4. Further the relation between the
dependent and the independent should be reduced after controlling the relationship

between the mediator and the dependent variables in model 3..
Y = a4+ € 1X1t+ C 2Xot € 3Xzt+ €4 Xa+ dM + g,............. Model 3

Where Y= Employees commitment, X; = Clan Culture, X2=adhocracy culture, X3= market culture

and X4= hierarchical culture. a 4 = intercept. € 1 C,, Czanq C 4 = coefficients. &, = random error

Table 4.10: Multiple Regression Analysis between Variables of the Study

Model Summary

Std. Error Change Statistics
R Adjusted R of the R Square F Sig. F
Model R Square Square Estimate Change Change dfl df2 Change
1 .644° 414 .384 6.10493 4141 13.449 5 95 .000

a. Predictors: (Constant), TRAINIGORGNNN, Heirachycult, Adhocracyculture, Clannculture, MarktCulture

Coefficients?®

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta t Sig. Tolerance| VIF
1 (Constant) 29.900 3.602 8.301 .000
Clannculture -.015 313 -.008 -.047 .963 221 4.519
Adhocracyculture .788 .293 .529 2.695 .008 .160 6.252
MarktCulture 416 .258 310 1.616 .109 167 5.975
Heirachycult -.595 .268 -404 | -2.221 .029 .187 5.358
TRAINIGORGNNN .144 .062 .225 2.324 .022 .660 1.514

a. Dependent Variable: COMMUNTORGN
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The results shown in table 4.10 shows the mediation analysis of three variables revealed that
the R® of 0.38 means that data used in the sample accounts for about 41% of the relationship

between organizational cultures, training and organizational commitment in the population.

According to the above result of the regression Model 1 and 2 shows that only adhocracy
culture has positive and significant relationship with employee’s commitment and employee
trainings. Therefore, the first and the second condition fulfilled for adhocracy culture. And
the regression result in model 4 in table 4.9 shows that the employees training (mediator
variable) is positively and significantly (.307, p < 0.05) related with the dependent variable
(employee’s commitment) which supports Hypothesis H3. The third required condition for
testing the mediating is fulfilled. The fourth condition states that the relationship between
the dependent and the independent variable should be reduced after controlling the
relationship between the mediator and the dependent value. The mediation result shows the
effect of adhocracy culture to predict employee’s commitment is less strong in model 3
(c2=.788) than in model 1 (a; = .919). This shows employees training is a partial predictor in
estimating the relationship between adhocracy culture and employees commitment.
Hypothesis H4b proposes that the relationship between adhocracy culture and employees

commitment is partially mediated by employees training. The study result does support H4b.

However, on the remaining three facets of culture, Hypothesis H4a, H4c and Hyq proposes
that the relationship between clan culture, market culture and hierarchical culture
respectively and employees commitment is mediated by employees training. The regression
result of Model 1 and 2 showed that clan culture market culture and hierarchical have no
positive and significant relationship with employee’s commitment and employee’s trainings.
Therefore, unless the first and second requirement for mediation test fulfilled employees
training cannot mediate the relationship between clan culture and employees commitment.

The study result doesn’t support H4a, H4c and H4d.

Addis Ababa University Page 54



The mediating effect of employee training in the relationship between organizational culture and employees commitment.

Table 4.11 Summery of tested Hypothesis

Developed Hypothesis Test Result

Hla | The relationship between clan culture and employees Rejected
commitment is positive.

H1lb | The relationship between adhocracy culture and employees | Accepted
commitment is positive.

Hlc | The relationship between market culture and employees Rejected
commitment is positive.

H1d | The relationship between hierarchical culture and employee’s Rejected
commitment is positive.

H2a | Organization dominated by Clan culture are positively related Rejected
with employees training

H2b | Organization dominated by adhocracy culture is positively | Accepted
related with employees training.

H2c | Organization dominated by market culture is positively related Rejected
with employees training.

H2d | Organization dominated by hierarchical culture is positively Rejected
related with employees training.

H3 There is a positive relationship between employees training and |  Accepted
organizational commitment

H4a | Employees training mediates the relationship between Rejected
organization with clan culture and employees commitment

H4b | Employees training mediates the relationship between | Accepted
organization with adhocracy culture and employees commitment

H4c | Employees training mediates the relationship between Rejected
organization with market culture and employees commitment

H4d | Employees training mediates the relationship between Rejected
organization with hierarchal culture and employees commitment
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4.9Finding and Discussions
The overall objectives of this study were to investigate the role of employees training in the

relationship between four components of organizational culture (clan, adhocracy, market
and hierarchy culture) with employee’s commitment . According to Baron and Kenny
(1986), we use regression analysis to test the existence of mediation effect of employees

training. The major findings and discussion of the data analysis are as follows.

» A majority of the respondents are from management position which is 31.7 percent
of the total respondents and the rest 67.3 percent are non-managerial group. Those
who have long service above 5 years in the company 68.3 percent. This was helping
us to get enough information about organizational culture, employees training and

employee’s commitment of HTSC.

» The mean score for the measures of employees training was relatively high (66.43)
followed by organization culture (61.19) and organization commitment (46.97).
This indicates that the majority of respondents have good agreement on the three
measures. The contribution of training to organization commitment is high so the
organization should continue to make improvement in training to ensure

commitment in the organization.

» According to the descriptive statistics it is found that among four component of
organizational culture contribution of hierarchy culture to the organization is high.
This implies HTSC is more rules oriented with laws and regulations. The most
organizational culture turns at different cultures, as they progress from the start in a
clan culture, they then move to adhocracy culture, then to market culture and finally
to the hierarchy culture after they have been established for some time
(shurbagi,2014b). HTSC established by 2011, which means that they fit the
hierarchy culture at this point.

» The correlation coefficient between constructs was within a range of .921 and .420
which implies that there is a significant and positive correlation among
organizational culture, employees training and employee’s commitment. And our

result shows that organization culture was most correlated with employees training.
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The result of the correlation between the variables indicates that that highest
correlation between adhocracy culture and employees commitment. r=.586 (p-value=
0.000). Moreover, the highest correlation between components of culture and
training was found between adhocracy culture and employees training r=.574 (p-
value= 0.000). This indicates that adhocracy culture environment is conducive for
both employee’s commitment and employees training in HTSC. Probability of
access to organizational training opportunities or activities is an important factor in a
strong corporate culture and was found to be positively related to organization
commitment (Bartlett, 2001; Boon % Arumugam, 2006; Lam & Zhang, 2003).

> Regression result of organizational culture on employee’s commitment shown, 41%
of the variation in employee’s commitment is explained by organizational culture
and only adhocracy culture is shown to have significant regression coefficient. By
adhocracy culture a company become a leading edge of new product and services
which provided by a dynamic and flexible working environment where employees
are encourage to take risks and leaders acts as a mentor (Cameron & Quinn, 2011).
Therefore the more the company focuses on adhocracy culture the more employees
are committed to the organization. The result consistent with empirical studies which
supported the negative association between organizational commitment and
organizational culture whether negatively (with cultures characterized by
bureaucracy and control, such as hierarchy and market) or positively (with cultures
characterized by support and innovation, such as clan and adhocracy) (Goodman et
al., 2001; Lok & Crawford,2001, 2004).

» The findings of the study is that there is no significant relationship between the four
components of organizational culture and the aggregate employees training except
with adhocracy culture. Regression result of organizational culture on employee’s
training shown, 34% of the variation in employee’s training is explained by
organizational culture and only adhocracy culture is shown to have significant
coefficient. Which implies the adhocracy culture which emphasize on flexibility and
innovations can predict employee’s training in HTSC. It is consistent with the result
of the organizational culture, by creating a supporting context for training, plays a
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crucial role in the process of knowledge and skill acquisition and their on the job
application ( Burke & Baldwin, 1999).

» The result of the study suggested positive and significant relation between
employees training and organizational commitment. The contribution of training to
employees’ commitment is high so the organization should continue to make more
investment in training to ensure commitment in the organization. When employees
get more access and support for training their organizational commitment will
increase. Firms with higher level of perceived fair access to organizational training
program will be more likely to increase the number of committed employees in their
organization (Barlett & king, 2004). When employees perceived that the
organization is willing to invest in them and cares about them through training their
commitment will increase. Similarly when employees perceive support from their
organization, they feel obliged to their organizations. The organization need to
develop more access and support to training to help employees work with more
commitment. It is the support of previous study of Bartlett (2001) that perceived
access to training, social impact of training, motivation to learn, and perceived
benefits of training are positively related with organizational commitment.

» Further the Barron and Kenny (1986) analysis using a three step approach confirmed
that there is partial mediation effect of employees training between one components
of organizational culture which is between adhocracy culture and employees
commitment. Barron and Kenny (1986) explained if the regression coefficient of
independent variable decreases in the presence of mediation variable. It means there
would be partial mediation effect of mediator variable between independent variable
and dependent variable. This implies that there is partial indirect relationship
between adhocracy culture and employee’s commitment. From our analysis we can
learn that organizations with different culture have different results on employee’s
commitment and employees training. Based on Barron and Kenny (1986),
Organizational culture can have a positive impact on organizational commitment
with the mediation of employees training. This implied for leaders they can
understand the culture of the organization before offering employees training to

acquire high employee’s commitment.
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CHAPTER FIVE
CONCLUSIONS, RECOMMENDATIONS AND LIMITATIONS

5.1 Conclusion

The purpose of this study is to examine the effects of organizational culture particularly
clan, adhocracy, market and hierarchy culture on organizational commitments in HTSC.
Further we also explore the possibilities of the employees training in mediating each of the
above relationships. To study we assessed factors that influence the growth of HTSC by
including the challenge of competency to move with the technology change of the telecom
sector. This study used a sample of 125 employees and collected data using questioners but
only 101 questioners were fully responded. The questioner used were assessed its reliability
in the context of HTSC. Therefore chronbach's alpha was used by which all the variables are

consistent and reliable.

We find the relationship among organizational culture, employees training and employee’s
commitment is moderate and positive. The data analysis revealed that the respondents
greatly agreed on the existence of hierarchical culture in HTSC. The results indicate that the
respondents hold similar values, attitudes, and beliefs on hierarchical culture. This shows
the company culture that values steadiness and control, and in addition focuses more on
internal environment rather than external issues. Among organizational culture indicators,
adhocracy culture has significant coefficient on employees training and employee’s
commitment. Its implication is that providing of new products and services is crucial to
HTSC and such environment is conducive to bring effective employees training and
commitment. Risk taking and entrepreneurial working environment leads to high

commitment in HTSC

Moreover, the mediator employee training has a positive significant direct effect on
employee’s commitment. Besides out of four components of organizational culture
adhocracy culture have positive and significant effect on employees training. This implies
the more the strengthen made on adhocracy culture helps to bring more effectiveness of

employees training will bring.
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The findings of the meditational analysis shows among all four types of organizational
culture adhocracy culture has a meditational influence to the organizational commitment
suggesting it does affect organizational commitment directly and indirectly through
employees training. Hence, to know the predictors of organizational commitment directly

and indirectly for a particular business firm is an important point to a researcher.
5.2 Recommendation

Any organization to bring profits different kinds of measures should be taken on employees. Share
companies used employee’s commitment depending on factors that determine uses and
benefits of committed manpower. The decision to create committed organization is a priority for
leaders of HTSC, Managers of HTSC need to realize the impact of all the variables of human
resources in order to bring organizational commitments so as to increase the quality of the services

and products.

The findings of this study imply organizational culture is an important area to be studied in since it
can help to differentiate which culture types can influence the company employees training and
employee’s commitment. Intern, Share companies in Ethiopia, that are seeking strategies to help to
improve organizational commitment in their work force, should address these cultural and training
factors. Therefore, there can be a number of recommendations for HTSC board directors, share

holders and managers.

» Majority of the respondents agree that company works by formal procedures. Therefore the
management should contribute to creating security of employees and stability in relationship.

The company needs to focus more on efficiency, rules and accountability.

» Success of the organization comes if HTSC works more strengthening adhocracy culture by
which employees are encouraged to have unique and new product. The management
style can follow risk taker and freedom of decision making. HTSC needs to focus on
innovations, new products and services with a dynamic and flexible working environment to
bring commitment on employees. So that new challenges that comes on telecom companies can
be handle beforehand. This kind of culture is the characteristics of Telecom Company
which works in not only on competitive environment but also in dynamic environment

which needs entrepreneurial place.
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> Qualities of human resource management determine the output of business
organizations. Since to boost the company revenue is the primary objectives of the
share holders, to bringing quality services and high performances is also a primary goal
of any company cultures in organizations should be assessed and the managers should
become aware of what is needed to obtain positive results from employees in order to

improve commitment

» HTSC is the characteristics of Telecom Company which works in not only on
competitive environment but also in dynamic environment which needs training to
bring competitiveness. Therefore, if HTSC, as a growing company can focus more on
employees training, the employees will be more emotionally attached and committed to

the organization.

» On the other hand the three dimensions of organization culture ( clan culture, market
culture and hierarchy culture ) have no relation with training by this stdy. So in HTSC
to select and to keep the type of adhocracy culture that has influence on employees
training is advisable which indirectly will helps to increase employees commitment and

give less focus that does not contribute to employee’s training.

» To minimize the family and supportive environment and more focus on result to bring
employees commitment. The characteristics of supportive environment, impersonality,
separate ownership, beaurocracy should discourage in HTSC to bring employees
commitment. This study suggests a message that Telecom companies like HTSC as it is

business organization will benefit if adopting specific culture.

Last, positive culture with talented and skilled employees will enhance the organization
commitment. Therefore Leaders in business companies can focus towards adhocracy types
of organization culture hence which will bring positive employees training leads to increase
employee’s commitment. Then employees will have more desire to remain in the
organization, stronger emotional attachment, greater identification with the organization and
more involvement in all aspects of their job. Therefore, first understand the the type of
organization culture and upgrading the skill of employees and behavior is a priority for
HTSC.
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5.3 Limitations of the Study

>

The study focused employees training and employee’s commitment as a whole
and not on a specific component. The results can be different on specific
components

Most of the respondents were generally from Head office and three districts
which are found in Addis Ababa. This don not include the other area districts
working culture factor might have been slightly different. Therefore, future
research needs to be carried out empirically to investigate further on other
districts of HTSC.

More ever the sample size is relatively small and focuses only on permanent
employees. Hence it cannot generalize to other all employees. Therefore, more
samples from contract employee’s should be taken to generalize the result.

This research is done on single organization which makes it indicative but not
inclusive. Thus future studies should be done in broader and wider scope to
includes other similar telecom business and increase conclusiveness of the
findings.

The mediation analysis done with three steps Barrons and Kenny (1986) analysis
which with its limitations, so further validation needs by other method of
analysis.

The study focus only on four components of corporate culture which is related
with of innovativeness, risk taking, supportive and stability. But it should be
noted that the result can be different with other components like communication,
teamwork and rewards.

Furthermore the mediation effect of this relationship studied by one variable of
human resource, which is employees training, other variable of HR can be
incorporate for further study. Besides its limitations the results helps to
understanding of organizational culture, training, and organizational

commitments.
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5.4 Directions For Further Research

» There are so many researches done on organizational commitment. Their result
strong support for the relevancy of major factors of organizational commitments
by testing the significance of training and organizational culture for each. Future
research may able to determine meditational relationship with different
variables. Future research can be done on using multiple mediators by

understanding of organization behavior of the area.

» Barrons and Kenny (1986) analysis used to test the mediation analysis. But the
results need to be validated by others method like path analysis methods and

Structural Equation modeling(SEM).

» Most of the employees are share holder of the company. In order to fully
understand it is necessary to differentiate for future study the influence of the
predictors of employees commitment on the employees and the share holders
differently.

» Furthermore this study is the first to telecom service business companies in the
country, studies made on other telecom service companies even on
Ethiotelecom it self helps to get a better understanding and comparable result of

the relationship of the constructs.
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ANNEX 1

Appendices
ADDIS ABABA UNIVERSITY

SCHOOL OF BUSINESS AND ECONOMICS
DEPARTEMENT OF MANAGEMENT
Dear Sir/Madam,

You are invited to participate in a research thesis entitled “THE MEDIATING ROLE OF
EMPLOYEE TRAINING IN THE RELATIONSHIP BETWEEN
ORGANIZATIONAL CULTURE AND EMPLOYEE COMMITMENT: The Case of
Hidassie Telecom S.C”. This thesis will be conducted as part of partial fulfillment and the
requirement for Master Arts Degree in Total Quality Management and will be submitted in
the department of Management, School of Business and Economics and Addis Ababa
University.  All information provided will be strictly confidential and will be used for the
purpose of this study. Thus, your anonymity is guaranteed. Questions regarding the survey
can be directed to the researcher: Eyerusalem Ajibew ( +251911610291 or

gverus aj@yahoo.com)

Many thanks in advance for your cooperation
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Part I: Demographic Information:

We would like to know just a little about you so we can see how different types of people

feel about the issues we have been examining:

1. Gender: Male |:|

2. Age: 18- 31 years

44-49 years | |

Female

32-43years [ |
50-55 years [ |

Over 56 years [ ]
3. Marital status: Single Married

4. Your years of experience: <1 years

>5 years ]

5. Job Title:  Manager [ ]
Other
6. Education Level: <Grade 12

First degree

[ ]

Divorced |:| Widowed. |:|

1 -2 years 3-5years [ |

Sales Officer Expert |:|

TVET[ ] Diploma [ ]

Master Degree |:| -
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Part 2: Organizational Culture:

In this section you are asked to assess six key dimensions of your Company’s culture. You
will be providing a picture of how your company operates and the values that characterize it.
No right or wrong answers exist for these questions, just as there is no right or wrong
culture. Every company will most likely produce a different set of responses. Therefore, be
as accurate as you can in responding to the questions. Please circle a number from 1 to 5

using the scale below:

1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree

2.1 | Dominant Characteristics

1 The company is a very personal place. It is like an extended family. 11213
People seem to share a lot of them.

2 The company is a very dynamic entrepreneurial place. People are |1 |2 |3
willing to stick their necks out and take risks.

3 The company is very results oriented. A major concern is with getting |1 |2 |3
the job done. People are very competitive and achievement oriented

4 The company is a very controlled and structured place. Formal |1 |2 |3
procedures generally govern what people do.

2.2 | Organizational Leadership

1 The leadership in the company is generally considered to exemplify |1 |2 |3
mentoring, facilitating, or nurturing.

2 The leadership in the company is generally considered to exemplify | 1 |2 |3
entrepreneurship, innovating, or risk taking.

3 The leadership in the company is generally considered to exemplifya |1 |2 |3
no-nonsense, aggressive, results-oriented focus.

4 The leadership in the company is generally considered to exemplify 1123
coordinating, organizing, or smooth-running efficiency.

2.3 | Management of Employees

1 The management style in the company is characterized by teamwork, |1 |2 |3
consensus, and participation.

2 The management style in the company is characterized by individual 1123
risk-taking, innovation, freedom, and uniqueness.

3 The management style in the company is characterized by hard-driving | 1 | 2 | 3
competitiveness, high demands, and achievement.

4 The management style in the company is characterized by security of | 1 |2 |3
employment, conformity, predictability, and stability in relationships.
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2.4 | Organizational Glue

1 The glue that holds the company together is loyalty and mutual trust. 11213
Commitment to this company runs high.

2 The glue that holds the company together is commitment to innovation |1 |2 |3
and development. There is an emphasis on being on the cutting edge.

3 The glue that holds the company together is the emphasis on |1 |2 |3
achievement and goal accomplishment. Aggressiveness and winning
are common themes.

4 The glue that holds the company together is formal rules and policies. |1 |2 |3
Maintaining a smooth-running bank is important.

2.5 | Strategic Emphases

1 The company emphasizes human development. High trust, openness, |1 |2 | 3
and participation persist.

2 The company emphasizes acquiring new resources and creating new | 1 |2 |3
challenges. Trying new things and prospecting for opportunities are
valued.

3 The company emphasizes competitive actions and achievement. |1 |2 |3
Hitting stretch targets and winning in the marketplace are dominant.

4 The company emphasizes permanence and stability. Efficiency, |1 |2 |3
control and smooth operations are important.

2.6 | Criteria of Success

1 The company defines success on the basis of the development of 1123
human resources, teamwork, employee commitment, and concern for
people.

2 The company defines success on the basis of having the most unique 1123
or newest products. It is a product leader and innovator.

3 The company defines success on the basis of winning in the 1123
marketplace and outpacing the competition. Competitive market
leadership is key.

4 The company defines success on the basis of efficiency. Dependable 1123
delivery, smooth scheduling and low-cost production are critical.
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Part 3: Training

Kindly, indicate the level with which you agree or disagree with the statements that follow

in regard to employee training. Please circle a number from 1 to 5 using the scale below:

1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree

SN | Training Statements
3.1 | Motivation for training
1 | I believe I can improve my skills by participating in training programs. 2|3
2 | I believe I tend to learn more from training programs than others. 2|3
3 | Participation in training programs in of little use to me because | have all 213
the knowledge and skills I need to successfully perform my job.
4 | 1 am willing to invest effort to improve skills and competencies related to 213
my current job.
5 | I am willing to invest effort to improve skills and competencies in order to 213
prepare myself for a promotion.
3.2 | Access to training
1 | My organization has stated policies on the amount and type of training the 2|3
employees can expect to receive
2 | | am aware of the amount and type of training that my organization is 2|3
planning for me in the coming year.
3 | This organization provides access to training. 213
4 | My organization provides a good environment for new recruits to learn 2|3
job-specific skills and knowledge
5 | My organizations provides its employees with good opportunities to 2|3
undertake general training programs and seminars outside the
organizations.
3.3 | Benefits of training
1 | Participating in training programs will help my personal development. 2|3
2 Participating in training programs will help me network with other 23
employees
3 Participating in training programs will help me perform my job better 2|3
4 Participating in training programs will help me stay up-to-date on new 2|3
process and products or procedures related to my job.
5 | Participating in training program will give me a better idea of the career 2|3
path | want to pursue
Participating in training programs will help my personal development.
3.4 | Support for training
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1 | My manager can be counted on to help me develop the skills emphasized | 1 |2 | 3
in training programs

2 | I can expect my manager to assign me to special projects requiring use of |1 |2 | 3
the sills and knowledge emphasized in training.

3 | My manager enthusiastically supports my participation in training |1 |2 |3
programs

4 | My manager believes advising or training are one of his or her major job |1 | 2 | 3
responsibilities.

5 | Would not hesitate to tell my manager of a training need | have in |1 |2 |3
particular area.

Part 4: Organizational Commitment

Kindly, indicate the level with which you agree or disagree with the statements that follow
in regard to Organizational Commitment. Please circle a number from 1 to 5 using the
scale below:

1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree

4.1 | Affective Commitment

1 | Ireally feel as if this company’s problems are my own. 112|345

2 I do not feel like “part of my family’ at this company. 112|345

3 I do not feel ‘emotionally attached’ to this company. 112345

4 This company has a great deal of personal meaning for me. 112345

5 | do not feel a strong sense of belonging to this company. 112|345

4.2 | Continuance Commitment

1 It would be very hard for me to leave my job at this company right now 112345
even if | wanted to.

2 | Too much of my life would be disrupted if | leave my company. 112|345

3 Right now, staying with my job at this company is a matter of necessity 112345
as much as desire.

4 | believe | have too few options to consider leaving this company. 112|345

5 One of the few negative consequences of leaving my job at thiscompany |1 |2 |3 |4 |5
would be the scarcity of available alternative elsewhere.

4.3 | Normative Commitment

1 Even if it were to my advantage, | do not feel it would be right to leave 112|345

2 | would feel guilty if I left this company now. 112|345

3 This organization deserves my loyalty. 112345

4 | would not leave my company right now because of my sense of 112|345
obligation to it.

5 | owe a great deal to this company. 112345
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ANNEX 3
Descriptive Statistics
N Mean Std. Deviation Skewness Kurtosis
Std. Std. Std.
Statistic | Statistic Error Statistic Statistic Error Statistic Error

CULTUREORGN 101161.1980| 1.91766 19.27227 .068 .240 -.341 A76

Clannculture 101]14.7624 41319 4.15247 .323 .240 -.186 476

Adhocracyculture 101|14.0792 51927 5.21859 .266 .240 -.066 476

MarktCulture 101]15.6931 57622 5.79093 .252 .240 -.201 A76

Heirachycult 101 | 16.6634 .52469 5.27310 -181 .240 -473 476

TRAINIGORGNNN 101 | 66.4356 | 1.20547 12.11480 -.871 .240 3.202 476

MOTNTRAINING 101 18.3069 33441 3.36078 | -1.193 .240 3.706 476

ACCESSTRAININg 101]12.3663 46303 4.65343 467 .240 .047 476

TRAINBENEFIT 101]20.2376 47139 473740 -1.373 .240 2.255 476

TRaINGSUPRTT 101]15.5248 48799 4.90427 -.379 .240 -.653 476

COMMUNTORGN 101 | 46.9703 77376 7.77619 461 .240 .145 476

COMMAFFECT 101 | 14.6040 .29887 3.00360 -.257 .240 2.510 476

COMMNCONTN 101 14.0693 44661 4.48833 .199 .240 -.292 476

COMMNORMATV 101]18.2970 .35364 3.55400 .308 .240 -.802 476
Valid N (listwise) 101
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ANNEX 4
Correlations between variables
11 | 1.2 | 1.3 | 14 2 21 | 22 | 23 | 24 3 31 | 32 | 33
CULTUREORGN | Pearson Correlation 1[.9217].9507|.9527 | .944" | 5737 | 2627 | .617 | .194|.463 | 538" | .169|.472" | .438
Sig. (2-tailed) .000| .000| .000| .000| .000| .008| .000| .052| .000| .000| .091| .000| .000
N 101 | 101 101] 101] 101| 101| 101| 1201| 101 101 101| 101| 101
Clannculture Pearson Correlation 1(.8347|.816 | .856 | .533" |.3217 | 553" | .201" | .378" | .461 | .099|.390" | .431"
Sig. (2-tailed) .000| .000| .000| .000| .001| .000| .044| .000| .000| .325| .000]| .000
N 101| 101| 101| 101| 101| 101| 1201| 1201| 101| 101| 101| 101
Adhocracyculture | Pearson Correlation 1].8917|.846 | .574 | .236 | .588 | .221° | .484" | 586" | .195(.534 [ .443"
Sig. (2-tailed) .000| .000| .000| .018| .000| .026 | .000| .000| .050| .000| .000
N 101 101| 101| 101| 1201| 101| 101| 101]| 101| 101 101
MarktCulture Pearson Correlation 1|.856" | .5327 | .227°|.593" | .179|.4237 | 5497 | .179|.479" | .445"
Sig. (2-tailed) .000| .000| .023| .000| .074| .000| .000| .074| .000| .000
N 101| 101| 101| 101| 101| 101| 101| 101| 101| 101
Heirachycult Pearson Correlation 1[.5227| 2227 .587"| .135].450" | .4207| .151].3617|.335~
Sig. (2-tailed) .000| .026| .000| .180| .000| .000| .131| .000| .001
N 101 101| 101 101 101| 101| 101| 101| 101
TRAINIGORGNNN | Pearson Correlation 1]|.7207| 675 | 683" | .676 | .4787| .167|.415 |.380
Sig. (2-tailed) .000| .000| .000| .000| .000| .095| .000]| .000
N 101| 101| 101| 101| 101| 101| 101| 101
MOTNTRAINING Pearson Correlation 1| .238 |.726 167 | .191| .023| .085].291
Sig. (2-tailed) .017| .000| .096| .055| .819| .396| .003
N 101| 101| 101| 101| 101| 101| 101
ACCESSTRAININg | Pearson Correlation 1| .104|.456 | .424" | .224"| 4387 | .186
Sig. (2-tailed) .301| .000| .000| .025] .000| .063
N 101| 101 101| 101| 101| 101
TRAINBENEFIT Pearson Correlation 1| 126 .195]| -.136| .176(.319"
Sig. (2-tailed) 210| .051| .175| .078] .001
N 101 101 101| 101| 101
TRaINGSUPRTT | Pearson Correlation 1|.4597| .3167 | .3827 | .255
Sig. (2-tailed) .000| .001| .000| .010
N 101 101]| 101| 101
COMMUNTORGN | Pearson Correlation 1].5037|.8447 | .698"
Sig. (2-tailed) .000 | .000| .000
N 101| 101 101
COMMAFFECT Pearson Correlation 1| .199° | .004
Sig. (2-tailed) 046 | 971
N 101 | 101
COMMNCONTN Pearson Correlation 1| .415"
Sig. (2-tailed) .000
N 101
COMMNORMATV | Pearson Correlation 1
Sig. (2-tailed)
N 101
**_Correlation is significant at the 0.01 level (2-tailed).
*, Correlation is significant at the 0.05 level (2-tailed).
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ANNEX 5

Summery of the Regression of organizational Culture and employees training to

eemployees commitment

Model 1 Model 2 Model 3 Model 4
Variables Employees Employees Employees Employees
Commitment Training Commitment | Commitment
Regression Coefficient and Significance
Clan Culture .051 (.873) 454 (.377) -.015 (.963)
Adhocracy Culture .919(.002) .905(. 048) .788 (.008)
Market Culture 425(.110) .056(.896) 416 (0.109)
Heirarchichal -. 583(.036) .083(.852) -. 319 (.092)
Culture
Employees training | - | —mmemee- 144 (.022) .307(.000)
Employees |  seesemeeee | smemeeem | semmmemeeeeeen | e
Commitment
R° 414 34 414 229
Adj. R 384 312 384 221
F- Value 13449 (.000) 12342(.000) 13.449(.000) | 29.339(.000)
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