Addis Ababa University School of Commerce
Department of Human Resource Management

THE EFFECT OF ORGANIZATIONAL CULTURE ON EMPLOYEE
PERFORMANCE: A CASE OF ADDIS ABEBA ABATTOIRS
ENTERPRISE/AAAE/

A Thesis Submitted to Addis Ababa University, School of Commerce in Partial
Fulfillment for the Award of Masters of Arts Degree in Human Resource
Management

By
Hajima Beyene (GSD 0356/07)
Advisor: Seifu Mamo (Ass.Prof.)

May, 2018
ADDIS ABABA, ETHIOPIA



DECLARATION

I, the undersigned, declare that the thesis entitled “The Effect of Organizational Culture on
Employee Performance: A case of Addis Ababa Abattoirs Enterprise” is my original work. |
have carried out the present study independently with the guidance and support of the research
advisor, Ato. Seifu Mamo. Any other contributors or sources used for the study have been duly
acknowledged. Moreover, this study has not been submitted for the award of any Degree or

Diploma Program in this or any other Institution.

Hajima Beyene

Signature Date



Statement of approval

As thesis research advisor, | hereby certify that | have read and evaluated this thesis prepared,
under my guidance, by Hajima Beyene entitled “The Effect of Organizational Culture on
Employee Performance: A case of Addis Ababa Abattoirs Enterprise ". | hereby recommend
it to be submitted as fulfilling the thesis requirements.

Seifu Mamo (Assistant Professor)

Major advisor Signature



Name

External Examiner:

Internal Examiner:

Advisor:

Approval by Board of Examiner

Signature

Date




Acknowledgement
First and foremost | would like to express my deepest gratitude to the Almighty God for helping
me endure through this journey. | am also greatly indebted to my advisor Ato Seifu Mamo for his
time, unreserved guidance and support throughout this work. 1 would like to express my utmost
appreciation to the Addis Ababa Abattoirs Enterprise management and staff members with
special thanks to Ato Dawit Mamo. | am very grateful for my husband and children whose
support has been my strength. I would like to acknowledge My Sisters” Women Welfare
Association, the study participants and individuals who have been contributed a lot by providing

valuable information.



List of Acronyms

AAAE----- Addis Ababa Abattoirs Enterprise
ANOVA----Analysis Of Variance

IWPQ----Individual Work Performance Questionnaire
oC----- Organizational Culture

OCAI---- Organizational Culture Assessment Instrument

SPSS---  Statistical Package for Social Science



List of Tables

Tables
Table 3.1.
Table 3.2.
Table 4.1.
Table 4.2.
Table 4.3.
Table 4.4.
Table 4.5.
Table 4.6.
Table 4.7.
Table 4.8.

Page number
Sample size determination of the StUdY ... 33
Reliability analysis of the study respondents ..........cccccooerereneneienenieeeees 34
Socio demographic data of study respondents ...........cccccvevvereiieneese s 37
Descriptive statistics of variables of the study respondents ............c.ccoceveviienenn, 39
Descriptive statistics of employee performance ............ccccoevvveviveve s, 40
Correlation matrix (only dependent variables) of study respondents................... 41
Correlation matrix (with dependent variables) of study respondents................... 44
Regression model summary of study respondents............cccccvevevieieevesiesnesnenn 46
Regression- ANOVA of study reSpondents. ..........ccoueeeierereneneneseseseeeeeeees 47
Regression coefficient analysis of the model of study respondents .................... 48

Vi



List of Figures

Figures Page number
Figure 2.1. Competing value framework ...........ccoiiiiiiiiiie e 21
Figure 2.2. Conceptual framework of organizational culture and employee perform....... 29
Figure 4.1. Normal point plot of standardized residual ...............ccooeiiiiiiiniicee, 42
Figure 4.2. Frequency distribution of standardized residual...............ccccoceiviiiiiiiii e, 43

Vi



Abstract

Work place culture is underscored to have a powerful strength to influence employee’s work
motivation and efficiency. Studies elsewhere have demonstrated that organizational culture
correlate with individual and organizational outcomes. Investigation of the association of
organizational culture with work performance in the local context was necessary.

The main purpose of this study was to explore the effects of organizational culture on employee
performance. The study measured the effect of organizational culture on employee performance
at the Addis Ababa Abattoirs Enterprise.

Both quantitative and qualitative methods have been utilized to generate the needed data. After
establishment of adequate sample size for the study, and pre tested questionnaire and focus group
discussions were conducted to collect data. The collected data were analyzed using statistical
package for social sciences; version 24.Corelation and regression analysis were used to examine

association between dependent and independent variables.

The findings suggest that organizational culture has a positive effect and a significant relation
with the performance of employees in the study enterprise. The study clearly showed that all the
four cultures, namely clan adhocracy market and bureaucratic cultures had a significant effect on
employee performance with dominant culture characteristics of market culture practiced in the

enterprise.

Thus, the study demonstrated positive relationship between organizational culture and employee
Performance. Finally, we strongly recommend that the organization ought to try to empower
rand enhance welfare of the employees to maximize employee performance to the desirable

direction.

Key words: organizational culture, employee performance
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CHAPTER ONE
1. INTRODUCTION

This chapter dealt with background of the study, statement of the problem, objectives of the
study, significance of the study, definition of key terms and organization of the study. The details
of each theme are presented hereunder.

1.1. Background of the Study

Work place culture is a very powerful force that influences an employee’s work life. It is the
very thread that holds the organization together. Organizational cultures have been correlated with
a variety of individual and organizational outcomes. Organizational culture for employees, it is
either the determinant that link people to an organization or what drives them away (Agwu,
2014).As organizational culture and employee performance are defined in various ways .Many
researchers investigated the relationship between organizational culture and employee
performance .Depending on the type of culture that is created in an organization, it can have a
positive or negative effect on employee performance (Arindam Nag, 2014). A positive and
strong culture can make an average individual performance, whereas a negative and weak culture
may demotivate an outstanding employee to underperform and end up with no achievement.
Organizational culture is invisible, but powerful force that influences the behavior of the
members of the group. Lunenburg (2011).Investigated the relationship between organizational
culture and performance, and stated that organizational culture is the set of shared values, beliefs,
and norms that influence the way employees think, feel, and behave in the workplace. Hellriegel
& Slocum (2009) contend that organizational culture can enhance employees’ performance.

The concept of culture has been defined in a number of ways, according to Dolan and Lingham
(2012), culture is set of values and commonly held beliefs that determine which behaviors are
acceptable and expected for a given group. And thus countries, religious and ethnic groups, and
organizations all have cultures. Organizational culture is a set of signs and rules for the
organizations use that signal how they might differ from one organization to another (Oparanma,
2010).

The attraction of organization norms, values and beliefs have strong effect upon performance and

sustainability (Stewart, 2010). Another author defined organizational culture as the beliefs and



values that have existed in an organization for a longtime, and to the beliefs of the staff and the
foreseen value of their work that will influence their attitudes and behavior” Tsai
(2011).Organizational culture can also be defined as shared values, norms, attitudes and
assumptions, which influence the way people act and the way things get done. Furthermore, it
ensures that everyone thinks and behaves in a prescribed manner (Armstrong, 2007; Kondalrk,
2007). Values refer to what is believed to be important about how people and the organizations
behave. Norms are the unwritten rules of behavior (Armstrong, 2006).

Organizational culture is a system of shared meaning held by members that distinguishes the
organization from other organizations (Robbins & Judge, 2013). Thus, it is distinct personality of
an organization (Dolan & Lingham, 2012).The culture of an organization acquaints employees
with the firm’s history as well as current methods of operation that guide employees on expected
and acceptable behaviors and norms. From numerous “culture surveys it has been claimed that
employee performance can be improved by developing and creating certain kinds of
organizational cultures (Sackman and Bertelsman, 2006; Denison, 1990).The ability of an
organization to use its human capital as a core competency depends at least in part on the
organizational culture that is operating ( Florea et al, 2011).

This study aimed to explain the effect of organizational culture on employee performance at
Addis Ababa Abattoirs Enterprise as the performance of employees occupies an important place

in the functions of human resources management.

1.1.1 Background of the Organization

The Present Addis Ababa Abattoirs Enterprise was first established as the "Ethiopian Abattoirs
Share Company" in November 1957.After nationalization the scope of the operations of the
abattoirs was restricted to the AddisAbabaCity Government (AACG), and started to be
administered under the city municipality.The Enterprise is one of the government owned
enterprises established in a modern way with the objective of providing wholesome and
hygienically slaughtered meat. The enterprise maintains efficiency and stability in order to
provide customer service and to facilitate the financial and market-based culture.

Currently the main Abattoir is almost at the centre of the city with an area of 47,328m?. It has
also a satellite abattoir at the south eastern part of the city (Akaki ). In addition to slaughtering

service, By-product processing of inedible part of the remains obtained from slaughtered animals
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is also the other main activities of the enterprise. AAAE provides slaughter services for the city
dwellers of estimated 3.5 million people. There are about 985 permanent employees working at
different units of the enterprise. The enterprise has board of directors, managing director and

deputy managing director

1.2 Statement of the Problem

Many organizations today put more efforts on the focus of only intrinsic and extrinsic reward
systems to enhance employee performance, giving less concern on the traditional cultural
activities. According to Kandula (2006), the key to good employee performance is a strong
culture within the organization. He further maintains that due to difference in organizational
culture, same strategies do not yield the same results for two organizations that are operating in
the same industry and within the same location. Ahmed (2012) confirmed that organizational
culture has an active and direct effect on performance management.

As the nature and context are different from organization to organization and country to country,
the relationship of organizational culture and employee performance is worth to investigate for
specific organization like AAAE. In order to meet its intended objectives and gain competitive
advantage several researchers have described organizational culture and employee performance
from other wider dimensions in other countries such as Nigeria, India and USA. However, a lot
has not been done to establish the specific culture related factors that affect employee
performance. Organization culture research has not been effectively done in developing countries
hence there exists a major gap in relevant literature of a country like Ethiopia. AAAE undertake
quality improvement assessment of 25 randomly selected staff and the finding showed gaps in
informality and inconsistency of communication, limited consultation and feedback, lack of
transparency during performance appraisal period. As the above identified gaps are part of the
organizational culture, it was relevant to diagnose AAAE organizational culture based on these
factors and other perspectives. This would help the organization to understand its own dynamic
culture and assist the management team to capitalize on the insights to be gained by the cultural
perspectives hence allowing to yield greater control over the organization. This research was
planned to bridge this gap by identifying the actual effect of culture in an organization to the

employees’ performance.



Therefore, this study examined the effect of each organizational culture (clan, market, Hierarchy and
Adhocracy) on employee performance (task performance, contextual performance, non productive
behavior, adaptive behavior).

1.3 Research Questions
In order to achieve the objective of the research the study aimed to answer the following basic
questions:

1. What is the existing dominant culture type of AAAE?

2. What is the level of overall employee performance?

3. What is the relationship between the organizational culture and employee performance?

4. Which type of organizational culture at AAAE had a significant effect on employee

performance?

1.4. Research Objectives
1.4.1. General Objective
% The aim of this study was to assess and examine the effect of organizational culture
on employee performance in AAAE.

1.4.2. Specific Objectives of the Study
e To measure the dominant existing organizational culture in AAAE
e To measure the level of employee performance at AAAE.
e To examine the relationship between organizational culture and employees
employee performance in AAAE.
e To examine the effect of perception about culture on employee performance in
AAAE.

1.5. Research Hypothesis

Based on the literature review and the hypothesized connections presented in the conceptual

framework the following hypotheses was tested



» Ho: There is no significant relationship between Clan Culture and employee’s
performance
H1: There is significant relationship between Clan Culture and employee’s performance

» Ho: There is no significant relationship between Adhocracy Culture and employee’s
performance
H1: There is significant relationship between Adhocracy Culture and employee’s
performance

» Ho: There is no significant relationship between Market Culture and employee’s
performance
H1: There is significant relationship between Market Culture and employee’s
performance

» Ho: There is no significant relationship between Hierarchy Culture and employee’s
performance
H1: There is significant relationship between Hierarchy Culture and employee’s

performance

1.6. Significance of the Study

The findings were anticipated to provide concrete information to the senior leaders about the
effect of organizational culture on employee performance in the context of AAAE. The research
outcome was expected to benefits the management of the organization to direct their attention as
it was highlight organization’s current position in terms of organizational culture and employee
performance. The study was also to help similar organizations that operate in the same industry to
get hint of information on organizational culture which was related to employee performance. Lastly,
the research is expected to enhance the researcher’s knowledge of how the organizational culture
affects employee performance and suggests what should be done to improve it. Furthermore, the
research expected to contribute towards the advancement of theoretical knowledge and serve as a

preliminary basis and reference material for future researchers and policy makers.

1.7. Scope of the Study
The research focused on the AAAE in Addis Ababa Head Office, with the aim of explaining the

relationship of organizational culture and employee performance. The research was conducted in
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Addis Ababa Abattoirs Enterprise, Lafto sub city, Addis Ababa, and almost two months were

taken for data collection. Though the Enterprise has three branches, this particular study was

undertaken in the domain of the main Abattoir due to the following reasons: the majority of the

workforce is in the Head Office and the researcher believed that a representative sample could be

drawn from this target population. The study focused mainly on selected organizational culture

dimensions focusing on Clan, Market, Hierarchy, and adhocracy and their effect on employee

performance. Since the performance of the Enterprise does not have seasonal pattern the time the

study has been conducted is expected to be appropriate to generate the expected information.

1.8. Operational Definition of Terms

Culture: is a way of life of a group of people-the behaviors, beliefs, values, and symbols that
they accept, generally without thinking about them, and that are passed along by
communication and imitation from one generation to the next.

Employee: An individual who works part-time or full-time under a contract of employment,
whether oral or written, express or implied, and has recognized rights and duties.
Performance: Performance is deemed to be the fulfillment of responsibility and an
obligation, in a manner that releases the performer from all liabilities under the contract.
Organization: A social unit of people that is structured and managed to meet a need or to
pursue collective goals. All organizations have a management structure that determines
relationships between the different activities and the members, and subdivides and assigns
roles, responsibilities, and authority to carry out different tasks. Organizations are open
systems-they affect and are affected by their environment.

Effect is something that a change which will result or consequence of an action or other
cause The effect of organizational culture on employee performance will be examine in
this study

Independent variables - the variable that is stable and un affected by the other variables
you are trying to measure. It refers to the condition of an experiment that systematically
manipulated by the investigator. Independent variables, the four culture types of the
competing values framework —Hierarchy, market, clan and adhocracy culture type will be
used in this study.

Dependent variables - the variable that depends on other factors that are measured.

These variables are expected to change as a result of an experimental manipulation of the



independent variables. Employee performance, task performance, contextual performance
and productive behavior will be used in this study
1.9. Organization of the study
This study consisted of five chapters. The first chapter dealt with background of the study,
background of the company ,statement of the problem , research questions, objective of the
study, significant of the study, scope of the study, Operational definition, and organization of the
study. The second chapter presented the review of related literatures. The third chapter dealt with
the research methodology. Results and discussion were described under chapter four. Finally

chapter five was about summary of major findings, conclusions and recommendations.



CHAPTER TWO
2. REVIEW OF THE RELATED LITERATURE

This chapter dealt with the review of the related literature on organizational culture, types of
organizational culture, levels of organizational culture, Employee performance, relationship

between organizational culture and employee Performance.

2.1 Theoretical Review

2.1.1 Organizational Culture

Organizational culture is a system of shared meaning held by members that distinguishes the
organization from other organizations (Robbins & Judge, 2013). Thus, it is distinct personality of an
organization (Dolan & Lingham, 2012). Organizational culture can also be defined as shared values,
norms, attitudes and assumptions, which influence the way people act and the way things get done.
Furthermore, it ensures that everyone thinks and behaves in a prescribed manner (Armstrong, 2007;
Kondalrk, 2007) According to Denison and Neale (2011) Organizational culture refers to the
underlying value, beliefs and principles that serve as a foundation for an organization management
system, as well as the set of management practices and behavior that reinforce those basic principles.
The following are some other definitions of culture by different authors in their books and
journal articles:
e Spencer(2008) defined culture as fuzzy set of basic assumptions and values, orientations
to life, beliefs, policies, procedures, and behavioral conventions that are shared by a
group of people, and that influence (but do not determine) each member’s behavior and
his/her interpretations of the ‘meaning’ of other people’s behavior.
e Culture is a set of customs, values, norms, and beliefs that influence on an organization (
Khorshidi, 2008).
e According to Martins and Terblanche (2003), culture is deeply associated with values
and beliefs shared by personnel in an organization.
Culture is also defined from the perspective of organizational side. Organizational culture
comprises the unwritten customs, behaviors, and beliefs that determine the ‘’rules of the game”’
for decision making, structure and power. It is based on the shared history and traditions of the
organization combined with the current leadership values. In effect, culture dictates the way we



do business and the organizational survival tactics that facilitates assimilation and personal
success (Dave H. and Jeanne Ulrich, 2010).

Organizational Culture is the pattern of shared basic assumptions that is learned by a group as it
solved its problems of external adaptation and internal integration (Schein 2004). These
assumptions are said to be maintained in the continuous process of human interaction (attitudes
and behavior) as the right way in which things are done. Zhang,(2010). also describes
organizational culture as a model, composed by some basic assumptions; and the assumptions
are found and created gradually by a certain group in the process of exploring the method of

adapting to external environment and solving internal interconnected system.

Internal integration is the socialization of new members in the organizations, creating the new
boundaries of the organization and the feeling of identity among personnel and commitment to
the organization (Martins and Terblanche, 2003). External adaptation is also said to be creation
of competitive edge, making sense of environment in terms of acceptable behavior and social
system stability. The definitions by Schein (2004) and Zhang (2010) offer both deeper basic
assumption and faith that is shared by organizational members in explaining the purpose; and the
environment of organization itself. Also, the affirmations focus on internal integration and
external adaptation of organizations which are the organizational culture attributes that define the
performance of organizations. It is thus,admittable that organizational culture is paramount to
organizational success

(Twati and Gammack, 2006).

Other author defines organizational culture as a system of shared meaning held by members that
distinguishes the organization from other organizations. Seven primary characteristics seem to
capture the essence of an organization’s culture: Innovation and risk taking, attention to details,
outcome orientation, people orientation, team orientation, aggressiveness and stability (Robbins
and Timothy, 2013). Ravasi and Schultz (2006). wrote that organizational culture is a set of
shared assumptions that guide what happens in organizations by defining appropriate behavior
for various situations. It is also the pattern of such collective behaviors and assumptions that are

taught to new organizational members as a way of perceiving and, even, thinking and feeling.



According to Needle (2004), organizational culture represents the collective values, beliefs and
principles of organizational members and is a product of such factors as history, product, market,
technology, strategy, type of employees, management style, and national culture; culture
includes the organization's vision, values, norms, systems, symbols, language, assumptions,
beliefs, and habits. As it can be seen from the above definitions, there are some commonalities
between and it can be assumed that organizational culture comprises of some sort of values,

beliefs, and attitudes that are held by individuals and the organization.

2.2 The Importance of Organizational Culture

The importance of organizational culture is numerous, focusing on each and every employee. To
mention some of the benefits-the culture decides the way employees interact at their workplace
and promote a healthy relationship and competition at the workplace. The culture of an
organization represents certain predefined policies which guide the employees and give them a
sense of direction at the workplace and create a brand image of the organization. In addition, the
organization culture brings all the employees on a common platform and it unites the employees
who are otherwise from different backgrounds.

Culture helps to explain why different groups of people perceive things in their own way and
perform things differently from other groups. Culture can help reduce complexity and
uncertainty. It provides a consistency in outlook and values, and makes possible the process of
decision-making, coordination and control.

Saiyadin (2003) explains that culture has the following importance:-

e Culture supplements rational management: creation of work culture is a time consuming
process. Therefore, organization culture cannot suddenly change the behavior of people
in an organization.

e Culture communicates to people through symbols, values, physical settings, and
language, and, thereby supplements the rational management tools such as technology
and structure;

e Culture facilitates induction and socialization: Induction is a process through which new
entrants to an organization as socialized and indoctrinated in the expectations of the

organization.

10



Culture promotes a code of conduct: a strong culture in an organization explicitly
communicates modes of behavior so that people are conscious that certain behaviors are
expected and others would never be visible. The presence of a strong culture would be
evident where members share a set of beliefs, values, and assumptions which would
influence their behavior in an invisible way.

Sub-culture contribute to organizational diversity: sub-culture, and sub-systems of values
and assumptions, which may be based on departmentalization, activity centers, or
geographical locations, provide meaning to the interests of localized, specific groups of

people within the macro organization.

Schein (2004), suggests that organizational culture is even more important today than it was in

the past. Increased competitions, globalization, mergers, acquisitions, alliance and various

workforce developments have created a greater need for:

Coordination and integration across organization units in order to improve efficiency,
quality, and speed of designing, manufacturing and delivery products and services.

An effective control mechanisms dictating employees behavior. Culture is more powerful
way of controlling and managing employee behaviors than organizational rules and
regulations.

Product and strategy innovation.

Process innovation and the ability to successfully introduce new technologies and
products and services.

Effective management of dispersed work units and increase workforce diversity.

Cross cultural management of global enterprises and multinational partnerships.

Facilitation and support of team work.

2.3 Models of Organizational Culture

While there is no single "type" of organizational culture and cultures can vary widely from one

organization to the next, commonalities do exist. And several models by researchers have been

proposed till to date explaining the organization culture and some researchers have developed

models to describe different indicators and dimensions of organizational cultures. The prominent

scholars exploring organizations culture are as follow:
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2.3.1 Edgar Schein’s Model of Organizational Culture

Schein (2004), believed that there are three levels in an organization culture and his model
focuses on artifacts, values, and assumptions.

A. Art facts: The first level is the characteristics of the organization which can be easily

viewed, heard and felt by individuals collectively known as artifacts. The dress code of
the employees, office furniture, facilities, behavior of the employees, mission and vision
of the organization all come under artifacts and go a long way in deciding the culture of
the workplace. And this aspect of the organizational culture is the simplest perspective on
culture which is provided by the tangible artifacts that reveal specific cultural
predispositions.

. Values: The next level according to this model which constitutes the organization culture
is the values of the employees and rules of behavior. The values of the individuals
working in the organization play an important role in deciding the organization culture.
The thought process and attitude of employees have deep impact on the culture of any
particular organization. The mind-set of the individual associated with any particular
organization influences the culture of the workplace.

. Assumed Values: The third level is the assumed values of the employees which can’t be
measured but do make a difference to the culture of the organization. There are certain
beliefs and facts which stay hidden but do affect the culture of the organization. The inner
aspects of human nature come under the third level of organization culture. The
organizations follow certain practices which are not discussed often but understood on
their own and much more difficult to deduce through observation alone. These are tacit
assumptions that infect the way in which communication occurs and individuals behave.
They are often unconscious, yet hugely important. According to Schein (1992),
understanding the organization’s culture may start from observing its artifacts: its
physical environment, employee interactions, company policies, reward systems, and
other observable characteristics. However, simply looking at these tangible aspects is
unlikely to give a full picture of the organization, since an important chunk of what
makes up culture exists below one’s degree of awareness. The values and deeper, the

assumptions that shape the organization’s culture can be uncovered by observing how
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employees interact and the choices they make, as well as by inquiring about their beliefs

and perceptions regarding what is right and appropriate behavior.

2.3.2 Robert A Cooke’s Model of Organizational Culture

According to Cooke (1987), the culture of an organization is the way employees behave at the
workplace to ensure stable future and growth. And he proposed the following three types of
culture in the organization:
A. Constructive Culture: there are certain organizations which encourage healthy interaction
amongst the employees. The individuals have the liberty to share their ideas, exchange
information and discuss things to come to an innovative solution beneficial to all. Conflicts arise
when employees feel neglected and are not allowed to speak their minds. A constructive culture
encourages discussions, exchange of ideas amongst employees, motivates the employees and
eventually extracts the best out of them. The key features of a constructive culture are:
e Achievement: A constructive culture helps the employees to achieve the targets within
the stipulated time frame.
e Self-Actualizing: In this kind of culture, an employee stays motivated and realizes full
potential.
e Encouragement: A constructive culture encourages employees to deliver their level best
and strive hard for furthering the image of the organization.
o Affinitive: The employees avoid conflicts and unnecessary disputes and promote a
positive ambience at the workplace.
B. Passive Culture: in a passive culture, the employees behave in a way contrary to the way
they feel is correct and should be the ideal way and the main motive of the employee is to please
the superiors and make his/her position safe and secure in the organization. In such a culture,
employees unhappily adhere to the guidelines and follow the rules and regulations just to save
their job. The characteristics of a passive culture are:
e Approval: In such a culture employees can’t take decisions on their own. They need to
take their supervisor’s approval before implementing any idea.
e Conventional: Employees are bound by rules and regulations of the organization and act

according to the prescribed standards only.
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e Dependent: In such a culture, the performance of the employees is dependent on the
superior’s decisions and they blindly follow their boss’s orders.

e Avoidance: Employees tend to avoid their own personal interests, satisfaction and
simply act according to the company’s policies.

C. Aggressive Culture: organizations following an aggressive culture promote competition
amongst the employees. They encourage the employees to compete against each other so
that each one performs better than his fellow worker. In such a culture, employees
seeking their colleague’s assistance are often called as incompetent employees. Every
individual vies for power, attention and strive hard to win appreciation. The key features

of such a culture are opposition, power, perfectionist and competitive.

2.3.3 Hofstede’s Model of Organizational Culture

Another author, Hofstede (1980) organization culture refers to the various ideologies, beliefs and
practices of an organization which make it different from others. The culture of any workplace
decides how employees would behave with each other or with the external parties and also
decide their involvement in productive tasks. Accordingly, there are majorly six factors which
influence the culture of the workplace.

A. Power Distance Orientation: power distance refers to the differences in the work culture as
per the power delegated to the employees. There are some organizations which believe in
appointing team leaders or team managers who are responsible for their respective teams and
have the challenge of extracting the best out of the members. The team members also have to
respect their team leaders and work as per their orders and advice. However in some
organizations, every employee is accountable for his own performance. No special person is
assigned to take charge of the employees. The individuals are answerable to none except for
themselves. Every employee gets an equal treatment from the management and has to take
ownership of his /her own work.

B. Masculinity vs. Feminity: this refers to the effect of differences in male and female values on
the culture of the organization. Organizations where male employees dominate their female
counterparts will follow different policies as compared to organizations where females have a

major say in the decision making process of the organization. Male employees would be
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more aggressive as compared to the females who would be more caring and soft-hearted. The
responsibilities also vary as per the sex of the employees.

C. Individualism Vs Collectivism: It could be described as the degree to which an organization
integrates a group mentality and promotes a strong sense of community (as opposed to
independence) within the organization. There are some organizations which strongly rely on
team work. Here individuals with a common interest come together and work as a team.
These organizations believe that the output is always more when individuals exchange their
ideas, discuss things among themselves to come out with innovative ideas. In such a scenario
the employees share a healthy relationship and take each other’s help when required.

D. Uncertainty Avoidance Index: uncertainty avoidance describes an organization's comfort
level with risk-taking. As risk and return are largely correlative in the business environment,
it is particularly important for organizations to instill a consistent level of comfort with taking
risks.

Uncertainty avoidance index refers to a culture where employees know how to respond to
unusual and unforeseen circumstances. It deals with the tolerance level of the employees in
both comfortable and uncomfortable situations.

E. Long Term Orientation: this is the degree to which an organization or culture plans

pragmatically for the future or attempts to create short-term gains. There are some organizations

which focus on long term relationship with the employees. In such organizations people have a

steady approach and strive hard to live up to the expectations of the management. Employees get

attached to the organization and do not look at short term objectives. On the contrary, some
organizations have employees who are more concerned with their position and image.

They follow a culture where people move on in a short span of time and nothing is done to retain

them. The employees are concerned only with their profits and targets and leave as and when

they get a better opportunity.

F. Tolerance vs. Restraint: this pertains to the amount (and ease) of spending and fulfillment of

needs. For example, a restrained culture may have strict rules and regulations for tapping

company resources.

2.3.4 Denison’s Framework of Organizational Culture
In Denison‘s model comparisons of organizations based on relatively more surface-level ‘‘values
and their manifest practices are made. Such values are deemed both more accessible than the
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assumptions and more reliable than the artifacts (Denison, 2000 in Yilmaz, 2008). Denison‘s
organizational culture model is based on four cultural traits involvement, consistency,
adaptability, and mission that have been shown in the literature to have an influence on
organizational performance (Denison, 1990; Denison & Mishra, 1995) Theories about the unity
of culture have been undermined by showing that various subcultures are evident in

organizations.

2.3.5 Kim Cameron and Robert Quinn

Kim Cameron and Robert Quinn (1999), Conducted research on organizational effectiveness and
success. Based on the Competing Values Framework, they developed the Organizational Culture
Assessment Instrument that distinguishes four culture types. Competing values produce
polarities like flexibility vs. stability and internal vs. external focus — these two polarities were
found to be most important in defining organizational success. The polarities construct a
quadrant with four types of culture:

Clan culture (internal focus and flexible) — A friendly workplace where leaders act like father
figures. Clan cultures are most strongly associated with positive employee attitudes and product
and service quality a core belief in clan cultures is that the organization's trust in and
commitment to employees facilitates open communication and employee involvement
Adhocracy culture (external focus and flexible) —A dynamic workplace with leaders that
stimulate innovation. People stick out their necks and take risks. The leaders are considered
innovators and risk takers. The emphasis is on being the leading edge. The organizations long
term emphasis is on growth and acquiring new resources.

Market culture (external focus and controlled) — A competitive workplace with leaders like
hard drivers Market cultures are most strongly related with innovation and financial effectiveness
criteria. The primary belief in market cultures that clear goals and contingent rewards motivate
employees to aggressively perform and meet stakeholders' expectations

Hierarchy culture (internal focus and controlled) — A structured and formalized workplace
where leaders act like coordinators. The long term concern is stability. And performance with
efficient smooth operation .Success is defined in terms of dependable delivery, smooth

scheduling and low cost.
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Clan cultures are most strongly associated with positive employee attitudes and product and
service quality. Market cultures are most strongly related with innovation and financial
effectiveness criteria. The primary belief in market culture that clear goals and contingent
rewards motivate employees to aggressively perform and meet stakeholders’ expectations; a core
belief in clan cultures is that the organization’s trust in and commitment to employees facilitate
open communication and employee involvement.
.http:/fenwikipedia.org/wiki/Oorganizational culture

Cameron and Quinn designated six characteristics of organizational culture that can be assessed
with the Organizational Culture Assessment Instrument (OCAL).

2.4. The function of Organizational Culture

According to Wagre and Hollenbeck (1998), an organization’s culture is thus an informal, shared
way of perceiving life and members in the organization that binds members together and
influence what they think about themselves and their work. Overall, culture benefits
organizations by increasing organizational commitment and the consistency of employee
behavior. It also aids employees by reducing ambiguity. In the process of helping to create a
mutual understanding of the organization life, organizational culture fulfills five basic functions.

e It gives members an organizational identity as culture conveys a sense of identity for its
members.

e It facilitates collective commitment. The common purpose that grows out a shared
culture tends to elicit strong commitment from all those who accept the culture as their
own.

e It promotes organizational stability. By nurturing a shared sense of their identity and
commitment, culture encourages lasting integration and cooperation among the members
of an organization.

e It also fosters social stability as culture is the social glue that helps to hold the
organization together by providing appropriate standards for socially acceptable
employee behavior.

e It shapes behavior by helping members make sense of their surroundings. An
organization’s culture serves as a sources of shared meanings to explain why things
occur the way they do. Culture serves as a control mechanism that guides and shapes the

attitudes and behavior of employees.
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By performing these five functions, the culture of an organization serves as a sort of social glue
that helps reinforce persistent, coordinated behaviors at work. Other author said the main
function of organizational culture is to define the way of doing things in order to give meaning to
organizational life (Arnold, 2005).
Brown (1998) ,states the following functions of organizational culture:
e Conflict reduction: A common culture promotes consistency of perception, problem
definition, evaluation of issues and opinions, and preferences for action.
e Coordination and control: Largely because culture promotes consistency of outlook it
also facilitates organizational processes of coordination and control.
¢ Reduction of uncertainty: Adopting of the cultural mind frame is an anxiety reducing
device which simplifies the world of work, makes choices easier and rational action seem
possible.
e Motivation: An appropriate and cohesive culture can offer employees a focus of
identification and loyalty, foster beliefs and values that encourage employees to perform.
e Competitive advantage: Strong culture improves the organization’s chances of being
successful in the marketplace.
The functional definition of organizational culture is quite straightforward. Organizational
culture can be defined functionally or pragmatically as a social force that controls patterns of
organizational behavior by shaping members’ cognitions and perceptions of meanings and

realities, providing affective energy for mobilization and identifying who belongs and who does not.

2.5 Cultural Dimension
One way to study organizational culture is by analyzing its dimensions. These dimensions are
related to the work environment in an organization. Wallach investigated organizational culture
by means of three dimensions; the innovative, the bureaucratic, and the supportive dimension.
Most organizations are a combination of these aforementioned dimensions, but generally there is
one dimension that is dominant in an organizational (Silverthorne, 2004). Below each dimension
is explained with the typically characteristics.
¢ Innovative dimension: The norms in the innovative dimension are challenge and risk
tasking. Employees are free to try new ways of working without the fear to failure
(Akaah, 1993). Koberg and Chusmir (1987) stated that this culture is described by the
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adjectives: ‘risk taking, result oriented, creative, pressurized, stimulating, challenging,
enterprising, and driving’. The most typical outcome in this culture is growth in sales,
through the aforementioned characteristics (Berson et al., 2008).

e Bureaucratic dimension: This dimension emphasizes on efficiency, rules, and
regulations (Berson et al., 2008) and has clear lines of responsibility and authority
Organizations with a high bureaucratic dimension will highlight consistency and
predictability though rules, procedures, and structures (Berson et al., 2008).
Organizations with a bureaucratic dimension can often cause negative reactions from
employees (Berson et al., 2008).

e Supportive dimension: Berson et al. (2008,) stated that the work environment of the
supportive dimension ‘is characterized by trust, safety, and an encouraging a
collaborative atmosphere’. Managers, who work in such social group, create an open
relationship with their employees. In an organization where the culture can be seen as a
family, the employees feel committed to the organization. Consequently, employees’
obligation goes further than only their salary.

An organization can describe an organizational culture by means of the aforementioned
dimensions. Each culture type has characteristics for leading the organization and how the
employees feel and work. These dimensions highlight distinct forms of organizations and are
addressed in most culture typologies (Berson, Oreg and Dvir, 2008).

2.6. Types of Organizational Culture

The four culture types of the competing values framework — Hierarchy, Market, Clan, and
Adhocracy — are each rooted in a model of organizational theory research. Each theoretical
foundation provides the organizational environment for the values and characteristics of each
culture to take root and become prominently expressed. The concepts of each culture type as
characterized by a set of six sub-dimensions that highlight a specific aspect of culture within the
organization and serve as the assessment criteria for the OCAIl (Organizational Culture
Assessment Instrument),which is based on the Competing Values Framework. The six sub-
dimensions— dominant characteristics, organizational leadership, and management of employees,

organization glue, strategic emphasis, and criteria for success — serve to describe the fundamental

19



manifestations of culture within an organization. While not completely comprehensive, the six
sub-dimensions do cover the major components of the culture.

The dominant characteristics and organizational glue sub-dimensions address the basic
assumptions within the organization. Next, the organizational leadership and management of
employees’ sub-dimensions address interaction patterns within the organization. Finally, the
strategic emphases and criteria of success sub dimensions address organizational direction. Each
sub-dimension serves as a lens to view a slice of the culture within the organization. When
compiled together, they create a comprehensive culture profile of the whole organization as
intended by the OCAI assessment (Cameron and Quinn, 2011).

Fig.2.1 the Competing Value Framework that was developed by Cameron and Quinn,
(2006) is presented here under.
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Competing value framework refers to whether an organization
has a predominant internal or external focus and whether it

strives for flexibility and individuality or stability and control. The framework
is based on six organizational culture dimensions (dominant characteristics, institutional
leadership, and management of employees, organizational glue, strategic emphasis, and criteria
of success) and four dominant culture types (Clan, Adhocracy, Market, and Hierarchy). The
detail of each culture type is presented hereunder.
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2.6.1 Hierarchy Culture

The Hierarchy culture, characterized by stability and an internal focus, is made up of a formal
structured chain of command and control that emphasizes constancy, predictability, and
efficiency. The Hierarchy culture type is one of the earliest and most widely adopted
organizational culture types, particularly in government entities. In this culture type, there are
clear decision makers, rules, and procedures that control and govern all aspects of the
organization. Hierarchy Culture: the existence of structure, procedures, efficiency and
predictability. The fundamentals of this theory are that organizations will act rationally in order
to maximize production through a systematic organization with labor division and specialization
(Maslowski, 2001). Taylor developed a scientific management research method to hone in the
one best way to perform a particular organizational process. . In sum, the Hierarchy culture
focuses on managers maintaining unity and control to meet internal goals of production and
effectiveness.

2.6.2 Market Culture

The Market culture, characterized by stability and an external focus, produces a competitive
organization that emphasizes results and achieving goals. The organization functions similar to a
market focused on outward transactions with external communities that interact with the
organization, such as suppliers, customers, licensees, unions, and regulators (Cameron and
Quinn, 2011). Stability and control arises through the competitive and economic drive to reach
targets and grow the number of customers served, rather than through rules and specialized
functions like a hierarchy. Market culture: the existence of result-oriented, production, goals and
targets and competition. The Market culture type assumes that the external environment is hostile
and requires the organization to fight and compete in order to improve its position and grow.
Consequently the organization is driven by a constant push towards increasing productivity and
making sure results are met.

2.6.3 Clan Culture

The Clan culture, characterized by a flexible and internal focus, is a collaborative culture with a
strong commitment to the people of the organization and their development, much like an
extended family. Employees often work in semiautonomous teams and are rewarded based on
production and goals achieved as a team, not as individuals. Employees are encouraged to

actively participate in the development of the organization by providing their thoughts and input
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on how to improve production. Clan Culture: a very pleasant place to work where people share a
lot of themselves and commitment is high. Managers focus on empowering employees and help
them development their skills. Facilitating this employee cultivation is designed to build
commitment and loyalty from employees in order to have a more effective overall organization.
Organizations need the energy, ideas, and skills people provide. People need the career, earnings,
and sense of purpose that organizations provide. A poor fit between an organization and the
individual leads to suffering for both, but a good fit will benefit both.. Ott Parkes, and Simpson
(2008) organize the concepts of the human resource theory into its most core themes of
leadership, motivation, groups, work environments, power and influence, and organizational
change.

2.6.4. Adhocracy Culture

Finally, the Adhocracy culture, characterized by a flexible and internal focus, makes up a
creative culture that promotes entrepreneurship, innovation, and unique ways to meet challenges
and stay on the leading edge. This culture type epitomizes the rapidly changing world that
requires an increasing amount of creativity. In this type of organization, emphasis is placed on
having an eye towards the future and being ready for whatever it may bring, which requires a lot
of time preparing to change to meet the needs of the future. Adhocracy Culture: the existence of
a dynamic, entrepreneurial, and creative place to work.

To do this, the organization structures itself so that it can quickly change courses as necessary.
With rapid change, standard procedures and rules become less important and creativity and
innovation become more important. Members of the organization must be dynamic and able to
produce solutions to new challenges quickly. This culture arises from open-systems theories
where the focus is on an organization’s interaction and interdependence with its external
environment.

2.7 Empirical Review

This Section outlines the result of different researchers on the topic “the Effect of Organizational
culture on Employee Performance” as summarized below.

Okecuku (2014) , made a study on the “Organizational Culture on employee performance in the
National Agency for food and Drugs Administered and Control (NAFDAC) in Nigeria”lt
assumes that positive organizational culture will enhance employee performance. The three

major findings of the research were NAFDAC’s organizational culture of decentralization
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provide employees’ with greater intrinsic rewards than other traditional means of governance,
there is a significant relationship between organizational culture and increased employees’
commitment in NAFDAC and the last result there is a significant relationship between
organizational culture and increased employees, productivity in NAFDAC.

0Ojo (2009), analyzed and assessed empirically the impact of corporate culture on employee job
performance as well as organizational productivity using Nigerian banking industry as the case
study. He tried to ascertain if organizational culture affects employee job performance, and to
formulate recommendations regarding corporate culture and employee job performance. He
came out with the result that the majority of the respondents strongly agreed that corporate
culture has the effect on employees job performance, therefore and that majority of the
employees respondents agree that corporate culture has effect that determines the productivity
level of the organization.

According to Bulach, Lunenburg and Porter (2012), the effect of organizational culture on
employee behavior and performance can be summarized as follows:-

First,  knowing the culture of an organization allows employees to understand both the
organization’s history and current methods of operation. Second, organizational culture can
foster commitment to the organization’s philosophy and values. Third, organizational culture,
through its norms, serves as a control  mechanism to channel behaviors toward desired
behaviors. Finally, certain types of organizational culture may be related directly to greater
effectiveness and productivity than others.

Lokand Crawford (2004), found a positive effect of organization culture on employee performance.

Njugi & Nickson (2014) found in their study that was done at World Vision Kenya, organization
culture has a great influence on performance as it dictates how things are done, organization’s

philosophy, work environment, performance targets, and organizations stability.

2.8 Employee Performance

Employee’s performance means the ability of employees to attain goals either personal or
organizational by using resources efficiently and effectively (Daft, 2000). The word ‘performance’
can be used to describe different aspects such as societal performance, organizational performance,
employee performance, and individual performance etc. In the organizational context, performance is

usually defined as the extent to which an organizational member contributes to achieving the goals of
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the organization. Employee performance at the workplace is a major concern for the organizations
irrespective of all the factors and conditions. As such, employees are considered very important
assets to their organizations (Qureshi and Ramay, 2006). Good performance by employees of an
organization leads to a good organizational performance which ultimately makes an organization
more successful and effective and the vice versa (Armstrong, 2009).

From Deadrick and Gardner's (1997), points, employee performance could be defined as the
record of outcomes achieved, for each job function, during a specified period of time. If viewed
in this way, performance is represented as a distribution of outcomes achieved, and performance
could be measured by using a variety of parameters which describe an employee's pattern of
performance over time. Performance is a main multidimensional build aimed to get results and
has a strong link to planned objectives of an organization (Mwita, 2000).

A study (Befort, 2003), indicates that the essence of job performance relies on the demands of
job, the goals and the mission of the organization and the beliefs of the organization about which
behavior are mostly valued. Edgar Leonard Masoud (2013). An organizational culture where
employees are considered an integral part of the growth process of the organization fosters
employee commitment towards the organization. They align their goals and objectives with those
of the organization and feel responsible for the overall well-being of the organization. As their
efforts are in turn appreciated by the management and suitably rewarded, they have immense job
satisfaction.

In organizations where managers are not facilitators but taskmasters, employees live with fear
and distrust and work is nothing but a dreary chore. Since they are not involved in the overall
organizational goals, they do not understand the implications of their tasks and hence may not be
committed to achieving them. An organization where there is no cooperation between different
departments ends up having employees working in silos or working towards undermining the
efforts of the other departments which is detrimental to the overall health of the organization.
Organizational culture to a large extent determines the performance of the employees.

An employee’s ability to complete projects within deadlines and other time-Sensitive
expectations is another measure of their performance (Cascio, 2006). According to Cascio
(2006), competency and efficiency are also crucial factors considered while measuring the
employee’s job performance. While competency measures the extent to which an employee

demonstrates his/her ethical business practices and consistency between his/her values and
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performance, efficiency measures how effectively streamlined an employee’s production
facilities are in terms of the steps he/she needs to perform in order to accomplish a task (Cascio,
2006). Cascio (2006) cites other employee job performance indicators like job skills, an
employee’s work relationships, level of adaptability, self-motivation, creativity, stress tolerance
among other factors

2.8.1 Organizational Culture and Performance

The subjective nature of organizational culture has consequences for establishing the relationship
between organizational culture and performance. Organizational culture is regarded as important
in determining individuals, satisfaction and longevity with the organization, and thereby playing
an important role in the every-day life of organizations (Larsson & Lubatkin, 2001; and
Teerikangas & Very, 2006).

Management needs to explain and imbibe its culture in its employees; this will enable the
employee to get familiar with the organizational system. During this process of explanation, the
employee learns about the organizational culture and decides whether he can cope with it or not.
This means that each organization is a learning environment. It is the proper understanding of the
organizational culture that the performance of the employee in the organization. Performance is
the extent to which an individual is carrying out assignment or task. It refers to the degree of
accomplishment of the task that makes up an employee’s job Cascio, (2006). Job performance is
the net effect of an employee’s effort as modified by abilities and roles or task perceptions
(Jones, 2003).

From the research conducted by Ojo in Nigerian banking sector regarding the effect of
organizational culture on employee job performance by conducting survey from 100 employee of
the Nigerian banking sector 48.7% of the employees also agree that organizational culture
determines the productivity level of the organization. This study further reveals that there is a
positive relationship between organizational culture and employee performance. Research
conducted by, Karakurum. M, (2005), in Turkish public sector found that organizational culture

fit and employee performance has a significant positive relationship.

2.8.2 Measuring individual work performance (IWP)
Individual performance at work is one of the most important outcomes. A study in the

occupational setting has shown that there is no consensus on the definition and measurement of
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individual work performance. IWP are used to describe performance or productivity .IWP is
defined in terms of behaviors or actions that are relevant to the goals of the organization. IWP
consists of behaviors that are under the control of the individual, thus excluding behaviors that
are constrained by the environment. Linda Claire M. Bernard’s (2011).

A Heuristic frame work of IWP consisted of four broad and generic dimensions. The first
dimension, task performance, refers to the proficiency with which an employee performs central
job task. The second dimension, contextual performance, refers to employee behaviors that
support the organizational, social and psychological environment in which the central job tasks
are performed. The third dimension, adaptive performance, refers to an employee’s proficiency
in adapting to changes in work rules or environment. The fourth dimension, counterproductive
work behavior, refers to behavior that is harmful to the well being of the organization. The four —
dimension of frame IWP provides a frame work which will be essential to gain consensus on the
indicators (important employee behaviors or actions) for each dimension of IWP. An important
use of the heuristic framework is in shaping the design of work place interventions and assessing
the effect of that intervention on individual work performance.

Individual work performance indicators that are selected as most relevant are as follows.

1. Task performance:-1. Work quality.2.planning and organizing work. 3. Being result
oriented .4. Prioritizing. 5 .work efficiency

2. Contextual performance — interpersonal. 1. Taking initiative 2. Accepting and learning
from feedback. 3. Cooperating with others. 4. Communicating effectively (e. g,
adequately expressing ideas and intentions)

3. Adaptive performance:-1. Showing resiliency (coping with stress, difficult situations and
adversities). 2. Coming up with creative solutions to novel, difficult problems 3. Keeping
job knowledge up-to-date. 4. Keeping job skills up to date. 5. Dealing with uncertain and
unpredictable work situations. 6. Adjusting work goals when necessary

4. Counter productive work behavior:-Displaying excessive negativity (e.g. complaining,
making problems bigger than they are). 2. Doing things that harm your organization (e.g.
not following rules, discussing confidential information) . 3. Doing things that harm your
co- workers or supervisors (e.g. arguing, leaving work for others to finish). 4. Purposely
making mistakes. Linda Claire M. Bernards (2011).
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2.9. Conceptual Framework

Independent variable The four culture types of the competing values framework — Hierarchy,
Market, Clan, and Adhocracy and dependent variables employee performance -task
performance, contextual performance, counter- productive behavior and adaptive performance
were used in order to develop conceptual framework. The conceptual frame work was elaborated
according to the primary objective of the study, to identify the relationship between
organizational culture and employee performance. Organizational culture was selected as

independent variable and employee performance as dependent variable.

Figure 2.2 Conceptual Framework of Organizational Culture and Employee Performance

Organizational culture

Independent variable Dependent variable
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CHAPTER THREE
3. RESEARCH DESIGN AND METHODOLOGY

3.1 Description of the study area

The Addis Ababa Abattoirs Enterprise was first established as the "Ethiopian Abattoirs Share
Company" in November 1957. After nationalization, the scope of the operations of the abattoirs
was restricted to the AddisAbabaCity Government (AACG), and started to be administered
under the City Municipality. The Enterprise is one of the Government owned enterprises
established in a modern way with the objective of providing wholesome and hygienically
slaughtered meat. The Enterprise maintains efficiency and stability in order to provide customer
service and to facilitate the financial and market-based culture.

Currently, the main Abattoir is almost at the centre of the Addis Ababa City, with an area of
47,328m>. It has also satellite abattoirs, at the south eastern part of the City, inAkaki, Hana
Mariam and others. In addition to slaughtering service, by-product processing of inedible parts
of the carcass obtained from slaughtered animals and preparation and supply of hides and skins to
local tanneries are among the major activities of the Enterprise. TheAAAE provides slaughter services
for the City Dewellers of estimated 3.5 million people. There are about 985 permanent

employees working at different units of the enterprise.

3.2 Research Approach

The study used a mixed method design approach. The study examined the effect of organizational
culture on employee’s performance in AAAE. A quantitative approach followed by a qualitative
phase was employed to gain an in-depth understanding of quantitative and qualitative results.
McMillan and Schumacher (2010).ldentified this as a sequential explanatory mixed-methods
design. The primary emphasis was on the quantitative paradigm, since there more research
questions dealing with quantitative data, with a secondary emphasis on the qualitative paradigm
to investigate the relationship between organizational culture and employees Performance in the
AAAE.

3.3 Research Design

The study focused on measuring the effect of organizational culture on employee performance at

AAAE. The study used explanatory research since it emphasized on discovering relationship
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between organizational culture and employee performance. The two tools of analysis (qualitative
and quantitative) measured the effect of the organizational culture on employee performance. The
organizational culture questionnaire was adopted from organizational culture assessment
instrument (OCAI) and the employee performance questionnaire from (Heuristic frame work of
individual work performance) dimensions. All questions made use of a five-.point Likert Scale, as
suggested by authorities,(Malhorta and Grover,1998). An explanatory research design was used
and stratified sampling was utilized to select study participants from three work division of the
Enterprise, comprising of slaughtering, byproduct processing and support staff. The reliability and
the validity of the research were measured. The researcher conducted an interview with 20
professionals and supervisors from the management position who had been working for many
years in the Enterprise using purposive sampling. The researcher assumed that the selected study
participants have the necessary information on the Enterprise culture and employee performance
It also enables the researcher to observe nonverbal communication (Cohen, Manion .and
Morrison,2007 )
The collected data were analyzed using statistical package for social science (SPSS) version 24
and Correlation and regression methods were used to explore association between dependent and
independent variables.
The data collection procedure was preceded by recruitment of data collectors and giving them
appropriate data collection skills. Further, the data collection instrument was pre tested in a sample of
related, but not members of the study population. An effort was made to establish a good relation with
influential leaders of the study organization before the actual data collection. Then, data collection
followed using pre designed data collection instruments, under the supervision of the principal

investigator.

3.4. Method of data collection
Following the establishment of appropriate sample size for both quantitative and qualitative

approaches, data were collected using standard questionnaire and focus group discussion guides.

3.5. Types and Sources of Data
Data were obtained from primary and secondary sources. The primary data were collected from

AAAE employees using structured questionnaire and semi structured Interviews were conducted
with top managers and supervisors to complement the information collected from employees.

Moreover, secondary data were collected from organizational profile of the AAAE.
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3.6. Population and Sampling Design

The size of the total population working in the Enterprise was 985. Based on professional
categories of the enterprise, the employees were stratified in to three. Those included, slaughter
department, by product processing and support staff. The units selected from each stratum were
proportional to the corresponding stratum of the population. The sample size was estimated to
bel25, as indicated in the subsequent (table 1). Accordingly, 74 Respondents from slaughtering,
12 Respondents from byproducts and39 Respondents from supporting staff were selected.
Further, based on their better knowledge of the Enterprise, 17 employees were purposively
selected from top management for the qualitative study. Purposive sampling techniques involved
selecting certain units or cases ‘‘based on a specific purpose rather than randomly’’ (Tashakkori
& Teddlie, 2003). For the quantitative assessment, stratified sampling followed by simple

random sampling was utilized.

Table 3.1 Sample size determination for the study in Addis Ababa Abattoris Enterprise, 2018

SAMPLE DETERMINATION
POPULATION SIZE

LOW MIDUIM HIGH
51-91 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
3201-10,000 80 200 315
10001-35000 125 315 500
35001-150000 200 500 800

Source Naresh Malhotra (2007) Marketing research an applied approach, Butter Worth
Heinemann: Oxford, England Sample Size Determination for each Stratum
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Name of strata population proportional sample size  Sample size for each

stratum

Slaughtering--------------- 586---------=nmmnmmmmemmnam 586/985-------------mmnmnmo- 0.5949x125= 74
By product processing--- 94------------------------- 94/985------------------oom - 0.0954x125=12
Supporting Staff---------- 305--------=-m-mmmnmmemee- 305/985-------------mnmmem 0.3096x125=39
Total = 0985 Total =125

3.7. Data Analysis.
Data analysis were made using both descriptive and analytical methods. Descriptive statistics

such as frequencies, percentages, means and standard deviations were used to summarize and
present the data. Tables and graphs were used to present and narrate the study findings.
Statistical regressions (particularly multiple regressions) were used to examine the significance
contribution of each independent variable to the dependent variable. The statistical package for
social science (SPSS) version 24.was utilized for the analysis of data.

3.8 Ethical Considerations

Efforts were made to make the research ethical. To that end, the researcher tried to clearly inform
the respondents about the purpose of the study, that being purely for academic reasons. In
addition to that, participants were informed that their participation in the study was voluntary.

Further, confidentiality and anonymity of the generated information was assured.

3.9 Validity and Reliability
After reviewing pertinent literature, sound study techniques and standard methods were used to

enhance usage of appropriate study designs, estimate proper sample size and use correct
sampling methods. To measure reliability Cronbach alpha analysis measure was used (Table 2).
Validity of a measure is used describing the suitability of data with what was to be measured.
Face validity had been checked by getting comments from lay person for the tool which was part
of the tool pre-test activities. Prior to the actual data collection, pilot test was conducted by

distributing questionnaires to 17 respondents.
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Table3.2. Reliability analysis of study respondent of (Addis Ababa Abattoirs Enterprise May,
2018)

Cronbach's Alpha Based on

Cronbach's Alpha Standardized Items N of ltems
Clan_or_Consensus_Culture 0.764 0.763 6
Enterpreneurial_or_Adhocrac 0.717 0.720 6
Market_or_competative_cultl 0.784 0.786 6
Burecratic_or_Hierarcy_cultur 0.724 0.732 6
Employee_Performance 0.838 0.839 23

Reliability Test

Reliability is a tool to measure a questionnaire which is an indicator of the variables or
constructs. In conducting the reliability test SPSS version 24.0 for windows used .The researcher
calculated Cronbach’s alpha values for the items in each construct. The coefficients were
evaluated using the guidelines suggested by George and Mallery (2010), where values 0.9 or
higher indicate excellent reliability, values ranging from 0.8 to .89 indicate good reliability,
values ranging from 0.70 to .79 indicate acceptable reliability, values ranging from 0.6 to .69
indicate questionable reliability, values ranging from 0.5 to .59 indicate poor reliability, and
values less than 0.5 indicate unacceptable reliability. Reliability analysis for the five constructs
using Cronbach’s  alpha was; clan culture= 0.764, Entrepreneurial=0.717, market culture=
0.784, Bureaucratic culture = 0.724 and employee performance=0.838. These values were
acceptable or good based on the rule of George and Mallery (2010).
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CHAPTER FOUR
4. DATA ANALYSIS AND INTERPRETATION

4.1. Introduction

In this chapter, data analysis and discussions are presented. The study aimed to investigate the
effect of organization culture on employee performance in case of Addis Ababa Abettor
Enterprise. Questionnaires were distributed to 125 current employees in Addis Ababa Abettor
Enterprise using hardcopies forms, 117 of them replied with answers, making the response rate
to be 93.6%.

The first part of the questionnaire consists of demographic information of the respondents which
were presented at the first table. The second part of the chapter deals about effect of organization
culture on employee performance using regression and correlation tools between organization
culture on employee performance. The data was analyzed using and Statistical Package for
Social Science software (version SPSS-24).

4.2.  Demographic Profile of the Research Participants

This section analyses the respondents’ characteristics of 117 respondents who returned
valid questionnaires for the study. The result of the analysis is presented in Table 4.1. The study
sought to establish the gender, age categories, level of education, marital status, year of service at

the enterprise and employment category.
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Table 4.1 Socio Demographic data of study Respondent of (Addis Ababa Abattoirs Enterprise
May(2018.)

Cumulative

Frequency Percent Valid Percent Percent
Age 18 - 27 years 10 8.5 8.5 8.5
28- 37 years 75 64.1 64.1 72.6
38-47 years 29 24.8 24.8 97.4
48 and above years 3 2.6 2.6 100.0
Gender Female 14 12.0 12.0 12.0
Male 103 88.0 88.0 100.0
Highest Elementary school 43 36.8 36.8 36.8
educational High school 31 26.5 26.5 63.2
level obtained llliterate 3 2.6 2.6 65.8
Read and write 6 51 51 70.9
Diplomal/level IV 20 17.1 17.1 88.0
First Degree 13 11.1 11.1 99.1
Masters and above 1 0.9 0.9 100.0
How long Less than 1 Year 9 7.7 7.7 7.7
have you 1-5 Years 49 41.9 41.9 49.6
grege;n'i;:zfn? 6-10 Years 53 45.3 453 94.9
11-15 Years 5 4.3 4.3 99.1
15 and above years 1 0.9 0.9 100.0
Marital Status Single 19 16.2 16.2 16.2
Married 95 81.2 81.2 97.4
Divorce 1 0.9 0.9 98.3
Widow 2 1.7 1.7 100.0
Employment Supporting Staff 35 29.9 29.9 29.9
Category By product processing employee 10 8.5 8.5 38.5
Slaughtering service employee 69 59.0 59.0 97.4
Top management 1 0.9 0.9 98.3
Supervisors and coordinators 2 1.7 1.7 100.0

Total 117 100.0 100.0

The study found that gender of the respondents were 88.0 % (103 respondents) males and 12%
(14 respondents) females respectively. This implies that males were involved highly in the study
since the work is usually executed by males and thus the finding of the study did not suffer from
gender bias.

The study requested the respondents to indicate their age category, the findings revealed that
8.5% (10 respondents) were aged below 27 years, 64.1% (75 respondents) indicated they were
aged between 28 to 37 years, 24.8% (29 respondents) indicated were aged between 38 to 47
years, whereas the remaining 2.6% (3 respondents) of the respondents indicated that they were
aged above 48 years. This is an indication that respondents were well distributed in terms of their

age category. The age category implies that the respondents were comprised of heterogeneous
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groups; which in turn enabled the researcher to get varied responses across the sample units’
fairly distributed. Hence, again the study did not suffer from age category bias.

The study also requested the respondents to indicate their highest level of education and from the
findings it was recognized that 36.8% of the respondent indicated their highest level as
elementary, 26.5% of the respondent indicated their highest level as high school, 2.6% of the
respondent indicated their highest level as read and write, 5.1% of the respondent indicated their
highest level as illiterate, 17.1% of the respondent indicated their highest level as diploma/Level
IV,11.1% of the respondent indicated their highest level as first degree and the remaining 0.9%
of the respondents indicated their highest level of education as third degree. It is identified that
most of the respondents included in the study had required knowledge to respond the
questionnaire. The qualification matrix has shown that the respondents have knowhow with the
subject matter addressed in the study. As far as marital status is concerned, the respondents were
a mix of single (16.2%), married (81.2%), divorce (0.9%) and window (1.7%).

The researcher requested respondents to indicate the number of service years within Addis
Ababa Abettor Enterprise. The study revealed that 7.7% of the respondents had served the
Enterprise for less than one year period, 41.9% of the respondents indicated that they had serve
the Enterprise for a period raging between 1 to 5 years, 45.3% of the respondents indicated that
they had serve the Enterprise for a period raging between 6 to 10 years, 4.3% of the respondents
indicated that they had serve the Enterprise for a period raging between 11 to 15 years and the
rest 0.9% of the respondents had served above 15 years. This implies that majority of the
respondents have ample knowledge accumulated and which in turn added recognized value for
this study.

Finally, the researcher requested respondents to indicate the employment category within Addis
Ababa Abettor Enterprise. The study revealed that 29.9% of the respondents had worked as
supporting staff employee, 8.5% of the respondents had worked as by product processing
employee, 59.0% of the respondents had worked as slaughtering service employee,0.9% and
1.7% of the respondents had worked as top management and supervisors and coordinators
employees respectively in the Enterprise, since all employee were participated in the study which

in turn added recognized value for this study.

Table 4.2 Descriptive statistics of variables of study respondent of Addis Ababa Abattoirs
Enterprise May, 2018.
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N Minimum Maximum Mean Std. Deviatii Skewness Kurtosis
Statistic ~ Statistic  Statistic  Statistic  Statistic  Statistic  Std. Error  Statistic  Std. Error

Clan/Consensus_Culture 17 1 4 2.62 0.785 0.015 0.224 -0.44 0.444
Enterpreneurial /Adhocracy_Cult 117 1 4 2.68 0.786 -0.111 0224 -038 0.444
Market_or_competative_culture 117 1 5 279 0818 0.127 0.224 -0.481 0.444
Burecratic/Hierarcy_culture 17 1 4 274 0.756 0.223 0.224 -0.784 0.444
Employee Performance 117 2 4 2.89 0.679 0.14 0224 -0812 0.444

4.3. Descriptive Statistics of variables

Table 4.2 shows the summary descriptive results for all the variables used in the study such as
mean, maximum, minimum, standard deviation, skewness, kurtosis and number of observation
This section presents the descriptive statistics of dependent and explanatory variables used in this
study. The dependent variable used in this study was employee performance under the model
while explanatory variables are clan/consensus culture, entrepreneurial/adhocracy culture,
market competitive/ culture and hierarchy/bureaucratic culture.

The data consisted of 117 observations measured on 5 variables. The researcher conducted
descriptive statistics on the overall sample and frequencies and percentages for categorical
variables. The study conducted on the clan culture, entrepreneurial, market culture, bureaucratic
culture and employee performance revealed that the mean score value for the category in average
was 2.62 (SD=0.785), 2.68 (SD=0.786), 2.79(0.818), 2.74(0.756) and 2.89 (SD=.0.679)
respectively which falls on a neutral/undecided agreement (Table 4.2). And the grand mean of
organizational culture was 2.75. Therefore, for almost all the variables, the mean value lies
within their maximum and minimum values showing a good level of consistency. From the
descriptive statistics, it can be inferred that there is room for improvement in the all facets of
organizational culture and employee performance as perceived by the respondents with their
means being close to 3.0.As can be seen from Table 4.2 the kurtosis values of the five variables
approaches to zero suggesting that the series are not leptokurtic (peaked) relative to the normal.
In terms of the skewness, all the variables are negatively skewed except entrepreneurial culture.
The skewness values are showing values closer to zero; suggesting no problem with regard to
skewness.

Table 4.3. Descriptive statistics of employee performance (Addis Ababa Abattoirs Enterprise)
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Std.

N Minimum Maximum Mean Deviation
Task performance (TP) scale 117 1 4 3.23 0.781
Contextual Performance(CP) 117 1 5 3.24 0.916
Counter Productive behavior 117 1 5 1.87 1.013
Adaptive performance(AP) 117 1 5 2.65 1.248

4.3.1 .Descriptive statistics of employee performance (Addis Ababa Abattoirs Enterprise).
Table 4.3: Descriptive statistics of employee performance (Addis Ababa Abattoirs Enterprise)
The data consisted of 117 observations measured on four employee performance scales. The
study conducted on task performance, contextual performance, counter- productive behavior, and
adaptive performance revealed that the mean score value for the category in average with
standard deviation was 3.23 (SD=0.781), 3.24 (SD=0.916), 1.87(1.013), and 2.65 (SD=1.248)
respectively which falls on a neutral/undecided agreement to disagree. The contextual
performance had higher mean (3.24) and adaptive performance had higher standard deviation
(1.248) which indicated higher variability. And, the grand mean of employee performance was
2.75. Therefore, for almost all employee performance components, the mean value lies within

their maximum and minimum values showing a good level of consistency.

4.4. Statistical Assumption Testing

Before applying regression analysis to test the effect of organization culture attributed by clan
culture, entrepreneurial culture, market culture, bureaucratic culture on employee performance
some tests were conducted in order to ensure the appropriateness of data to assumptions
regression analysis for the model as follows: JW Osborne (2007) four assumption of multiple

regression.
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Table 4.4 Correlation Matrix (only independent variables) of study respondents of Addis Ababa
Abattoirs Enterprise May, 2018.

Enterpreneurial/A
Clan/Consensu dhocracy_Cultur Market_or_comp Burecratic/Hierar

s_Culture e etative_culture cy_culture

Clan/Consensus_Culture Pearson Correlation 1

Sig. (2-tailed)
Enterpreneurial/Adhocrac Pearson Correlation 653" 1
y_Culture Sig. (2-tailed) 0.000
Market_or_competative_c Pearson Correlation 693" 682" 1
ulture Sig. (2-tailed) 0.000 0.000
Burecratic/Hierarcy_cultur Pearson Correlation 693" 555" 789" 1
€ Sig. (2-tailed) 0.000 0.000 0.000

N 117 117 117 117

**_Correlation is significant at the 0.01 level (2-tailed).

Source: Questionnaires and SPSS output (2018
4.4.1.. Multicollinearity Test

In this section the correlation between explanatory variables; clan culture, entrepreneurial,
market culture, bureaucratic culture. A correlation matrix is used to ensure the correlation
between explanatory variables.

According to Lewis-Beck (1999) suggestion in order to find out the multicollinearity problem,
the bivariate correlations among the independent variables should be examined and the existence
of correlation of about 0.8 or larger indicates a problem of multicollinearity. Hair et al (2006)
argued that correlation coefficient below 0.9 may not cause serious multicollinearity problem.
Also, Cooper and Schendlar (2009) suggested that a correlation above 0.8 should be corrected
for.

The results in the correlation matrix table 4.4 shows that the highest correlation of 0.789 which is
between market and bureaucratic culture. Since there is no correlation above 0.8 in this study
according to Cooper and Schendlar (2009), it can be concluded in this study that there is no
problem of multicollinearity, thus enhanced the reliability for regression analysis. Therefore, it
can be concluded that in this study that there is no problem of multicollinearity or the results
showed that the problem of multicollinearity did not exist between variables in the model. Hence
all the variables were retained for use in the estimations

Figure 4.1 Normal Point Plot of Standardized Residual
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: Employee Performance
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4.4.2 Linearity Test

Linearity refers to the degree to which the change in the dependent variable is related to the
change in the independent variables.

The scatter plot of residuals shows no large difference in the spread of the residuals as you look
from left to right on figure 4.1This result suggests the relationship we are trying to predict is
linear. Similarly, the above figure shows the normal distribution of residuals around its mean of
zero. Hence the normality assumption is fulfilled as required based on the above figure, it is
possible to conclude that the inferences that the researcher will made about the population

parameter from the sample is somewhat valid.
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Figure 4.2 Frequency Distribution of Standardized Residual

Histogram

Dependent Variable: Employee Performance
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4.4.3 Normality Test

Figure 4.2 shows the frequency distribution of the standardized residuals compared to a normal
distribution. As you can see, although there are some residuals (e.g., those occurring around 0)
that are relatively far away from the curve, many of the residuals are fairly close. Moreover, the
histogram is bell shaped which lead to infer that the residual (disturbance or errors) are normally
distributed. Thus, no violations of the assumption normally distributed error term. Thus, from an
examination of the information presented in all the three tests the researcher concludes that there
are no significant data problems that would lead to say the assumptions of classical linear

regression have been seriously violated.

Table 4.5.Correlation Matrix (with dependent Variables) of study respondent of Addis Ababa
Abattoirs Enterprise May, 2018
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Enterpreneurial/A
Clan/Consensu dhocracy_Cultur Market_or_comp Burecratic/Hierar

s_Culture e etative_culture cy_culture

Clan/Consensus_Culture Pearson Correlation 1

Sig. (2-tailed)
Enterpreneurial/Adhocrac Pearson Correlation 653" 1
y_Culture Sig. (2-tailed) 0.000
Market_or_competative_c Pearson Correlation 693" 682" 1
ulture Sig. (2-tailed) 0.000 0.000
Burecratic/Hierarcy_cultur Pearson Correlation 693" 555" 789" 1
e Sig. (2-tailed) 0.000 0.000 0.000

N 117 117 117 117

** Correlation is significant at the 0.01 level (2-tailed).

4.5. Pearson Correlation Coefficient (PCC) between employee performance and
explanatory variable

Pearson Correlation Coefficient (PCC) is a statistical measure calculating the linear relationship
between two variables in a model and used as an estimation of the entire population correlation
which results values between -1 and 1. The -1 means the strongest negative linear between
variables, while 1 means the strongest positive linear between variables. 0 means there is no
linear relation between the variables. The next purpose of this study is to perform Pearson
correlation between employee performance and expletory variables that is clan culture,
entrepreneurial culture, market culture, bureaucratic culture. The results of this test are presented
in Table 4.5 Correlation Matrix (with dependent variables). The correlation between clan culture
and employee performance was found highly significant at the level of 0.762. It was a positive
correlation. It indicated a positive relationship. Therefore, hypothesisl that is, clan culture is
positive and significant impact on employee performance in Addis Ababa Abettor Enterprise, we
rejected the null hypothesis (Ho) and alternative hypothesis (H1) was accepted in this study. In
other words, clan culture increases with increased employee performance and vice versa.

The correlation between entrepreneurial culture and employee performance was highly
significant at the level of 0.723. It was a positive correlation. So the results supported Hypothesis
2 that is, entrepreneurial culture are positive and significant related to employee performance in
Addis Ababa Abettor Enterprise, the null hypothesis (Ho) was rejected and alternative
hypothesis (H1) was accepted in this study. In other word, high level of entrepreneurial culture

leads to high level of employee performance and vise versa.
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The results of correlation also showed a significant positive relationship between market culture
and employee performance at the level of 0.825. It was a positive correlation. Therefore, the
Hypothesis 3 that is, market culture is significantly related to employee performance in Addis
Ababa Abettor Enterprise. The null hypothesis was rejected and alternative hypothesis was
accepted. In other word, high level of market culture leads to high level of employee
performance in of the Enterprise.

Finally, the results of correlation also showed a significant positive relationship between
bureaucratic culture and employee performance at the level of 0.783. It was a positive
correlation. Therefore, the Hypothesis 4 that is, bureaucratic culture is significantly related to
employee performance in Addis Ababa Abettor Enterprise. Thus, the null hypothesis was
rejected and the alternative hypothesis was accepted. In other word, high level of bureaucratic
culture leads to high level of employee performance in of the Enterprise

The results of correlation supported all the hypotheses between organization culture and
employee performance. All these hypotheses are further tested for investigating the effect of
organization on culture attributed by clan culture, entrepreneurial culture, market culture,
bureaucratic culture on employee performance.

A. Regression model Summery

The regression summery is summarized as follows:

Table 4.6 Regression model Summary: of study Respondent of Addis Ababa Abattoirs
Enterprise May, 2018.

Adjusted R Std. Error of Durbin-
Model R R Square Square the Estimate Watson
1 88972 0.791 0.784 0.316 2.000

a. Predictors: (Constant), Burecratic/Hierarcy_culture, Enterpreneurial/Adhocracy_Culture,
b. Dependent Variable: Employee Performance

Source: Questionnaires and SPSS output (2018)

4.6. Overall regression model and its ANOVA
R-squared is measured the goodness of fit of the explanatory variables in explaining the

variations in employee performance in Addis Ababa Abettor Enterprise measures of explanatory
variables organization culture attributed by clan culture, entrepreneurial culture, market culture,

bureaucratic culture on employee performance. As clearly described in Table 4.6 adjusted R-
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square value for the regression model was 0.784, this indicates the explanatory variables in this
study explain about 78.4 percent of the variation in the level employee performance in Addis
Ababa Abettor Enterprise. The remaining 21.6 percent of the variation in the level of employee
performance in Addis Ababa Abettor Enterprise are explained by other variables which are not
included in the model. Therefore, organization culture attributed by clan culture, entrepreneurial
culture, market culture, bureaucratic culture is good explanatory variables of employee

performance of Addis Ababa Abettor Enterprise.

B. Regression-ANOVA Table

The regression ANOVA table are summarized as follows:

Table 4.7: Regression-ANOVA of study Respondent of Addis Ababa Abattoirs Enterprise May,
2018

Sum of Mean
Model Squares df Square F Sig.
1 Regressio 42.361 4 10.590 105.953 .000P°
n
Residual 11.195 112 0.100
Total 53.556 116

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Burecratic/Hierarcy_culture,

From the ANOVA test in table 4.7 it shows the Sig. value 0.01 is greater than the calculated Sig.
value 0.000. It reflects there was a statistically significant correlation between dependent variable
and independent variables at 1% significant level. Which means the explanatory variables;
organization cultures attributed by clan culture, entrepreneurial culture, market culture,
bureaucratic culture have great contribution to improve employee performance of Addis Ababa
Abettor Enterprise. But it does not mean that all these factors have equally significant correlation
with employee performance of Addis Ababa Abettor Enterprise. Beside the F statistics
(105.953) which is used to measure the overall test of significance of the model was presented,
and null hypothesis can be clearly rejected since the p-value is 0.000 which is sufficiently low,
the model is well fitted at 1 percent level of significance.
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4.6  Regression Analysis

4.6.1 Operational model

The operational linear regression model used to find the statistically significant between

organization culture and employee performance in the Addis Ababa Abettor Enterprise is

depicted here below:

EP = a; + 1 * Clan + B, * Enter + 83 * Mark + 8, * Bure ...... ...... (4.1)

Where Clan=Clan Culture, Enter=Entrepreneurial Culture, Mark=Market Culture,

Bure=Bureaucratic culture and EP= Employee performance (Table 4.8)

Regression Coefficient Analysis of the Model

Table 4.8: Regression Coefficient Analysis of the Model study Respondent of Addis Ababa

Abattoirs Enterprise May, 2018

Unstandardized Standardi

Collinearity

Coefficients zed Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
"1 (Constant) 0.510 0.122 4.197 0.000
Clan/Consensus_Culture 0.188 0.059 0.217 3.210 0.002 0.407 2.460
Enterpreneurial/Adhocracy_Culture 0.188 0.055 0.218 3.448 0.001 0.469 2.133
Market_or_competative_culture 0.270 0.067 0.325 4.016 0.000 0.285 3.503
Burecratic/Hierarcy_culture 0.230 0.067 0.255 3.418 0.001 0.334 2.993

a. Dependent Variable: Employee Performance

4.6.2 Regression Coefficient Analysis of the Model and Interpretation of Explanatory

variable
A. Explanatory variables

Hypothesis testing
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1. Clan/Consensual Culture and Employee Performance

HO: There is no significant relationship between clan culture/consensus culture and employee
performance

H1: There is significant relationship between clan culture/consensus culture and employee’s

performance

Table 4.8summarizes the unstandardized and standardized regression weights of the measured
and latent variables. The unstandardized regression coefficient value for clan culture is 0.188
which represents effect over employee’s job performance holding the other variables as constant.
One-unit increase in tradition, loyalty, personal commitment, extensive socialization, teamwork,
self-management, and social influences results in a 0.188-unit increase in employee job
performance this implies that its members recognize an obligation beyond the simple exchange
of labor for a salary. Therefore, the research has accepted H1: Clan/Consensual Culture has
positive and significant impact on employee performance.

Similarly, Deshpande and Farley (1999) aver that in the consensual culture, elements of tradition,
loyalty, personal commitment, extensive socialization, teamwork, self-management, and social
influence are important in the employee valuesl.

2. Entrepreneurial Culture and Employee Performance

Ho: There is no significant relation between Entrepreneur /Adhocracy Culture and employee

performance

H1: There is significant relationship between Entrepreneurial/Adhocracy Culture and employee’s
performance

It was established that employee performance would raise by 0.188 with every unit positive
increase in entrepreneurial culture provided that other factors (competitive culture, bureaucratic
culture and consensual culture) are constant. This statistic insignificant at 95% confidence level
(p = 0.001). As shown in Table 4. 8 the un standardized and standardized regression weights of
the measured and latent variables. The positive sign of the estimate represents that employees job
performance would increase by 0.188 for every unit increase in entrepreneurial culture of the at
the Addis Ababa Abettor Enterprise and this coefficient value is significant at 5%level.

One-unit increase in these predictors (high levels of risk taking, dynamism, and creativity) result

in a 0.188-unit increase in employee job performance. Thus, this implies that there is a
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commitment to experimentation, innovation, and being on the leading edge. This culture does not
just quickly react to changes in the environment, it creates change. Therefore, it has been
accepted H2: Entrepreneurial culture as positive and significant impact on employee
performance.

Entrepreneurial culture encourages employees to be innovative, seek newer ways of solving a
problem; discourages micro managing hence enhances employees® intrinsic motivation to
perform (Park and Kim, 2009). Therefore, entrepreneurial culture greatly, positively influences
employee performance and effectiveness means providing new and unique products and rapid
growth. Individual initiative, flexibility, and freedom foster growth and are encouraged and well
rewarded. Deshpande and Farley (1999) state that in the entrepreneurial culture, the emphasis
was on innovation, risk taking, high level of dynamism, and creativity.

3. Market/Competitive Culture and Performance
HO: There is no significant relationship between Market/Competitive Culture and employee

performance

H1: There is significant relationship between Market/Competitive Culture and employee’s
performance

Market/Competitive Culture would lead to an increase in employee performance by factor of
0.270 with P value of 0.000 should other factors be held constant. As shown in Table 4.8
Summarizes the unstandardized and standardized regression weights of the measured and latent
variables. The Unstandardized regression coefficient value for organization culture is 0.270
which represents effect over employee’s job performance holding the other variables as constant.
The positive sign of the estimate represents that employees job performance would increase by
0.270 for every unit increase in Market/Competitive culture of the Addis Ababa Abettor
Enterprise and this coefficient value is significant at 1%level.

One-unit increase in the achievements of measurable and demanding goals, especially those that
are financial and market-based results in a 0.270-unit increase in employee job performance this
implies that Hard- driving competitiveness and a profit orientation prevail throughout the
organization. Therefore, the research has accepted H3: Market/Competitive Culture has positive
and significant impact on employee performance.

In a market culture, the relationship between individual and organization is contractual. The

individual is responsible for some levels of rewards in return. A market culture does not exert
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much informal, social pressure on employees. They do not share a common set of expectations
regarding management style or philosophy. The absence of a long-term commitment by both
parties results in a weak socializing process. Deshpande and Farley (1999) state that in the
competitive culture, values relating to demanding goals, competitive advantage, marketing
superiority, and profits were emphasized.

4. Bureaucratic Culture and Employee Performance
Ho There is no significant relationship between Bureaucratic/Hierarchy Culture and employee’s

performance

H1: There is significant relationship between Bureaucratic/Hierarchy Culture and employee’s
performance

Additionally, holding other factors (competitive, entrepreneurial and consensual culture)
constant, a unit increase in bureaucratic culture would lead to a 0.230 increase in employee
performance (p = 0.001).As shown in Table 4.8 summarizes the unstandardized and standardized
regression weights of the measured and latent variables. The unstandardized regression
coefficient value for organization culture is 0.230 which represents effect over employee’s job
performance holding the other variables as constant. The positive sign of the estimate represents
that employees job performance would increase by 0.230 for every unit increase in bureaucratic
culture of the Addis Ababa Abettor Enterprise and this coefficient value is significant at 1%level.
One-unit increase in bureaucratic that values formality, rules, standard operating procedures, and
hierarchical co-ordination results in a 0.230-unit increase in employee job performance this
implies that Long- term concerns of bureaucracy are predictability, efficiency, and ability. Its
members highly value standardized goods and customer service. Therefore, the research has
accepted H4: Bureaucratic Culture has positive and significant impact on employee performance.
Behavioral norm support formality over informality. Managers view their roles as being good
coordinators, organizers, and enforcers of certain rules and standards. Tasks, responsibilities, and
authority for all employees are clearly defined. The organization’s many rules and processes are
spelled out in thick manuals and employees believe that their duty is to “go by the book™ and
follow legal processes. According to Deshpande and Farley (1999), in the bureaucratic culture,
values like formalization, rules, standard operating procedures, and hierarchical coordination

Regression Coefficient Analysis of the Model
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4.7. Critical Assessment of organizational culture on employee performance at
Addis Ababa Abattoirs Enterprise

To evaluate the type of Organizational culture which has a significant effect on employee
performance at AAAE, a qualitative assessment was conducted among top management staff of
the Enterprise. The staff understood Organizational structure in a variety of ways, including,
peculiarity of the Organization, working situation of the Organization, objectives of the

Organization, uniqueness and mission of the Organization.

Regarding introduction of organizational culture to new employees, the senior staff reiterated
that new recruits are oriented to their areas of assignments by their respective immediate

supervisors and by the Labor Union Members of the Enterprise.

Concerning the existing organizational culture with respect to the dominant characteristics,
institutional leadership, management of employee, organizational glue, strategic emphasis, and
criteria of success of organizational culture, the informants tried to address the various
components of the respective issues. Pertaining to dominant characteristics, there appears to be a
firm conviction that the organization is governed by rule and policy, is maintained efficiency and
effectiveness. It was further indicated that the Organization is result oriented, is working for job

accomplishment, and is market oriented and profitable.

The Institutional Leadership was noted to expect results, Job accomplishment, “the leader ship
main expectation from the employees is finishing the assigned job on time”, facilitates to get the
expected out come through efficiency and effectiveness. The management of employees is
underscored to be driving to the target of the enterprise, enable employees understand

organizational objectives. “When job is accomplished security of the job is secured”.

The Organizational glue is recognized to be the glue that holds the organization together and

enables it to win the market. “As this is a market driven organization, winning the market and
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being competitive can enhance survival of the Organization”. The glue that holds the

organization together is rule and regulation and its target goal accomplishment.

Accomplishing target is considered to be a key strategic emphasis. Controlling to maintain the
policy and stability enhances as well job security. “Maintaining peace is very important for
smooth operation of the enterprise”. Among issues considered as criteria of success, include,
that the organization is competitive, listens to the complaints of customers, responds to the
complaints of customers and follow score card for job accomplishment. “The existence of the

employees in the enterprise depends on their accomplishment of balanced score card”.

Regarding the relationship between organizational culture and employee Performance, the
informants invariably responded that the relation is based on profitability and ultimate goal
accomplishment of the Organization, since the Enterprise is market oriented. “Winning the

market and remaining competitive is the only choice we have”.

Those cultural dimensions are somehow part of the existing culture of the Organization, since
employees have to comply to the rules and regulations of the Enterprise and adhere to the

strategic objectives of the Organization.

The employees understand the existing organizational culture of the Enterprise. The employees
know the prevailing culture and do their best to accomplish the Organizational Goal and

maintain their job.

The level of employee’s performance in relation with existing culture is reckoned to be good,
since the Organization has been accomplishing its market oriented Mission. “Staying in the

market for so long can tell the level of employee performance”.
The reasons regarding employee performance include evaluation of the respective employees

using the Balanced Score Card, the existence of the Enterprise in the market and retention of the

employees and the overall accomplishment of the organizational goal.
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4.8. Discussion

This study was conducted to examine the effect of organizational culture on employee
performance regarding the four types of organizational culture, including,( Clan, Adhocracy,
Market and Bureaucratic) at Addis Ababa Abattoirs Enterprise. Further, efforts have been made
to measure employee performance on four dimensions comprising of Task performance,
contextual performance, counter- productive behavior, and adaptive performance. Employee
performance components showed a good level of consistency. The qualitative assessment as
gauged by the Balanced Score Card performance accomplishment showed also positive outcome.
Studies conducted in similar subject in Africa (Njugi and Nickson, 2014) and study in Korea
(Zeinab Inanloy,Ewha,Ji Young.et.al., 2017)showed similar positive correlation between
organizational culture and employee performance. Therefore this study similarly demonstrated

the cohesion between organizational culture and employee performance.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION

5.1. Introduction
This chapter outlines the summary and conclusions of the study in accordance with the study

results. It also gives an insight on the recommendations as well as suggestions for future studies.

5.2.  Summary
This study was conducted to examine the overall effect of organizational culture on employee’s

performance within the Addis Ababa Abettor Enterprise in Ethiopia. Primary data were collected
regarding organizational culture (Clan culture, entrepreneurial culture, market culture,
bureaucratic culture) and employee performance (task performance, contextual performance,
counter- productive behavior and adaptive performance). Questonnarries were distributed for
125 current employees .117 of them replied with answer making the percentage of
respondents93.6% The market culture The bureaucratic culture s are the dominant culture

followed by adhocracy and clan culture respectively.

Tests were conducted in order to ensure the appropriateness of data to assumptions regression
analysis and the result shows that no problems among the independent variables of the study
were detected. The overall findings suggest that culture of organizations has a significant

positive effect on employee’s job performance in the study organization.

5.3. Conclusion
The researcher tried to evaluate the overall effect of organizational culture on the employee's job

performance at Addis Ababa Abettor Enterprise. The study showed positive relationship between
organizational culture and employee’s job performance. Precisely, the following specific

conclusions are made regarding the principal findings of the study.

e Clan/Consensual Culture and Employee Performance: The findings of the study
demonstrated strong support for the effect of clan culture on employee performance.
Specifically, the findings showed that, the correlation between clan culture and employee
performance was found to be highly significant at the level of 0.762. That is, clan culture
increases with increased employee performance and vice versa. The positive sign of the

estimate represents that employees job performance would increase by 0.188 for every
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unit increase in clan culture at the Addis Ababa Abettor Enterprise and this coefficient
value is significant at 1% level (0.002). Therefore, the research has accepted H1: Clan
culture has positive and significant impact on employee performance.

Entrepreneurial Culture and Employee Performance: Regarding entrepreneurial
culture, a positive and statistically significant relationship between entrepreneurial culture
and employee performance. Specifically, our findings showed that, the correlation
between entrepreneurial culture and employee performance was highly significant at the
level of 0.723. l.e. high level of entrepreneurial culture leads to high level of employee
performance and vise versa. Employee performance would raise by 0.188 with every unit
positive increase in entrepreneurial culture provided that other factors (competitive
culture, bureaucratic culture and consensual culture) are constant. This statistic is
significant at 95% confidence level (p = 0.001). Therefore, the research has accepted H2:
entrepreneurial has positive and significant impact on employee performance.
Market/Competitive Culture and Performance: This study also found a statistically
significant relationship between market cultures on employee performance of Addis
Ababa Abettor Enterprise in Ethiopia at the level of 0.825. In other word, high level of
market culture leads to high level of employee performance in the Enterprise. The
positive sign of the estimate represents that employees job performance would increase
by 0.270 for every unit increase in Market/Competitive culture. This coefficient value is
significant at 1%level. Therefore, the research has accepted H3: Market/Competitive has
positive and significant impact on employee performance.

Bureaucratic Culture and Employee Performance: Finally, the researcher has found a
positive and statistically significant relationship between bureaucratic culture and
employee performance at the level of 0.783. l.e. high level of bureaucratic culture leads
to high level of employee performance in the Enterprise. The positive sign of the estimate
represents that employees job performance would increase by 0.230 for every unit
increase in bureaucratic culture of the Ababa Abettor Enterprise and this coefficient value
is significant at 1% level. Therefore, the research has accepted H4: Bureaucratic has

positive and significant impact on employee performance.
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5.4. Recommendations

Clan Culture: Management of an organization should focus on mentoring, nurturing
and “doing things together” of their employees. In this organization, employees were
not considered partners and leaders only worked to facilitates their participation and
commitment. Therefore, the organization should aim at empowering and checking on
the welfare of their employees to maximize employee performance.

Market Culture: It was noted that this is the most crucial aspect of organizational
culture that affects the performance of the employees. Internal environment, mostly
dominated by employees provide a vital factor on how the organization relates to the
outside world. It’s therefore, noble to always provide a balance in the dealings of the
organization. The results of the study imply that the management needs to do more in
order to find out how an organization can excel in an ever changing and highly
competitive market on employee performance.

Hierarchy Culture: Management of the organization should provide a clear line of
decision making, to bring the board the employee on board. Rules and regulation
should not be used to oppress the employees to meet productivity levels. This should
just be used for control of the activities within the organization, but not to oppress
them. Organizational leadership has a challenge to create efficiency through
coordination and commitment amongst their team members.

Entrepreneurial Culture: As the Addis Ababa abattoirs Enterprise needs expansion
and future extension to extend its service, the Enterprise needs give emphasis on
having a proactive and realistic plan. The management needs to encourage its
employees to enhance their productivity, to cope up with the rapidly changing global

environment.

5.5 Limitation of the Study

Due to strictly limited Research resources including, time and financial support, only a cross

sectional study was conducted. That could be regarded as limitation of this study. Difficulty in

collecting questionnaires on time, negligence of some respondents, lack of sufficient time and

finance to conduct the study were also among the various problems encountered by the

researcher during the study.
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5.6. Future Research Direction

The research findings of this study make a valuable contribution to the awareness of the effect of
organizational culture with employee performance. However, since organizational culture is very
broad focused studies on different perspectives of organizational culture could give broad

knowledge on the subject and enhance better employment performance and productivity.
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APPENDIX A

A Survey on the Effect of Organizational Culture on Employees performance
Dear Participant,

| am Hajima Beyene, a graduate student at Addis Ababa University, School of Commerce.
Currently, I am undertaking a research to identify the effect of organizational culture on
employees Performance. The result of the study will assist the case organization (Addis Abeba
Abettor Enterprise) by determining which type of organizational culture has greater effect on
employees’ performance and to adjust its focus on the most important organizational culture
type. Your participation in this survey is voluntary. The information you provide will be used
only for the purpose of the study and will be kept strictly confidential.

It takes about 20 minutes to complete the questionnaire which includes, fill out questions under
General profile, Organizational Culture and Employee Performance. Please do not write your
name or contact address on the questionnaire.
Thank you in advance for your kind cooperation.
General Profile
Part 1: General Profile (Please put ,,v"“ mark in the box that best describes employees)
1. Age: 18-27 [1 28 37 [] 38-47 [] 48 and above [
2. Gender: [ Female [1 Male
3. Highest educational level obtained:
Elementary school [1 High school 1 Illiterate [ Read and write [ Diploma/ Level IV
1 First Degree [| Masters and above [
4. How long have you been in this organization? Less than 1year [ 1-5 [1 6-10 [1 11-15 [}
15 and Above [
5. Marital Status; [1 Single [1 Married [1 Divorce [1 Widow
6. Employment Category: Supporting staff [J by product processing employee Slaughtering
service employeel] Top management [] supervisors and coordinators [Jothers(

Part I. Diagnosing Institutional Culture in the Organization

This part of the questionnaire consists of items taken regarding Organizational Culture Assessment
Instrument (OCAI). The main purpose of the instrument is to assess six key dimensions of
institutional culture in the organization i.e. dominant characteristics, institutional leadership,
management of employee, organizational glue, strategic emphasis, criteria of success. Judge how
frequently each statement fits the institutional culture in your organization. Use the following rating
scale, and put “\” mark for each rating. 1: Strongly Disagree, 2: Disagree, 3:Undecided, 4: Agree
and 5: Strongly Agree
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1. Dominant Culture

1.1.The organization is like an extended family,

Where People seem to share a lot of themselves

1.2.The organization is a very dynamic
entrepreneurial place, where People are willing

to stick their necks out and take risks.

1.3.The organization is very result oriented and .
People are very competitive and achievement

oriented.

1.4. The organization is a very controlled and
structured place, where Formal procedures generally
govern what people do.

2.Institutional Leadership

2.1. The leadership in the organization exemplifies
mentoring, facilitating, and nurturing.

2.2.The leadership in the organization enhances
entrepreneurship, innovating and is visionary

2.3.The leadership in the organization is focuses on
aggressive, results-oriented out comes

2.4. The leadership in the organization generally
exemplifies, coordinating, organizing, and smooth-
running efficiency.

3. Management of Employees

3.1.The management style in the organization is
characterized by teamwork, consensus, and
participation.

3.2.The management style in the organization is
characterized by individual risk-taking,
innovation, freedom, and uniqueness.

3.3.The management style in the organization is
characterized by hard driving
competitiveness, high  demands, and
achievement.

3.4.The management style in the organization is
characterized by security of employment,
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conformity, predictability, and stability in
relationships.

4. Organizational Glue

4.1 The glue that holds the organization together,
including, loyalty, mutual trust and Commitment is
high.

4.2 The glue that holds the organization together is
commitment to innovation and development

4.3 The glue that holds the organization together is
the emphasis on achievement and goal
accomplishment.

4.4 The glue that holds the organization together is
formal rules and policies.

5. Strategic Emphasis

5.1. The organization emphasizes on human
development, high trust, openness, and participation.

5.2. The organization emphasizes on acquiring new
resources and creating new challenges.

5.3. The organization emphasizes on competitive
actions and achievements.

5.4. The organization emphasizes on permanence,
stability, Efficiency, control and smooth operations.

6. Criteria of Success

6.1. The organization defines success based on the
development of human resources, teamwork,
employee commitment, and concern for people.

6.2. The organization defines success on the basis of
having the most unique or newest products.

6.3. The organization defines success on the basis of
winning in the marketplace and outpacing the
competition.

6.4. The organization defines success on the basis of
efficiency including dependable delivery, smooth
scheduling and low-cost production.
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Part I1. Performance Measurement Questionnaire The following statements are prepared to

measure performance of employees. Please rate the statements by selecting and putting a tick

mark (V) in the box of your choice. 1= If strongly Disagree, 2= Disagree, 3= If You Don’t Know

(Neutral), 4= Agree, 5= Strongly Agree.

Employee Performance

Strongly
disagree

Disagree

Neither Agree
nor Disagree

Agree

Strongly
agree

Task performance (TP) scale

1. I managed to plan my work so that it

was done on time.

2. My planning was optimal

3. | kept in mind the results that | had to

achieve in my work.

4. The quality of my work own work
in the past three months was to the

expectation

5 The quantity of my own work has been
less than it should have been in the past
Three months.

Contextual Performance(CP)

6. | took on extra responsibilities.

7. | started new tasks myself, when my old

ones were finished.

8. | took on challenging work tasks, when

available.

9. | worked at keeping my job knowledge
up-to-date.

10.1 worked at keeping my job skills up-date
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Contextual performance

Strongly

disagree

Disagree

Neither
Agree nor

Disagree

Agree

Strongly

agree

11. I came up with creative solutions to

new problems.

12. | kept looking for new challenges in my

job.

13. | actively participated in work meetings.

Counter Productive behavior

14. | complain about unimportant matters

at work.

15. I make problems greater than they
were at work.

16. | focus on the negative aspects of a
work situation, instead of on the positive
aspects.

17. | spoke with colleague about the
negative aspects of my work

18. 1 leave the work for others to finish

Adaptive performance(AP)

19. | remain open minded to others

understanding other groups or cultures

20. | was able to cope well with difficult

situations and setbacks at work

21. | recovered fast, after difficult situations

or setbacks at work

22. | was able to cope well with uncertain and

unpredictable situations at work

23. | easily adjusted to changes in my work
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APPENDIX B

Addis Ababa University
School of Commerce

Human Resource Management

Interview with management and Employee Representatives

l. Personal Information
e Sex: [ IMale [ Female

o Age: in years

e Position: indicate current status

. Experience: D up to one yearD 2 up to 3 years D4 upto?7 D8 up to 10 years

" labove 10 years

e Qualification:

I1. Questions

1. What do you understand about organizational culture?

2. How often do you introduce your organizational culture to new employees?

3. How do you explain the existing organizational culture with respect to the dominant
characteristics, institutional leadership, management of employee, organizational glue,
strategic emphasis, and criteria of success of organizational culture?

4. How do you perceive the relationship between organizational culture and employee
Performance? Why?
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5. Do you believe these cultural dimensions are part of the existing culture of the
organization? How?

6. Do you think the employees understand the existing organizational culture? How?

7. How do you rate the level of employee’s performance in relation with existing culture?

8. What are your reasons to say employees are effective or not?
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