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ABSTRACT

The objective of this study is to assess the effect of organizational culture on army forces commitment in
the Federal Democratic Republic of Ethiopia Ministry of Defense Force Headquarter. The research
design applied in the study by the researcher is explanatory study. In addition to this, Quantitative
approach has been applied to answer the research questions. The researcher collected primary data by
using five Point Likert-Scale questionnaires and secondary data of institutional documents are used to
state the problem in the institution. The target populations of this research were 168 army members. Out
of this 118 members were taken as a sample size. Stratified random sampling technique has been applied
in the study to make strata among departments. The data has coded and edited by using Statistical
Package for Social Sciences (SPSS) and then analyzed through descriptive statistics instruments such as
frequency, percent, mean and standard deviation. Correlation and regression analysis are implemented
to analyze the relationship between independent and dependent variables of the study and to examine the
effect of organizational culture variables on the army forces commitment respectively. The independent
variables of the study are teamwork/morale, communication, training/development, reward/recognition,
mutual trust, organizational honesty/open channels, Pay and allowances, discipline/authority/ standards,
traditional values, and family balance/support whereas the dependent variables are affective and
normative commitment. The finding proved that these variables of organizational culture explain 67% of
the variation in total commitment. The result shows that training and development, reward system, pay
and allowance, teamwork/morale of the members and the work-life balance that exist in the specified
area are found at an unsatisfactory level. Particularly those pay and allowance, mutual trust,
teamwork/morale of army members, organizational honesty/open channel and discipline/authority/
standard variables are the five better predictors of army forces commitment respectively .The researcher
then recommends the institution to give high concern particularly for pay and allowance of army
members by increasing the base pay and contingent pay of army members as well as designing proper
working conditions allowances and stand-by or call-out allowances. The researcher also recommends the
institution should develop and strengthen the available sound mutual trust among army members under
the study.

Key words: Organizational culture, Army members’ commitment.
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CHAPTER ONE
INTRODUCTION

1.1.  Background of the Study

In the contemporary world, creating strong organizational culture has become an increasingly
important factor for organizations so as to create commitment among their employees and
thereby achieve their objectives, goals and visions. Culture mainly deals with the attitudes,
values and beliefs of the institution. Nayak and Barik (2013) argued that Culture refers to the
ways of getting things done within the institution. Kondalkar (2007, p.335) on his part stated that
“Culture is invisible power of any organization. When thinking and actions of employees are
institutionalized, an organizational culture is deemed to have taken birth. It guides the

employees”.

Retention of employees/members has become an important factor for most of organizations.
Organizational culture also plays an important role in keeping and fostering these
employees/members to remain in the organization. Nongo and Ikyanyon (2012, p.1) stated that
“organizational culture affects the way in which people behave in an organization”. Many
researchers also argued that culture has a great contribution to the organization’s commitment
and improves the consistency of behavior (Nongo & lkyanyon 2012; Sinha, Kumar, Sengupta, &
Bandyopadhyay, 2017; Boon & Arumugam, 2006). Having strong employee commitment is very

important for one organization in order to achieve its goal and to succeed in its overall task.

Hakim (2015) defined organizational commitment as it is the aspiration and the willingness of
army forces/employees to stay in the organization and dedicate themselves to the success of the
organization. It is also one of the most important factors that affect organizational progression
and efficiency as well as a crucial factor in determining human resource management (Padala,
2011)

Bearing in mind this idea, the Ethiopian army members have been deployed in a widespread area
throughout the country to ensure peace and security of citizens. Those members are recruited
from almost all Nations, Nationalities and Peoples of Ethiopia. They develop different values,
attitudes and beliefs from their local society before they joined the military institution. So

developing a strong and sound national defense force culture is important. It should enable the



army forces to accomplish their missions successfully by enhancing commitment and respect the
values and norms of the local society. In addition to this “Military organizations are "greedy
institutions™ because they require a lot from their personnel: during active duty personnel are on
a permanent, 24-hour call with rather idiosyncratic working shifts; their leave is subject to
cancellation; and they can be ordered to far-off places on short notice” (Soeters, Winslow &
Weibull, 2006, p.237).

The missions which exist in the military organization may be dangerous and potentially life
threatening. This requires developing a high commitment among the members of the army and a
good institutional culture that enhances the commitment of its members. Beside this, the impact
of army forces commitment in an army’s future battlefield performance and other military
missions is too large. Therefore, it needs to be assessed periodically. For this reason the
researcher believe that it is necessary to assess the culture of the organization in making its
members committed and to assess what does it seems the commitment among the members of

the army.

1.2. Statement of the Problem

Organizational culture is a critical factor for one organization to achieve its missions and goals
successfully. Numerous studies reveal that “an inspiring organizational culture conceives a
stronger employee’s commitment in the organization and the less likely the employees is to
leave” (Sinha et al., 2017; Nongo & Darius, 2012). Adams (1963, cited in Goksen, 2001) has
argued that membership of the organization continues for so long as there are best organizational
policies and practices and thereby able to generate employees commitment in the organization.
Based on these ideas explained above it is possible to say that lack of commitment can be a
ground for some actions of the individual like leaving the organization. So, when we come to the
Ethiopian military organization, it needs to have well experienced and committed army forces so

as to achieve the real and possibility missions of the organization successfully.

By taking in to consideration of the idea stated earlier, the commitment of Ethiopian army forces
is not looking good based on the observations as well as institutional data’s’. From the
researcher’s observation as a member of the military and through preliminary interview to six
army members it has become common for those Ethiopian army members to leave their

institution through a legal means of providing 7/10 years of service and sometimes through a



means of defection. Particularly, the five year institutional strategic implementation report when
released in 2010 also indicated that the institution has being striving and investing a lot of money
to cultivate its human resources. However this strategic implementation report explains that it
has become too difficult to retain these forces, who have already trained for the excellence of the
institution. The institution has being lost experienced army members periodically and this
bankrupts the institution for substituting these army members and clearly shown as it creates a
little gap on the quality of tasks. This initiates the researcher to make the study and thereby
resolve the problem in the institution.

When someone joins to the Ethiopian army he has to sign and swear-in by repeating the enlisted
Oath to explain his allegiance to the country to serve at least seven years duration. When the
contract becomes to be expired, it is possible to prolong the contract for the same period of time
as there is a collective agreement. If the military member becomes an officer he is also expected
to sign and swear-in by repeating the officer Oath to serve for additional ten years duration. The
officer can also prolong his contract for the same period of time just like the enlisted men. The
institution thought is also it has working always to make its members committed and make them
staying in the organization for a long period of time by encouraging them to prolong their
contract of service. It also invests to make them professional soldiers, as well as to be skilled in

their assigned duty.

Despite this, members of the army forces have been seen as refusing to extend their contract and
unwilling to be an officer as they have to sign for another ten years of contract. Rather they need
to resign the institution. These army members are assumed by the institution as they are well-
adapted with the institutional culture and made an investment on them to be the future leaders of
the armed force. It also takes time to gain new trainees and spending a large investment on them
again without having grant for their commitment. It is impossible to substitute these members
simply from the market. Because military culture and knowledge is a unique one (Luby, 2012)
that presents unique challenges for its service members and their family members (Brown &
Lettieri, 2008; Gooddale, Abb, & Moyer, 2012, cited in Cole, 2014).

Based on this problem assessing the culture of the institution in making its army forces
committed and assessing the level of army forces commitment has become crucial. It is believed

that members’ attraction to the institution comes as a result of a set of carefully designed policies



underlined within the cultural pattern of the organization. A high degree of employee
commitment may outweigh army forces/employees’ dissatisfaction, and make them decide to
remain in the organization (Mowday , Porter, & Steers, 1982). But this is not studied yet, so this
study assesses the organizational culture and commitment of army forces. Despite some
researches have been made a research on this topic in some other organizations, no specific

research was conducted in the Ethiopian Defense Force institution.

1.3.  Research Questions

Having sound organizational culture and thereby creating a high commitment on the army forces
has a great importance in order to accomplish the assigned mission successfully; hence Based on
the stated problem the main purpose of the research is to answer the following questions;

1. What is the prevailing organizational culture in the FDRE Ministry of Defense
Force Headquarter?

2. What is the level of commitment in the army forces?

3. What is the relationship between organizational culture and army forces
commitment?

4. How does organizational culture affect army forces commitment?

1.4. Research Objectives
1.4.1. General Objective

The general objective of the study is to assess the effect of organizational culture on army
forces commitment in the Federal Democratic Republic of Ethiopia Ministry of Defense Force

Headquarter.
1.4.2. Specific Objective
The specific objectives of the study are stated as follows;
#* To assess the prevailing organizational culture of the institution.
#* To assess the level of commitment of army forces.

# To examine the relationship between military culture and army forces commitment.

# To examine the effect of culture on army forces commitment



1.5.  Significance of the Study

Every research has its own significance in providing optional solution for various problems of
the subject. The study aims on assessing organizational culture and army forces commitment in
case of FDRE Ministry of Defense Force Headquarter. In doing so, the output of the research
will have the following significant roles:

# It will help for Defense Force human resource managers and policy makers to
understand as how they can reduce the intention to leave of army members by
increasing organizational commitment.

* It will serve as a spring board for higher officers of the institution and other
researchers to study the problem in overall military members or in a wider scope.

# The findings will provide sound information to the Defense Force leaders about the
conditions of organizational culture and army forces commitment.

#+ [t will help for identifying the effectively and the poorly implemented organizational
culture dimension so as to enhance the commitment of army forces in the specified

area.

1.6.  Scope of the Study

The study is conducted in the FDRE Ministry of Defense Force Headquarter. The Ethiopian
army forces hierarchy has four development stages which are enlisted personnel, line officer,
higher officer, and general officer. Particularly the first two stages (enlisted personnel and line
officer) are assumed that individuals are likely to decide up on their commitment to remain in the
army before making the next stage career decisions. Beside this, higher officers are primarily
waiting either to be retired or to be general officers as their age nears to the retirement age: being
general officer is also assumed as a political appointment. As a result their commitment to stay in
the institution is better than others. So the study is conducted on the first two stages of enlisted
personnel and line officers. The research also focuses on the armed forces of the organization. So

the civilians working there did not include in the study.

Conceptually, although organizational culture has various dimensions which are described by
many authors the study is delimited to taking teamwork, communication, training and
development, reward/recognition, mutual trust, organizational honesty/open channels,

discipline/authority standards, family balance support, traditional values and Pay and allowances
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as an independent variables of organizational culture (Breslin, 2000; Meyer & Allen, 1991) and
organizational commitment in its Affective and Normative dimensions as dependent variable
(Meyer & Allen , 1991).

1.7. Definition of Terms

Organizational culture; refers to a shared perceptions of organizational practices that may
include the unique configuration of norms, values, beliefs and ways of behaving that characterize
the manner in which units, teams and individual army members combine to get things done
(Denison, 1996; Eldridge and Crombie, 1974).

Army members’ commitment: is defined based on the thesis context as a strong desire of army
members to remain as member of the defense force institution, a willingness to exert high level
of efforts on behalf of the military organization, and a definite belief in and acceptance of value

and goals of the organization (porter & Steers, 1982).

1.8.  Assumption

Denison (1996) argued that the difference between the literatures that examine culture and
climate do not represent fundamental differences in the situations under investigation, but rather
the differences represent differences in the perspectives that will be expressed on the phenomena.
He then rejects the long thought assumption that culture and climate are fundamentally different
and non-overlapping phenomena. Ulmer (1998) has been also considered military culture and
climate survey as the same and thereby developed military culture/climate survey questions.
Meyer and Allen (1991, cited in Agwu, 2013) “identified communication, training/development,
rewards/recognition, effective decision making, risk taking for creativity and innovation,
proactive learning, team work, and fairness and consistency in most practice as dimensions of
organizational culture” by assuming there is no difference between culture and climate. So based
on Denison (1996) through defining organizational culture as shared perceptions of
organizational practices, the concept is similar to organizational climate. The researcher then

assumes that organizational culture and climate as the same.



1.9.  Organization of the Study

This research has been organized under five major chapters. The first chapter discussed about
the introductory part that include background of the study, statement of the problem, research
questions, objectives of the study, significance of the study, scope of the study, definition of
terms, assumption and organization of the study itself. The second chapter contains detailed
literature review which tries to elaborate the theories and empirical reviews related to the
research topic. The third chapter discussed about the methodology part which contains
description of the study area, research design and approach, data source and types of data,
population and sample, data collection methods, methods of analysis, instrumentation and
measures, and ethical considerations. The fourth chapter deals with Data presentation, Data
analysis and interpretation of the data. The last chapter is mainly concerned with summary of
major findings, conclusions and recommendations. In this chapter relevant ideas have been
summarized from the analyzed information which is crucial to the subject matter and then

necessary recommendations have been made.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

Schein (2004) stated culture as it is both a dynamic phenomenon that will exist with everybody
at all times, being frequently enacted and created by our interaction with other peoples and
shaped by leadership behavior, and a set of structures, routines, rules, and norms that lead and
constrain behavior. Despite this, some researchers emphasized more on values in defining
organizational culture. Although values are important elements of organizational culture,
research has shown that organizations revealed their differences more in practices than in values
(Hofstede, 2001). Via defining organizational culture as shared perceptions of organizational
practices, the concept is similar to organizational climate, which has been normally perceived as
employees’ perceptions of visible practices and procedures (Denison, 1996). Therefore the
theoretical, empirical and conceptual reviews that have to be provided in this literature regarding
organizational culture and army members’ commitment are based on the view of this shared

perception of organizational practices.
2.2 Theoretical Review

In the past many years researchers and scholars have been formulated various theoretical views
concerning the organizational culture, organizational commitment and their relationship. These

reviews have been stated as follows.

2.2.1 Organizational Culture

Organizational culture has been defined by numerous scholars in the past years. The definition
given by these scholars is not also contradictory rather someone may look the other aspects of
the term which is not defined by others. Armstrong (2012, p.122) defined Organizational
culture as it is “the pattern of values, norms, beliefs, attitudes and assumptions that may not
have been articulated but shape the ways in which people in organizations behave and things
get done. ‘Values’ refer to what is believed to be important about how people and
organizations behave. ‘Norms’ are the unwritten rules of behavior”. Similarly Lund (2003,
cited in Agwu, 2013, p.38) stated that “Organizational culture refers to the set of values,

beliefs and behavior patterns that shapes employee’s behavior and forms the core identity of



the organization”. Moorhead and Griffin (1995) suggest that organizational culture is a set of
values that help members of the organization to understand which actions are considered
acceptable and which are unacceptable to the organization and its society. Harrison and Stokes
(1992) argued that organizational culture mainly refers to a system of shared meaning held by
members of the organization that distinguish one organization from others. Schein (1985) has
also described organizational culture in terms of a continuing process through which an
organization’s behavior patterns become changed over time, inculcated in new recruits, and

refined and amended in response to both internal and external changes.

Deal and Kennedy (1982, cited in Agwu, 2013, p.38) also defines organizational culture as “a
set of values that underline how we do our duties around here”. Similarly, Eldridge and
Crombie (1974, cited in Armstrong 2012, p.124) argued that culture of an organization refers
to the distinctive alignment of norms, values, beliefs and ways of behaving that portray the

manner in which groups and individuals associate to get things done.

2.2.1.1. Functions of Organizational Culture

Kondalkar (2007) pointed out that facilitating collective commitment, promoting systems
stability, providing members an organizational identity, shaping behavior by helping
members make sense of their surroundings, and providing a boundary that shows the
distinction of the organization from others are the main functions of organizational culture.
In addition to this he also informed on organizational culture helps for members of an
organization to stick and conform to the expected mode of behavior. It makes them to think

and behave in accordance to the prescribed manner.
2.2.1.2. The Levels of Culture

Schein (2004) has been stated that there are three major levels of culture; these are
Observable artifacts of culture, espoused beliefs & values (shared values) and underlying

(common) assumptions. Schein discussed regarding those levels in detail as follows:

Observable artifacts are the signs of culture that would be observable and most accessible
in the physical and social work environment. For example, taking out Flags when oath
ceremony is happening in the defense services; Cultural symbols that serves to

communicate cultural meaning of the institution like institutional uniform; and Sagas which



are used to tell new members the real mission of the organization, how the organization
operates, and how individual can fit properly into the organizational situations are some

elements of artifacts.

Shared value is mainly focused on the strategies, goals and philosophies of the institution.
It is also belongs to the core of the organizational culture. It helps to make suit routine
activities into valuable, important actions, tie the institution to the central value of the
society that may offer a unique source of competitive advantage. Values should be
interconnected with work. Someone in the institution should perceive that he is making an
umbrella that keeps health of the society. He is not only working for the sake of receiving
benefit but for good of society. Therefore, institutions should develop a “dominant and
coherent set of shared values” so that an employee behaves in a step up manner in line with

the organizational philosophy.

Underlying assumptions are the results of espoused values and artifacts of culture. When a
solution to a tricky works frequently, it comes to be taken for granted. As far as the desired
action is reinforced by a value, progressively comes to be treated as a reality. Over a period
of time this results to be formed a common culture among members of the organization.
The cultural artifacts improve cohesiveness that leads to accomplishing the mission of the
organization successfully. In the military institution for example, everybody comes in time
to the parade square for the purpose of fall in during the morning. Punctuality/getting in

time is therefore a common assumption that is entrenched in the military culture.

Meyer and Allen (1991) has identified communication, training/development,
rewards/recognition, risk taking for creativity and innovation, effective decision making, team
work, and fairness, proactive learning, and consistency in most practice as dimensions of
organizational culture. However, teamwork, communication, training/development and
reward/recognition are the four dimensions that have greatest effect on employees' commitment
(Lau & Idris, 2001, cited in Sinha et al., 2017; and Agwu, 2013). In addition to this the military
culture/climate survey questions developed by Ulmer (1998) have been categorized by Breslin
(2000) in to 13 indices that help to assess the military culture. These 13 indices of military
culture are mutual trust, organizational honesty/open channels, discipline/authority standards,

family balance/support, traditional values, teamwork/morale, commissioned officer leaders,
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evaluation/promotion, pay and allowances, resource/personnel availability, racial/gender issues,

social comparisons and reaction to operations other than war.

The view developed in this study to assess the military culture is a mixed of both Breslin (2000)
indices of military culture and Meyer and Allen (1991) but those that have greatest effect on
employees' commitment as justified by Lau and Idris (2001). Accordingly, the study incorporates
the indices of teamwork, communication, training/development, reward/recognition, mutual
trust, organizational honesty/open channels, discipline/authority standards, traditional values,
Pay and allowances and family balance/support.

2.2.2 Military Culture
In order to understand the culture and commitment of the armed forces, it is more important to
understand the people who embrace in the institution. Although its members are dispersed
throughout the country and demographically, geographically, and ethnically diverse, they share a
common set of values and beliefs that today underscore their voluntary service to the nation.
Redmond, Wilcox, Campbell, Kim, Finney, Barr, and Hassan, (2015, p.17) stated that:

“The military workplace culture possesses a number of unique features and
military personnel experience circumstances that differ from many civilians.
While many of the basic concepts are similar to the civilian workplace, the
military workplace achieves its goal of creating a mission ready force through

socialization, structure, discipline, and constant training”.

The military culture is embedded in military personnel from the beginning of their careers
(Halvorson, 2010). It is also fact that when someone joins to the military he begins life with
getting some type of initial training. In the Ethiopian context all army members begin by
enlisting and attending their service’s basic or initial entry training. Basic training lasts from 6 to

10 months depending on the situation. Halvorson (2010, p.10) also stated that:

“Regardless of how someone enters the service, service members spend their time
at initial training immersed in the military lifestyle and culture. They learn about
the history of their service, military customs and courtesies, proper wear of the

uniform, military bearing, military values and ethics, and other information that is
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critical to their success in the service, including how to listen to and follow orders

and how to function within the military chain of command”.

In the Ethiopian military structure, as it has been seen in others orders are issued from the top of
the chain of command to the lowest-ranking members of the unit. However, during peacetime
operations feedbacks and opinions may flow from the lowest ranking members to the higher
command. Orders given from commanders are immediately executed by the soldiers without
question. But sometimes soldiers may refuse the order when the order is believed to be unethical,
immoral, or illegal. Beside this they must report it to the appropriate authorities.

Sarkrsian & Connor (1999) stated that Military culture stresses honor and devotion to duty,
unqualified service to the nation and subordinating self to the greater good and absolute authority
of those in command. They also added that for the service member, their standards of behavior

are expected to conform to these values, sometime in absolute terms.

Meyer and Allen (1991) has identified communication, training/development,
rewards/recognition, risk taking for creativity and innovation, effective decision making, team
work, and fairness, proactive learning, and consistency in most practice as dimensions of
organizational culture. However, teamwork, communication, training/development and
reward/recognition are the four dimensions that have greatest effect on employees' commitment
(Lau & Idris, 2001, cited in Sinha et al., 2017; and Agwu, 2013). In addition to this the military
culture/climate survey questions developed by Ulmer (1998) have been categorized by Breslin
(2000) in to 13 indices that help to assess the military culture. These 13 indices of military
culture are mutual trust, organizational honesty/open channels, discipline/authority standards,
family balance/support, traditional values, teamwork/morale, commissioned officer leaders,
evaluation/promotion, pay and allowances, resource/personnel availability, racial/gender issues,

social comparisons and reaction to operations other than war.

The view developed in this study to assess the military culture is a mixed of both Breslin (2000)
indices of military culture and Meyer and Allen (1991) but those that have greatest effect on
employees' commitment as justified by Lau and Idris (2001). Accordingly, the study incorporates
the indices of teamwork, communication, training/development, reward/recognition, mutual
trust, organizational honesty/open channels, discipline/authority standards, traditional values,

Pay and allowances and family balance/support.
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2.2.3 Organizational Commitment
Organizational commitment has been studied for the past many years by numerous scholars.
While there is no universally agreed definition of organizational commitment, basically the
concept is based on the intensity of an individual's identification with an organization
(Armstrong, 2012; Mowday, Porter & Steers, 1979). Porter, Steers, Mowday, and Boulian (1974,
cited in Dwivedi et al., 2014, p.81) stated that commitment is “the relative strength of an
individual’s identification and involvement in a particular organization”. Mowday et al. (1982)
has been defined Organizational commitment as a strong desire to continue as being a member of
a particular organization; willingness to apply high level of efforts on behalf of the organization;
and a positive belief in and acceptance of value and goals of the organization. Hall, Schneider,
and Nygfre (1970) defined commitment as the process by which the individual and
organizational goals become progressively integrated or compatible. Darmawan (2013, cited in
Hakim, 2015) also defined Organizational commitment as the employees' desire to maintain
membership in the institution and are agreeable to do business for the attainment of

organizational goals.

As conceptualized by Mowday et al. (1982) organizational commitment comprises two key
components: attitudinal and behavioral commitment to an organization. Attitudinal commitment
sees organizational commitment in terms of the affiliation between an employee and the
organization, and the extent to which the employee and the organization share the same goals
and values (Meyer & Allen , 1991). On the other hand, Behavioral commitment is concerned
with the process by which an employee becomes part of a specific institution/organization and
appropriate behavior demonstrated by the employee (Meyer & Allen , 1991). When the concern
in Organizational Commitment becomes grown, numerous alternative models of commitment
added to the literature. The three dimensions of organizational commitment proposed by Meyer
and Allen (1991) have gained substantial popularity and received considerable empirical support
in different cultures (Mayer, Davis, & Schoorman, 2007). Those three-component models are
affective, continuance and normative commitment. Meyer and Allen thought was to reflect an
individual’s sense of belonging to an organization in terms of emotional, psychological and
behavioral dimensions (Cistulli et al., 2012). The three central ideas related with this

organizational commitment, therefore, are the affective attachment to an organization, the
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perceived costs associated with separation of the organization and the perceived obligation to

remain within an organization (Cistulli et al., 2012).

The framework for Army forces commitment is also based on the suggestion of Meyer and Allen
(1991) that describes the three dimensions of organizational commitment — affective, normative,
and continuance commitment. Meyer and Allen (1984) asserted that these dimensions of
commitment are psychological states which designate the employee’s relationship with the
organization, and the implications for the decision to continue or discontinue as being a member

of the organization. It is also clear that the nature of the psychological states differ.

Meyer et al., (1991) more stressed that the three components of organizational commitment are
not mutually exclusive. Employees could be at the same time committed in an affective,
continuance and normative commitments at different levels of strength. However, in this study
the researcher uses only the two components of commitment which are affective and normative
commitments. The reason for avoiding continuance commitment has been stated as follows.
Continuance commitment has been stated by Wolowska (2014) as it is a “limited possibilities” of
finding another job and a “personal sacrifice” associated with leaving the organization as a result
of investing in the organization in various ways such as devoting time to obtain specific
organizational skills. Based on this idea the skill and ability existing in most of army members is
peculiar and couldn’t simply be available in most of civil organizations. Skills that may gain

from civilian members have been also covered mostly by civilians.

For those army members, the skills that they have and their knowledges are primarily adhering to
military operations and other possible missions. Their specific skills and long term experiences is
particularly related to military tasks and operations. The training given to them inside and
outside the country is mostly related to war operations starting from basic training to cadets
training, staff college, War College and so many other military knowledge. They also develop a
unique culture which is not available in civilians. That’s why Military members face a number of
challenges as they leave military service and join to civilian societies. Since most of those army
members believe that their skill and knowledge is mostly applicable in the military institution
and have limited possibilities of getting another job in civilian organizations they strive to attach

strongly with the institution and try to do their best to remain in their unit.
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This makes them to have affective commitment with the organization. The continuance
commitment highly overlaps with the affective commitment and becomes difficult to separate
them rather it inclines to the affective one. At this time the major impetus for the intention to stay
in the organization may not be the costs associated with leaving but rather an affective
attachment to the organization. Due to this reason continuance commitment cannot be
differentiated clearly from affective commitment in the army forces. As a result the researcher
decides to measure the commitment of army forces through these two components of affective
and normative commitment. Based on this idea the army forces may have high or low levels of

the two components of commitment.
2.3 Empirical Review

Many researchers have found that organizational culture was linked to employees’ commitment
to their organization. Azadi, Farsani, Farsani, and Aroufzad (2013) found that organizational
culture (measured through involvement, consistency, adaptability and mission) has a positive
correlation and meaningful impact on the organizational commitment in physical education
teachers. Sinha et al., (2017) also found that apositive relationship between organizational
culture (measured through training and development, reward and recognition, organizational
communication and teamwork) and organizational commitment of five Homogeneous Units
under a Group of Company Operating in Different States in India. Similarly, Boon and
Arumugam (2006) also found that a positive significant relationship exists between corporate
culture and the commitment of employees of semi-conductor organizations in Malaysia by using
these measures. Shurbagi (2014) found that there is a positive and significant relationship
between organizational culture and organizational commitment in National Oil Corporation of
Libya. Zain, Ishak, and Ghani (2009) also found that corporate culture practices are positively
related to employees’ commitment. Other researchers such as Dwivedi et al., (2014) observed in
their research that “organizational cultural variables are positively related to organizational
commitment”. They also concluded that the relationship among dimensions of organizational
culture and commitment provides a clear and comprehensive picture, particularly in the Indian
BPO sector.

These all findings show that there is a positive relationship between these independent variables
of organizational culture and these dependent variables of organizational commitment. So, it

needs to assess whether it has similar effect in the Ethiopian Defense force institution or not.
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2.4  Conceptual Framework

The figure shown below in figure 2.1 illustrates the framework of the study. It shows the
independent variables of organizational culture and dependent variables of army forces
commitment that would be considered in my research paper based on different theoretical and

empirical reviews that have been expressed earlier.

Figure 2.1 Conceptual framework
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In order to understand whether those various organizational culture dimensions have an effect on
employees’ commitment based on various theoretical reviews, each individual dimension has

been discussed next.
Traditional values

Huntington (1957, cited in Breslin, 2000, p.14) outlooks the military’s traditional values as a
subsection of what he terms “a professional military ethos”. He also added that “A value or an

attitude is part of the professional military ethic if it is implied by or derived from the peculiar
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expertise, responsibility and organization of the military profession”. Ethos of the Ethiopian
army forces have been uniquely informed by formulating its values. The core values of the
Ethiopian defense forces as explained in the Ethiopian army regulation (2008) are giving priority
to the interest of the people and the country before oneself; all-round personality at all times;
uncompromised democratic thought; and highest achievement in any task or activity. Within the
framework of these core values Loyalty, Honor, Integrity, Respect, Selfless service and Personal

courage are the values expected from the army forces.
Mutual trust

Mutual trust has been identified as an important element in creating commitment among
employees of an organization and in building a successful institution. Trust is “willingness of a
party to be vulnerable to the actions of another party based on the expectation that the other will
perform a particular action important to the trustor, irrespective of the ability to monitor or
control that other party” (Mayer, Davis, & Schoorman, 2007, p.347). Trust seems related to
individual acknowledgments about other people’s intentions and motives underlying their
behavior (Smith & Barclay, 1997, cited in Costa, 2003). Trust can be also expressed in many
ways of relationships. Hoe (2007) stressed that trust can be horizontal (between co-workers),
vertical (between managers and employees or between employees and managers), or institutional
(between employees and organizations). Breslin (2000) stated that the unity of any effective
military organization rests on the individual having trust in the professional competence and
intent of their colleagues. This is particularly essential where leadership normally makes “life

and death” decisions on the battlefield.
Organizational honesty/open channels

Since army members often face a lot of challenges when they accomplish their mission, army
leaders should encourage their members through leading by example. Ethics in overall situations
must also begin from these top leaders. “Ethical behavior includes key principles such as
honesty, integrity, fairness, and concern for others” (Bello, 2012, p.228). So, Army leaders
should be honest for the word they will say and anything else. Breslin (2000, p.17) argued that
“the visible behavior of a leader communicates assumptions and values rapidly to other members
of an organization”. Therefore, the army forces expect from their leaders to be honor at any time

and place as well as to tell them the truth by giving a complete information and full
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demonstration. Bello (2012) stated that if unethical practices are not managed properly, they will
be expected to have a consequential effect on the commitment and performance of employees. In
the same vein, “the freedom to express opinions and viewpoints without fear of reprisal
strengthens the credibility of a unit’s/ institutions leadership and contributes to a climate that
promotes initiative and a sense of belonging in an organization” (Breslin, 2000, p.17). This in

turn increases the commitment of the members to stay in the institution.
Discipline/authority/standards

Discipline is basically the ability to control oneself in the form of not doing an action that has
been already prohibited and support something that has been formed (Mangkunegara &
Octorend, 2015). They also added that Discipline is controlling action to impose the standards of
the institution. Regulations are commanding orders with a development of law intended to
promote order and efficiency in an institution/organization (Anthony, 2017). “Military leadership
exercises its power through its abilities to promote, terminate, reward or discipline its members
while exercising control over the resources activities and focus of the organization” (Breslin,
2000, p.16). The core purpose of discipline is to increase efficiency as much as possible by
checking and correcting the individual actions necessary to support the smoothness of all
organizational activities to attain maximum goal (Simatupang & Putu , 2018). They conclude
that Discipline is the key to a company's success in attaining its goals; without the support of
good employee discipline, it is difficult for a company to realize its goals; so, Discipline must be

enforced within an organization.

Mangkunegara and Octorend (2015) found in their study that Work Discipline enhances the
Employee Organizational Commitment. They argued that when Organizational Commitment of
employees becomes grown, organizations should also enforce discipline of the employees
/members, because the discipline of an employee getting the greater the performance shown by
the employee, it can be seen from the level of their skill to conduct his responsibilities as an

employee in their work.
Work-life balance

Work-life balance is referred to as the ability of a worker to manage both his work and social life
sufficiently (Guest, 2002, cited in Darko-Asumadu, Sika-Bright , & Osei-tutu, 2018). “Work life

balance (WLB) is the proper prioritizing between "work™ (career and ambition) on the one hand
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and "life" (Health, pleasure, leisure and family ) on the other hand” (Gulbahar, Akhtar, Qureshi,
Kundi, & Ch, 2014, p.1). Empirical studies showed that work life imbalance can affect the
commitment of employees. Various researchers found in their study that there is a significant
relationship between work life balance and organizational commitment (Gulbahar, et. al., 2014;
Nguru & Gichuhi, 2018; Padala, 2011). As a result they conclude that work life balance
influences the employee commitment. One of the consequences of work-life imbalance is
resignation/turnover intention (Aslani & Fayyazi, 2015). They added that Work-life balance is
considered to be an important factor in employees’ intention to quit. Work life imbalance has a
more significant role in employees’ leaving intention as compared to other factors such as
management behavior towards the employees or the amount of pay (Hughes & Bozionelos,
2007). In the Ethiopian military organization, army members may have an intention to leave their
institution with a legal means of 7/10 years of service as a result of work-life imbalance.

Based on the Ethiopian army regulation (2008) it is prohibited to have a family until you serve at
least 5 years to your country. It is also evident that the Ethiopian army forces may serve for a
long period of time in different locations of the country. They serve 24 hours of a day and 7 days
of a week. Military members also change their location during the deployment of forces and
when new missions are given to the units. During this time it is important to understand that
army members need to be given appropriate concerns for their family. When the members
become satisfied by their family environment, they may be committed to serve in the institution
for a long period of time.

Training and Development

According to Fisher, Schoenfeldt and Shaw (2002, p.166) institutions make available training for
many reasons: “t0 orient new hires to the organizations or teach them how to perform in their
initial assignment, to improve the current performance of employees who may not be working as
effectively as desired, or to prepare employees for future promotions or for upcoming changes in
design, process or technology in their present jobs”. The organizational training is closely
related to the attainment and expansion of skills of employees (Silva & Dias, 2016). Aguinis and
Kraiger, (2009, cited in Silva & Dias, 2016, p.15) stated that “Training should be seen as a
factor of human resources development, which gives advantages and benefits both for employees

and organizations”. Sparrow (1998, cited in Silva & Dias, 2016) suggests that organizations can
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use training as a method of developing employee’s attitudes and behaviors, particularly
organizational commitment. So, institutions can retain their human resources for a long period of
time by providing comprehensive training and development to make beneficiary both the
individual and the organization. Anonymous (1998, Cited in Elnaga & Imran, 2013) stated that
Training is vital not only to enhance efficiency but also to motivate and inspire employees by
letting them know how important their jobs are and giving them all the information they want to

execute those jobs.

Previous empirical studies have provided extensive evidence that training and development assist
in the developing of skills, and this results in increasing commitment, well-being, and sense of
belonging, thus directly reinforcing the organization’s competitiveness (Karia & Ahmad, 2000).
The overall benefits obtained from employee training are: increased satisfaction and morale,
increased motivation, enhanced efficiencies in processes, causing for financial gain, increased
capacity to implement new technologies and methods, improved innovation in strategies and
operations and reduced turnover/resignation of army forces (Elnaga & Imran, 2013). Cherrington
(1995, Cited in Elnaga & Imran, 2013) also stated that most training/learning circumstances are
essentially supporting because of the contentment and commitment associated with the getting

new knowledge or skills.
Reward and Recognition

According to Andrew (2004, cited in Danish & Usman, 2010), commitment of all employees is
based on rewards and recognition. Flynn (1998) argued that rewards and recognition programs
keep great enthusiasm among employees and increases their morale. Armstrong (2012) also
argues that when rewards are managed appropriately, the anticipated commitment achieved
efficiently and effectively as far as the employees acquire a sense of mutual gain. The reward
and recognition programs serve as the most dependent factor in maintaining employees’ self-

worth high and passionate (Danish & Usman, 2010).

According to Dalvi and Ebrahimi (2013) a well-designed reward system generates a sense of
belonging among members of the institution. The military organization consider its army
members as a key resource to achieve its national mission and as they are a main factor for its
competitive advantage. Therefore, it is important to maintain its army members by providing

appropriate rewards, recognizing their values and through formulating other several policies and
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strategies. Ulmer (1998) stated that because of boldness and initiative will remain a
distinguishing characteristic of successful military operations, each military service should
encourage and reward properly. Beside this army forces should notice that an organizational
culture values an aspect of impartiality, in the sense that members of the army forces have equal

chances to promote, reward and succeed based on their own quality.
Organizational Communication

Communication plays a vital role in designing rules, regulations and responsibilities, and
presenting to the members of the organization (Akpinar, Torun, Okur, & Akpinar, 2013).
Communication is one of the most critical factors in organizational operations and it is known
that employees devote an extensive portion of their work time to collect and disseminate
information regarding crucial matters such as company policy, performance feedback, role
expectations, and task instructions (Frone & Major, 1988, cited in Akpinar, Torun, Okur, &
Akpinar, 2013). Several authors note that communication is important for improving employees’
commitment and for positive outcomes (Akpinar et. al., 2013; Guimaraes, 1996; Boon &
Arumugam, 2006). Stuart (1999, p.203) argued that “communication can affect empowerment of
employees, which in turn affects organizational commitment”. Moreover, the way in which the
organizational missions, goals, and objectives are communicated to employees strongly affects

organizational commitment (Brunetto and Farr-Wharton, 2004; Anderson and Martin, 1995).
Teamwork

Teamwork is one of the key topics in organizational behavior that received substantial attention
from several scholars and business practitioners (Hanaysha, 2016). As it is defined by
Ghorbanhosseini (2013) Teamwork is a mental and emotional concern in individuals regarding
the group situations which arouse them to help each other for achieving mutual goals and to
participate in the work responsibility. A common definition of teamwork embraces “a group of
people working together toward achieving a desired goal” (Ooko, 2013, cited in Hanaysha, 2016,
p.301). Teamwork facilitates the meeting of associated needs within the workplace and has
directly attached to institutional commitment (Karia & Ahmad, 2000; Karia & Asaari, 2006).
Gallie, Zhou, Felstead, and Green (2009) revealed that teamwork enhances employee
productivity and results to a greater levels of organizational commitment. Costa (2003) found

that there is a positive correlation between teamwork and organizational commitment of the
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employees. Karia and Ahmad (2000) also found that an organization that practiced some level of

teamwork experienced an increase in employees’ organizational commitment.
Pay and allowances:

Compensation affects the employee decision making to remain or leave the organizations and
also to accept the responsibility (Rahaman, Abdul, & Rahman, 2016). The employee decision to
stay with or leave the organization in turn implies the commitment of the employee. Employee
commitment is also a significant factor for the organization to achieve organizational objectives,
goals and missions (Alamelu, Surulivel, Motha, Amudha, & Selvabaskar, 2015). Level of pay
impacts an individual’s outlooks of self-worth and the perception of their value to the institution;
this in turn plays an influential role in the development of behavioral intentions such as desire to
leave an organization (Mowday et al., 1982). In the same vein, various researchers found in their
study that the amount of pay an employee receives extremely influences its key attitudes and
behaviors including organizational commitment, job satisfaction, and job performance
(Greenberg, 1990; Bloom & Michel, 2002). According to Robins (1983, cited in Rahaman et al.,
2016) Organizational compensation contains many different types of benefits and rewards such
as incentive payments, salaries, and so many other benefit and services. Alamelu et al., (2015) on
their part argued that it is expected to increase employee commitment when the elements of

compensation expected by the employee are fulfilled.

The commitment of army members is mainly measured through affective and normative

commitment after passing through the literature review. Accordingly:
Affective commitment:

Affective commitment which sometimes also called cohesion commitment refers to the
employee’s emotional attachment to, identification with, and involvement in a particular
organization (Meyer & Allen , 1991). They also added that employees with a strong affective
commitment want to continue serving in the institution because they need to do so. Based on this
idea it can be possible to say that the main reason for wanting to stay in the institution is related
to the ability to make individuals satisfy their needs. The more the employees’ value being part
of the organization, the more likely they are to stay with the organization (Acar, 2012).
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Normative commitment:

Normative commitment refers to the employees’ commitment to the organization due to their
feelings of obligation (Meyer and Allen, 1991). When we come to the institution that would be
investigated by the researcher, the reason for obligation of army forces to continue in the
institution can be expressed in some different ways as it is stated in the Ethiopian army forces
regulation (2008). The first obligation is army members should give service for the term of they
get in contract with the institution. The second one is if the country is in trouble they have an
obligation to stay there. The third reason is if the institution has invested resources in training the
army forces they have an obligation to serve two times of the years they spent in training.
“Individuals with high normative commitment stay in the organization because they believe it is
the right and moral thing to do” (Shurbagi, 2014, p.187). In other words, they would feel
embarrassment and guilty if they left the institution through breaking their contract and therefore

remain in the organization even by rejecting their best opportunities.
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CHAPTER THREE

RESEARCH METHODOLOGY

This section deals with the methodology used in the study, which includes description of the
study area, research design and approach, data source and types of data, population and sample,
data collection methods, methods of analysis, instrumentation and measures, and ethical

considerations. Each of these topics has been discussed well as follows:
3.1. Description of the Study Area

The institution receives the army forces general tendency including their commitment evaluation
review at the end of every year. The evaluation review starts to be collected at the small unit
levels and then arrived at the highest level of the institution by passing through each level of the
hierarchy. However, during the process information’s become distorted and modified by some
leaders so as not to be condemned to their maladministration. Due to this reason, the actual
evaluation review of those army members at the lowest unit level do not arrived for the highest
level leaders properly. This has been mentioned in the 2009 and 2010 annual report of the
institution. Beside this, despite of the fact that the actual evaluation review arrived at the
concerned body, the problem doesn’t solve properly until now. Rather, the 5 year institutional
strategic implementation report which has been released in 2010 indicates that the institution has
being striving and investing a lot of money to cultivate its human resources. However it has
become too difficult to retain these forces, who have already trained for the excellence of the
institution. The report also added that these members who already have trained do not contribute
for the institution as the institutional expectation. But nothing has been explained for its reason
and no actual research has been conducted to solve the problem. This is the general situation of

the army forces commitment in the institution.

This study has conducted in the FDRE Ministry of Defense Force Headquarter which is located
in Addis Ababa around Bherawi in front of Ethiopia Hotel. The research focuses at assessing
organizational culture and army forces commitment: the case of FDRE Ministry of Defense

Force Headquarter.
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3.2. Research Design and Approach

The research design applied in this study is an explanatory/ analytical study. Because, it also
aims to identify whether there are any relationship between the independent and dependent
variables. By doing so, it helps to identify if there are any causal links between the variables of
organizational culture and army forces commitment and thereby answer what does seem the

relationship between organizational culture and army forces commitment.

Beside this, the study uses Quantitative approach to answer the research questions and objectives
of the study. The main reason for selecting this approach is, it allows discovering a genuine

reflection of the feeling of these army forces to be studied.

3.3. Data Source and Types of Data

The sources of data for the study are primary and secondary sources of data. The primary data
has been collected through the administration of structured questionnaires (closed questions) to
obtain army forces responses. The secondary sources obtained from institutional annual reports
and the five years institutional strategy implementation reports have been used to strengthen the
problem statement of the study. The literature review has been adopted from Books, Journal

articles, Thesis’ and Internet materials.
3.4. Population and Sample
3.4.1. Population of the Study

Populations of the study were army members from all departments within the Ministry of
Defense force headquarter. In the headquarter there are seven main departments which are
joint operation headquarter, joint intelligence headquarter, research and development center,
foreign affairs main directorate, human resources department, finance and administration
department and Special units. In all of these departments there were a total of 168 army
members with a rank level of enlisted and line officer. So, total populations of the study are
168 army members.

25



3.4.2. Sample Size Determination and Sample Size

Yamane’s (1967, p.886) formula was used to determine the sample size from a finite

population at 95% confidence level for 0.05 precision levels. The formula is given as: n =

N/1+N (e) 2 Where,

n = the sample size

N = the total population

e = limit of tolerable error (0.05 or 5%))
1 = A constant (Unity)

Using this Yamane formula, a sample size of 118 was obtained.

3.4.3. Sampling Technique

The respondents were selected using probability sampling design. Fortunately, the desired

defense force units which play the main role in the success and failures of the institution have

been there despite the fact that they can’t represent units out of the headquarter. The

researcher uses stratified random sampling technique, which is a type of probability sampling

design to make strata in 7 main departments, which are already mentioned in the population

of the study. From the stratified sampling, a proportionate stratum has been applied for the

study. To select the specific respondents from each stratum, simple random sampling

technique, which is a type of probability sampling design, has applied in the study.

Table 3.1 Population and Sample Size of the Study

Strata Population Percentage of each | sample
size strata

Joint operation headquarter 40 40/168*100% =23.8% 28
Joint intelligence headquarter 44 44/168*100% =26% 31
Research and development center 20 20/168*100% =12% 14
Foreign affairs main directorate 26 26/168*100% =15.5% 18
Human resources department 14 14/168*100% =8.4% 10
Finance and administration department 8 8/168*100% =4.8% 6

Special units 16 16/168*100% =9.5% 11
Total 168 100% 118

Source, own survey, 2019
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3.5. Data Collection Methods and Procedures

The data for this study is mostly relied on primary data that are collected from the research
participants through structured self-administered questionnaire. Questionnaires were collected
personally by the researcher from each individual respondent. By doing so, 118 questionnaires
were distributed for those army members and all of them were returned. Among those returned
questionnaires 3 questionnaires were rejected because of poor data quality. Finally the research is
conducted using 115 valid questionnaires with sufficient amount of, response rate of 97.5%.

The questionnaire is adopted from Ulmer-Campbell (1998) military culture/climate survey
questionnaires and Meyer and Allen (1990) Organizational Commitment Measurement Issues.
Some of the work-life balance and reward variables questions were customized to the military
institution by the researcher. Cronbach alpha has applied for the study to check the internal
consistency of these questions.

3.6. Reliability and Validity of the Data

In order to determine the reliability of the questionnaire in the study, Cronbach alpha was
computed for each of the twelve main variables. This is designed for measuring internal
consistency; whether the entire items within instrument have been measuring the same thing or
not. While, a commonly accepted indicator of internal consistency is Cronbach's coefficient
alpha, ideally this coefficient should be above .7 (Pallant, 2005). All the indicator points are

stated as follows:

Cronbach’s alpha  Internal consistency

a>0.9 Excellent
09>a0>0.8 Good
0.8>a>0.7 Acceptable
0.7>0>0.6 Questionable
0.6>0=>0.5 Poor

0.5>a Unacceptable

27



Accordingly, the reliability (Cronbach alpha) for each variable of the study is presented as

follows:

Table 3 2 Reliability Statistics

Scale Name of source Cronbach's | No of

Alpha Items
Training and Development Meyer and Allen (1991) & Breslin (2000) 874 6
Reward Meyer and Allen (1991) & Breslin (2000) 124 7
Communication Meyer and Allen (1991) & Breslin (2000) 721 6
Teamwork/Morale Meyer and Allen (1991) & Breslin (2000) 798 4
Pay and allowances Breslin (2000) .861 3
Mutual Trust Breslin (2000) 791 6
Organizational Honesty Breslin (2000) .807 3
Discipline/Authority/Standards | Breslin (2000) .738 3
Family Balance/Support Breslin (2000) .803 6
Traditional Values Breslin (2000) 728 4
Affective commitment [Meyer and Allen (1991) .870 7
Normative commitment Meyer and Allen (1991) .832 6

Source: Own Survey data and SPSS output, 2019

Taking in to account this idea all variables of the study has reliability value of greater than 0.7.

So, the researcher concludes that the data is reliable and valid.

3.7. Methods of Analysis

To analyze the data gathered from army forces through survey questionnaire the researcher
uses descriptive statistics instrument such as frequency, percentage, mean and standard
deviation of variables to see their magnitude and to give further explanation on what the
result shows. The questionnaire has been edited and coded using Statistical Package for
Social Sciences (SPSS). The researcher also uses correlation and an inferential statistics
instrument tool of regression to measure the relationship between the variables of the study.
Correlation analysis has adopted to measure the linear relationship between the variables and

to estimate whether there is strong or weak relations between the independent and dependent
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variables. Similarly, regression analysis has adopted to analyze the relationship between
independent and dependent variables of organizational culture and army forces commitment

respectively.
3.8. Instrumentation and Measures

Organizational culture and commitment can be measured in many different instruments with
a variety of questions and wording. However A set of ten measures for organizational culture
and two measures for army forces commitment have been selected for this study after going
through the literature. Survey questionnaire method was constructed utilizing these ten
measures of organizational culture which are teamwork/morale, communication,
training/development, reward/recognition, mutual trust, organizational honesty/open
channels, Pay and allowances, discipline/authority standards, traditional values and family
balance/support as well as the two measures of army forces commitment which are affective
and normative commitment. Although the questionnaire is mainly adopted from Meyer and
Allen (1990), and Ulmer-Campbell (1998), the content validity of the research instrument has
been determined by the researcher and advisor to insure that the research instrument actually
measures what it has been designed for.

All items were measured on a 5 point Likert scale designed by Rensis Likert. This is a very
popular rating scale to which respondents can indicate their extent of agreement or
disagreement. The 5 point scales were designed according to the following response

categories: (1=strongly disagree, 2=disagree, 3=neutral, 4=agree, 5=strongly agree).
3.9. Ethical Considerations

Before conducting the study the researcher asked permission from the concerned body of the
institution by forwarding legal application letter from commercial college. Then after,
consent has been granted to the researcher to access necessary information for the study. The
researcher initially announced about the purpose and objective of the study to the prospective
participants before distribute that survey questionnaire. The researcher also stated that their
response be kept confidential. Beside this, the participants were informed of their freedom to
voluntary choose to be or not to be respondents of the research study and thus obtain the

army forces voluntary participation.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

This chapter provides presentation, analysis, and explanation of the collected data. It provides an
analysis of reliability and validity, descriptive statistics about the variables, and analysis of
inferential statistics results as well as the participants’ biographical data. The data concerning
organizational culture and army forces commitment gathered through closed structured questions
are presented and analyzed to provide in-depth explanations and give answers to the research
questions posed in Chapters one.

4.1. Response Rate of Respondents

This section summarizes the demographic characteristics of the sample, which includes age,
gender, work experience, educational level, marital status, Rank and income of respondents. The
purpose of the demographic analysis in this research is just to describe the characteristics of the
sample population. Descriptive statistics has done using frequency counts and percentage for this

demographic information. The result of the analysis is then presented in the next Table 4.1:

Table 4.1 Response rate of respondents

Item Category frequency percent
Sex Male 80 69.6
Female 35 30.4
Total 115 100.0
Marital Status Single 25 21.7
Married 90 78.3
Total 115 100.0
Educational Level Certificate 9 7.8
Diploma 37 32.2
First Degree 57 49.6
masters & above 12 10.4
Total 115 100.0
Rank Non-Commissioned officer | 16 13.9
commissioned officer 99 86.1
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Total 115 100.0
Age Groups Under 25 2 1.7
26-35 67 58.3
36-45 46 40.0
Total 115 100.0
Years of Work less than 5 years 2 1.7
Experience 6-10 years 13 11.3
11-15 years o4 47.0
16-20 years 37 32.2
above 21 9 7.8
Total 115 100.0
Monthly Income less than 3000 8 7.0
3001-4000 54 47.0
4001-5000 50 43.5
Above 5001 3 2.6
Total 115 100.0

Source: Own Survey, 2019

Table 4.1 depicts that 80 (69.6%) of the army members participated in the study were male and
35 (30.4%) of respondents were female army members. This implies that male army members
are dominant in the selected study area and the selected population group.

As can be seen in the same table 4.1 majority 90 (78.3%) of respondents are married whereas 25
(21.7%) are single. One can conclude that the majority of the respondents have established their
own family. Logically, it is also possible to understand that being married of the majority has at
least a little impact on the work-life balance as well as financial matters of these members.
Regarding the educational level of respondent army members, the table shows that 9 (7.8%) were
certificate holders, 37 (32.2%) were diploma holders, 57 (49.6%) were degree holders and 12
(10.4%) were holders of at least master’s degree. From this data one can conclude that majority
of respondents - 60% of the sample population - are at least first degree holders. The institution

has also fairly educated army members in the specified place.
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Table 4.1 shows that majority participants of the study 99 (86.1%) were commissioned officers
whereas 16 (13.9%) were non-commissioned officers. This implies that majority of the sample
population were commissioned officers.

As can be seen in the same table only 2 (1.7%) respondents have less than 25 ages. Majority 67
(58.3%) of respondents are fall into the age group between 26 — 35 years, whereas the other 46
(40%) of respondents are in the age group between 36 — 45 years. So it can be generalized that
the majority of the sample populations are fall into young age groups.

Regarding to the work of experience that they have in the defense force, 2 (1.7%) respondents
have less than 5 years of service and 13 (11.3%) respondents have 6 — 10 years of service.
Majority of respondents 54 (47%) have 11 - 15 years of service. With a slight difference in
number 37 (32.2%) of respondents have 16 — 20 years of service. The other 9 (7.8%) respondents
have 21 and above years of service in the institution. This implies that majority of respondents —
87% of them - have more than 10 years of service in the institution. This helps to show how
much the respondents know the institution and its activities. On the other hand, these members
have got different trainings in their past military life and developed some organizational
commitment. Therefore, it implies the institution needs to work on how to retain those

experienced army members.

The table also shows that the monthly income of respondents in a custom currency. Out of 115
respondents 8 (7%) have less than 3000 salary per month. The majority respondents 54 (47%)
have fall into the salary group of 3001 — 4000 per month. With a little difference 50 (43.5%) of
the total sample have fall into the salary group of 4001 — 5000 per month. The other 3 (2.6%) of
respondents have above 5001 salary per month. This implies that despite of majority respondents
have several years of experience in the institution and at least first degree educational level,

96.4% of them have incomes of less than 5000 birr per month.
4.2. The Existing Level of Organizational Culture and Army Forces Commitment

The descriptive statistics for the dimensions of organizational culture and army forces
commitment with their items has presented in the following table. The results of these items and
dimensions have been analyzed and interpreted using means and standard deviations. By

considering the results in the table, identification of the existing level of organizational culture
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and army forces commitment perceived by the respondent groups in the institution undoubtedly

would enable to amend as well as do well in the core areas and then solve the problem.

According to Zaidatol and Bagheri (2009, cited in Bethelhem, 2017), the mean score below 3.39
is considered as low, the mean score from 3.40 up to 3.79 is considered as moderate and mean
score above 3.8 is considered as high. So the analysis results analyzed in the subsequent tables
are presented based on this idea. Using this measuring rule it is important to understand and
interpret the variables result based on the nature of the institution. Accordingly, the variables

have been analyzed as follows:

Table 4.2 The prevailing state of training and development for army members in MDFH

N |Mean Std.
Deviation

_I ha_ve gdequate opportunities for professional growth in this 115| 252 109
institution.

The institution has good career prospect for its members. 115| 2.67 .856
I am pI(_aasgd with the opportunities | have to be promoted in 115| 267 102
this institution.

My leaders’ encourage and support for my career 115| 259 367
development.

I t_)e_lleve this institution _offers sufficient mission focus 115| 285 104
training or related job training for army members.

_I receive the training which necessarily required doing my 115| 2.6 972
job well.

AVG_Training and Development 115( 2.69 167
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

AVG — Average

As can be seen in table 4.2 the mean score for all items of the variable is below 3.39 with the
highest mean score of 2.86 (SD=0.97) and the lowest mean score of 2.52 (SD=1.09) which is
considered as low. The lowest mean score indicates that army members of the study do not have

adequate opportunities for professional growth in this institution. The result in the table also
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shows that the institution doesn’t have a sound career prospect for its members with a mean
score of 2.67 (SD=0.85) on a 5 point scale. In general, the respondent Army members held
negative view (low mean score) of the Training and Development that they have in the
institution. This is evident from a variable mean of 2.69 (SD=0.76) on a 5 point scale. These
results indicated that Army members of the study were dissatisfied with the training and

development practice that they have in the institution.

Table 4.3 The prevailing state of reward practice in MDFH

N |Mean Std.
Deviation

| receive recognition from my unit/institution when I do a good job. | 115| 2.61 .997
The institution's policies for promotion and advancement of its 115| 281 105
members are fair.
Everybody is treated fairly in my unit. 115 2.95 1.06
Army_ members in my unit get reward/ Recognition in a timely and 115| 2.47 976
meaningful way.
There is a holistic and effective reward system to make army

BTN . 115 2.60 1.03
members fully exploit their existing capacity.
Favoritism is not an issue in raises or promotions. 115| 2.86 963
My unit/ institution value the contribution | make. 115( 3.30 .898
AVG_Reward 115 2.79 714
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.3 shows the descriptive statistics of the reward practice in the study area. The mean score
for all items of the variable is below 3.39 which are considered as low. The result in the table
depicts that Army members of the study do not get reward/ Recognition in a timely and
meaningful way which is supported by a lowest mean score of 2.47 (SD=0.97). Similarly, the
contribution of these army members does not get value by the institution as it scores with the
highest mean score of 3.30 (SD=0.89) which is still considered as a low value.
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As can be seen in the same table recognition does not grant appropriately to the army members
who are best in their job. This is evident from a low mean score of 2.61 (SD=0.99). Beside this,
the army members under the study do not believe that the institution's policies for promotion and
advancement of its members are fair. This is also evident from a low mean score of 2.81
(SD=1.05). Generally, these army members of the study perceived the reward practice in the
institution negatively, which has the low mean score value. This is also evident from a variable
mean of 2.82 (SD=0.74) on a 5 point scale. These results indicated that the army members of the
study were dissatisfied with the reward practice that they have in the institution.

Table 4.4 The prevailing state of Communication among army members in MDFH

N |Mean Std.

Deviation
Information and knowledge are shared openly in my unit. 115 3.40 1.08
My Le_aders are willing and open to listen to ideas raised from the 115| 3.45 111
subordinates.
Communication between me and other army members is good. 115| 3.98 .888
Communication between me and my immediate leader/supervisor is 115| 3.66 760
good.
Communication is encouraged in this unit/ institution. 115 3.63 977
Effectlve_ t(_eamwork is facilitated through clear and open 115| 3.95 887
communication culture.
AVG_Communication 115| 3.67 .619
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.4 shows the descriptive statistics of communication in the study area. As can be seen in
table, the mean score for all items of the variable is above 3.39 with the highest mean score of
3.98 (SD=0.88) and the lowest mean score of 3.40 (SD=1.08) which is considered as in the
moderate and high category. The result in the table depicts that information and knowledge are
shared openly in the specified unit moderately with a mean score of 3.40 (SD=1.08). Since, the

institution should also keep some information secretly when necessary, the recorded result is
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enough to be moderate and not expected to be high. On the other hand, communication between
individual army members have been scored high with a mean value of 3.98 (SD=0.88). However,
although the mean value have been fall into a high value, it is not enough and it needs to be
reinforced. Because, the nature of institutional missions often needs high team spirit and

cooperation among army members.

Generally, the result in table 4.4 shows that communication in the specified area has been
dispersed moderately with a variable mean of 3.67 (SD=0.61) on a 5 point scale. This implies
that those army members taken as target populations in the ministry of defense force main
headquarter are moderately satisfied with regard to communication that exist in the institution.
Although it needs a little improvement on the personal interaction of army members, the result is

still satisfactory.

Table 4.5 The prevailing state of teamwork/morale of army members in MDFH

N [Mean Std.

Deviation
We have a lot of teamwork going on in this unit. 115 4.20 638
We have high moral in this unit. 115 2.98 .888
ilnz':p[ui?éir;s.ﬁed with the existing working atmosphere within the 115| 277 965
Excellence in my unit is properly acknowledged and rewarded. 115 2.61 .886
AVG_Teamwork/Morale 115| 3.14 673
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.5 shows the descriptive statistics of teamwork/morale in the study area. The result in the
table implies that excellence in units doesn’t properly acknowledge and rewarded. This is evident
from the lowest mean value of 2.61 (SD=0.88) which is considered as a low. On the other side,
these units have a lot of teamwork that have to be done. This is also evident from the highest
mean value of 4.20 (SD=0.63) which is considered as a high. Since there should be also some
activities to be done individually, the scored mean value for having a lot of teamwork in the unit
is sound. But, this teamwork must be acknowledged and rewarded properly to maintain and
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make it sustainable. In addition to this, a military mission often needs teamwork with high team
spirit of individuals. Therefore, the recorded mean value of 2.61 for acknowledging and
rewarding teamwork is too low.

As can be seen in the same table the morale of army members in their unit and their satisfaction
in the existing atmosphere is low. This is evident from a mean value of 2.98 (SD=0.88) and 2.77
(SD=0.96) respectively. In general, the teamwork/morale of the army forces in the institution has
accounted for a low mean score value. This is evident from a variable mean of 3.14 (SD=0.67)
on a 5 point scale. This implies that the targeted populations are dissatisfied with regard to the
teamwork/morale that they have in the study area.

Table 4.6 The prevailing state of pay and allowance practice in MDFH

N |Mean Std.
Deviation

The income | got allows me to provide adequately for my family. 115 2.09 1.21
| receive comparable payment, allowances and other benefits with

. LR i A 115| 2.07 1.12
similarly skilled individuals in other organization.
Compensa_ttlon practices are administered consistently for all 115| 250 103
members in the institution.
AVG_Pay and Allowance 115| 2.22 .997
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.6 shows the descriptive statistics of pay and allowance practice in the study area. As can
be seen in the table, the mean score for all items of the variable is below 3.39 and even too far
from this threshold with the highest mean score of 2.50 (SD=1.03) and the lowest mean score of
2.07 (SD=1.12) which are considered as low. It is also possible to understand from the lowest
mean score 2.07 (SD=1.12) that those army members under the study do not receive comparable
payment, allowances and other benefits with similarly skilled individuals in other organization.
This can highly affect the army members’ decision making to leave the institution so as to be
employed in other organization that paid better.
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In general with regard to pay and allowance practice in the institution, the respondent Army
members have been perceived negatively, which has also the lowest mean score value of all
variables. This is evident from a variable mean of 2.22 (SD=0.99) on a 5 point scale. This
implies that the targeted populations of the study are dissatisfied with regard to the pay and
allowance practice that exists in the institution.

Table 4.7 The prevailing state of mutual trust in MDFH

N |Mean Std.
Deviation

In my service an atmosphere of trust exists between leaders and their 115| 3.75 867
subordinates.

I am confident that my unit leader trusts me. 115 3.85 .665
Trust exists among team members. 115| 4.14 .687
If ever getinto a tight spot, | can depend on people in my unit to 115| 3.99 778
take action to help.

I rely on my team members in work-related judgments. 115| 3.86 .605
I share my personal feelings and beliefs with my colleagues. 115 3.90 667
AVG_Mutual Trust 115 3.91 501
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.7 shows the descriptive statistics of army members’ mutual trust in the study area. As
can be seen in the table, the mean values of all items have fall into the moderate and high
category. The table also shows that there is a good trust among team members of the army forces
under the study which is supported by the highest mean value of 4.14 (SD=0.68). Whereas, the
lowest mean value of the variable which is 3.75 (SD=0.86) implies that an atmosphere of trust

between leaders and their subordinates in the study area is moderate.

Mostly, the result in table 4.7 shows that the existing mutual trust in the study area has been
perceived positively by the army members with a high means score value. This is evident from a
variable mean of 3.91 (SD=0.50) on a 5 point scale. This indicates that the existing mutual trust

in the study area is somewhat satisfactory.
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Table 4.8 The prevailing state of organizational honesty/open channels in MDFH

N | Mean Std.

Deviation
The institution is serious about honesty and integrity. 115| 3.77 958
Leade_rs of the institution do not tolerate dishonest or unethical 115| 351 1.046
behavior from anybody.
_If I make a request through channels, I know somebody will listen and 115! 330 938
inform me about my request.
AVG_Organizational Honesty/Open channels 115 3.52 834
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.8 shows the descriptive statistics of organizational honesty/open channels in the study

area. The result in the table shows that the institution is not too much serious about honesty and

integrity of its army members as it is supported by the highest mean scored of 3.77 (SD=0.95)

which is considered as moderate. However this is not enough since it has a consequential effect

during the accomplishment of institutional missions. The result also implies that it is challenging

to expect response from the concerned body when somebody requests. This is evident from the

lowest mean value of 3.30 (SD=0.93).

Generally, the army members’ view on organizational honesty/open channels has a moderate

mean score as can be understand from a variable mean of 3.52 (SD=0.83) on a 5 point scale. This

indicates that the army members of the study are moderately satisfied by the existing practice of

organizational honesty/open channels.
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Table 4.9 The prevailing state of discipline/authority/standard in MDFH

N |Mean Std.

Deviation
We have high standards of discipline in the institution. 115( 3.95 935
Leaders_ in my unit have the necessary authority to carry out their 115 341 1.00
responsibilities.
Army members have a right to expect high standards of me in doing 115 364 81
my job.
AVG_Discipline/Authority/Standard 115| 3.66 763
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.9 shows the descriptive statistics of discipline/authority/standard in the study area. As
can be seen from the result in the table high standards of discipline is available in the institution.
This is evident from the highest mean of 3.95 (SD=0.93) which is considered a high category.
However, since discipline is the key factor to the institution success in attaining its goals and
missions, the scored mean is not adequate despite of considering high. Most of military missions
are challenging and can cause a dangerous effect so; they require high discipline of army

members.

In general, the army members’ view on discipline/authority/ standard has a moderate mean score.
This is also evident from a variable mean of 3.66 (SD=0.76) on a 5 point scale. This implies that
those army members taken as target populations in the ministry of defense force main
headquarter are moderately satisfied with regard to the discipline/authority/standard that exist in

the institution.
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Table 4.10 The prevailing state of work-life balance for army forces in MDFH

N | Mean Std.
Deviation
I d Il in this unit and still devote sufficient time to famil
Iifeén o well in this unit and still devote sufficient time to family 15| 303 1,008
My family would support my making the armed forces a career. 115| 3.16 1.022
In my service, army members are given the flexibility needed to 15| 301 853
balance the demands of work and personal or family life. ' '
My institution believes in having healthy Work-Life Balance
Practices 1151 3.13 853
Lam often preoccupied with home related thoughts during work 15| 2.8 797
ours.

The needs and demands of my family members interfere with my
work related activities 115] 3.64 774
AVG_Work-Life Balance 115| 3.14 .624
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.10 shows the descriptive statistics of work-life balance of army members in the study
area. As can be seen the result in the table, the mean score for most items of the variable is below
3.39 which are considered as low. The mean score of the variable 3.16 (SD=1.02) shows that the
family of these army members do not support to make the profession their career. This in turn
indicates that they are exposed to quite the institution whenever possible. The lowest mean score
of the variable 2.88 (SD=0.72) also shows that those army members of the study do not often
preoccupied with home related thoughts during work hours. This has a great contribution for

accomplishing the given tasks and other missions successfully.

Generally, the army members’ under the study view on their work-life balance has a low mean
score. This is evident from the mean value of 3.14 (SD=0.62) on a 5 point scale. This implies
that the targeted populations are dissatisfied with regard to the work-life balances that exist in the

institution.
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Table 4.11 The prevailing state of traditional values in MDFH

N |Mean Std.

Deviation
| am proud to serve in the Ethiopian armed forces. 115]| 4.21 903
If necessary to accomplish a combat/lifesaving missions, 1 am 115 4.24 844
prepared to put myself on the line.
In today’s armed forces, military ritual and tradition are essential 115| 4.03 795
parts of our culture.
Individuals being assigned to our unit from initial entry training
come to us well indoctrinated with the standards and values of our| 115| 3.46 949
service.
AVG_Traditional Values 115| 3.98 .637
Valid N (listwise) 115

Source: Own Survey data and SPSS output, 2019

Table 4.11 shows the descriptive statistics of army members’ traditional values in the study area.
As can be seen from the result in the table, army members are prepared to sacrifice their life
when necessary for the sake of their country. This is evident from the highest mean score of 4.24
(SD=0.84) which is considered as high. The lowest mean score of 3.46 (SD=0.94) which is
considered as moderate shows that Individuals come out from the initial entry training are
moderately indoctrinated with the standards and values of the institution. Basically, this recorded

result is enough as they can adopt it when joined to their prospective unit.

Generally, with regard to the traditional values, the respondent army members perceived
positively with a high mean score value. This is also evident from a variable mean of 3.98
(SD=0.63) on a 5 point scale. This implies that army members of the study area are well
cultivated with the standards and values of the institution. This in turn has great role in the
accomplishment of institutional missions successfully as well as on the commitment of army

members.
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Table 4.12 The levels of army members’ commitment in MDFH

N | Mean Std.
Deviation

| would be very happy to spend the rest of my career with this 115| 229 1.205

institution.

I really feel as if this institution’s problems are my own. 115| 2.67 989
I do feel like ‘part of the family’ at my institution. 115| 2.63 903
I feel that I am ‘emotionally attached’ to this institution. 115 2.29 1.090
This institution has a great deal of personal meaning for me. 115| 3.21 767
| do not feel a ‘strong’ sense of belonging to my institution. 1151 1.89 618
I would recommend this institution as a good place to others. 115 2.50 1.038
AVG_Affective Commitment 115| 2.49 720

One of the major reasons I continue to work in this institution is that
| believe loyalty is important and therefore feel a sense of moral 115| 4.00 .816
obligation to remain.

Even if it were to my advantage, | do not feel it would be right to

115 3.90 .837
leave.
?I'hlr\gs_were better in the fjays when military members stayed in one 115| 364 948
institution for most of their careers.
I do_not_ be!leve that an army member must always be loyal to his or 115| 383 a51
her institution.
! Wa_ls ta_lught to believe in the value of remaining loyal to one 115| 3.8 713
Institution.
This institution deserves my loyalty. 115( 4.08 .807
AVG_Normative Commitment 115| 3.90 .613
AVG_Total Commitment 115| 3.14 581

Source: Own Survey data and SPSS output, 2019

Table 4.12 shows the descriptive statistics of army forces commitment in the study area. As can
be seen from the result in the table, the lowest mean score of 1.89 (SD=0.61) shows that army
members do not feel a ‘strong’ sense of belonging to their institution. Similarly, the mean score
of 2.29 (SD=1.09) shows that those army members under the study do not feel ‘emotionally
attached’ to the institution. Similarly, they would not be very happy to spend the rest of their
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career with the institution. This is evident from the mean score of 2.29 (SD=1.20) which is
considered as low. This implies that army forces of the study do not have strong affective
commitment to the institution. It also shows that the mean score for all items of affective
commitment are grouped in the low category. In general, with regard to the affective
commitment that they have to the institution, the respondent army forces perceived
unsatisfactory with a low mean score value. This is evident from a variable mean of 2.49

(SD=0.72) on a 5 point scale which is considered as low.

In the same table the highest mean score of 4.08 (SD=0.80) shows that the institution deserves
loyalty of those army members. Similarly, the major reason for continuing to work in the
institution is that they believe loyalty is important and therefore feel a sense of moral obligation
to remain. This is evident from the mean score of 4.00 (SD=0.81) which is considered as high. In
contradiction to affective commitment, the normative commitment of respondent army forces has
a high mean score value. This is evident from a variable mean of 3.90 (SD=0.61) on a 5 point
scale. This implies that the emotional attachment of those targeted population to their institution
is unsatisfactory. Rather majority of them continue to work in the institution due to the feeling of
obligation — including moral obligation - to remain there. This can make them to leave the
institution whenever they feel they have a right to quite the institution and got better opportunity

outside.

Generally, the overall commitment of those respondent army forces is low as results of low mean
score value in table 4.12. This is evident from a variable mean of 3.14 (SD=0.58) on a 5 point
scale. This implies that army members of the population group at the specified place are not well

committed for their institution.

4.3. The Relationship between Organizational Culture and Army Forces Commitment
One of the specific objectives of the study is to examine the relationship between the selected
organizational culture variables with army forces commitment. For this purpose, correlation

analysis has been applied in the study and the results are presented in the following sections.

4.3.1. Correlation Analysis
Correlations are the most useful measures of association between two or more variables. The

correlation of organizational culture dimensions with Army forces commitment dimensions as
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well as between them is presented in this section. According to Cohn’s (1988, p.81)

classification of the strength of relationship among variables is based on the following table.

Table 4.13 Classification for the Strength of Relationship

Correlation strength

Positive values

Negative values

Weak r=0.10to 0.29 r=-0.10to -.29
Moderate r=0.30to 0.49 r=-.30to -.49
Strong r=0.50to 1.0 r=-50to-1.0

Source: Cohen (1988)

The correlation coefficients indicate the strength of the association between the variables. A

correlation value with a positive sign indicates the relationship is positive, whereas, negative sign

indicates negative relationship. A coefficient is also considered significant if the p-value is less

than 0.05. The Pearson’s Product Movement Correlation Coefficient has computed to determine

the relationships between these organizational

commitment.

culture dimensions with organizational
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Table 4.14 Correlation between organizational culture and army forces commitment

AVG AVGR |AVG C | AVG AVG AVG AVG AVG AVG AVG | AVG
TD TW/IM | PA MT OHC DAS WLB TV TC
Pearson Correlation 1
AVGTD Sig. (2-tailed)
N 115
Pearson Correlation | 692" 1
AVGR Sig. (2-tailed) .000
N 115| 115
Pearson Correlation 135 3127 1
AVEGC iy (2-tailed) 152|001
N 115| 115 115
AVG Pearson Correlation | 696" | .674™| .298™ 1
TW/M Sig. (2-tailed) .000 .000 .001
N 115| 115 115| 115
Pearson Correlation | 716" | .6817| .200"| .729™ 1
AVGPA iy, (2-tailed) 000 .000| .032| .000
N 115| 115 115| 115 115
Pearson Correlation | 508" | .615" | .358" | 530" | .623" 1
AVEMT g0 (2-tailed) 000| .000| .000| .000| .000
N 115| 115 115| 115 115| 115
Pearson Correlation | .098| .2167| .210"| .153| .2557| .131 1
AVGOHC i1 (2-tailed) 297| .021| .025| .104| .008| .163
N 115| 115 115| 115 115| 115 115
Pearson Correlation | -.010| .130| .296" [ .092| -.006| .242"| .366 1
AVEDAS - i1 (2-tailed) 916| .168| .001| .326| .946| .009| .000
N 115| 115 115| 115 115| 115 115| 115
Pearson Correlation | .170| .239°| .202"| .127| .2677| .171| .4457| 199" 1
AVEGWLB o (2-tailed) o70| .010| .031| .175| .004| .067| .000| .033
N 115| 115 115| 115 115| 115 115| 115 115
Pearson Correlation | -.002| -.037| .3047[ .004| -014| .161| -.058 .420™| -.069 1
AVETV iy, (2-tailed) 981| 696| .001| .963| .883| .085| 535 .000| 466
N 115| 115 115| 115| 115| 115 115| 115| 115| 115
Pearson Correlation | .676" | .6737| 2457 | .701™"| .769™"| .6317"| 269 .015| .267"|-.013| 1
AVETC g, (2-tailed) 000| .000| .008] .000| .000| .000| .004| .872| .004| .894
N 115| 115 115| 115| 115| 115 115| 115 115| 115 115

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

*, Correlation is significant at the 0.05 level (2-tailed).

Source, Own survey data and SPSS output, 2019
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AVG TD = Average of Training and Development, AVG R = Average of Reward, AVG C =
Average of Communication, AVG TW/M = Average of Teamwork/morale, AVG PA = Average
of Pay and allowances, AVG MT = Average of Mutual Trust, AVG OHC = Average of
Organizational Honesty/ Open channels, AVG DAS = Average of Discipline/Authority/
Standards, AVG WLB = Average of work family balance, AVG TV = Average of Traditional
values, AVG TC = Average of Total Commitment.

Bryman and Cramer (1997, p.257) suggest that “The Pearson’s r between each pair of
independent variables should not exceed 0.80; otherwise the independent variables that show a
relationship at or in excess of 0.80 may be suspected of exhibiting multicollinearity.” The
highest coefficient of correlation that has been seen in the above table is however, 0.729, which

is below the cut-off of 0.80 for the collinearity problem.

The statistical analysis results in table 4.14 show that the independent variable - Training and
Development - is correlated significantly and positively with the overall total commitment (r =
0.676, P < 0.01). As can be seen in the same table, reward practice is correlated significantly and
positively with the total commitment (r = 0.673, P < 0.01). Similarly, the statistical analysis
results also show that teamwork/morale, Pay and allowances, and mutual trust are correlated
significantly and positively with the overall total commitment (r = 0.701, P < 0.01), (r = 0.769, P
<0.01), and (r = 0.631, P < 0.01) respectively.

As can be seen in the same table, communication has weak and positive correlation with the total
commitment (r = 0.245, P < 0.01). Likewise, work-life balance and organizational honesty/open
channels are correlated weakly and positively with the total commitment (r = 0.267, P < 0.01)
and (r = 0.269, P < 0.01) respectively.

In general, those five independent variables which are - training and development, reward,
teamwork/morale, pay & allowances, and mutual Trust - have statistically strong and positive
correlation with the total commitment. The variables of communication, work-life balance, and
organizational honesty/ open channels have weak and positive correlation with the total

commitment.
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4.4. The Effect of Organizational Culture on Army Forces Commitment

Examining the effect of organizational culture on army forces commitment is one of the specific

objectives of the study to identify whether it influences greatly or not. This has been done in the

study through the inferential statistics tool of regression analyses. Before doing that a diagnostic

test has been conducted to check whether it fulfills the assumptions of regression or not.

4.4.1. Diagnostic tests

In order to analyze the data using multiple regression, part of the process involves checking the

assumptions to make sure that the data actually would be analyzed using multiple regression. So,

some tests were conducted to ensure the appropriateness of data for doing multiple regressions.

4.4.1.1. Linearity Test

One of the assumptions for doing multiple regression is that there needs to be a linear

relationship between the dependent variable and the independent variables independently as well

as collectively. Accordingly the test is presented as follows.

Figure 4.1 Scattered plots of linearity test
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As can be seen in the above scatter plot for all of those independent variables, it is important to

understand that at least a little linearity is present in all variables based on the strength of

relationship that they have. There is a straight-line relationship between the variables. Therefore,

the researcher concludes that the assumption of linearity has been satisfied.
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4.4.1.2. Normality Test
Normality is mainly used to describe the bell shaped curve, which has the greatest frequency of
scores in the middle with smaller frequencies towards the extremes. It fulfills the assumption that
the scores on a continuous variable are normally distributed about the mean (i.e., the bell-shaped
distribution). The histogram of a variable needs to have a roughly symmetrical bell-shaped

curve. Accordingly the normality of the data seems as follows:

Figure 4.2 Histogram of Standardized Residual
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As can be seen in figure 2 the histogram is a perfectly smooth normal curve. So it is possible to
conclude that the variables of interest are normally distributed. An alternative graphical method
of assessing normality to the histogram is also the normal probability plot. So, this is applied in

the study to check whether the data comes from the normal distribution and has been presented

as follows:
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Figure 4 3 Normal P-P plot of Regression Standardized Residual
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As can be seen in figure 3, the P-P plot compares the observed cumulative distribution function
(CDF) of the standardized residual to the expected CDF of the normal distribution. The P-P plot
tests the normality of the residuals not the predictors. Accordingly, the points have been fall
more or less on a straight line to the diagonal line. This indicates that the data are normally
distributed. Therefore, the researcher concludes that the data satisfies the assumption of

normality.

4.4.1.3. Multicolleaniarity Test
The other assumption in doing multiple regression is data must not show multicollinearity, which
occurs when there are two or more independent variables that are highly correlated with each
other. A very close similarity between independent variables will result in being multicollinear.
Multicollinearity is testing using tolerance and VIF (a variance inflation factor) values.
According to Menard (1995), the tolerance of these independent variables should be more than
0.2. On the other way Meyer (1990) stated that VIF should be less than 10.
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Table 4.15 Multicollinearity test

Model Collinearity Statistics
Tolerance VIF
(Constant)
Average of Training and Development .360 2.777
Average of reward .358 2.795
Average of Communication 693 1.443
Average of Teamwork/Morale .349 2.866
1 Average of Pay and Allowance 276 3.618
Average of Mutual Trust 465 2.151
Average of Organizational Honesty/Open Channels 630 1.587
Average of Discipline/Authority/Standard 574 1.741
Average of Work-Life Balance 737 1.357
Average of Traditional Values 675 1.481

Source: Own Survey data and SPSS output, 2019

As can be seen from table 4.15 the VIF of all independent variables is between 1 and 10.
Similarly, the tolerance of these all variables is more than 0.2. This indicates that the assumption
for multicollinarity is satisfied and thereby the researcher concludes there is a little or no
multicollinearty in the data.

Based on the tests conducted above the researcher concluded that there is no multicollinearity,

normality and linearity test problem to do multiple regression.

4.4.2. Regression Analysis
In order to investigate the effect of those all independent variables on an outcome variable the
researcher uses a standard multiple regression analysis. This has indicated in the model summary

below:
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Table 4.16 Overall Regression

Model R

R Square

Adjusted R Square

Std. Error of the Estimate

1 .836°

.699

670

.33367

a. Predictors: (Constant), Average of values, Average of Training and Development, Average of

Organizational Honesty/Open Channels, Average of Communication, Average of

work life balance, Average of Discipline/Authority/Standard, Average of Mutual

Trust, Average of Teamwork/Morale, Average of Reward, Average of Pay and

Allowance

b. Dependent Variable: Average of total commitment

Source, Own survey data and SPSS output, 2019

As can be seen in table 4.16, the adjusted R-square value for the regression model is 0.670. This

indicates that the independent variables in this study explain 67% of the variation in the Army

forces total commitment. The remaining 33% of the variation in total commitment is explained

by other variables which are not included in the model. The value of R= 0.836 which is the

multiple correlation coefficient between all of the predictor variables and the total commitment

show that the model is fit and a good value for acceptance of the model.

Table 4.17 Regression ANOVA

Model Sum of Squares df Mean Square F Sig.
Regression 26.918 10 2.692 24.178 | .000°
1 Residual 11.579 104 11
Total 38.497 114

a. Dependent Variable: Average of total commitment

b. Predictors: (Constant), Average of values, Average of Training and Development, Average

Source, Own survey data and SPSS output, 2019

of Organizational Honesty/Open Channels, Average of Communication, Average

of work life balance, Average of Discipline/Authority/Standard, Average of

Mutual Trust, Average of Teamwork/Morale, Average of Reward, Average of

Pay and Allowance
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Table 4.17 shows that the F statistic is significant at P=0.000 which demonstrates the fitness of

the model. This implies that organizational culture (through its variables stated in the study) is a

strong predictor of army forces commitment.

Table 4.18 Regression Coefficient

Model Unstandardize | Standardized t Sig. | 95.0% Confidence
d Coefficients | Coefficients Interval for B
B Std. Beta Lower | Upper
Error Bound | Bound
(Constant) 470 [ .381 1.233 | .220 -286| 1.226
Average of Training and
.099 [ .068 131 1.466 | .146 -.035 234
Development
Average of Reward 076 | .073 .093 1.038 | .302 -.069 221
Average of Communication -011 | .061 -011 -.176 | .860 -131 109
Average of Teamwork/Morale 197 | .079 228 2.503 | .014 .041 .353
Average of Pay and Allowance | .145 | .060 .249 2432 | .017 .027 .263
Average of Mutual Trust 275 | .091 237 3.001 | .003 .093 456
Average of Organizational
097 [ .047 139 2.045 | .043 .003 190
Honesty/Open Channels
Average of
o ) -110 | .054 -.144 -2.036 | .044 -217( -.003
Discipline/Authority/Standard
Average of work life balance .054 [ .058 .058 921 | .359 -.062 169
Average of values .029 | .060 .032 485 | .629 -.089 147

a. Dependent Variable: Average of Total Commitment

As can be seen in Table 4.18, Pay and Allowance is more obviously the better predictor of the

army forces total commitment (B = 0.249; P < 0.05). This has been followed by Mutual Trust (B
= 0.237; P < 0.01), Teamwork/Morale of army forces (B = 0.228; P < 0.05), Organizational
Honesty/Open Channels (f = 0.139; P < 0.05) and Discipline/Authority/ Standard of army forces ( = -

0.144; P < 0.05), indicating that these variables have a slightly less but nonetheless statistically

unique contribution in predicting the total commitment of Army forces. The association between

the remaining organizational cultures variables with the total commitment have being suggesting

that these variables did not make a significant contribution to the prediction of the outcome -

total commitment — at the specified confidence interval; but not at all.
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Based on the result in table 4.18, the regression equation can be written as follows:

Y =0.470 + 0.176PA + 0.285MT + 0.234TM + 0.0870H — 0.109DAS + €
Where,

Y = Commitment of army forces

TM = Teamwork/Morale

PA = Pay and Allowance

MT = Mutual Trust

OH = Organizational Honesty/ Open Channels

DAS = Discipline/Authority/ Standard

€ = residual (error)



CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

In this chapter summary of major findings, conclusions inferred from the data analysis and

suggested recommendations are illustrated in detail.
5.1. Summary of Findings

Based on the demographic characteristics of the sample, majority of respondent army members
are married and at least are first degree holders. Likewise almost all (99%) of them are
commissioned officers. However, the salary paid to them is not more than 5000 Birr and
majority of them receives 3001-4000 Birr per month. In addition to this 87% of these
respondents have more than 10 years of experience in the institution and found still at the young

age group.

From the descriptive analysis of the study, the organizational culture variables of training and
development, reward system, pay and allowance, teamwork/morale of the members and the
work-life balance that exist in the specified area are found at an unsatisfactory level for those
army members. Whereas, the mutual trust of army members, the available traditional values and
the communication practice of these army members under the study are labeled at a satisfactory
level. The remaining organizational honesty/open channels and discipline/authority/standard are

labeled at the moderate category.

The finding also shows that army members of the targeted population group do not have
emotional attachment to their institution as a result of their affective commitment level is labeled
in the low level, which is unsatisfactory. They are continued to work in the institution mainly due
to the feelings of obligation that they have. That’s why the normative commitment of those
members becomes satisfactory level with a high mean score. Generally, when the overall
commitment of that targeted population group is measured, they are not well committed for their
institution. This is justified by the result of respondents as they score low mean value of total

commitment.

Among the dimensions of organizational culture, particularly five independent variables -training
and development, reward, teamwork/morale, pay & allowances, and mutual Trust - have

statistically strong and positive correlation with the army forces commitment. Whereas,
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communication, work-life balance, and organizational honesty/open channel variables have weak

but positive correlation with that total commitment.

The finding proved that the variables of organizational culture which are under the study explain
67% of the variation in army forces commitment. So, the commitment of army members in the
study area is largely determined by those dimensions of organizational culture. This result
indicates that, if the institution is interested to make its army members being emotionally

attached, it needs to do more on these dimensions.

The result of the research has indicated that pay and allowance is more obviously the better
predictor of the specified army members overall commitment. This has been followed by mutual
trust, teamwork/morale of army members, organizational honesty/open channel and

discipline/authority/ standard of army forces.
5.2. Conclusions

The results of the study have provided important implications on the organizational culture and

army forces commitment. Accordingly they are concluded as follows:

The demographic characteristics of the sample sows that there is unbalance between the payment
that they have and their experience, rank, educational status, family status and their age group
comparing to others out of the institution. This can influence them to leave the institution

whenever possible to them.

According to the study the commitment level of army members in the specified area is
unsatisfactory. Particularly the affective commitment of army members under the study is weak.
Since, commitment of army members can able to effectively predict their feeling of leaving an
institution or not, having a weak affective commitment indicates that these army members don’t
want to continue serving in the institution because they don’t need to do so. Therefore, army
members in the study area are more exposed to leave their institution whenever they got better
opportunities and when they feel they have a legal right to quite the institution.

Currently, the finding indicated that army members under the study are continuing in the
institution mainly due to the normative commitment that they have in the institution. Stay in the
institution due to high normative commitment means they believe it is the right and moral thing

to do. However, through a time and when they feel they are not guilty if they left the institution,
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they finish their contract of service and got a better opportunity abroad, they would leave the
institution in a legal manner. Based on the raised problem and findings of the study this is what’s
really happening in the institution. They score high mean value of normative commitment, but

still leave the institution mostly in a legal manner.

The dimensions of organizational culture - training and development, reward, pay and allowance,
teamwork/morale and work-life balance - are perceived unsatisfactory by the army members
under the study. All except the work-life balance have also significantly strong and positive
correlation with the total commitment. Particularly pay & allowance and teamwork/morale
variables are the better predictors of army forces commitment. The amount of pay an army
member receives as well as unavailability of adequate training for the army member extremely
influences its commitment. So, the main organizational culture dimensions that have greatest
impact on the army members’ commitment are found at a low level and they can be a main
reason for leaving the institution.

Army members under the study are satisfactory by the mutual trust, traditional values and the
communication that they have in the institution. They are also satisfied moderately with regard to
organizational honesty/open channels and discipline/authority/standard variables. Particularly
mutual trust and discipline/authority/standard are the predictors of total commitment next to pay
& allowance and teamwork/morale variables. Trust has a big role in creating commitment among
army members. Therefore, having a sound mutual trust and proper discipline in the institution

contributes well in retaining army forces in the institution.

Likewise the empirical review presented in this study, the organizational culture has a positive
correlation with and significant impact on the commitment of army members. The dimensions of
organizational culture stated in the study have taken a great amount of stake in varying the
commitment of army forces. Therefore, organizational culture has a paramount interest in

developing and sustaining army forces commitment.

The organizational culture has being affecting the commitment of army forces particularly
through its pay and allowance, mutual trust, teamwork/morale, organizational honesty/open
channel and discipline/authority/ standard dimension respectively. Although Lau and Idris (2001,
cited in Sinha et al., 2017) argued that teamwork, communication, training and development and

reward/recognition are the four dimensions that have greatest effect on employees commitment,
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this study found that pay and allowance, mutual trust, teamwork/morale, organizational
honesty/open channel and discipline/authority/standard are the most five dimensions of

organizational culture that have a greatest impact on the army forces commitment.
5.3. Recommendations

Depending on the findings of the study and the conclusions made, the researcher came up with
critical recommendations which would help the institution to focus on the dimensions of
organizational culture that have enormous contribution for the improvement of Army members

commitment. The recommendations given are stated as follows:

Concerned leaders of the study area should seriously consider investing more on its army
members in areas of improving payment and allowance packages through evaluating properly the
task of individuals and assessing external relativities. This mainly happens by increasing the base
pay and contingent pay of army members. Allowance such as location allowances, working
conditions allowances and stand-by or call-out allowances should be exist and properly designed
for the army members. Doing this helps for those army members to increase their commitment

and devoting their full potential energy for their institution.

Leaders of the institution should encourage teamwork among army members through a means of
building effective working relationship, making them to participate in different sport activities,
preparing coffee ceremonies monthly or weekly, aligning around goals, reducing team members’
role ambiguity, reward for team performance and other different activities which increase social
cohesion of those members. Making them to spend a lot of time together will also naturally help
to keep them unified. Having strong cohesion among individual army members as well as

between military units measures military performance, combat motivation, and social support.

Concerned leaders of the institution should improve the reward package system of army
members so as to increase the willingness of army members to work in the institution and
thereby to enhance the effectiveness of institutional mission accomplishment. This can be
achieved through a means of reward group cooperation, team bonus, give recognition for the best
performance of individuals, give feedback / information relating to their specific task in an
appropriate way, empower and promote individual members when necessary, salary raise, gifts

and so all.
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The leaders of the institution should enhance and reinforcing the training and development
system of army forces so that to increase the confidence level of individuals as well as units and
thereby increase their commitment. This can be done through providing training in areas of their
shortcomings, providing training that helps them in their next stage of promotion, assigning them
to work in different committees and small units with people they don’t know, rotate leadership
roles to get a lot of experience and providing other several training activities that makes them to

have high devotion to their unit.

Having lack of commitment in the army members under the study mainly depends on the
dimensions of organizational culture stated in this study. Therefore the institution in general

should give high concern to those dimensions as far as it is necessary to retain army members.

The commitment of army members in the specified place is somewhat satisfactory particularly
due to having sound mutual trust, communication, and good traditional values. Therefore, the

institution should develop and strengthen it well.
5.4. Suggestion for Further Research

This study is conducted only on Army forces who were located in the ministry of defense forces
headquarter due to having scarcity of resources and limited time. However, the essence of
Organizational culture and army forces commitment needs to be researched in the overall
national army forces since it has the potential to help the institution in retaining them. Doing that
would have a paramount interest for the institution as far as the result of this study cannot be

used to conclude for all members of army forces.

Due to the Ethiopian army forces have being located throughout the country, and they may face
different challenges in their daily life as a result of the environmental weather condition,
suitability for their family relationship, the infrastructure and services available there and so
many reasons they may have different responses for the assessment of organizational culture as

well as their commitment. So, further study needs to do there.

This study considered only few facets of organizational culture dimensions. There are also other
several facets which can be used to measure institutional organizational culture. Hence,

individuals may do an extensive study using the remaining organizational culture dimensions.
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APPENDIX



Addis Ababa University

College of Business and Economics School of Commerce

Questionnaire to be filled by Army members

First of all I would like to thank you for your great willingness to fulfill this questionnaire. This

questionnaire is prepared with the aim of gathering information for the study on “Assessment of

Organizational Culture and Army Forces Commitment: The case of Federal Democratic

Republic of Ethiopia Ministry of Defense Force Headquarter” in Partial Fulfillment of the

Requirements for the Degree of Masters in Human Resource Management. Each of your true

response is very useful for the study. So | kindly requested you to fill the questionnaire clearly

and honestly. Your response will be kept confidential. Thank you for your cooperation.

INSTRUCTION: No need to write your name. List of items that are believed to measure

variables of the study is given below. Please indicate your degree of agreement by putting an ‘x’

mark on appropriate boxes whereby 1=Strongly Disagree; 2=Disagree; 3=Neutral; 4=Agree;

5=Strongly Agree.

No.

ITEM

Training/Development

| have adequate opportunities for professional growth in this

institution.
2 The institution has good career prospect for its members.

I am pleased with the opportunities | have to be promoted in this
° institution.
4 My leaders’ encourage and support for my career development.

I believe this institution offers sufficient mission focus training or
° related job training for army members.
5 I receive the training which necessarily required doing my job

well.




Reward

I receive recognition from my unit/institution when | do a good
! job.
The institution's policies for promotion and advancement of its
° members are fair.
9 Everybody is treated fairly in my unit.
Army members in my unit get reward/Recognition in a timely and
10 meaningful way.
There is a holistic and effective reward system to make army
" members fully exploit their existing capacity.
12 | Favoritism is not an issue in raises or promotions.
13 | My unit/ institution value the contribution | make.
I11.  Communication
14 | Information and knowledge are shared openly in my unit.
My Leaders are willing and open to listen to ideas raised from the
1o subordinates.
16 | Communication between me and other army members is good.
Communication between me and my immediate leader/supervisor
1 is good.
18 | Communication is encouraged in this unit/institution.
Effective teamwork is facilitated through clear and open
19 communication culture.
IV. Teamwork/Morale
20 | We have a lot of teamwork going on in this unit.
21 | We have high moral in this unit.
| am satisfied with the existing working atmosphere within the
2 institution.
23 | Excellence in my unit is properly acknowledged and rewarded.




V. Pay and allowances
24 | The income | got allows me to provide adequately for my family.
| receive comparable payment, allowances and other benefits with
2 similarly skilled individuals in other organization.
Compensation practices are administered consistently for all
20 members in the institution.
VI. Mutual Trust
In my service an atmosphere of trust exists between leaders and
27 their subordinates.
28 | | am confident that my unit leader trusts me.
29 | Trust exists among team members.
If | ever get in to a tight spot, | can depend on people in my unit to
%0 take action to help.
31 | I rely on my team members in work-related judgments.
32 | Ishare my personal feelings and beliefs with my colleagues.
VIl. Organizational Honesty/Open Channels
33 | The institution is serious about honesty and integrity.
Leaders of the institution do not tolerate dishonest or unethical
. behavior from anybody.
If 1 make a request through channels, | know somebody will listen
% and inform me about my request.
VIII. Discipline/Authority/Standards
36 | We have high standards of discipline in the institution.
Leaders in my unit have the necessary authority to carry out their
3 responsibilities.
38 Army members have a right to expect high standards of me in

doing my job.




IX. Work-life balance

I can do well in this unit and still devote sufficient time to family
life.

39

40 | My family would support my making the armed forces a career.

In my service, army members are given the flexibility needed to

4 balance the demands of work and personal or family life.

45 My institution believes in having healthy Work-Life Balance
Practices

43 | am often preoccupied with home related thoughts during work
hours.

24 The needs and demands of my family members interfere with my

work related activities

X. Traditional VValues

45 | | am proud to serve in the Ethiopian armed forces.

46 If necessary to accomplish a combat/lifesaving missions, 1 am
prepared to put myself on the line.

In today’s armed forces, military ritual and tradition are essential
47
parts of our culture.

Individuals being assigned to our unit from initial entry training
48 | come to us well indoctrinated with the standards and values of our

service.

XI. Affective commitment

49 I would be very happy to spend the rest of my career with this
institution.

50 | Ireally feel as if this institution’s problems are my own.

51 | I do feel like ‘part of the family’ at my institution.

52 | I feel that I am ‘emotionally attached’ to this institution.

53 | This institution has a great deal of personal meaning for me.




54 | I do not feel a ‘strong’ sense of belonging to my institution.

55 | I would recommend this institution as a good place to others.

XIl. Normative commitment

One of the major reasons | continue to work in this institution is
56 |that | believe loyalty is important and therefore feel a sense of

moral obligation to remain.

Even if it were to my advantage, | do not feel it would be right to

57

leave.

Things were better in the days when military members stayed in
>8 one institution for most of their careers.

| do not believe that an army member must always be loyal to his
> or her institution.
50 I was taught to believe in the value of remaining loyal to one

institution.

61 | This institution deserves my loyalty.

Demographic Questions

Instruction: Please put an ‘x’ mark on appropriate boxes or fill in the blank spaces where
appropriate.

62. Sex Male [] Female []

63. Marital Status ~ Single [ ] Married (] Divorced [ ] Widowed [ ]

64. Educational Level certificate [ ]Diploma [_|First Degree [ JMaster’s Degree & above[ ]
65. Rank  noncommissioned officer [ ] Officer []

66. Years of work experience:
67. Date of Birth:
68. Monthly income:




