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ABSTRACT

This study investigated the effect of organizational culture on employees performance. The study came into being as a result of unethical culture among the employee‘s which constitutes not being effective in carrying out their duties. The specific objectives of the study were to identify the organizational culture capable of enhancing employees performance in an organization, evaluate the determinants of culture in an organization, examine the effect organizational culture has on performance of employees and finally examined the relationship between organizational culture and employee‘s performance

This study adopted a simple random sampling method, using both descriptive and inferential statistical approaches. Research questions were raised while and hypothesis were formulated and tested using a sample of eighty two (82) from the population of one-hundred and three

(103) employees‘ in Nigerian Eagle Flour Mill in Oyo state, out of which seventy nine (79) employee‘s responded rightly to the questionnaire which was later used for the analysis.

The findings revealed that goals and objectives (with mean, X=3.9241) of the organization is the greatest determinants of the culture in an organization. This was followed by environment of operation(X=3.7595), managerial style (3.7215), sex of employee(X=3.7089), Individuals working in the organization (X=3.6962) and finally nature of operation(X=3.2455). Thus all factors stated as determinants of the culture in an organization are accepted, as each of this recorded a mean value above 3.0. It also revealed that there is a significant relationship between employee performance and organization culture. The r (77) =.581**, P<0.00. Hence, the null hypothesis is rejected. It further revealed that employee performance had positive relationship with organization culture. This implies that the culture of the organization will have a long way to go in the performance of the employees working in such organization. Coefficient of determination (r2=.335) reveals that organization culture has a low effect on

ix

performance of employee, that is it accounts for 33.5% variance in performance of employees in the organization. Also there is significant contribution of organization culture on employee performance. The table reveals R=.581, R Square= .338, Adjusted R Square= .330.

The study therefore concluded that developing a well-organized culture will help to improve the effectiveness and efficiency of employees and in return help an organization in achieving its overall goals and objectives.
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CHAPTER ONE

INTRODUCTION

1.1
Background to the study

Organizations do not exist in a vacuum but in a specific culture or socio-cultural environment that influences the way their employees think, feel and behave. Work place culture is a very powerful force that influences an employee‘s work life. It is the very thread that holds the organization together. Hence managers and employees do not work in a value free environment; they are governed, directed and tempered by the organization‘s culture (Ritchie, 2000). Thus, organizational culture has a strong influence on employees‘ performance and work attitude, it involves standards and norms that prescribe employees behaviour in a workplace (Martins & Martins, 2003). Hence, organizational culture is the underlying values, beliefs, principles and practices that constitute its management system (Denison, 1990). The corporate culture of an organization depends on its environment, objectives, and belief system and management style.

Organizational culture defines the way employees complete tasks and interact with each other in an organization. The cultural paradigm comprises various beliefs, values, rituals and symbols that govern the operating style of the people within a company. Corporate culture binds the workforce together and provides a direction for the company. In times of change, the biggest challenge for any organization may be to change its culture, as the employees are already accustomed to a certain way of doing things (Ojo, 2008). However, according to Daft (2000), organizational performance is the organization‘s ability to attain its goals by using resources in an efficient and effective manner. Quite similar to Daft (2000), Richardo (2001) defined organizational performance as the ability of the organization to achieve its goals and objectives.
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Performance on the other hand refers to the ability (both physical & psychological) to execute a specific task in a specific manner that can be measured as high, medium or low in scale. The word ‗performance‘ can be used to describe different aspects such as societal performance, organizational performance, employees performance, and individual performance etc. Researchers (Campbell, 1990, Kanfer, 1990, Campbell, McCloy, Oppler, & Sager, 1993, Roe, 1999) tend to identify two dimensions of performance: an action dimension (i.e. behavioral aspect) and an outcome dimension (i.e. performance aspect). Here, the behavioural aspect of performance is assumed to be matched with work situation and job specifications. Then this selective behavioral aspect turns into a means of achieving organizational goals and objectives that is the outcome dimension or performance aspect. Although there is a range of behaviors that could be used for measuring performance, Motowidlo, Borman, and Schmit (1997) emphasize judgmental and evaluative processes that take a great deal along with action itself while defining performance.

Culture is a set of customs, values, norms and beliefs that influence on an organization (Khorshidi, 2008.). There are different personalities in an organization. Organization can be taken as humanity, warmth, wise, and modernism and have special characters like these. In an organization these characters are used to predict the employee‘s behaviour (Khorshidi, 2009).

The organizing function involves creating and implementing organizational design decisions. The culture of the organization is closely linked to organizational design. For instance, a culture that empowers employees to make decisions could prove extremely resistant to a centralized organizational design, hampering the manager‘s ability to enact such a design. However, a culture that supports the organizational structure (and vice versa) can be very powerful (Daft, 2003).
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A strong organizational culture supports adaptation and develops organization‘s employee performance by motivating employees toward a shared goal and objective; and finally shaping and channelling employees‘ behaviour to that specific direction should be at the top of operational and functional strategies (Daft, 2010). A firm‘s mission reflects its ultimate long term objective which is accomplished by conducting integrated operational and behavioural activities.

Academics and practitioners argue that the performance of an organization is dependent on the degree to which the values of the culture are widely shared (Peters & Waterman, 1982; Deal & Kennedy, 1982; Denison, 1990; Ouchi, 1981; Pascale & Athos, 1981, Kotter & Heskett, 1992). Similarly, it is widely argued that shared and strongly held values enable management to predict employee reactions to certain strategic options and by reducing these values, the consequences maybe undesirable (Ogbonna, 1993).

An organization‘s culture may be one of its strongest assets or its biggest liability. In fact, it has been argued that organizations that have a rare and hard-to-imitate culture enjoy a competitive advantage. In a survey conducted by the management consulting firm Bain & Company in 2007, worldwide business leaders identified corporate culture to be as important as corporate strategy for business success. Culture, or shared values within the organization, may be related to increased employee performance. Researchers found a relationship between organizational cultures and employee performance, with respect to success indicators such as revenues, sales volume, market share, and stock prices leading to realization of the organizations goal. At the same time, it is important to have a culture that fits with the demands of the company‘s environment. To the extent that shared values are proper for the company in question, employee performance may benefit from culture. For example, if a company is in the high-tech industry, having a culture that encourages innovativeness and adaptability will support its performance (Amah, 2009). However, if a company in the same
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industry has a culture characterized by stability, a high respect for tradition, and a strong preference for upholding rules and procedures, the company may suffer because of its culture.

1.2
Statement of the Problem

An organization with a culture that is too casual, disorganized and unethical in its values and practices will affect the performance of its employees. U.S. News and World Report states one of the chief reasons employees are unhappy in their jobs is a poor organizational culture.

A poor organizational culture is one lacking in direction. This lack of leadership in getting work done allows neglectful attitudes to propagate. Employees in a culture where little is expected are likely to procrastinate and take short cuts when they do execute their work. The motivation to pay attention to detail is absent. This behaviour illustrates a general poor performance that links back to the organizational culture. Working in a poor organizational culture promotes careless behaviour by its staff. There is a lack of ethics that discourages workers from paying careful attention to duties and customer service.

A culture rich in ethics and committed to professional values serves to encourage employees by making them aware of their importance to the organization. A company with a poor culture, however, can serve to lower the confidence level of employees. Employees fail to thrive in an environment that is neglectful in training and challenging its workers. There is little opportunity for employees to excel as they become mired in a culture of underachievement.

Employees in a poor culture suffer from low energy due to lack of motivation and new ideas. Their attitudes are likely to be ones of indifference or even hostility as they deal
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with the lack of leadership. Managers respond with frustration and often turn a blind eye to the failure of employees to perform well. Supervisors struggle with a defeatist attitude in the face of a bad company culture.

Employees who are not empowered by a company culture dedicated to their performance and satisfaction often fail to develop new skills and frequently are bereft of new ideas. They are left to stagnate in a position that provides little satisfaction or room to grow. The negative organizational culture bares no fruitful result for the organization and for those who are working in the organization.

This study therefore assists employees to be acquainted with the culture of the organization.

1.3
Research Questions

1. What organizational cultures are capable of enhancing employee performance in an organization?

2. What are the factors that determine culture in an organization?

3. To what extent does organizational culture affect performance of employees?

1.4
Objectives of the Study

The main objective of this study is to analyse the effect of organizational culture on employee performance in Nigerian Eagle Flour Mills.

The specific objectives are to:

1. identify the organizational culture capable of enhancing employees performance in an organization.

2. evaluate the determinants of the culture in an organization.

3. examine the effect organizational culture has on performance of employee.
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1.5
Research Hypothesis

H0: There is no significant relationship between the organizational culture and employee performance in an organization

H1: There is a significant relationship between the organizational culture and employee performance in an organization

1.6
Significance of the Study

This study on the effect of organizational culture on employee performance towards the attainment of organizational goals will help to enlighten managers and other stakeholders in Nigeria on the need for better organizational culture as the result from this study will guide them in selecting and adopting better organizational culture in the organization for better employee performance.

This research will be a contribution to the body of literature in the area of the effect of organizational culture on the performance of quantity surveying firms in Nigeria, thereby constituting the empirical literature for future research in the subject area.

1.7
Scope/Limitations of the Study

The study on the effect of organizational culture on the employee performance in an organization will investigate to which extent organizational culture affects the performance of employees. The focus of this study was centered on employees of Nigerian Eagle Flour Mills

1.8
Definition of Terms

Administration: Administration is the efficient organisation of people, also is information, and other resources to achieve organisational objectives. Also is an information is key to business operations, and people are the resources who make use of information to add value
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to an organisation. This means that companies will struggle without some type of administration management.

Culture: it is "that complex whole which includes knowledge, belief, art, morals, law, custom and any other capabilities and habits acquired by man as a member of society." A way of life of a group of people, their behaviour, beliefs, values and symbols that they accept, generally without thinking about them and they are passed along by communication and imitation from generation to the next.

Efficiency: Efficiency is a measurable concept, quantitatively determined by the ratio of useful output to total input. Effectiveness is the simpler concept of being able to achieve a desired result, which can be expressed quantitatively but doesn't usually require more complicated mathematics than addition. Efficiency can often be expressed as a percentage of the result that could ideally be expected, for example if no energy were lost due to friction or other causes, in which case 100% of fuel or other input would be used to produce the desired result. This does not always apply, not even in all cases in which efficiency can be assigned a numerical value, e.g. not for specific impulse.

Employee: A person who is hired to provide services to a company on a regular basis in exchange for compensation and who does not provide these services as part of an independent business. An individual, who works part-time or full-time under a contract of employment, whether oral or written, expressed or implied and has recognized rights and duties.

Employer: An employer is a person or organization that employs people. An employer is a person or institution that hires employees or workers. Employers offer wages or a salary to the workers in exchange for the worker's work or labor.
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Management: Management (or managing) is the administration of an organization, whether it is a business, a not-for-profit organization, or government body. Management includes the activities of setting the strategy of an organization and coordinating the efforts of its employees or volunteers to accomplish its objectives through the application of available resources, such as financial, natural, technological, and human resources. The term "management" may also refer to the people who manage an organization.

Organization: This is an entity comprising multiple people, such as an institution or an association that has a collective goal and is linked to an external environment. A social unit of people that is structured and managed to meet a need or to pursue collective goals.

Performance: The accomplishment of a given task measured against known standards of accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the fulfilment of an obligation, in a manner that releases the performer from all liabilities under the contract.

Productivity: Productivity is an average measure of the efficiency of production. It can be expressed as the ratio of output to inputs used in the production process, i.e. output per unit of input. When all outputs and inputs are included in the productivity measure it is called total productivity. Outputs and inputs are defined in the total productivity measure as their economic values. The value of outputs minus the value of inputs is a measure of the income generated in a production process. It is a measure of total efficiency of a production process and as such the objective to be maximized in production process.
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CHAPTER TWO

LITERATURE REVIEW

This chapter will spell out the review of related literature on organization culture and its effect on employee‘s performance under the following headings; conceptual review, theoretical review and empirical review.

2.1
Conceptual Review

2.1.1
Concept of Organization

Organisation is the foundation upon which the whole structure of management is built. Organisation is related with developing a frame work where the total work is divided into manageable components in order to facilitate the achievement of objectives or goals. Thus, organisation is the structure or mechanism (machinery) that enables living things to work together. In a static sense, an organisation is a structure or machinery manned by group of individuals who are working together towards a common goal.

Different meanings may be attached to the term organization depending upon who is using it and the context in which it is being used. The term organization may be used to refer to any institutional unit such as a company, hospital, school, military unit, charitable foundation or government agency. Different authors have defined organisation in different ways. The main definitions of organisation are as follows:

· According to Chester I. Barnard, ―Organisation is a system of co-operative activities of two or more persons.‖
· Organization is a group of people whose activities are consciously coordinated towards a common objective (Schein, 1978).
9

· Stoner and Freeman (1989) also refer to organization as an institution or functional group.
2.1.1.1
Elements of Organization

Common Elements of Organizations

Organizational psychologist Edgar Schein proposes four common elements of an organization's structure:

1. Common purpose

2. Coordinated effort

3. Division of labor

4. Hierarchy of authority

From a manager's point of view, operations are made successful by instilling a common purpose to create a coordinated effort across the organization and organizing resources based on tasks and decision making. Each of the four elements is relatively straightforward in theory but represents a critical component of an effective structure.

Common Purpose

An organization without a clear purpose or mission soon begins to drift and become disorganized. A common purpose unifies employees or members and gives everyone an understanding of the organization's direction. Ensuring that the common purpose is effectively communicated across organizations (particularly large organizations with many moving parts) is a central task for managers. Managers communicate this purpose by educating all employees on the general strategy, mission statement, values, and short- and long-term objectives of the organization.
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Coordinated Effort

Coordinating effort involves working together in a way that maximizes resources. The common purpose is achieved through the coordinated effort of all individuals and groups within an organization. The broader group's diverse skill sets and personalities must be leveraged in a way that adds value. The act of coordinating organizational effort is perhaps the most important responsibility of managers because it motivates and distributes human resources to capture value.

Division of Labor

Division of labor is also known as work specification for greater efficiency. It involves delegating specific parts of a broader task to different people within the organization based upon their particular abilities and skills. Using division of labor, an organization can parcel out a complex work effort for specialists to perform. By systematically dividing complex tasks into specialized jobs, an organization uses its human resources more efficiently.

Hierarchy of Authority

Hierarchy of authority is essentially the chain of command—a control mechanism for making sure the right people do the right things at the right time. While there are a wide variety of organizational structures—some with more centralization of authority than others—hierarchy in decision making is a critical factor for success. Knowing who will make decisions under what circumstances enables organizations to be agile , while ambiguity of authority can often slow the decision-making process. Authority enables organizations to set directions and select strategies, which can in turn enable a common purpose. Edgar Schein on Corporate Culture
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2.1.1.2
Characteristics of an Organization

Besides being purposeful group with a set of interrelated objectives, organizations share a number of characteristics.

(i) Purpose or objective or goals: This provides a rallying point for all activities of its members. Apart from serving as a common bond for unification of an organization member goals are a means for measuring an organization goals are a means for measuring an organization performance.

(ii) Task or activity: Every organization carries out a major task of one kind or another

that relates to and is directed towards the realization of its mission or objectives.

(iii)Resources:  Every  organization  is  involved  in  transforming  resources  to  achieve

results.  The principal resources used by organization are people (Human Resources).

Capital, materials, technology information.

(iv) Dependence on Environment: One of the most significant characteristics of an organization is its relationship with outside environment. No organization is an island unto itself. Organizations are totally dependent on the outside world (external environment) both for the resources they need and for customers that would consume the result they desire to attain which is good and services.

(v) Division of labour: The most inherent characteristics of an organization are Division of Labour. This can be horizontal or vertical. If at least two people work together to achieve the same objective, they clearly are dividing the work into component parts. This is known as Horizontal Division of Labour. Dividing the work into many specialized small tasks makes it possible for an organization to produce for more than the same number of people could work independently. Because work is divided in an organization somebody must coordinate the work for the group to be successful. This

is vertical division of labour.
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2.1.2
Concept of Culture

There are different types of culture. Subculture is defined as in organization segments, different sets of norms, values and beliefs on basis of environmental areas, job necessities and goals (Schein, 1995). The employee‘s obligation with organization is based on employee awareness that effects upon culture (Lok, Westwood & Crawford, 2005). The values, beliefs and attitude that hold the employee in culture must be strong (Deal & Kennedy, 1982). Strong organizational cultures give positive effect on the performance of employee (Martins

· Martins, 2003). The rules must be vital for employee. The policies, actions and goals planned by high authority, they all depends on attitude of employee then organization must get benefits with it.

Weak culture is opposite to strong culture, an employee does not share their ideas, beliefs, values and norms (O‘Reilly, Chatman, & Caldwell, 1991). Weak cultures give negative effect on employees because they are openly connected to enlarged earnings (Harrison, 1993).

Culture is a set of customs, values, norms and beliefs that influence on an organization (Khorshidi, 2008.).There are different personalities in organization. Organization can be taken as humanity, warmth, wise, and modernism and have special

characters like these. In organization these characters are used to predict the employee‘s behavior (Khorshidi, 2009).

Culture comes from a culture of organization but it is not the culture of society. In each organization beliefs, attitudes and pattern of culture are influenced (Khorshidi, 2009). Farjad (1989) believed that culture have two parts that are material culture which involve all facilities, buildings etc and spiritual and immaterial culture which includes values, laws, customs, arts and philosophies.
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In many studies it is shown that there is a significant relationship between employee performance and organizational culture, if employees have common perceptions then they will more cooperative with each other to achieve their goals (Eric, 2010).

Culture is regards as fact that examine properties and characteristics so if we accept organizational culture then beliefs and perceptions shared between the persons and ideas, policies, rules, procedures of organization will see and feel ( Morgan, 1993 ).

Every organization has organizational culture and sub cultures exist in every organization that needs absolute knowledge is sign of their cultural characteristics (Zahedi, 2004).

There are seven features for organization those are creativity and risk, attention to detail, result-oriented, staff, transformation, transforming and stability (Robbins, 1991).

Wallach (1983) used cultural indicators of organizational culture those are bureaucracy, innovative and supportive culture. Bureaucracy requires demand, rules and arrangement. Innovative culture gives independence to colleagues in thinking, giving, and opinions to work. Supportive culture communication plays vital role through friendship, cooperation and harmony.

2.1.2.1
Characteristics of Culture

From various definitions, we can deduce the following characteristics:

1. Learned Behaviour: Not all behaviour is learned, but most of it is learned; combing one‘s hair, standing in line, telling jokes, criticising the President and going to the movie, all constitute behaviours which had to be learned. Sometimes the terms conscious learning and unconscious learning are used to distinguish the learning. For example, the ways in which a small child learns to handle a tyrannical father or a rejecting mother often affect the ways in which that child, ten or fifteen years later, handles his relationships with other people.
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Some behaviour is obvious. People can be seen going to football games, eating with forks, or driving automobiles. Such behaviour is called ―overt‖ behaviour. Other behaviour is less visible. This sort of behaviour, which is not openly visible to other people, is called Covert behaviour. Both may be, of course, learned Culture is the Products of Behaviour: Culture leanings are the products of behaviour. As the person behaves, there occur changes in him. He acquires the ability to swim, to feel hatred toward someone, or to sympathize with someone. They have grown out of his previous behaviours. In both ways, then, human behaviour is the result of behaviour. The experience of other people are impressed on one as he grows up, and also many of his traits and abilities have grown out of his own past behaviours.

2. Culture includes Attitudes, Values Knowledge: There is widespread error in the thinking of many people who tend to regard the ideas, attitudes, and notions which they have as ―their own‖. It is easy to overestimate the uniqueness of one‘s own attitudes and ideas. When there is agreement with other people it is largely unnoticed, but when there is a disagreement or difference one is usually conscious of it. Your differences however, may also be cultural. For example, suppose you are a Catholic and the other person a Protestant.

3. Culture is shared by the Members of Society: The patterns of learned behaviour and the results of behaviour are possessed not by one or a few person, but usually by a large proportion. Thus, many millions of persons share such behaviour patterns as Christianity, the use of automobiles, or the English language. Persons may share some part of a culture unequally. For example, as Americans do the Christian religion. To some persons

4. Culture is a way of Life: Culture means simply the ―way of life‖ of a people or their ―design for living.‖ Kluckhohn and Kelly define it in his sense, ‖ A culture is a
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historically derived system of explicit and implicit designs for living, which tends to be shared by all or specially designed members of a group.‖ Explicit culture refers to similarities in word and action which can be directly observed. For example, the adolescent cultural behaviour can be generalized from regularities in dress, mannerism and conversation. Implicit culture exists in abstract forms which are not quite obvious.

5. Culture is a human Product: Culture is not a force, operating by itself and independent of the human actors. There is an unconscious tendency to defy culture, to endow it with life and treat it as a thing. Culture is a creation of society in interaction and depends for its existence upon the continuance of society. In a strict sense, therefore, culture does not ‗do‘ anything on its own. It does not cause the individual to act in a particular way, nor does it ‗make‘ the normal individual into a maladjusted one. Culture, in short, is a human product; it is not independently endowed with life.

6. Culture is Idealistic: embodies the ideas and norms of a group. It is sum-total of the ideal patterns and norms of behaviour of a group. Culture consists of the intellectual, artistic and social ideals and institutions which the members of the society profess and to which they strive to confirm.

7. Culture is Continually Changing: There is one fundamental and inescapable attribute (special quality) of culture, the fact of unending change. Some societies at sometimes change slowly, and hence in comparison to other societies seem not to be changing at all. But they are changing, even though not obviously so.

8. Language is the Chief Vehicle of Culture: Man lives not only in the present but also in the past and future. He is able to do this because he possesses language which transmits to him what was learned in the past and enables him to transmit the accumulated wisdom to the next generation. A specialised language pattern serves as
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a common bond to the members of a particular group or subculture. Although culture is transmitted in a variety of ways, language is one of the most important vehicles for perpetuating cultural patterns.

To conclude culture is everything which is socially learned and shared by the members of a society. It is culture that, in the wide focus of the world, distinguishes individual from individual, group from group and society.

2.1.2.2
Functions of Culture

Among all groups of people we find widely shared beliefs, norms, values and preferences. Since culture seems to be universal human phenomenon, it occurs naturally to wonder whether culture corresponds to any universal human needs. This curiosity raises the question of the functions of culture. Social scientists have discussed various functions of culture. Culture has certain functions for both individual and society.

Following are some of the important functions of culture:

1. Culture Defines Situations: Each culture has many subtle cues which define each situation. It reveals whether one should prepare to fight, run, laugh or make love. For example, suppose someone approaches you with right hand outstretched at waist level. What does this mean? That he wishes to shake hands in friendly greeting is perfectly obvious – obvious, that is to anyone familiar with our culture. But in another place or time the outstretched hand might mean hostility or warning. One does not know what to do in a situation until he has defined the situation. Each society has its insults and fighting words. The cues (hints) which define situations appear in infinite variety. A person who moves from one society into another will spend many years misreading the cues. For example, laughing at the wrong places.
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2. Culture defines Attitudes, Values and Goals: Each person learns in his culture what is good, true, and beautiful. Attitudes, values and goals are defined by the culture. While the individual normally learns them as unconsciously as he learns the language. Attitudes are tendencies to feel and act in certain ways. Values are measures of goodness or desirability, for example, we value private property, (representative) Government and many other things and experience. Goals are those attainments which our values define as worthy, (e.g.) winning the race, gaining the affections of a particular girl, or becoming president of the firm. By approving certain goals and ridiculing others, the culture channels individual ambitions. In these ways culture determines the goals of life.

3. Culture defines Myths, Legends, and the Supernatural: Myths and legends are important part of every culture. They may inspire, reinforce effort and sacrifice and bring comfort in bereavement. Whether they are true is sociologically unimportant. Ghosts are real to people who believe in them and who act upon this belief. We cannot understand the behaviour of any group without knowing something of the myths, legends, and supernatural beliefs they hold. Myths and legends are powerful forces in a group‘s behaviour. Culture also provides the individual with a ready-made view of the universe. The nature of divine power and the important moral issues are defined by the culture. The individual does not have to select, but is trained in a Christian, Buddhist, Hindu, Muslim or some other religious tradition. This tradition gives answers for the major (things imponderable) of life, and fortuities the individual to meet life‘s crises.

4. Culture provides Behaviour Patterns: The individual need not go through painful trial and error learning to know what foods can be eaten (without poisoning himself), or how to live among people without fear. He finds a ready-made set of patterns
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awaiting him which he needs only to learn and follow. The culture maps out the path to matrimony. The individual does not have to wonder how one secures a mate; he knows the procedure defined by his culture. If men use culture to advance their purposes, it seems clear also that a culture imposes limits on human and activities. The need for order calls forth another function of culture that of so directing behaviour that disorderly behaviour is restricted and orderly behaviour is promoted. A society without rules or norms to define right and wrong behaviour would be very much like a heavily travelled street without traffic signs or any understood rules for meeting and passing vehicles. Chaos would be the result in either case. Social order cannot rest on the assumption that men will spontaneously behave in ways conducive to social harmony.

2.1.3
Concept of Organizational Culture

Organizational culture was once seen as ―how things are done around here‖ (Drennan, 1992) but has since evolved into a facet of management with a robust range of literature affording a far deeper understanding. Schein‗s (1985) definition remains one of the most often used and can be summed up as the learned product of group experience which affects the behaviour of individuals. Organizational culture is differentiated from organizational climate in that it is not as overt. Organizational culture is also differentiated from organization structure in that structure has more to do with the relationships between individuals in an organization.

Organizational culture has assumed considerable importance in the 21st century, because of its impact on employee performance and job satisfaction. It is the imperative of every organization to understand its own dynamic culture so that managers can capitalize on the insights generated by the cultural perspective to wield greater control over their
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organizations. The culture of an organization has an important impact on its performance. With the ever - changing technology and fast - paced business arena, companies today are grappling to find new and innovative ways of improving performance with the minimal addition of cost. Many companies have now turned to exploring the sociological aspect of the business in order to improve profitability. Culture is one aspect that is not tangible, yet it plays a very important role to the success of any business enterprise.

Schein (1999) defines culture as a pattern of shared basic assumptions that the group learned as it solved problems of external adaptation and internal integration that has worked well enough to be considered valid and, therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to those problems.

Mullins (1999) defines organizational culture as the collection of traditions, values, beliefs, policies, and attitudes that constitute a pervasive context for everything one does and thinks in an organization. Organizational culture is a system of shared meaning held by members that distinguish one organization from other organizations. It was believed that these shared meanings are a set of key characteristics, and that the organization values and the essence of an organizations culture can be captured in seven primary characteristics. These characteristics are: innovation and risk – taking, attention to detail, outcome orientation, People orientation, Team orientation, Aggressiveness and Stability. Appraising the organization on these seven characteristics, gives a composite picture of the organizations culture (Collins & Porras, 2000).

Moorhead and Griffin (1995) feel compelled to develop their own definitions of culture, although these may vary from the very broad definitions to the highly specific. Most definitions refer to some sort of values, beliefs, and attitudes that are held by individuals and the organization. Upon close examination of the definitions, it can be assumed that there
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exists a general agreement that organizational culture comprises common beliefs, attitudes, and values. These values according, to Moorhead and Griffin (1995), help employees understand how they should act in the organizations.

Denison (1990) views organization culture as the underlying values, beliefs and principles that serve as a foundation for an organization‘s management system as well as the set of management practices and behaviors that both exemplify and reinforce those basic principles. Organization culture is the way in which people solved problems. It is a shared system of meanings. It dictates what we pay attention to, how we act and what we value (Trompenaars, 1993).

Cameron & Quinn (1999) sees organization culture as what is valued, the dominant leadership styles, the language success that make an organization unique

Organizational culture as defined by Uttal (1983) is a system of shared values (what is important) and beliefs (how things work) that interact with a company's people, organization structures, and control systems to produce behavioral norms (the way we do things aronnd here). Similarly,

Sun (2008) defines organizational culture as the "set of theory" of important values, beliefs, and understandings that members share in common, which help managers to make decision and arrange activities of the organization.

Brown (1995, 1998) delineates organizational culture as the pattern of beliefs, values and learned ways of coping with experience that have developed during the course of an organization's history, and which tend to be manifested in its material arrangements and in the behaviors of its members.

Schein (1985) defines organizational culture as basic assumptions members of an organization poses, which directs their thoughts and actions. Schein further defines
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organizational culture as a pattern of shared basic assumptions learned by organizational members as they solve problems of external adaptation and internal integration, which have proved to be valid, and are then taught to new members as the correct way to perceive, think and feel in relation to those problems.

Organizational culture is the set of shared values, beliefs, and norms that influence the way employees think, feel, and behave in the workplace (Schein, 2011).

Organizational culture facilitates the acceptable solution to know the problems, which members learn, feel and set the principles, expectations, behaviour, patterns, and norms that promote high level of achievements (Marcoulides & Heck, 1993; Schein, 1992).

According to Schein (1990), organizational culture is common values and behaviors of the people that considered as a tool leads to the successful achievement of organizational goals.

According to Hofstede (1991), organizational culture is the mindset of people that distinguishes them from each other, within the organization or outside the organization. This includes values, beliefs, and behaviors of the employee‘s different from the other organization.

Organizational culture means stable arrangements of beliefs and norms, which are held commonly by a society or department in the organization (Kotter & Heskett, 1992). According to Greenberg and Robert, (1995), organizational culture is a framework of values, beliefs, consisting of attitudes, norms; behaviour of employees, and their expectations, which are shared within the organization by it is the members.

2.1.4
The Themes of Organizational Culture

From literature perspective, British authors Maull, Brown and Cliffe in 2001 identified four main themes of organizational culture and they are identified below, which are addressed as follows:
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First, culture is a learned entity.

At a basic level, culture may be defined as ―the way we do things around here‖ or ―the way we think about things around here‖ (Williams, Dobson, & Walters, 1994). In general, by studying the definitions of culture, managers should predict or grasp the general trend of employees‘ behaviors and thinking, because the definitions of culture deal primarily with the way they act or the way they think. A widely accepted definition of culture provided by Schein (1984) is: ―The pattern of basic assumptions that a given group has invented, discovered, or developed in learning to cope with its problems of external adaptation and internal integration, and that have worked well enough to be considered valid, and, therefore to be taught to new members as the correct way to perceive, think, and feel in relation to those problems.‖ The key feature of this theme is that culture is used as the correct way for new employees to behave, thereby, culture can perpetuate organizational survival and growth.

Second, culture is viewed as a belief system.

For example, Davis (1984) defines culture as: ―The pattern of shared beliefs and values that give members of an institution meaning, and provide them with the rules for behaviour in their organization.”

In order to understand the far-researching sense of this culture theme, the three English authors divides organizational culture into fundamental guiding beliefs and daily beliefs. And they advocate that guiding beliefs provide the context for the practical beliefs of everyday life, that is to say, guiding beliefs give direction to daily beliefs. As fundamental precepts, guiding beliefs rarely change since they are in the realm of universal truth.
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On the other hand, daily beliefs are also part of the company culture and can be described as the rules and feelings about everyday behaviour. However these are dynamic and situational; they have to change to match context.

Third, culture is seen as strategy.

Having finished a wide ranging analysis, Bate (1995) disagrees with the distinction between strategy and culture, and supports that ―…culture is a strategic phenomenon: strategy is a culture phenomenon.‖ That is to say, there are twofold implications of such beliefs: first, any kind of strategy formulation is a cultural activity, for example, the development of strategy is just a cultural development; second, all cultural changes should be viewed as strategic changes.

In reality, any culture programme in an organization is not separate, because any change of cultural programme is always taking place within formal and informal strategic planning processes,

The fourth perspective is to view culture as mental programming.

One of the key supporters of this perspective is Hofstede (1980), according to Hofstede; culture is the ―collective programming of the mind, which distinguishes the members of one category of people from another.‖

Hofstede also divided culture into four layers (or four main elements): symbols, heroes, rituals and values. Far researching at the four layers is critical for organizational managers, because it can affect business or operation at different degree and in different ways. An onion diagram model of organizational culture developed by Hofstede, Neuijen, Ohayv, Sanders, (1997) is presented here (Figure 1).
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Figure 1. Onion Diagram
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Source: Hofstede, Neuijen, Ohayv & Sanders, (1997)

As we can see, value forms the core of culture, which are the deepest level of culture, values are intimately connected with moral and ethical codes (Brown, 1988), and determine what people think ought to be done, and identify ‗likes‘ and ‗dislikes‘ for both employers and employees. Rituals are collective activities which are considered socially essential, and heroes are persons who possess characteristics which are highly prized and are often the ―winners‖ or those who get on in an organization. According to Deal and Kennedy (1982): ‗‘the hero is a great motivator‘‘. The magician, the person everyone will count on when things get tough …‘ Symbols are the most overt element of culture and are the gestures, objects, words or acts that signify something different or wider from the others, and which have meaning for individual or group.

Similarly, Johnson and Scholes (1999) presented a cultural web (Figure 2) so as to enable people completely understand the culture of an organization. The cultural web is actually a useful ideal tool to make links to with the political, symbolic, and structural aspects of the
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organization, and it can be guided the development of strategy. Generally speaking, the cultural web is useful to identify a culture within an organization.

Figure 2: Cultural Web
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Source: Johnson & Scholes (1999)

In the cultural web, there are seven key elements that are inter-linked. At the centre, are the paradigm or commonly held beliefs and values of the organization, and the seven elements (routine, rituals, stories, symbols, control systems, power structures, and organizational structure) could be formed in the different developing period of an organization. In practice, these assumptions, beliefs, and values are most established by leaders of the organization and present a powerful set of forces, such as the seven key elements, which are deep, broad, and stable. They result in behaviors that serve as a guide to employees about what is considered appropriate or inappropriate behaviour in the organization. Of course, the identification of culture‘s four themes is not sufficient to attempt to understand and measure the culture of the organization. However, it is also imperative to measure the impact that the culture has on the everyday operations and workings of the organization, that is, how the organization organizes
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itself, its relations with customers (internal and external) and how the organization treats staff, those should be key aspects when building a successful culture.

2.1.5
The Importance of Organizational Culture

Organizational culture is, most of the time, the element that drives the organization. It creates an operational environment in which every employee strives to achieve the goal that was set by the company. The standards based on which the employees are measured and assessed are also defined by this environment. Most of the time, the culture that exist in a company is deeply rooted, meaning a difficult process of changing it. The result of a well-structured culture within the organizations environment is a dynamic team upon which every employee is held accountable while at the same time all members respect themselves and the company as an entity. Basically the organizational culture is the element that can make the organization to achieve success or to fail.

Organizational culture is so important because it is the most rooted element that defines the organization. This is way for many of them, changing it can turn to be the most difficult process ever to encounter. Now days, business environment is very difficult with fast changing demands, that lead to many mergers and corporate restructuring, leaving often the employees to feel unimportant in the chain management process. A well-organized organization, with a strong culture can make the employees feel like they take part of the process.

A deeply rooted culture is as important as the knowledge of when the moment of changing is needed. For a smooth and successful change of organizational culture to take place, every employee needs to have a proactive approach and to work side by side with the other. By doing so, proper solutions can be found that will help the organization to change as planed and also to sustain the new expected growth period
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that comes along with the change. The purpose of all of this is that the organization to prosper and achieve its target and this is possible most of the time by following the rules and values that are established within the company. By this we understand the importance of values that exist in organizational culture.

Mullins (1999) attests that culture helps to account for variations among organizations and managers, both nationally and internationally. Culture helps to explain why different groups of people perceive things in their own way and perform things differently from other groups. Culture can help reduce complexity and uncertainty. It provides a consistency in outlook and values and makes possible the process of decision-making, co-ordination and control. There is nothing accidental about cultural strengths. There is a relationship between an organizations culture and its performance.

Schein (1999) suggests that organizational culture is even more important today than it was in the past. Increased competition, globalization, mergers, acquisitions, alliances and various workforce developments have created a greater need for: Co-ordination and integration across organizational units in order to improve efficiency, quality, and speed of designing, manufacturing and delivering products and services; Product and strategy innovation; Process innovation and the ability to successfully introduce new technologies and programs. Effective management of dispersed work units and increase work for diversity; Cross cultural management of global enterprises and multi-national partnerships; Construction of net or hybrid cultures that merge aspects of culture from what were distinct organizations prior to an acquisition or merger; Management of workforce diversity; and facilitation and support of team work: It becomes more important because maximizing the value of employees as intellectual assets requires a culture that promotes their intellectual participation and facilitates both individual and organizational learning, new knowledge creation and application, and willingness to share knowledge with others.
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Mullins (1999) draws further attention to the importance of culture by attesting to the fact that, without exception, the dominance and coherence of culture proved to be an essential quality of excellent companies. Moreover, the stronger the culture, the more it was directed to the marketplace, the less need was there for policy manuals, organization charts, or detailed procedures and rules. In these companies, people in all parts of the organization know what they are supposed to do in most situations because a handful of guiding values is very clear.

Therefore the importance of an organization‗s culture cannot be overemphasized. The beliefs, stories and symbols of an organization help shape the culture of that organization and it is important for management to realize that culture is an integral part of their business and every effort must be made to preserve or improve it.

2.1.6
Characteristics of Organizational Culture

Robbins (2010) outlines seven primary characteristics that capture the essence of an organizational culture as follows:

1) Innovation and risk taking. Employees are encouraged to be creative and take risks which produce creativity. Innovation is also a form of productivity.

2) Attention to detail. Employees are expected to be attentive. Details always determine success or failure.

3) Outcome orientation. Management focuses on final outcomes or the processes used to achieve those goals.

4) People orientation. The consideration in management decisions tends to affects people within the organization.

5) Team orientation. A work event is organized among teams or individuals

6) Aggressiveness. A person is aggressive and competitive or easy-going during work.
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7) Stability. Organization is looking forward to maintaining the status quo or keeps growing

2.1.7
Functions of Organisational Culture

The main function of organizational culture is to define the way of doing things in order to give meaning to organizational life (Arnold, 2005).

Organizational culture also determines organizational behaviour, by identifying principal goals; work methods; how members should interact and address each other; and how to conduct personal relationships (Harrison, 1993).

Brown (1998), states the following functions of organizational culture:

· Conflict reduction: A common culture promotes consistency of perception, problem definition, evaluation of issues and opinions, and preferences for action.
· Coordination and control: Largely because culture promotes consistency of outlook it also facilitates organizational processes of coordination and control.
· Reduction of uncertainty. Adopting of the cultural mind frame is an anxiety reducing device which simplifies the world of work, makes choices easier and rational action seem possible.
· Motivation: An appropriate and cohesive culture can offer employees a focus of identification and loyalty, foster beliefs and values that encourage employees to perform.
· Competitive advantage: Strong culture improves the organization‘s chances of being successful in the marketplace.
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2.1.8
Factors Affecting Organizational Culture

There are several factors which affect the organization culture:

The first and the foremost factor affecting culture is the individual working with the organization. The employees in their own way contribute to the culture of the workplace. The attitudes, mentalities, interests, perception and even the thought process of the employees affect the organization culture.

Example - Organizations which hire individuals from army or defence background tend to follow a strict culture where all the employees abide by the set guidelines and policies. The employees are hardly late to work. It is the mind-set of the employees which forms the culture of the place. Organizations with majority of youngsters encourage healthy competition at the workplace and employees are always on the toes to perform better than the fellow workers.

· The sex of the employee also affects the organization culture. Organizations where male employees dominate the female counterparts follow a culture where late sitting is a normal feature. The male employees are more aggressive than the females who instead would be caring and soft-hearted.
· The nature of the business also affects the culture of the organization. Stock broking industries, financial services, banking industry are all dependent on external factors like demand and supply, market cap, earning per share and so on. When the market crashes, these industries have no other option than to terminate the employees and eventually affect the culture of the place. Market fluctuations lead to unrest, tensions and severely demotivate the individuals. The management also feels helpless when circumstances can be controlled by none. Individuals are unsure about their career as well as growth in such organizations.
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· The culture of the organization is also affected by its goals and objectives. The strategies and procedures designed to achieve the targets of the organization also contribute to its culture. Individuals working with government organizations adhere to the set guidelines but do not follow a procedure of feedback thus forming its culture. Fast paced industries like advertising, event management companies expect the employees to be attentive, aggressive and hyper active.
· The clients and the external parties to some extent also affect the work culture of the place. Organizations catering to UK and US Clients have no other option but to work in shifts to match their timings, thus forming the culture.
· The management and its style of handling the employees also affect the culture of the workplace. There are certain organizations where the management allows the employees to take their own decisions and let them participate in strategy making. In such a culture, employees get attached to their management and look forward to a long term association with the organization. The management must respect the employees to avoid a culture where the employees just work for money and nothing else. They treat the organization as a mere source of earning money and look for a change in a short span of time.
2.1.9
Levels of Organizational Culture

Organizational culture exists on several levels, which differ in terms of visibility and resistance to change. When it comes to changing the culture of the organization, it becomes difficult to determine which the more are, and which are the less important elements that help shape an organization‗s culture. Hofstede (1990) developed a four - layered hierarchical model of culture which helps to identify and categorize the constituent elements of culture, as: shared assumptions, cultural values, shared behaviors and Cultural symbols. On shared
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assumptions, Hofstede (1990) was of the view that the least visible or deepest level that constitutes an organization‗s culture is that of basic shared assumptions, which represents beliefs about reliability and human nature that are taken for granted.

The next level of culture is that of cultural values, which represent collective beliefs, assumptions, and feelings about what things are good, normal, rational, and valuable. Cultural values might be very different in different organizations; in some, employees may care deeply about money, but, in others, they may care more about technological innovation or employee well-being.

The next level of culture is that of shared behaviors, including norms, which are more visible and somewhat easier to change than values. The reason is that people may be unaware of the values that bind them together. For Hofstede (1990), the most superficial level of organizational culture consists of symbols. Cultural symbols are words (jargon or slang), gestures, and pictures or other physical objects that carry a particular meaning within a culture. Although there are various other hierarchical models of culture, it is important to note that actual organizational cultures are not as neat and tidy as the models seem to imply. Where there are cultures, there are also usually sub-cultures, where there is agreement about cultures, there can also be disagreements and counter cultures; and there can also be significant differences between espoused culture and culture in practice.

2.1.10
Types of Organizational Culture

Hellriegel, Slocum and Woodman (2001) describe four types of cultures which are:

1. Bureaucratic culture

2. Clan culture

3. Entrepreneurial culture
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4.
Market culture.

Bureaucratic culture: Organization that values formality, rules, standard operating procedures, and hierarchical co-ordination has a bureaucratic culture. Long – term concerns of bureaucracy are predictability, efficiency, and stability. Its members highly value standardized goods and customer service. Behavioral norms support formality over informality. Managers view their roles as being good co-coordinators, organizers, and enforcers of certain rules and standards. Tasks, responsibilities, and authority for all employees are clearly defined. The organization‗s many rules and processes are spelled out in thick manuals and employees believe that their duty is to go by the book and follow legalistic processes.

Clan culture: Tradition, loyalty, personal commitment, extensive socialization, teamwork, self-management, and social influences are attributes of clan culture. Its members recognize an obligation beyond the simple exchange of labor for a salary. The members understand that their contributions to the organization may exceed any contractual agreements. The individual‗s long-term commitment to the organization is exchanged for the organization‗s long-term commitment to the individual. Individuals believe that the organization will treat them fairly in terms of salary increases, promotions, and other forms of recognition. Consequently, they hold themselves accountable to the organization for their actions.

Entrepreneurial culture: High levels of risk taking, dynamism, and creativity characterize an entrepreneurial culture. There is a commitment to experimentation, innovation, and being on the leading edge. This culture doesn.t just quickly react to changes in the environment it creates change. Effectiveness means providing new and unique products and rapid growth. Individual initiative, flexibility, and freedom foster growth and are encouraged and well rewarded.
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Market culture: The achievements of measurable and demanding goals, especially those that are financial and market-based, characterize a market culture. Hard driving competitiveness and a profit orientation prevail throughout the organization. In a market culture, the relationship between individual and organization is contractual. The individual is responsible for some levels of rewards in return. A market culture does not exert much informal, social pressure on an Organization‗s members. They do not share a common set of expectations regarding management style or philosophy. The absence of a long-term commitment by both parties results in a weak socializing process.

These four culture types all represent different types of management philosophies or styles. The cultures of these organizations are governed by how these companies are run or the beliefs of the founders of the organization. Essentially, the cultures in these organizations are driven top - down, with emphasis on the type of business or industry that this organization serves.

Harrison and Stokes (1993) identify another four culture types. These four culture types are power culture, role culture, achievement culture and support culture.

The power culture: A power orientated organization is based on inequality of access to resources. In other words, the people in power use resources to either satisfy or frustrate the needs of others, and, by so doing, they control behaviour of others. Leadership resides in the person who is in charge, and rests on the leader‘s ability and willingness to administer rewards and punishments. At best, the power - orientated leader is firm, fair and generous and has loyal subordinates. At worst, the power - orientated leader leads by fear, with abuse of power for personal gains.

The role culture: In a role culture orientated organization, structures and systems give protection to subordinates and stability to the organization. The duties and rewards of
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employee‘s roles are clearly defined. This is usually defined in writing as a job description. People in these organizations perform specific functions in order to receive defined rewards and, both the individual and the organization, are expected to keep to their parts of the bargain. The main values of a role - orientated organization are order, dependability, rationality, and consistency and, at best, this type of organization provides stability, justice, and efficient performance. People are protected in their jobs and need to spend less time looking out for themselves, and can devote more energy to their work.

The achievement culture: The achievement orientated organization is known as the aligned organization because it lines people up behind a common vision or purpose. This type of organization uses the mission to attract and release the personal energy of its employees in the pursuit of common goals. There is an inner commitment within these achievement-orientated individuals. Many people like their work and want to make a contribution to society, thus enjoying an intrinsic reward. A typical type of achievement-orientated organization would be an intensive care unit in a hospital or voluntary community organization.

The support culture: The support culture may be defined as an organization climate that is based on mutual trust between the individual and the organization. In such organizations, people are valued as human beings and are not just machines. This culture centers on warmth and even love and it makes people want to come to work in the morning, not only because they like their work but also because they care for their colleagues. Quality and service often show in support-orientated organizations, since successful approaches to quality improvements are often based on small work teams. People contribute towards the organization out of a sense of commitment. Employees feel a sense of belonging and that they have a personal stake in the organization.
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These four types of culture all have different implications to the success of a business where the power culture is dependent on a central power source with rays of power and influence spreading out from the central figure. These types of cultures are proud and strong and have the ability to move quickly and can react well to threat and danger, as postulated by Handy (1993). The role culture, according to Harrison (1993), gives protection to subordinates and stability to the organization. He also claims that people are protected in their jobs in a role orientation, and need to spend less time looking out for themselves and can devote more energy to their work. The achievement culture organization expects its employees to contribute their personal energy in return for rewards. This type of organization is known as an aligned organization because it, lines people up behind a common vision or purpose, affirm that quality and service often show in support - orientated organizations, since successful approaches to quality improvements are often based on small work teams (Harrison & Stokes 1993).

2.1.11
Threats to Organizational Culture

· Negative attitude and ego are in fact two biggest threats to organization culture. Individuals who find it difficult to look at the brighter sides of life often crib and complain and spoil the entire work culture. They themselves hardly work and on top of it also influence others. Problems are in fact everywhere. Can you name one organization where there is absolutely no tension or stress? Believe me, you would find peculiar characters in every organization. You just need to know how to deal with them. How many organizations would you change? Employees who think that fighting is the only solution to solve issues are sadly mistaken and in fact pose a major threat to organization culture. Remember, strikes, unions, mass bunking not only spoil the organization culture but also bring a bad name to the organization. Develop a positive attitude and learn to ignore things if you really
want your organization to do well and outshine its competitors.
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There is no place of ego at workplace. Employees who carry their ego to work find it difficult to adjust with their fellow workers eventually affecting the work culture. In today‘s business scenario, people expect you to drop ―Sir‖, ―Ma‘am‖ or ―Boss‖ attached to a name in both written as well as verbal communication. Corporate culture gives you the liberty to address individuals by their first names only irrespective of position and age. Now, there are some individuals who would really not appreciate their juniors calling them by their names. You need to understand that there is nothing which is more important than your work and output. No individual would like to work in an environment where juniors are not treated with respect and care. Would you ever like to leave an organization where all employees are treated as one? Ask yourself.

· Favouritism is another big threat to work culture. Problems arise the moment you start giving special treatments to few employees. Do not favour someone just because he/she is your friend or you like the other person. Such behaviour is absolutely unacceptable and unethical .Favouritism not only spoils the work culture but also demotivates those who genuinely want to work and carve a niche for themselves. Employees who work hard need to be motivated and appreciated irrespective of their position in the hierarchy.
· Lack of communication among employees is another major problem faced by organizations. Employees need to communicate with each other to discuss work, various issues and also reach to innovative solutions. Employees need to work as a single unit for better results. Bosses need to communicate effectively with their team members. Do not always expect your secretary to pass on information to your subordinates on your behalf. Let employees feel special. Treat them as indispensable resources of the organization.
Individuals taking their organizations for granted also spoil the work culture. You need to genuinely feel for your organization. A feeling of loyalty is essential. Don‘t work for anyone
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else but for yourself and obviously your organization. Things would never improve unless and until employees take pride in representing their respective organizations.

2.1.12
Setbacks of an Organizational Culture

· The culture of an organization is not formed in a single day. A culture is the cumulative outcome of the interaction amongst the employees and their behavioural patterns at the workplace. A culture is formed when individuals follow certain values and adhere to guidelines over a considerable period of time. Problems arise when new employees step into the shoes of the existing ones and take charge. They bring new ideas, new plan of actions and new concepts along with them and thus cause problems for the existing employees. They tend to hire their own people and eventually side-line the current employees.
· Adjustment problems arise when new employees find it difficult to adjust to the prevailing work culture. They find it difficult to concentrate and tend to lose interest in work. For them the work becomes a burden and they simply attend office to earn money. They never get attached to their workplace.
· Culture in certain cases can also become a liability to an organization. Strict policies and harsh rules can sometimes create problems for the employees and they find it difficult to stick to the organization for a long time. Retaining the employee becomes a nightmare in cases of weak cultures. The policies must be employee friendly and benefit one and all.
· An individual working in any particular culture for quite some time would develop certain habits and mind-set. It is not easy to get rid of a habit all of sudden. Difficulties arise whenever employees wish to move on for better opportunities. The new organization might not promise them the same facilities and comforts which their previous organization offered.
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· An employee finds it difficult to implement new ideas and concepts in a culture which has been practised for several years. For him the culture becomes a limitation, where he has to work as per the set guidelines and predefined policies.
· One should always remember that no culture is more important than employees. They are the true assets of an organization. The work culture should never bind the employees to do something innovative
2.1.13
Organizational Culture and Employee Performance

Employees are the basic building blocks of an organization. The victory and development of an organization depends on how effectively and efficiently does it employee performs and culture is a means through which employees discover and correspond what is suitable or undesirable in an organization in the light of values and norms. Culture can be found in any organization, no matter how small or large the organization could be. Organization culture can be how management relates to its employees, were communication is open or closed or if employees are given autonomy or recognition for their achievements. It sets a framework within which individual and group behaviour takes place. Organization culture matches what the individual needs to be successful in a particular work environment.

Organizational culture is the vital aspect of successful organization. There must be a positive culture to attract and retain loyal and committed employees, which, in turn, can strengthen relationships with customers and other partners. Just like any other asset, organizational culture must be monitored and nurtured to ensure that it reflects the organization and its vision. Motivation is the key component of organizational culture. Organizational culture plays a significant role in an organization regarding how people feel about their work, levels of motivation, commitment, and in turn job satisfaction. Performance is the extent to which an individual‘s action or process of performing a task or function. Job
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performance reviews are often done yearly and can determine raise eligibility, whether an employee is right for promotion or even if an employee should be fired.

2.1.14
Role of Employees In Organizational Culture

A place where individuals from different backgrounds, religions, communities come together on a common platform to work towards a predefined goal is called an organization. Every organization has set of principles and policies mandatory for all the employees to follow.

The beliefs, ideologies and practices of an organization form its culture which gives a sense of direction to the employees. The work culture goes a long way in creating the brand image of the organization and making it distinct from its competitors. The employees are the true assets of an organization. They are the ones who contribute effectively towards the successful functioning of an organization. They strive hard to deliver their level best and achieve the assigned targets within the stipulated time frame.

The employees play an important role in deciding the culture of the workplace. Their behaviour, attitude and interest at the workplace form the culture.

Let us understand how employees affect the work culture.

Please go through the below cases

Organization A

The employees are least bothered about the policies of the organization and attend work just to sustain their job. For them the workplace is nothing but a mere source of earning money. In such a scenario, people seldom get attached to their organization and thus move on in a very short span of time.
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Organization B

In organization B, employees are particular about the rules and regulations of the organization and adhere to the set guidelines. The individuals focus on their work and look forward to achieving it well ahead of the deadlines. People stay away from unnecessary gossips and prefer sitting at their workstations rather than loitering around.

Organization C

Organization C is a male oriented organization where male employees dominate their female counterparts. Frequent late sitting is a regular feature of the organization culture. Employees prefer staying back late to finish off their pending work. No organization expects its employees to stay back; it is the employee who according to his own convenience adjusts the timings and makes it the culture of the workplace.

In all the above situations it is the style of working and the behaviour of the employees which form the culture of the workplace. The thought processes and assumptions of the members of the organization contribute to its culture. A motivated and a satisfied employee would promote a healthy culture at the workplace as compared to a demotivated employee. There are certain organizations where the employees willingly accept challenges and learn something new each day. The roles and responsibilities are delegated as per the interest and specialization of the employees and thus each one tries hard to perform better than the fellow workers. Such organizations follow a strong culture as employees are serious about their work and abide by the policies. However there are certain organizations where things need to be imposed on the employees. They somehow have to be forced by the management to perform their duties. Team leaders have to be appointed to monitor their performance and make them work. In such cases organization follow a weak culture.
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Some organizations have aggressive employees who promote healthy competition at the workplace. Such organizations follow a culture where every individual tries hard to win the appreciation of the management. Recognition hungry employees encourage a positive culture at the workplace as compared to organizations where people have nothing innovative to do. Constant disputes, disagreements, leg pulling lead to a negative ambience at the workplace, employees find it difficult to concentrate in such a culture and look for a change.

2.2 Theoretical Review

The theoretical review will cover below theories related to performance and organisational culture. This study is based on three major theories namely, The Schein's theory of organisational culture, Theory X and Theory Y by McGregor, and the theory of Open-Book Management by John Stack.

Theories of organizational culture attempt to explain the phenomena that occur in and around individuals. Studying theories of organizational culture is often difficult due to the lack of concrete evidence on various cultures. Theories on organizational culture typically have different overall corporate mind-sets, such as ethics, profits, or philanthropy, but the shared characteristics only change through time when hiring managers and replacing older workers (Ojo, 2008)

2.2.1
Schein's Theory of Organisational Culture

According to Edgar Schein (1980), organizations do not adopt a culture in a single day, instead it is formed in due course of time as the employees go through various changes, adapt to the external environment and solve problems. They gain from their past experiences and start practicing it every day thus forming the culture of the workplace. The new employees also strive hard to adjust to the new culture and enjoy a stress free life.
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Schein's model of organizational culture is not only one of the most cited culture models but also one that serves a high degree of abstraction and complexity reduction. It mainly consists of three domains: basic underlying assumptions, espoused values, and artifacts. She distinguishes between observable and unobservable elements of culture. It therefore becomes clear that there is a certain hierarchy between these domains. Visible behaviour influences and is influenced by unobservable assumptions through rules, stand.

Schein described three levels of organisational culture:

Schein - Levels of Organisational Culture


Source: Edgar Schein (1980)
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Artifacts

The first level is the characteristics of the organization which can be easily viewed, heard and felt by individuals collectively known as artifacts. The dress code of the employees, office furniture, facilities, behaviour of the employees, mission and vision of the organization all come under artifacts and go a long way in deciding the culture of the workplace.

Organization A

· No one in organization A is allowed to dress up casually.
· Employees respect their superiors and avoid unnecessary disputes.
· The individuals are very particular about the deadlines and ensure the tasks are accomplished within the stipulated time frame.
Organization B

· The employees can wear whatever they feel like.
· Individuals in organization B are least bothered about work and spend their maximum time loitering and gossiping around.
The employees use derogatory remarks at the work place and pull each other into controversies.

In the above case, employees in organization A wear dresses that exude professionalism and strictly follow the policies of the organization. On the other hand, employees in organization B have a laid back attitude and do not take their work seriously. Organization A follows a strict professional culture whereas Organization B follows a weak culture where the employees do not accept the things willingly.
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Espoused Values

The next level according to Schein which constitute the organization culture is the values of the employees. The values of the individuals working in the organization play an important role in deciding the organization culture. The thought process and attitude of employees have deep impact on the culture of any particular organization. What people actually think matters a lot for the organization. The mind-set of the individual associated with any particular organization influences the culture of the workplace.

Basic Underlying Assumptions

The third level is the basic underlying assumptions of the employees which can‘t be measured but do make a difference to the culture of the organization. There are certain beliefs and facts which stay hidden but do affect the culture of the organization. The inner aspects of human nature come under the third level of organization culture. Organizations where female workers dominate their male counterparts do not believe in late sittings as females are not very comfortable with such kind of culture. Male employees on the other hand would be more aggressive and would not have any problems with late sittings. The organizations follow certain practices which are not discussed often but understood on their own. Such rules form the third level of the organization culture

The most visible symbols should not be the only aspects used to interpret culture, due to the ease with which they can be misinterpreted. Focusing only on visible symbols will result in a failure to grasp the underlying basic assumptions that are fundamental to understanding the culture. Similarly, it is important to recognize that even espoused beliefs and values may only reflect the aspirations of a culture, and not the actuality.
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2.2.2
Theory X and Theory Y

McGregor developed a philosophical view of humankind with his Theory X and Theory Y in 1960. His work is based upon Maslow's hierarch of needs theory, in that he grouped the hierarchy into lower-order needs (Theory X) and higher-order needs (Theory Y). He suggested that management could use either set of needs to motivate employees, but better results would be gained by the use of Theory Y, rather than Theory X. These two opposing perceptions theorized how people view human behaviour at work and organizational life.

With Theory X assumptions, management's role is to coerce and control employees to perform since people have an inherent dislike for work and will avoid it whenever possible, secondly people must be coerced, controlled, directed, or threatened with punishment in order to get them to achieve the organizational objectives, thirdly people prefer to be directed, do not want responsibility, and have little or no ambition and finally people seek security above all else. With Theory Y assumptions, management's role is to develop the potential in employees and help them to release that potential towards common goals since employees view work as natural as play and rest, secondly people will exercise self-direction if they are committed to their own objectives, thirdly people are committed to objectives since it is a function of the rewards associated with their achievement, fourthly people learn to accept and seek responsibility, creativity, ingenuity, and imagination are widely distributed among the population therefore people are capable of using these abilities to solve an organizational problem and finally that people have potential to propel the organizational performance.

Intellectual creativity cannot be 'programmed' and directed by management programs but through proper impartation of cultural values of personal responsibility and
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accountability. This kind of intellectual contribution to the enterprise cannot be obtained by giving orders, by traditional supervisory practices, or by close systems of control. Even conventional notions of productivity are meaningless with reference to the creative intellectual effort. Management has to consider in depth in what is involved in managing an organization heavily populated with people of diverse culture and whose prime contribution consists of creative intellectual effort.(from Douglas McGregor's essay, New Concepts of Management.).

2.2.3
The Theory of Open-Book Management (OBM)

As Stack, (2003) states "The best, most efficient, most profitable way to operate a business is to give everybody in the company a voice in saying how the company is run and a stake in the financial outcome, good or bad. The Open-book management is revolutionary because conventional business operates under two assumptions. These are; "a job must be defined as narrowly as possible and that workers need close, direct supervision"(Case, 2003). Changes in the organizational and social environment have prompted changes in the approach to management. Open-book management is a way of running a company that gets everyone to focus on helping the business makes money. Case (2003) further argues that open-book management takes those trendy new management ideas - empowerment, TQM, teams and so on - and gives them business logic. In an open-book company, employees understand why they're being called upon to solve problems, cut costs, reduce defects, and give the customer better service.

Case (2003) further clarifies that, in open-book management there are three essential differences to a conventional business. Every employee sees - and learns to understand - the company's financials, along with all the other numbers that are critical to tracking the organizational performance. Secondly, employees learn that, whatever else they do, part of
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their job is to move those numbers in the right direction and finally, employees have a direct stake in the company's success.

2.3
Empirical Review

Many researchers investigated the relationship between organizational culture and performance. Studies have shown that the relationship between many cultural attributes and employees performance has not been consistent over time (Denison, 2015).

Lunenburg (2011) investigated the relationship between organizational culture and performance and stated that organizational culture is the set of shared values, beliefs, and norms that influence the way employees think, feel, and behave in the workplace. He concluded that an organization‘s culture can have an impact on organizational effectiveness, adopting Peters and Waterman generalized concept of excellence. The study went further to identified several attributes that characterize excellent organizations, which includes: a bias toward action; close to the customer; autonomy and entrepreneurship; productivity through people; hands-on, value driven effort; sticking to the knitting; simple form, lean staff; and simultaneous loose-tight properties. And from the findings of the study, the researcher recommended that knowing the culture of an organization allows employees to understand both the organization‘s history and current methods of operation. And that organizational culture can foster commitment to the organization‘s philosophy and values

Marcoulides and Heck (2013) researched the Organizational Culture and Performance: Proposing and Testing a Model concerning how an organization's culture affects organizational performance. And demonstrate the application of LISREL modeling methodology to estimate and test this model. And hypothesized three interrelated dimensions: a socio-cultural system of the perceived functioning of the organization's strategies and practices, an organizational value system, and the collective beliefs of the individuals working within the organization. The researcher measured organizational culture by several
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latent variables which are: organizational structure and purpose, organizational values, task organization, climate, and individual values and beliefs.

Ojo (2011) examined various concepts on organizational culture and strives to ascertain the importance of relationship between organizational culture and corporate performance in business context. The study adopted survey research design. The researcher chose Nigerian employees in commercial banking industry as population of his study. The researcher‗s findings drawn that organizational culture plays a vital role in an organization‗s general performance.

Aluko (2013) examined that there a significantly positive relationship between organizational culture and employee‗s performance, and found that an organizations and its employees were not performing and working together very well because of weak culture. The organization‗s weak culture may cause lack of involvement, consistency, adaptability, and mission.
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CHAPTER THREE

METHODOLOGY

This chapter describes the method and procedures used in carrying out this study ‗‗the effect of organizational culture on employee performance‘‘ (A study on Nigerian Eagle Flour Mills). Research methodology is essential for a research work of this nature so as to arrive at a logical conclusion.

3.1
Area of Study

This research work was undertaken in Ibadan where the case study is located. Nigerian Eagle Flour Mills is located in Lagos Ibadan Expressway Toll Point Ibadan North Oyo State. Nigeria.

3.2
Research Design

This research work is designed to examine the effect of organizational culture on employee‘s performance, using employees in Nigerian Eagle Flour Mills, Ibadan as the selected population to form our case study. This study adopts a survey research design. The random sampling technique was used to choose the sample size because it will help in drawing responses to cover every area of the organization. The primary data was collected via a well-structured questionnaire administered among staff of Nigerian Eagle Flour Mill Ibadan as the research instrument that was used to address the research questions stated to be answered in the study.

3.3
Population

The organization considered in this research work is Nigerian Eagle Flour Mill Ibadan. For the purpose of this study only the permanent staffs of the organization was used. This is
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because the permanent staffs are the only one under the cultural web of the organization. The total number of employees is about 103.

3.4
Sample Size and Sampling Technique

The population of this study is the total number of employees of Nigerian Eagle Flour Mill Ibadan. Sample is a portion of a population that is of interest to the researcher. The reasons for sampling are: economy, time savings, availability and accessibility of data, and accuracy. Sampling can be probability or non-probability. In probability sampling, every element in the population has a known nonzero probability of selection, while in non-probability sampling, the probability of any particular element of the population being chosen is unknown.

In this study, simple random sampling technique was used to select the sample size of 82 of the total estimated population of 103 employees, which comprises of both the senior and junior employees. Furthermore a convenience sampling technique was used to justify a true distribution of the questionnaire among the respondents.

3.5
Research Instrument

The instrument used in this study is mainly questionnaire, which was carefully designed by the researcher. The primary data was gathered through questionnaire that was administered. The researcher utilized the questionnaire to obtain necessary information needed on organizational culture and employee‘s performance. The questionnaire is divided into two sections which are as follows:

Section A: Personal Data of Respondents

Section B: Organizational Culture and Employee Performance.
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3.6
Validity of Research Instrument

The research instrument was pilot tested before being subjected to the collection of the necessary data to ensure that the questionnaires are understood in their correct perspectives, in order to address the research objectives. The pilot test helped to foresee any potential misunderstanding or biasing effects of the questions while also ensuring the concepts and wordings were clear. Amendments were made to the questionnaire following the pilot test results. The questionnaires were personally administered, and follow-up made.

3.7
Sources of data Collection

In the course of this research the researcher gathered information from the following sources;

· Primary Data: this is data directly from the respondents. This form of data shall be collected through structured questionnaire which would be administered to the employees of Nigerian Eagle Flour Mills.
· Secondary Data: Data collected from textbooks, journals, internet sources, etc.
3.8
Measurement of Variables

For this research, the Independent variable is Organizational culture while the Dependent variable is Employees performance. The independent variables was measured based on the cultural and core values of the organization, their sense of purpose and direction, attributes, artifacts. The dependent variable was measured based on the level of employee motivation to perform the task, required skills to perform assigned task, understanding the task to be done, ability to manage time and allocate resources effectively, and meeting up with the expected standard.
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3.9
Method of Data Analysis

The data was collected from the questionnaire administered and analysed using both descriptive and inferential statistics. This analysis was conducted using the Statistical Package for Social Sciences (SPSS) and the descriptive analysis was in form of tables, frequency distribution, and simple percentage. Mean and Regression analysis was used to analyse the objectives and Pearson Product Moment Correlation (PPMC) used to test the hypothesis.
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CHAPTER FOUR

RESULTS AND DISCUSSION

In this chapter, data collected from the questionnaire administered to the respondents will be presented, analysed and interpreted.

4.1
Analysis of Respondents Questionnaire

Table 4.1.1: Analysis of Return Rate

	
	Frequency
	Percentage (%)

	Questionnaire Returned
	79
	96.3%

	Questionnaire not Returned
	3
	3.7%

	Total
	82
	100%

	
	
	

	Source: Field Survey, 2017
	
	


The table 4.1.1 above revealed that the study recorded a 96.3% rate of return on the questionnaire administered to the respondents. 82 respondents were selected as the sample size of which 82 copies of questionnaire was distributed and 79(96.3%) retrieved from the respondents while 3(3.7%) was not returned. This implies that responses from 79 respondents were later used in deriving findings for this study.
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4.2
Demographic Information of Respondents

Table 4.2.1: Distribution of Respondents by Gender

	
	
	Frequency
	Percentage (%)

	
	
	
	

	Valid
	Male
	47
	59.5%

	
	Female
	32
	40.5%

	Total
	
	79
	100%

	
	
	
	



Source: Field Survey, 2017

Table 4.2.1 revealed the gender of respondents. 46(59.5%) are male, while 32(40.5%) are female. This implies that majority of the workers are male employees.

Table 4.2.2: Distribution of Respondents by Age

	
	Frequency
	Percentage (%)

	
	
	

	Valid  20-30years
	23
	29.1%

	31-40years
	25
	31.6%

	41-50years
	26
	32.9%

	Above 50years
	5
	6.3%

	Total
	79
	100.0%

	
	
	



Source: Field Survey, 2017

Table 4.2.2 showed the age of respondents. 23(29.1%) are between the age of 20-30years, 25(31.6%) are between the age of 31-40years, 26(32.9%) are between the age of 41-50years, while 5(6.3%) are above 50years. This implies that majority if the respondents are between the age of 41-50years. This is because they are the ones that constitute the organization and also the labour force.
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Table 4.2.3: Distribution of Respondents by Working Experience

	
	
	Frequency
	Percentage (%)

	
	
	
	

	Valid
	0-5years
	23
	29.1%

	
	6-10years
	24
	30.4%

	
	11-15years
	14
	17.8%

	
	16-20years
	7
	8.9%

	
	Above 20years
	11
	13.9%

	Total
	
	79
	100.0%

	
	
	
	


Source: Field Survey, 2017

Table 4.2.3 revealed the working experience of respondents. 23(29.1%) have 0-5years working experience, 24(30.4%) have 6-10years working experience, 14(17.8%) have 11-15 years working experience, 7(8/9%) have 16-20 years working experience, while 11(13.9%) have above 20 years working experience. This implies majority of the respondents have 5-10years of working experience, which means there is a low turnover of the workers.

Table 4.2.4: Distribution of Respondents by Educational Background

	
	
	Frequency
	Percentage (%)

	
	
	
	

	Valid
	NCE
	8
	10.1%

	
	OND
	15
	19.0%

	
	Degree
	51
	65.9%

	
	Others
	4
	5.1%

	
	Total
	78
	98.7%

	Total
	
	79
	100/0%

	
	
	
	


Source: Field Survey, 2017
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Table 4.2.4 revealed the educational background of the respondents. 8(10.1%) are NCE holder, 15(19.0%) are OND holder, 51(65.9%) are Degree holder, while 4(5.1%) holds other qualification which are not stated. This implies that majority of the respondents have their degree as their educational qualification, thus higher number of the respondents are well educated, and also all other respondents holds one tertiary qualification or the other.

Table 4.2.5: Distribution of Respondents by Marital Status


	
	Frequency
	Percentage (%)

	
	
	

	Valid  Single
	23
	29.1

	Married
	56
	70.9

	Total
	79
	100.0

	
	
	



Source: Field Survey, 2017

Table 4.2.5 revealed the marital status of the respondents. 23(29.1%) are single, while 56(70.9%) are married. This implies that majority of the respondents used for this study are married, this is because they are responsible and well disciplined.
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4.3 Identify Organizational Culture Capable Of Enhancing Employee Performance in an Organization

Table 4.3.1: Organizational Culture Capable of Enhancing Employee Performance.

	
	
	
	Std.

	Culture
	N
	Mean
	Deviation

	
	
	
	

	Mutual Trust
	79
	4.0380
	.92602

	Fair Treat
	79
	3.6709
	1.14042

	Compensation System
	79
	4.0380
	1.11451

	Opportunities for Development
	79
	4.1139
	1.04988

	
	
	
	


Source: Field Survey, 2017

Data in Table 4.3.1 revealed the result of various cultures that when imbibed will enhance employee performance. It was recorded that opportunities for development (X=4.1139) was the highest culture in an organization supported by the respondents that when imbibed, employee performance is being enhanced. . Other culture includes mutual trust and compensation system as they recorded the same mean value of (X=4.0380), and the least is fair treat(X=3.6709). Thus all culture considered are accepted to enhance employee performance, as each of these recorded mean value above 3.0.

This implies that culture that provides opportunities within the organization for employee to develop other potential helps in improving their performance. Also a culture that ensures a mutual trust between the individual working for the organization and the organization itself as well as a good compensation system in the organization motivates employees to put in their best towards achieving organizational goals and objectives. In
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addition to that, fair treat among employees within the organization also should be imbibed in an organization culture as this also recorded to enhance employee performance.

4.4
Evaluate the Determinants of the Culture in an Organization

Table 4.4.1: Determinants of culture in an Organization

	
	
	
	Std.

	
	N
	Mean
	Deviation

	
	
	
	

	Nature of Operation
	79
	3.6329
	1.14553

	Individuals Working in the Organization
	79
	3.6962
	1.06644

	Sex of Employee
	79
	3.7089
	1.16742

	Goal and Objective
	79
	3.9241
	1.00985

	Managerial Style
	79
	3.7215
	1.02453

	Environment of Operation
	79
	3.7595
	1.06476

	
	
	
	



Source: Field Survey, 2017

Data in Table 4.4.1 revealed the analysis of the various determinants of the culture in an organization. It was recorded that goals and objectives (X=3.9241) of the organization is the greatest determinant of the culture in an organization. This was followed by environment of operation(X=3.7595), managerial style (3.7215), sex of employee(X=3.7089), Individual Working in the Organization (X=3.6962) and finally nature of operation(X=3.2455). Thus all factors stated as determinants of the culture in an organization are accepted, as each of this recorded a mean value above 3.0.

This implies that the goals and the objectives of the organization is the major determinant of the culture in an organization as this will mostly determine the kind of culture
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which exists in an organization to ensure that it‘s in line with achieving the goals and objectives of the organization‘s existence. Also the environment in which the organization operate affect the kind of culture being imbibed in such organization. In addition, the managerial style being imbibed by the management of the organization also influences the culture of the organization, as this are the people who basically decide how the organization will operated. Sex of the employee working in the organization was also accepted by the respondents to determine the culture in the organization. In relation to that was also the individual working in the organization. The employees are sometimes considered in determining the culture within the organization as they are the one to work under this cultures, thus there is need for the employee to be satisfied with the culture taking place within the organization, Lastly, the nature of operation in the business also tend to determine the culture in an organization. Although this recorded the least determinant, but still has an accepted mean value of above 3,0, thus how the business wants to carry out its operation will also determine the culture to exist in such organization.
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4.5
Examine the Effect of Organizational Culture on the Employee Performance

	Table  4.5.1:  Regression  Summary  Showing  the  Effect  of  Organization  Culture  on

	Employee Performance
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	R= .581a
	
	
	
	
	
	

	R Square =.338
	
	
	
	
	
	

	Adjusted R Square=.330
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Model
	
	Sum   of
	Df
	Mean
	F
	Sig
	

	
	
	Square
	
	Square
	
	
	

	
	
	
	
	
	
	
	

	
	Regression
	475.206
	1
	475.206
	39.336
	.000
	

	
	
	
	
	
	
	
	

	
	Residual
	930.212
	78
	12.081
	
	
	

	
	
	
	
	
	
	
	

	
	Total
	1405.418
	79
	
	
	
	

	
	
	
	
	
	
	
	


Source: Field Survey, 2017

Data in Table 4.5.1 revealed that there is significant effect of organization culture on employee performance. The table reveals R=.581, R Square= .338, Adjusted R Square=

.330. This suggests that the predictor accounts for 33% (.330) variance in the prediction of employee performance. The remaining variance is as a result of variables outside the scope of the study. The ANOVA table further reveal that the organization culture have significant contribution on employee performance: F (1, 78) =39.336, P< 0.01.
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4.6
Test of Hypothesis

H0: There is no significant relationship between the organizational culture and employee performance in an organization

H1: There is a significant relationship between the organizational culture and employee performance in an organization

Table 4.6.1: PPMC Revealing relationship between organization culture and employee

performance

	Variables
	N
	Mean
	Std-Dev
	Df
	r-value
	P
	Remark

	
	
	
	
	
	
	
	
	

	Employee
	79
	
	
	
	
	
	
	

	
	
	23.7342
	4.24478
	
	
	
	H0
	

	Performance
	
	
	
	77
	.581**
	<0.00
	
	1

	
	
	
	
	
	
	
	Rejected

	Organization
	79
	
	
	
	
	
	

	
	
	24.4557
	4.45432
	
	
	
	
	

	Culture
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	


** Correlation is significant at the 0.00 level (2-tailed).

Source: Field Study, 2017

The result in table 4.6.1 revealed that there is a significant relationship between employee performance and organizational culture. The r (78) =.581**, P<0.00. Hence, the null hypothesis is rejected. The table further reveals that employee performance had positive relationship with organization culture. This implies that the culture of the organization will have a long way to go in the performance of the employees working in such organization. Coefficient of determination (r2=.335) reveals that organization culture has a low effect on performance of employee, that is it accounts for 33.5% variance in performance of employees in the organization.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

The study focuses on the effects of organizational culture on employee‘s performance. Therefore, this chapter presents the summary, conclusion and recommendations on the findings of the study.

5.1
Summary

The study evaluated the effects of organizational culture on employee‘s performance. The main objective of the study was to analyse the effect of organizational culture on employee‘s performance. And in executing this research, various literatures in relation to the subject matter were reviewed under the conceptual, theoretical and empirical review. Nigeria Eagle Flour Mills in Ibadan, Oyo State was concentrated on in the study. The study recorded a 96.3% rate of return on the questionnaire administered to the respondents. 82 respondents were selected as the sample size of which 82 copies of questionnaire was distributed and 79(96.3%) retrieved from the respondents while 3(3.7%) was not retrieved. This implies that responses from 79 respondents were later used in deriving findings for this study. The primary data which was sourced using questionnaire titled Organizational culture and Employee‘s performance was used to collect information needed for the study.

Mean and Regression was used in analysing the research objectives and from the result all statement made in relation to the research were supported by all the respondents as none of the respondents rejects the statement. Consequently, Pearson Product Moment Correlation (PPMC) was used to test the hypothesis formulated for this study and the result showed a significant value. Thus, the results of the analysis have shown that there exist a
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significant relationship between organizational culture and employee‘s performance and also that organizational culture have a significant effect on employee‘s performance.

However, from the study conducted, the following results were drawn out:

i. Various cultures that when imbibed will enhance employee productivity and efficiency. It was recorded that opportunities for development (X=4.1139) was the higher culture in an organization supported by the respondents that when imbibed, employee productivity and efficiency is being enhanced. . Other culture includes mutual trust(X=4.0380) and compensation system(X=3.2455) as they recorded the same mean value, and the least is fair treat(X=3.6709). Thus all culture considered are accepted to enhance employee productivity and efficiency, as each of these recorded mean value above 3.0.

ii. It was recorded that goals and objectives (X=3.9241) of the organization is the greatest determinants of the culture in an organization. This was followed by environment of operation(X=3.7595), managerial style (3.7215), sex of employee(X=3.7089), Individual Working in the Organization (X=3.6962) and finally nature of operation(X=3.2455). Thus all factors stated as determinants of the culture in an organization are accepted, as each of this recorded a mean value above 3.0.

iii. There is a significant relationship between employee performance and organization culture. The r (77) =.581**, P<0.00. Hence, the null hypothesis is rejected. The table further reveals that employee performance had positive relationship with organization culture. This implies that the culture of the organization will have a long way to go in the performance of the employees working in such organization. Coefficient of determination (r2=.335) reveals that
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organization culture has a low effect on performance of employee, that is it accounts for 33.5% variance in performance of employees in the organization.

iv. There   is   significant   contribution   of   organization   culture   on   employee

performance. The table reveals
R=.581,  R Square= .338, Adjusted R Square=

.330.

5.2
Conclusion

Based on the result derived from this study, the study therefore concludes that having a strong and ethical organizational culture helped in enhancing the effectiveness of employee‘s performance.

Adequate attention needs to be given to how culture within the organization will be well developed, so that employees can carry out their expected roles. This study also concludes that for an organization to be effective, the employees working in such organization needs to be developed as an organization cannot be effective as they are the one responsible for the accomplishment of the organization goals and objective.

5.3
Recommendations and Policy Statement

Based on the finding of the study, the study recommended that:

i. Organizations should carry out regular appraisals to determine the performance of its employees.

ii. Organizations should invest in employee‘s capacity development through training and retreats. This will certainly boost the employee‘s performance.

iii. The management should play a pronounced role in influencing organizational culture that is aligned to its strategy and structure. This they can do by first of all themselves having a clear picture of the company‗s organizational culture.
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iv. During the hiring process the management should hire only those whose values and behaviors are consistent with those of its organization. Still after the new employees have joined the organization, it is recommended that the management should design the physical work environment of the employees to reflect the values they want to promote within the organization.

v. Those who design work in the organization should give individuals assignments that are consistent with their strengths, interests and opportunities for continued learning and growth

5.4
Contributions to Knowledge

The effect of organizational culture on employee‘s performance has been carried out by various scholars and researchers, but adequate concentration has not been placed on how it affects the employees (either positively or negatively) This study has been able to complement the efforts of other scholars and researchers in examining various ways in which an ethical culture can be well developed

Cultural and core values, attributes and artifacts are the major factors that have been used as variable in measuring organizational culture but this study looked beyond that adding that there is a need for top level management to ensure that its culture is favourable not just to themselves alone but also to the employee‘s because they are part of the strong pillar of the organization.

5.5
Suggestions for Further Studies

This study looked at the effect of organizational culture on employee‘s performance. The scope was limited to Nigerian Eagle Flour Mills in Oyo State. The researcher thus recommended that further studies should look beyond this scope.
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APPENDIX

BOWEN UNIVERSITY 1WO, OSUN STATE

FACULTY OF SOCIAL AND MANAGEMENT SCIENCE

DEPARTMENT OF BUSINESS ADMINISTRATION

QUESTIONNAIRE

Dear Respondent

I am a postgraduate student of the above university. I am conducting a research work on ‗‗The Effects of Organizational Culture on Employees Performance‘‘ (A Study of Nigeria Eagle Flour Mill).

The questionnaire is designed to elicit information from you regarding the above stated topic. The information is required for research purpose only. Your honest response is highly appreciated; the information given will be kept confidential. You are kindly requested to read the question carefully and tick the appropriate box.

Thank you for your co-operation

Yours faithfully

AKINYELE  ADEOLA V.

Email: hardaytina@gmail.com

Telephone: 08135519519
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SECTION A (PERSONAL DATA)

N.B: Please tick [ ] mark in the appropriate box which applies to you to indicate your responses to each of the questions.

1.
GENDER:
Male{
}
Female {
}

2.
AGE:
20-30years{
}
31-40years{
}
41-50year{
}
Above 50year{
}

	3.
	
	WORKING EXPERIENCE: 0-5years{
	}
	5-10years{
	}
	10-15years{
	}

	
	
	
	
	
	
	
	
	
	
	

	
	15-20years {   }Above 20years {}
	
	
	
	
	
	

	4.
	
	EDUCATIONAL BACKGROUND:  NCE{
	}
	OND{
	}Degree{
	}

	
	
	Others{
	}
	
	
	
	
	
	
	
	
	

	5.
	
	MARITAL STATUS:
	Single{
	}
	Married{
	}
	Separated{
	}

	
	
	Divorce{
	}
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SECTION B: Organizational Culture and Employee’s Performance

Instruction: please read each question carefully and tick ( ) correctly in the boxes against the answers you have chosen. Where:

SA – Strongly Agree, A-Agree, U-Undecided, D-Disagree, SD-Strongly Disagree

	S/N
	STATEMENTS
	SA
	A
	U
	D
	SD

	
	
	
	
	
	
	

	1
	There exist a mutual trust between individuals within the
	
	
	
	
	

	
	organization and the organization itself.
	
	
	
	
	

	
	
	
	
	
	
	

	2
	The culture of any organization expects its employees to
	
	
	
	
	

	
	contribute their personal energy in return for rewards.
	
	
	
	
	

	
	
	
	
	
	
	

	3
	Formality   rules,   standard   operating,   procedure   and
	
	
	
	
	

	
	hierarchical coordination as well as inequality to resources
	
	
	
	
	

	
	are the basis of culture imbibed in the organization.
	
	
	
	
	

	
	
	
	
	
	
	

	4
	The culture of the organization gives room for high level of
	
	
	
	
	

	
	risk-taking, dynamism and creativity.
	
	
	
	
	

	
	
	
	
	
	
	

	5
	There is a strong believe in the organization for a fair treat
	
	
	
	
	

	
	in terms of salaries increase, promotion and other forms of
	
	
	
	
	

	
	recognition.
	
	
	
	
	

	
	
	
	
	
	
	

	6
	There exit a form of inequality to resource any employee
	
	
	
	
	

	
	within the organization
	
	
	
	
	

	
	
	
	
	
	
	

	7
	The  nature  of  the  operation  in  the  business  affects  the
	
	
	
	
	

	
	culture of the organization
	
	
	
	
	

	
	
	
	
	
	
	

	8
	The individuals working within the organization are the
	
	
	
	
	

	
	foremost factor determining the organizational culture
	
	
	
	
	

	
	
	
	
	
	
	

	9
	Sex of employees working in the organization can affect
	
	
	
	
	

	
	
	
	
	
	
	

	
	74
	
	
	
	
	


	
	the kind of culture being imbibed in the organization
	
	
	
	
	

	
	
	
	
	
	
	

	10
	The goal and objectives as well as the strategies to achieve
	
	
	
	
	

	
	this are looked into before organizational cultures are being
	
	
	
	
	

	
	determined.
	
	
	
	
	

	
	
	
	
	
	
	

	11
	Managerial  styles  used  by  management  in  handling
	
	
	
	
	

	
	employees form the basis for the culture in an organization.
	
	
	
	
	

	
	
	
	
	
	
	

	12
	The environment of operation affects the culture existing in
	
	
	
	
	

	
	an organization.
	
	
	
	
	

	
	
	
	
	
	
	

	13
	Incorporating  organizational  values  results  into  good
	
	
	
	
	

	
	atmosphere and working condition of employees at work.
	
	
	
	
	

	
	
	
	
	
	
	

	14
	How  favourable  the  culture  of  an  organization  is
	
	
	
	
	

	
	determines how well the employees within the organization
	
	
	
	
	

	
	perform.
	
	
	
	
	

	
	
	
	
	
	
	

	15
	The degree to which the goal and plans of the organization
	
	
	
	
	

	
	are clearly perceived by its employees.
	
	
	
	
	

	
	
	
	
	
	
	

	16
	The   compensation   system   within   the   organization
	
	
	
	
	

	
	motivates employees to put in their best towards achieving
	
	
	
	
	

	
	organizational goals and objectives.
	
	
	
	
	

	
	
	
	
	
	
	

	17
	Providing   opportunities   within   the   organization   for
	
	
	
	
	

	
	employees to develop other potential helps in improving
	
	
	
	
	

	
	their performance
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Organizational Culture

	S/N
	STATEMENTS
	SA
	A
	U
	D
	SD

	
	
	
	
	
	
	

	18
	I have a complete knowledge and understanding of my tasks.
	
	
	
	
	

	
	
	
	
	
	
	

	19
	I  am  able  to  manage  my  time  and  allocate  resources
	
	
	
	
	

	
	effectively.
	
	
	
	
	

	
	
	
	
	
	
	

	20
	The better an employee can communicate the better they can
	
	
	
	
	

	
	perform their jobs well
	
	
	
	
	

	
	
	
	
	
	
	

	21
	I have the required skills to perform my task.
	
	
	
	
	

	
	
	
	
	
	
	

	22
	I have the required level of motivation to perform the task
	
	
	
	
	

	
	with minimum will and efforts.
	
	
	
	
	

	
	
	
	
	
	
	

	23
	I have the required skills to perform my task.
	
	
	
	
	

	
	
	
	
	
	
	

	Employee Performance
	
	
	
	
	

	
	
	
	
	
	
	

	S/N
	STATEMENTS
	SA
	A
	U
	D
	SD

	
	
	
	
	
	
	

	24
	My organization has a clear sense of purpose and direction.
	
	
	
	
	

	
	
	
	
	
	
	

	25
	The cultural values inform every move and decision made by
	
	
	
	
	

	
	employees or managers in my organization.
	
	
	
	
	

	
	
	
	
	
	
	

	26
	My organization‗s core values capture the heart and mind of
	
	
	
	
	

	
	the employees while providing guidance and direction.
	
	
	
	
	

	
	
	
	
	
	
	

	27
	Strong  corporate  culture  potentially  serves  as  a  tool  of
	
	
	
	
	

	
	management control.
	
	
	
	
	

	
	
	
	
	
	
	

	28
	My organization has some strong positive attributes that an
	
	
	
	
	

	
	outsider would notice when they walk in.
	
	
	
	
	

	
	
	
	
	
	
	

	29
	Artifacts, that is, tangible evidence of organizational culture
	
	
	
	
	

	
	like computers, employee handbook, a company logo, and
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corporate wares make employees to be identified with the organization.

SECTION C: STRUCTURED INTERVIEWS

30. Are there any submissions on this topic you may want to make? Please if yes state such in the space provided below.

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________
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