
 
 

                                                                                                                                                               

   

   THE  EFFECT  OF  ORGANIZATIONAL  CULTURE ON EMPLOYEES’
’
 JOB  

PERFORMANCE  IN COMMERCIAL BANK OF ETHIOPIA IN DEBRE  BERHAN 

BRANCHES 

                                                                BY 

                                 ZEWDU GEBREMESKEL WOLDEARGAY 

                                           RESEARCH  ADVISOR  

                                                SEMU B. (PhD)         

             

 

                                              

 

 

DEBRE BERHAN UNIVERSITY 

COLLEGE OF BUSINESS AND ECONOMICS 

DEPARTMENT OF MANAGEMENT 

  

A THESIS SUBMITTED TO THE DEPARTMENT OF MANAGEMENT AT 

DEBRE BREHAN UNIVERSITY IN PARTIAL FULFILLMENT OF THE 

REQUIREMENTS FOR THE  DEGREE OF MASTER OF ARTS IN 

BUSINESS ADMINISTRATION 

 

 

 

                                                                                                JUNE 2021 

                                                                                    DEBRE BERHAN,ETHIOPIA



I 
 

 

 

 

                          Acknowledgements  

 

First and foremost, I praise the Almighty God for his support and protection in all 

aspects of my life. The accomplishment of this master thesis cannot pass without 

acknowledging the contributions made by some few specials persons who devoted their 

time, moneys, material and intellectual abilities to make my master studies at Debre 

Berhan University successful. 

I would like to acknowledge and appreciate the efforts of my advisor Semu T.  (PhD ) 

for his remarkable advice and guidance in this study, who is a lecturer at Debre Berhan 

University in Faculty of Business and Economics College, for his support, 

encouragement and constructive comments to complete my thesis successfully. I also 

appreciate wholeheartedly my beloved wife, W/ro Felekech Shewangizaw and my two 

beloved brothers instructor Tibebu and Tesfu G/meskel for their professional advice, 

financial and non-financial support when I was working on this research work.  

I am grateful to the managers, business managers and the staffs of the six branches of 

CBE in Debre Berhan Branches. namely AtseZere‘aqob, Debre Berhan, Debre Eba, 

Lichie, H/mamo and Tebassie who participated in providing the necessary data for this 

study. Special thanks also go to all my colleagues who gave moral encouragement and 

material support to complete this work. 

Last, but not least, I would like to express my deepest appreciation to my beloved sons, 

Nahom and Amanuel Zewdu  for constant encouragement and support throughout my 

research work.   

 

 

 

 

 

 

 

 

 

 



II 
 

 

 

 

 

 

DEBRBIRHAN UNIVERSITY 

COLLEGE OF BUSINESS AND ECONOMICS 

                                     DEPARTMENT OF MANAGEMENT 

MASTERS OF BUSINESS ADMINISTERATION (MBA) 

    Declaration  

 

    I, the undersigned, declare that, ―The Effect Of Organizational Culture On Employees
,,
 Job 

Performance in Commercial Bank of Ethiopia in Debre Berhan Branches‖ is my own original 

work, and has been done under the guidance of  Semu T. (PhD). All the sources that I have used 

or quoted have been indicated and acknowledged by means of complete references. This study has 

not been submitted for any degree in any university. It is conducted for the partial fulfillment of 

the Master of Arts Degree in Business Administration. 

                                                                             

  

 

                                  Name Of Researcher:  Zewdu G/meskel  W/Argay 

                                                      Signature:  __________________ 

                                                              Date:  …./…./ 2021 G.C 

 

 

                                                           

 

    

 

 

 



III 
 

 

 

 

Debre Berhan University 

College of Business and Economics 

Department of Management 

Postgraduate Programme 

 

APPROVAL OF THE THESIS 

 

As  thesis advisor, I hereby certify that I have read and evaluated this thesis prepared by 

Zewdu G/meskel, under my guidance, entitled “The Effect Of Organizational Culture 

On Employees
,,
 Job Performance in Commercial Bank of Ethiopia at Debre 

Berehan Branches ”. I recommended that it is to be submitted as fulfilling the thesis 

requirement for the degree of masters of art /MA/ in business administration /MBA/ at 

Debrebirhan University.  

 

 

Approved by: 

 

Research Advisor:  Semu T.(PhD) 

Signature: ________________        

Date:  …./…./ 2021 G.C 

 

                                           

 

 

 

 

 

 

 



IV 
 

 

                                                    

                                                 

 

 

Debre Berhan University 

College of Business and Economics 

Department of Management 

Postgraduate Programme 

APPROVAL OF THE THESIS  

 

As members of research board examiners of the final Master of Art /MA/  thesis open 

defense examination, we certify that we have read and evaluated the thesis prepared by 

Zewdu G/meskel W/Argay, entitled “The Effect Of Organizational Culture On 

Employees
,,
 Job Performance in Commercial Bank of Ethiopia at Debre Berhan 

Branches ” and examined the candidate. We recommend that, the thesis be accepted as 

fulfilling the thesis requirement for the degree of masters of art /MA/ in master of 

business administration /MBA/ at Debreberhan University. 

 

Board of Research Examiners in DBU 

External Examiner_____________ Signature _____________  Date  …./…./ 2021 G.C 

 

Internal Examiner_______________Signature  _____________ Date …./…./ 2021 G.C  

 

Chair Person _________________Signature   ______________     Date  …./…./ 2021 

G.C 

 

                                                                                    

     

 



V 
 

 

         Table of Contents 

 

Acknowledgements .................................................................................................................................................. I 

Declaration .............................................................................................................................................................. II 

APPROVAL OF THE THESIS ..................................................................................................................................... III 

Approved by: ........................................................................................................................................................ III 

APPROVAL OF THE THESIS ..................................................................................................................................... IV 

List of  Tables .......................................................................................................... Error! Bookmark not defined. 

List of  Tables ......................................................................................................................................................... X 

Abstract .................................................................................................................... Error! Bookmark not defined. 

Acronyms ................................................................................................................. Error! Bookmark not defined. 

CHAPTER-ONE ......................................................................................................................................................... 1 

1. INTRODUCTION ................................................................................................................................................... 1 

1.1. Background of the Study .............................................................................................................................. 3 

1.2. Statement of the Problem ............................................................................................................................. 4 

1.3. Objectives of the Study ................................................................................................................................ 6 

1.3.1. General Objectives ................................................................................................................................ 6 

1.3.2 Specific Objectives ................................................................................................................................ 6 

1.4. Research Questions ...................................................................................................................................... 6 

1.5 Hypothesis of the Study ................................................................................................................................ 7 

1.6. Significance /Benefit of the Study ............................................................................................................... 7 

1.7. Scope of the Study ....................................................................................................................................... 8 

1.8. Operational Definition of Terms .................................................................................................................. 9 

1.9. Organization of the Study/Thesis ............................................................................................................... 11 

1.10 Chapter summary ...................................................................................................................................... 11 

CHAPTER TWO ...................................................................................................................................................... 12 

2. REVIEW OF RELATED LITERATURE .................................................................................................................... 12 

2.1  Theoretical perspectives ................................................................................................................................ 12 

2.1.1. Introduction ........................................................................................................................................ 12 

2.1.2. Definition of Organizational Culture ................................................................................................... 12 

2..1 3 What is culture? .................................................................................................................................. 12 

2.1.4 The Concept of Organization Culture .................................................................................................. 12 

2.1.5 Levels of Organizational Culture ......................................................................................................... 14 

2.1.6 The Creation of Organizational Culture ............................................................................................... 15 

2.2. Empirical findings of the study .................................................................................................................. 18 



VI 
 

2.2.1 Relationship between Overall Organizational Culture and Performance ............................................ 18 

2.2.2 Consistency Dimension of Organizational Culture and Employees, job      Performance .................... 19 

2.2.3 Adaptability and Employees
,
 job Performance .................................................................................... 19 

2.2.5 Involvement and Employees
,
 job Performance .................................................................................... 20 

2.3. Conceptual model of the study ................................................................................................................... 20 

2.3.1 Models of Organizational Culture ........................................................................................................ 20 

2.3.2 The Model of Organizational Culture by Schein ................................................................................. 20 

2.3.3 The Model of Organizational Culture by Kotter and Heskett .............................................................. 22 

2.3.4 The Model of Organizational Culture by Hofstede .............................................................................. 22 

2.3.5 The Model of Organizational Culture by Denison ............................................................................... 23 

2.3.6.  The Reasons for Using Denison’s Model ........................................................................... 28 

2.3.7. Types of Organizational Culture Models ............................................................................................. 29 

2.7 Chapter Summary ....................................................................................................................................... 35 

CHAPTER-THREE .............................................................................................................................................. 36 

3. RESEARCH METHODOLOGY ...................................................................................................................... 36 

3.1 Introduction ................................................................................................................................................. 36 

3.2 Description of the Study Area ..................................................................................................................... 36 

3.3   Research Design ........................................................................................................................................ 36 

3.4. Research Approach .................................................................................................................................... 37 

3.5 Research Method......................................................................................................................................... 37 

3.6. Research Strategy ....................................................................................................................................... 37 

3.7 Population of the Study ............................................................................................................................... 37 

3.8 Sample Design ............................................................................................................................................ 38 

3.8.1 Sampling Frame ................................................................................................................................... 38 

3.8.2 Sampling and Sampling Techniques .................................................................................................... 39 

3.8.3 Sample Size Determination .................................................................................................................. 39 

3.9 Sources of Data and Methods of Data Collection ....................................................................................... 40 

3.9.1 Sources of Data .................................................................................................................................... 40 

3.9.2 Methods of Data Collections ................................................................................................................ 41 

3.10. Data Collection Instrument ...................................................................................................................... 41 

3.11 Data Quality Assurance ............................................................................................................................ 42 

3.11.1 Pilot Test ............................................................................................................................................ 42 

3.11.2  Reliability Analysis ............................................................................................................................. 42 

3.11.3 Validity Analysis ................................................................................................................................ 43 

3.12 Time Horizon ............................................................................................................................................ 44 

3.13 Measurements of Variables ....................................................................................................................... 44 

3.14 Methods of Data Analysis ......................................................................................................................... 45 

3.14.1 Descriptive Analysis .......................................................................................................................... 45 



VII 
 

3.14.2 Correlation Analysis........................................................................................................................... 45 

3.14.3 Model Specification ........................................................................................................................... 45 

3.15 Ethical consideration ................................................................................................................................. 46 

3.16 Chapter summary ...................................................................................................................................... 46 

CHAPTER FOUR ................................................................................................................................................. 47 

4. DATA PRESENTATION, ANALYSIS, DISCUSION AND INTERPRETATION ....................................... 47 

4.1 Introduction ................................................................................................................................................. 47 

4.2 Missing Data and Outliers / Incompletely Filled Questionnaire ................................................................. 47 

4.3 Response Rate ............................................................................................................................................. 47 

4.4 Response Rate and Demographic Data ....................................................................................................... 48 

4.4.1 Participant’s Profile .............................................................................................................................. 48 

4.4.2 Demographic Characteristics of Respondents ..................................................................................... 49 

4.4.3 Gender Distribution of Respondents .................................................................................................... 49 

4.4.4 Educational level of Respondents ........................................................................................................ 50 

4.4.5 Distribution of Years of Experience of respondents ............................................................................ 51 

4.4.6 Age Distribution of the Respondents ................................................................................................... 51 

4.4.7 Job Position Distribution Of Respondents ........................................................................................... 52 

4.4.8 Process / sub-process of respondents ................................................................................................... 53 

4.5  Descriptive Results .................................................................................................................................... 54 

4.5.1 Distribution of Respondents in CBE at DebreBerhan Branches ........................................................... 54 

4.6 The Discusion Of Organizational Culture Dimensions and      Employees, job performance ...................... 55 

4.7 Correlation Analysis Of Independent and Dependent Variables ................................................................ 57 

4.7.1  The Relationship between Involvement Culture and Employees,, job     performance ....................... 59 

4.7.2 The Relationship between Consistency Culture and Employees job performance ............................... 60 

4.7.3 The Relationship between Adaptability Culture and Employees job performance .............................. 60 

4.7.4 The Relationship between Mission Culture and Employees job performance ..................................... 60 

4.8.1 Assumption of Multiple Linear Regressions Test ................................................................................ 61 

A. In Normal Q-Q Plots .......................................................................................................................................... 64 

B. Test Of Normality Distribution Measures through Skewness and Kurtosis ...................................................... 65 

4.9  Multicollinearity of the Regressor Variables And Independence of Residuals .......................................... 66 

4.10 Hypothesis Testing and Discusions ........................................................................................................... 70 

4.11     Model specification:- ............................................................................................................................. 72 

Interperetaion ....................................................................................................................................................... 72 

4.12 Chapter Summary ..................................................................................................................................... 74 

4.13 Discussion On Major Findings of the Study and Alignment with Previous Studies .................................. 75 

CHAPTER FIVE................................................................................................................................................... 81 

5. SUMMARY, CONCLUSIONS AND RECOMMENDATION ....................................................................... 81 

5.1 Introduction ................................................................................................................................................. 81 



VIII 
 

5.1.1  Summary of Major Findings ............................................................................................................... 82 

5.2 Conclusion .............................................................................................................................................. 82 

5.3 Recommendations ....................................................................................................................................... 85 

5.3.1 Suggestions of the Study for Future Studies ........................................................................................ 86 

5.4. Limitations and future research directions ................................................................................................ 87 

Reference………………………………………………………………………………………… ……………………………………………………..88 

Appendix A ........................................................................................................................................................... 93 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



IX 
 

 

 

 

 

 

 

 

 

List of Figures 

Figer 2.1 : The Denison Organizational Culture Model  Circumflex …………………………………… 33 

Figer 4.1 : Gender Distribution Of RESPONDENTS ……………………………………….…………………….. 40 

 Figer 4.2 : Level  Of  Education  Of RESPONDENTS …………………………………………………………….. 41 

Figer 4.3 : Length Of Service/ Year Service  OfRESPONDENTS.…………… ……………………………….. 42  

Figer 4.4 : Age  Distribution Of RESPONDENTS ………………………………………………………….………… 43  

Figer 4.5 : Process/ Sub-Process Distribution Of RESPONDENTS……………………………….. ………...44 

Figure 4. 6: T esting the Linearity  Of Dependent and IndependentVariable…………….………… 63 

Figure 4. 7:Test of Normality Distribution:……………………………………………….………………….……63 

Figure 4. 8:Test Of Normality Distribution Measures through Skewness and Kurtosis:…..64 

 

 

 

 

 

 

 

 

 

 

 

 



X 
 

 

 

 

 

 

 

 

 

 

    List of  Tables                              

Table 3. 1: Total Population Of The Study In Each Branch Of CBE In DBB: ............................................. 31 

Table 3. 2 : Sample Size Of Proportion As Per Each Branch Bank:………………………………... ...33 

Table 4. 1: Cronbach
,
s Alpha Reliability Statistics  ...................................................................................... 43 

Table 4. 2:distribution of the respondents in CBE at DBB  .......................................................................... 46 

Table 4. 3: Mean Scores for the dependent and  independent variables ....................................................... 47 

Table 4. 4: The Rule of Thumb for Correlation Coefficient ......................................................................... 49 

Table 4. 5:  Correlation Matrix between Organizational Culture and Employees
,
 job 

Performance .................................................................................................................................................. 59 

Table 4. 6: The Coefficient of Correlation among the Independent Variable ............................................... 53 

Table 4. 7: Normality Distribution Measures through Skewness and Kurtosis ............................................ 56 

Table 4. 8: Multiple Regression Result By Durbin-Watson Statistics for Independence 

of Residuals ................................................................................................................................................... 57 

Table 4. 9:ANOVA Regression on the Effect of Organizational Cultureon employees 

job performance ............................................................................................................................................ 58 

Table 4. 10:  Regression Coefficients for Multiple Regressions on organizational culture .......................... 59 

Table 4. 11: Summary of Hypothesis Test .................................................................................................... 63 

Table 4. 12: Rank of Standardized Coefficient, Beta .................................................................................... 63 

 

 

 



XI 
 

 

                        

 

 

                                Abstract                    
The purpose of this study was to investigate the effect of organizational culture on employees

,
 job 

performance in Commercial Bank of Ethiopia, focusing particularly at Debrebirhan branches. In 

the study organizational culture is seen as an independent variables while employees
,
  job 

performance as a dependent variable. For this particular study an explanatory research design 

was employed. The purposive sampling technique was used to select the study area and 

organization, while simple random sampling technique to select sample respondents. A 

questionnaire is used as an instrument of data collection which comprising closed-ended 

questions was  developed, adapted and modified, then distributed to the employees (n=131) of 

CBE in  Debrebirhan branches in order to gather data relevant to the research objectives. The 

data collected on the questionnaire were analyzed using SPSS (version-23). Pearson correlation 

coefficient analysis was carried out to test the hypotheses. Multiple regressions analyses were 

performed to examine relationships between the independent and the dependent variables and to 

identify the influence of the independent variable on the dependent variable. The findings showed 

that three of the dimensions of organizational culture have a significant positive relationship with 

employees
,
 job performance and one of the the dimension of organizational culture  in CBE in the 

study setting. There was a positive correlation between consistency culture and employees
,
 job 

performance, with the Pearson coefficient of ( n=120, r = .353, p= .000 ), at p < 0.05, rejecting 

Ho but accepting Ha. There was a positive correlation between adaptability  culture and 

employees
,
 job performance with the r value of (n=120, r = 0.216, p=.018 ) at p < 0.05, rejecting 

Ho, but accepting Ha. There was a positive correlation between mission culture and employees
,
 job 

performance, indicating that (n=120, r = 0.326, p= .000 ) at p < 0.05 rejecting Ho, but accepting 

Ha. There was a positive relationship between involvement culture and employees
,
 job 

performance with r value of 0.086 (n=120, r = .086, p= .351), at p > 0.05 accepting Ha, but 

rejecting Ho. The study also revealed that involvement  organizational culture are insignificantly 

predicted the variation on employees
,
 job performance. Based on the finding, the study 

recommended that the CBE continue to uphold its organizational profite policies and practices in 

order to boost benefits of organizational culture.  

 

 

Keywords: Organizational Culture, Involvement, Consistency, Adaptability, 

Mission, Employees
,
 Job Performance. 
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CHAPTER-ONE 

1. INTRODUCTION 
 

Organizational culture is shared values, beliefs and norms that influence the way 

employees think, feel and behave in the organization. It assumes that a positive 

organizational culture will enhance employees‘ job performance. The research 

objectives addressed the extent of the relationship between organizational culture and 

employees ‗job performance.  In any organization, human resources are the most 

valuable assets. The organization has to manage its employees properly in order to 

attain over all organizational goals and objectives. Employees‘ job performance is an 

important issue for banking sector due to the fact that, the development and 

improvement of the sector is facilitated through good employee job performance.  

Culture in any organization is defined by the organization‘s shared vision, values, 

norms, systems, symbols, language, assumptions, beliefs, and habits among all 

members of that organization (Needle ,2004). It also includes expectation, 

experiences, philosophy, as well as the value that guide member behaviour, and is 

expressed in member self-image, inner workings, and interactions with outside the 

organization. Culture is defined as shared attitudes, beliefs, customs, and written and 

unwritten rules that have been developed over time and are considered valid (the 

business Dictionary). Deal and Kennedy (2000) simply stated organizational culture 

as the way things are done in the organization.  

Ravasi and Schultz (2006) also stated organizational culture is a set of shared 

assumptions that guide what happens in organizations by defining appropriate 

behavior for various situations. Gallagher and Brown (2007) in their article entitled 

―A Strong Market Culture Drives Organizational Performance and Success‖, stated 

that a company‘s culture influences every areas of work that the company does. It is 

the core of what the company is really like, how it operates, what it focuses on, and 

how it treats customers, employees, and shareholders. Organizational Culture is not 

just only an important factor of an organization; it is the central driver of superior 

business performance (Gallagher & Brown, 2007).  
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According to (Strewart, 2010), organisation‘s norms and values have a great impact 

on those who are fully devoted to the organization. According to him norms are 

unable to be seen but if the organizations want to increase the profits and 

productivity of the employee‘s norms comes first to be considered. The importance 

of corporate culture is emphasized by Peters and Waterman (1999, p.808), who state 

that, ―Without exception, the dominance and coherence of culture proved to be an 

essential quality of the excellent companies or organizations‖. Culture is almost 

invisible, but if we would like to improve performance and profitability, culture is 

one of the first places to look into (Stewart, 2010). Organization subcultures are also 

defined by Boisnier and Chatman (2002) as groups whose common characteristic is a 

shared norm or belief. Culture can be broadly understood as a set of basic 

assumptions about how the world is and ought to be that a group of people share and 

determines their perceptions, thoughts, feelings, and to some degree, their overt 

behaviour. According to Peterson and Smith (2000), organizational culture reflects 

individuals ‗interpretations of events and situations in organizations. Organizational 

culture also refers to a system of shared meaning of values held by members of an 

organization that distinguishes the organization from other organizations (Robbins, 

2001). In light of this definition, different organizations can be regarded as having 

their own cultures, which affect or influence the attitudes and the behaviours of their 

employees (Flamholtz, 2001). 

 Organizational culture has a significant effect on how employees view their 

organizational responsibilities and their commitment. The commitment and 

performance of the employees‘ job in the organization is crucial to ensure the 

successful accomplishment of the organizational goals and objectives. Many 

researchers argued that shaping the appropriate values or culture of the organization 

to ensuring the necessary level of commitment and performance among employees  

job or manager to ensure successful implementation of the organizational goals and 

strategies this paper enables the Bank to achieve its goals by aligning corporate 

culture with their performance Management system in adopting a collaborative 

culture in the execution of its activities empowers its employees to exercise greater 

control/autonomy over their work thus influencing their job performance, 

commitment, self-confidence and self-esteem. herefore, thesis the first chapter of the 

proposal and it deals with the background of the study, the statement of the problem, 

the objectives of the study both general and specific, the research questions, the 

hypothesis, the scope of the study, the significance of the study, and operational 

definition of terms and concepts.  
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 1.1. Background of the Study 

 Commercial Bank of Ethiopia (CBE) is the main strategic governmental Bank for the 

last hundred years specialized in project financing. Currently the focus of the Bank is 

to extend credit to the  Priority area projects such as, agriculture, manufacturing and 

agro processing projects and the banks organizational structure is process based 

implying that all activities are grouped together in order to  Create value for the 

customer. The core credit process is the bases for all units of the organization while 

other processes are organized around it to interface with the core process. As per the 

data obtained from HRM department, the Bank has educationally qualified and multi-

disciplinary human resource. This paper focuses on the organizational culture which is 

seen as the important factor for the organization success and gives an identity to the 

employees. To this end, the paper investigates the relationship between organizational 

culture and the employee job performance of the Bank. 

The Denison model provides a basic assessment of an organizational culture based on 

four different cultural attributes which are mission, consistency, adaptability and 

involvement. This approach diagnoses strength and weaknesses of any organization 

and provides solutions for improving organizational performance where culture may 

influence its effectiveness. (Stede, 2012).While, business leaders are vital to the 

creation and communication of their work place culture, however, the relationship 

between leadership and culture is not one sided. While leaders are the principal 

architects of culture, an established culture influences what kind of leadership is 

possible (Schein, 2010).  

Leaders must appreciate their role in maintaining or evolving an organizations 

culture. A deeply embedded and established culture illustrates how people should 

behave, which can help employees to ensure higher job satisfaction and to achieve 

their goals. On the other hand, performance is defined as the achievement of 

financial and non-financial goals that enables an organization to remain viable and 

sustainable both in the short term and in the long run (Denison, 2008). There is a vast 

variety of performance measures, both financial and nonfinancial, which aim at 

evaluating the contribution an employee makes on firm value (Merchant,Van 

derStede, 2012). 
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1.2. Statement of the Problem 

The notion of organizational performance is affiliated to the endurance and success 

of an organization (Brynjolfson, 1993). A balance score card proposed by (Kaplan & 

Norton, 1992) is used to measure the organization performance on this study. The 

dimensions of the balance score used are financial perspective; customer perspective; 

internal business perspective and innovation & learning perspective. Performance is 

a comprehensive measure that can include productivity, quality, consistency, and so 

on. Though, Practitioners and academics suggested that the performance of an 

organization is dependent on the degree to which the values of the culture are 

comprehensively shared (Denison, 1990). The research attempts to fill the gap of 

literature related to this topic by Studying the situation at Commercial Bank of 

Ethiopia at Debreberhan branches and to provide additional empirical evidence that 

implies the impact of organizational culture on performance by Investigating and 

measuring the possible relationships between the two variables in this study which 

are organizational culture and employees‘ job performance. 

As portrayed in the background of the study section of this chapter, different authors 

and researchers asserted that there is positive and significant relationship between 

organizational culture and employees‘ job performance. Organizations mission 

culture influences on employees‘ job performance also get to co- relational Results, 

i.e., Nasrin, Mohammad and Ali Mohammad (2011), found a positive significant 

Relationship, mission is one of the most important dimensions of organizational 

culture and it has great role in fulfilment of employees job performance in Karun Oil 

& Gas Production Company. Amin Nikpour (2016) found there is a positive 

correlation between mission trait and employees job performance in education office 

of Kerman province. The companies should define the mission of their organization 

clearly and communicate same to employees at all times. The researcher suspects 

that different contexts may affect significance level of the variables. So this paper 

tries to examine how does organizational culture affect employees‘ job performance 

in Debrebirhan branches of Commercial Bank of Ethiopia? This central inquiry in 

line with Denison (1990) framework as portrayed in chapter two in detail and based 

on this framework hypothesis formulated and tested. 
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Organizational culture is the important factor for the firm success, it gives an identity 

to the employees; it is also an important source of stability and continuity to the 

organization. In addition to this the knowledge of organizational culture helps newer 

employees to interpret what goes on inside the organization, by providing an 

important context for events. Because organizational culture is the social link that 

bonds employees together and makes they feel part of the organizational experience 

which is important to attract new staff and retain top performers. Human resource 

plays a vital role in maintaining the sustainability of any organization. 

 For an organization to be successful it needs to have a motivated and inspired 

employee‘s as well as well articulated administration since, satisfied employees 

naturally treat the organization‘s clients very well or give quality service and perform 

well . Managers must recognize that employees as major contributors to the efficient 

achievement of the organization‘s. Hence the management‘s awareness of the 

importance of keeping employees satisfied and the effectiveness of the existing 

motivation system contributes a lot for good employees‘ job performance and the 

success of the organization. 

 However, the existing HR administration of commercial bank of Ethiopia at 

Debreberhan branches which lacks accountability and transparency as well as 

lengthy and fragmented service delivery has become a source of complaints from 

staff members and has contribution for low employees job performance this may 

affect the overall performance of the bank. Further team spirit and team work is still 

found at a rudimentary developmental stage thus Negatively affect the achievement 

of set goals and process efficiency. Staff work culture and work discipline is also one 

of the internal problem of the bank. In the case of commercial Bank of Ethiopia, 

different studies were conducted by employees of the Bank in different areas: Loan 

Collection, Non-Performing Loan, Turnover, Employees Motivation and the like. 

But no study is conducted on organizational culture assessment. The top 

management of the commercial Bank of Ethiopia advised the researcher to conduct 

the research about the organizational culture of the Bank.This study is thus aimed to 

investigating the effect of organizational culture namely involvement, consistency, 

adaptability and mission on employees job performance in Ethiopian banking 

industry specifically in commercial bank of Ethiopia at Debreberhan branches. 
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              1.3. Objectives of the Study 
 

             This study has two objectives namely; general objectives and specific objectives. These 

two objectives are presented as follows: 

   1.3.1. General Objectives 

The general objective of this study is to investigate the effect of organizational 

culture on employees
,
 job performance in Ethiopian banking industry specifically 

Commercial Bank of Ethiopia at Debreberhan branches . 

1.3.2 Specific Objectives 

Based on the detailed rationales built so far, this study is planned and organized to 

address the following specific objectives. These include: 

 To investigate the influence of involvement organizational culture on employees job 

performance in Commercial Bank of Ethiopia, Debre berhan branches. 

 To identify the influence of consistency organizational culture on employees
,
 job 

performance in Commercial Bank of Ethiopia, Debre berhan branches. 

 To examine the influence of mission organizational culture on employees‘ job 

performance in Commercial Bank of Ethiopia, Debre berhan branches. 

 To assess the influence of adaptability organizational culture on employees‘ job 

performance in Commercial Bank of Ethiopia, Debre berhan branches. 

1.4. Research Questions 

The researcher has constructed the following research questions that are drawn from 

the above discussed problems.  

1. How does the effect of organizational culture, as measured by involvement 

culture, influence employees‘ job performance in commercial bank of Ethiopia, 

Debreberhan branches? 

2. What is the effect of consistency culture, influence on employees
,
 job performance 

in Commercial Bank of Ethiopia, Debreberhan branches? 

3. Does organizational culture, as measured by adaptability culture, influence 

employees‘ job performance in Commercial Bank of Ethiopia, Debre Berhan 

branches? 

4. What is the effect of mission culture, influence on employees‘ job performance in 

Commercial Bank of Ethiopia, Debreberhan branches? 
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1.5 Hypothesis of the Study 

Hypothesis is a predictive statement that relates independent variable to a dependent 

variable and this is open to testing. A hypothesis is an uncertain or a tentative 

statement that is subjected to verification through empirical data gathered from 

respondents. Thus, hypothesis can then proved or disproved by using the information 

from the respondents. It is a statement about the expected relationship between 

variables. There are two broad types of hypothesis: a null hypothesis (Ho) ,That there 

is no effect or relationship and an alternative hypothesis (Ha) that there is an effect or 

a relationship. The hypotheses formulated for testing in this study are as follows: 

Hypothesis -1: Involvement and Employees’ job Performance 

 Ho: There is no relationship between involvement and employees job performance.  

 H
a: 

There is a positive relationship between involvement and employees job 

performance.  

Hypothesis -2: Consistency and Employees’ job Performance 

 Ho: There is no relationship between consistency and employees job performance.  

 H
a: 

There is a positive relationship between consistency and employees job 

performance.  

Hypothesis -3: Adaptation and Employees’ job Performance 

 Ho: There is no relationship between adaptability and employees job performance. 

 H
a
: There is a positive relationship between adaptability and employees job 

performance.  

Hypothesis -4: Mission and Employees’ job Performance 

 Ho: There is no relationship between mission and employees job performance. 

 H
a
: There is a positive relationship between mission and employees job performance.  

1.6. Significance /Benefit of the Study 

The aim of this study is to investigate the effect of organization culture on employees 

job performance by investigating the relationship between organizational culture and 

employees job performance in Ethiopian banking industry.and also aims of this study 

was add value to the body of existing knowledge in organization culture and  
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management, to come up with findings that can be used to tackle problems arising 

from work situations. The study is expected to provide adequate information on how 

culture and values can affect employees‘ job performance at a place of work. The 

study‘s finding can be used to enrich the thinking of top management on how to 

develop good image of the company through enriching the company‘s organizational 

culture and values among its employees. The study will also be a source of 

information for improvement effectiveness of the commercial bank of Ethiopia 

Management and employees in general. Furthermore, the findings will strive to re-

orient the thinking and identifying a number of issues as being particularly important 

to the relationship effect of organizational culture on employee job performance 

between how managers are managed and the performance of the business.  

The study allows policy makers, firstly, to consider and revise the current culture of 

commercial bank of Ethiopia and undertaking this research is very crucial for the 

organization to relevant change with regard to culture which most affects the 

organization. In addition to this, research paper will have its own contribution on 

giving insight for how to enhance the employee job performance in commercial bank 

of Ethiopia, Debreberhan branches. To this end the paper identifies the extent of each 

organizational culture effect on employees‘ job performance and there by gives 

insight to which type of organizational culture is to be used. Moreover, it paves the 

ways for future study in the area of culture assessment.Therefore the findings of this 

study may be important to any interested organizations and individuals that seek to 

understand that the effect organizational culture (involvement, consistency, 

adaptation and mission) on their overall employees job performance. 

    1.7. Scope of the Study 

This study will be focused on service render industry namely banking industry in 

Ethiopia (CBE). It investigated the effect organizational culture on employees‘ job 

performance in Ethiopian banking industry. The study is also limited to 

organizational culture which includes: involvement, consistency, adaptability and 

mission background and also limited to employees job performance. The population 

of the study is focused on employees of all six branches of commercial bank of 

Ethiopia (in Debreberehan Branches). The study is undertaking only for permanent 

& professional employees working in the bank. The main source of data is primary 

data that collect from distributed questionnaires. Apart from the geographical and 

methodological delimitation, the research has conceptual scope;  
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the study encompasses all four organizational culture traits which are; involvement 

culture, consistency culture, adaptability and mission culture. Even though, 

organizational culture has many factors, for this study purpose the researcher scope 

focus only four factors such as involvement, consistency, adaptability and mission. 

These organizational cultures, which are adapted from Denison model of 

organizational culture, are selected for the following reason. These traits are 

expressed in terms of a set of managerial practices in the business environment and 

are implemented in the case organization. Thus, showing the effect of each 

organizational culture to employees‘ job performance in the case organization 

context is another area addressed by the study. In addition, the study delimit in terms 

of the time available.  

                 1.8. Operational Definition of Terms 

 
The following are definition of key terms and concepts that will be used in the course 

of the study. 

Culture: broadly, it is a social heritage of a group (organized community or society). 

It is a pattern of responses discovered, developed, or invented during the group's 

history of handling problems which arise from interactions among its members, and 

between them and their environment. These responses are considered the correct way 

to perceive, feel, think, and act, and are passed on to the new members through 

immersion and teaching. Culture determines what is acceptable or unacceptable, 

important or unimportant, right or wrong, workable or unworkable (Schein, 2011). 

Job Performance; is the achievement of specified task measured against 

predetermined or identified standards of accuracy, completeness, cost and speed in 

line with organizational goal (Ann& Jerry, 2009). 

Performance appraisal; is a method by which the job performance of an employee 

is measured which may be in terms of quality, quantity, cost, behaviour and time 

(Robbins, 2007). 

 Organizational Culture: It is a statement of beliefs and values of an organization 

and contributes for organizations a sense of identity and establishes, through the 

organization‘s rituals, legends, values, norms, meanings, beliefs, and languages, the 

manner in which functions are carried out (Schein, 2011).  
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Employee: Business dictionary defined the term Employee as an individual who 

works part-time or full-time under a contract of employment, whether oral or written, 

express or implied, and has recognized rights and duties.  

Performance: The accomplishment of a given task measured against present known 

standards of accuracy and completeness. 

Employee Performance: According to Tinofirei (2011) employee performance is 

defined as the ―successful completion of tasks by a selected individual, as a set and 

measured by a supervisor or organization, to pre-defined acceptable standards, while 

efficiently and effectively utilizing available resources within a changing 

environment‖.  

Vision: Describes the desired future position of the company.  

Values: Important and lasting beliefs or ideals shared by the members of a culture 

about what is good or bad and desirable or undesirable.  

Involvement: Involvement or employee involvement can be defined as creating an 

environment in which an employee participates more in the day-to-day decision-

making which leads to a better relationship with the manager.  

Consistency: It is values and systems that are the basis of a strong culture. 

Adaptability: is the ability of an entity or organism to alter itself or its responses to 

the changed circumstances or environment that shows the ability to learn from 

experience, and improves the fitness of the learner as a competitor. 

Mission: is the company's business, its objectives and its approach to reach those 

objectives.  

The research uses both independent variable (organizational culture) and dependent 

variable (employees‘ job performance) in this study. These variables are defined as 

follows: 

Independent variables: are those that (probably) cause, influence, or affect 

outcomes. They are also called treatment, manipulated, antecedent, or predictor 

variables. 

Dependent variables: are those that depend on the independent variables; they are 

the outcomes or results of the influence of the independent variables. Other names 

for dependent variables are criterion, outcome, effect, and response variables. 
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 1.9. Organization of the Study/Thesis 

The final paper of this study will organize into five chapters. Chapter one deals with 

the introduction. This includes at the background to the study, statement of the 

problem, objective of the study both general and specific objectives, research 

questions, hypothesis of the study, significance of the study, scope of the study, and 

limitations of the study as well as the organization of the study/thesis and definition 

of terms. Chapter Two deals with reviewing existing literature that primarily deals 

with discussions and review of literature related to the concepts of the research. The 

third chapter describes the methodology adopted for the study. This includes the 

research design, area of study, population, sample and sampling techniques, research 

instrument, administration of the questionnaire, and data analysis methods. Chapter 

Four comprises data presentation, analysis  the result and discussion of data collected 

from the fieldwork. The final chapter also looks at the summary of the findings, 

conclusions and recommendations. 

 

                      1.10 Chapter summary  

This chapter discussed the background of the study, highlighting theoretical idea the 

effect of organizational culture and the way how to modify the effect of work culture 

in CBE at Debreberhan branches. Furthermore, the variable organizational culture 

was discussed in relation to whether it effects on employees
,
 job performance 

through empirical studies. This was followed by a presentation of the research 

problem, research questions, objectives of the study, hypotheses of the study, 

significance of the study, the scope of the study, , definition of terms, and finally, 

organization of the paper. To have a better understanding of the concept about 

organizational culture and its effect on employees
,
 job performance in the banking 

sector, a review of literature and testing of a conceptual framework will be carried 

out in the next chapters of the study. 
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                                                    CHAPTER TWO 

                                2. REVIEW OF RELATED LITERATURE 

                                       2.1  Theoretical perspectives 

                                   2.1.1. Introduction 

This chapter commence with the theoretical perspectives, Empirical findings of the 

study and Conceptual model of the study. Thereafter, various models of 

organizational culture are discussed with focus is accorded particularly to the 

Denison(1990) culture model as the research is based on this model and the reasons 

for using (adopting) Denison organizational culture model are presented. After detail 

review of the organizational culture then the researcher review the concept of 

employees‟ job performance. empirical literature review and the conceptual 

framework will be discuss to investigate the correlation between the dependent 

variable (employees
,
 job

 
performance ) and the independent variable (organizational 

culture) express in terms of involvement, adaptability, consistency and mission 

background  will discuss in this chapter. Finally, the empirical studies and then the 

conceptual frame work of the study.  

                   2.1.2. Definition of Organizational Culture 

                       2..1 3 What is culture?  

The word "culture" derives from a French term, which in turn derives from the Latin 

"colere," which means to tend to the earth and grow, or cultivation and nurture. 

Culture is the characteristics and knowledge of a particular group of people, 

encompassing language, religion, cuisine, social habits, music and arts. Schein 

(1999) defines culture as a pattern of shared basic assumptions that the group learned 

as it is helpful to solve problems of external adaptation and internal integration.  

                    2.1.4 The Concept of Organization Culture  

The term organizational culture has been widely studied and defined. Different 

authors have defined organizational culture by using their own words. Some of the 

definitions by some Authors are explained as follows Pettigrew (1979) was used the 

term ―organizational culture‖ first time in the academic literature for his study in the 

journal of ―Administrative Science Quarterly‖. It is necessary for the management to 

identify the norms and values of the organization of the employees. It should be 

needed that culture of the organization should be developed in a way to improve the  
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style of employee‘s job performance and continuously develop the quality 

awareness. Pettigrew (1979), argue that cultures of organization based on cognitive 

systems which help to explain how employees think and make decision. He also 

noted the different level of culture based on the multifaceted set of beliefs, values 

and assumptions that determine ways to organizations to conduct its business. 

According to Tichy (1982), organizational culture is known as ―normative glue‖ 

means to hold the overall organization together.  

Organizational culture consists of the values and assumptions shared within an 

organization. It defines what is important and unimportant in the company and, 

consequently, directs everyone in the organization toward the ―right way‖ of doing 

things. You might think of organizational culture as the organization‘s DNA -

invisible to the naked eye, yet a powerful template that shapes what happens in the 

workplace. McShane and Mary (2010) , the importance of corporate culture is 

emphasized by Peters and Waterman (1999, p.808), who state that, ―Without 

exception, the dominance and coherence of culture proved to be an essential quality 

of the excellent companies or organizations‖. Organizational culture can be viewed 

in many ways, it has been defined by different writers and majority of them agree 

with the concept of culture as it refers to values, underlying assumption, 

expectations, and definitions that characterize organizations and its employees.  

The definition of culture by Schein (2010) was as a pattern of shared basic 

assumptions learned by a group as it answered its problems of external adaptation 

and internal integration, which has worked well enough to be considered valid and, 

therefore, to be taught to new members as the right way to perceive, think, and feel in 

relation to those problems.  

Supporting Schein‟s definition Denison and Neale (2008) found that organizational 

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 behaviours that both demonstrate and reinforce those basic principles and these 

principles and practices stand because they have meaning for the members of an 

organization.  

It was also supported with the idea that recent organizations have come to understand 

just how important the health of their culture is to their success. Chenot (2007) stated 

―organizational culture as a system of meanings and knowledge that develop into 

learned standards‖. Then these created standards allowing employees to evaluate 

their own behaviour in relation to others and, conversely, other‟ behaviours in 

relation to organizational standards. He also explained that organizational culture  
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consists of traditional or historically selected ideas, behaviours and related values. 

This assumption was also supported by Cameron and Quinn (2011) as culture is a 

socially constructed attribute of organizations that serves as the social glue binding 

an organization together.  

Generally, the above-mentioned authors agreed with the concept of organizational 

culture as the norms, values, beliefs and assumption that employees share in their 

organization. Shein (2010) indicated that organizational culture focused on private, 

public, non-profit organizations and governmental organizations.  

 

2.1.5 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 organizations culture. Hofstede (1990) developed a four-

layered hierarchical model of culture which helps to identify and categories the 

constituent elements of culture. 

 • Shared assumptions: This is the least visible or deepest level is that of basic, 

which represents beliefs about reliability and human nature that are taken for granted.  

• cultural values: This is the next level of culture is that of, 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.  

• Shared behaviours: These are more 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.  

• Cultural symbols: The most superficial level of organizational culture consists of 

symbols; these 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 (Burnes, 

2004).  
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2.1.6 The Creation of Organizational Culture  

Robbins (2001) on the other hand, argues that a company‘s organization culture does 

not pop out of thin air and, once it is established, it does not fade away. An 

organizations current customs, traditions, and general way of doing things are largely 

due to what it has done before and the degree of success it has had with these 

endeavours. Robbins further emphasizes that the founders of an organization have a 

major impact on that organizations early culture. They have a vision of what the 

organization should be, and they are not restricted by previous customs and 

ideologies. The process of culture creation occurs in three ways:  

• First, founders only hire and keep employees who think and feel the way they do;  

• Second, they indoctrinate /brainwash and socialize these employees to their way of 

thinking and feeling; and  

• Finally, the founder‘s own behaviour acts as a role model that encourages 

employees to identify with them and thereby internalize their beliefs, values, and 

assumptions. When the organization succeeds, the founder‘s vision becomes seen as 

a primary determinant of that success. At this point, the founder‘s entire personalities 

become embedded in the culture of the organization. Robbins (2001, p.525) further 

explains that culture is transmitted to employees in a number of forms, the most 

influential are stories, rituals, symbols, and languages.  

                    2.1.6.1 Stories  

Robbins (2001) quotes the story of the Ford Motor Company. When Henry Ford II 

was the chairman, he continuously reminded his executives, when they got too 

arrogant, that, it‘s my name on that building. The message was clear: It was Henry 

Ford II that ran the company. Robbins (2001) believes that culture is learned by 

employees who listen to other employees or managers who relate stories about how 

earlier managers, or even founders of companies, treated their customers, or how 

they handled tricky situations that arise in the company. Stories such as these 

circulate through many organizations, consequently transmitting the culture through 

the company life time.  

                     2.1.6.2 Rituals /ceremonies  

Rituals are repetitive sequences of activities that express and reinforce the key values 

of the organization, which goals are more important, which people are important, and 

which are expendable. Certain organizations hold rituals in the form of annual award  
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ceremonies, in recognition of outstanding services or in recognition of success at 

achieving certain targets set by the organization, e.g. sales targets. These functions 

act as a motivator, publicly recognizing outstanding performance. One of the best-

known corporate rituals is Mary Kay Cosmetics‟ Annual award meeting. 

Saleswomen are awarded with an array of flashy gifts. E.g. gold and diamond pins 

based on success in achieving outstanding sales performance.  

                     2.1.6.3 Material Symbols  

According to Robbins (2001) the layout of corporate headquarters, the types of 

automobiles‟ top executives are given, are all examples of material symbols. Others 

include the size of offices, the elegance of furnishings, executive perks, and dress 

attire. The material symbols convey to employees who are important, the degree of 

impartiality desired by top management, and the kinds of behaviours that is 

appropriate.  

                  2.1.6.4 Organizational Language  

Many organizations and units within organizations use language as a way to identify 

members of a culture or a sub-culture. By learning this language, members attest to 

their acceptance of the culture and, in doing so, help to preserve it. Organizations 

over time often develop unique terms to describe equipment, offices, key personnel, 

suppliers, customers, or products that relate to their business. New employees are 

frequently overwhelmed with acronyms and jargon that, after six months on the job, 

become fully part of their language. Once assimilated, the terminology acts as the 

common denominator that unites members of a given culture or subculture (Robbins, 

2001). According to McShane and Mary (2010) how employees address co-Workers, 

describe customers, express anger, and greet stake holders are all verbal symbols of 

cultural values.  

 Shared assumptions  

Shared assumptions can be seen as the widely held, inherent, unique, and deeply 

rooted views that individuals take for granted and believe to be true, and which guide 

their views, feelings and emotions about things and how those things function 

(Brown, 1995: 22; Hellriegel et al., 2004).  

Shared values  

Hofstede (1999: 35) defines cultural values as the broad tendencies of individuals to 

prefer certain states of affairs over others, and that these cultural values are about hat 

is evil and what is good, dirty and clean, immoral and moral, irrational and rational‖. 

Hellriegel et al., 2004: 358) and Deal and Kennedy (1982: 14) identify  
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values as basic concepts and beliefs about conditions that are very important and 

meaningful to employees and are stable over time.  

Shared socialization and norms  

Norms are general rules or patterns of behaviours of groups of members, and become 

an element of the organization‘s culture when they are shared throughout an 

organization (Hellriegel et al., 2004: 359; Martin, 2001: 589). Norms can be seen as 

standard expectations about what are appropriate attitudes and behaviours within an 

organization (Hellriegel et al., 2004: 359; Martin). Individuals enter into the 

organization and are introduced to the organization‘s cultural norms and are expected 

to follow them (Hellriegel et al., 2004: 359; Martin, 2001: 589; O‘Reilly, 1989: 12; 

Sathe, 1983). This systematic process in which new members of an organization are 

brought into a culture is known as socialization (Hellriegel et al., 2004: 359). 

Socialization is a very important aspect of introducing new employees to the culture 

of the organization (Hellriegel and others. 2004: 357; Rowe et al., 1994: 472).  

Shared symbols, language, narratives and practices  

A symbol is an object that can be used to represent an underlying meaning, beyond 

its intrinsic context (Hellriegel et al., 2004: 359; Greenberg and Baron, 2003: 523). 

Symbols could be words, objects and gestures that get their meaning from socializing 

(Hofstede, 1994: 1). Organizations often rely on symbols because they are the 

simplest and basic observable form of expressing culture (Hellriegel et al., 2004: 

359; Greenberg and Baron, 2003: 523). A symbol can be effect of organizational 

oulture on employee job performance. 

Anything as simple as a uniform or logo, to open versus closed office door norms, 

office size and layout (Hellriegel et al., 2004: 359). Everyday language that is used is 

not purely a way to communicate, but also a fundamental determinant of how people 

understand the world they live in (Brown, 1995: 12). Hellriegel et al., (2004: 359) 

define language, from a cultural perspective, as a shared system of vocal sounds, 

written signs, as well as gestures that are used to convey special meanings among 

employees. The idea that words generate understanding has important implications 

for the study of organizational culture (Brown, 1995: 12).  

Narratives are drawn from the organization‘s history, and focus on a unified, single 

event (Brown, 1995: 13). Individuals tell narratives because they assist in influencing 

others‘ understandings of situations and events, as well as illustrating knowledge and 

insight into how their organization works (Brown, 1995: 13). Brown (1995: 13) 

states that narratives are also important indicators of ―cultural values and beliefs; 

formal and informal rules and procedures; the consequences of deviance from, and  
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compliance with, the rules; and social categories and status, and thus the power 

structure of an organization. ―Shared practices allow organizations to show the 

values and beliefs of the organization to the employees, and therefore define the 

organization‘s culture through these (Rowe et al., 1994: 472). Shared practices 

include taboos, and rights and ceremonies. Taboos are behaviours within an 

organization that are forbidden, Rights and ceremonies are elaborated and formal 

activities that have been designed to generate strong emotions from employees such 

as formal prize-giving functions for employees who have achieved high standards of 

service (Hellriegel et al., 2004: 360). 

                   2.2. Empirical findings of the study  

                2.2.1 Relationship between Overall Organizational Culture and Performance  

 

Organizational culture and performance relation has been well evidenced by many 

researchers. A strong organizational culture supports adaptation and develops 

organization‘s employee job performance by motivating employees toward a shared 

goal and objective; and finally shaping and channellings employees‘ behaviour to 

that specific direction should be at the top of the effect of organizational culture on 

employees‘ job performance. Operational and functional strategies (Daft, 2010). 

According to Kandula (2006) the key factor to good performance is a strong culture. 

He further maintains that due to difference in organizational culture, same strategies 

do not yield same results for two organizations in the same industry and in the same 

location. A positive and strong culture can make an average individual perform and 

achieve brilliantly whereas a negative and weak culture may discourage outstanding 

employee to underperform and end up with no achievement. Therefore; 

organizational culture has an active and direct role in employee performance. Magee 

(2002) contends that without considering the impact of organizational culture, 

organizational performance could be in danger because the two are interdependent 

and change in one will impact the other.  

A successful organization is the result of the inputs of the employees, those 

organization that value their employees can develop a great customer relation and 

enhances a sustainable profits and employees performance, thereby the more 

organizations values their employees, the high profit they get due to high 

performance of the employees (Timothy and LerzanAksoy, 2015). A culture of an 

organization can encourage high performance or low performance. It is the 

organizational culture that helps to influence the behaviour of the employees towards  
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this. Martins and Terblanche (2003) agreed that organizational culture plays an 

indirect role in influencing behaviour by using reasonable managerial tools, such as 

strategic direction, goals, tasks, technology, structure, communication, decision-

making, cooperation and interpersonal relationships, and so forth, which are all 

designed to do things. In line with this, the under mentioned hypothesis (1) was 

tested. According to Denison model, the comparison between organizations is made 

according to the surface-level values and their manifest practices. Denison is based 

on four cultural traits: involvement, consistency, adaptability and mission.  

2.2.2 Consistency Dimension of Organizational Culture and Employees, job      Performance  

 

Consistency implies the extent to which the values, beliefs and standards of 

behaviour are acquired and shared among employees in an organization (Denison 

2009). Consistency culture, in fact, is a theory of strong culture. Consistency culture 

in an organization is manifested by widely shared beliefs and values that help 

organizational members to reach consensus and take concerted action, so as to have a 

positive impact on performance. (Achua and Lussier, 2013). Consistency represents 

the main source of integration, coordination and control. In addition, it helps 

organizations develop a set of procedures that create an internal system of 

governance which is based on support that is consensual.  Successful companies have 

a clear set of values that support employees and managers in making consistent 

decisions.  

 2.2.3 Adaptability and Employees
,
 job Performance  

   High performing organizations distinguish from low performing organizations by 

their ability to understand and react to the competitive environment and customers. 

In addition, they restructure behaviours and processes that help them to adapt. 

Moreover, high performing organizations encourage new ideas and different 

solutions for solving problems. In addition, employees seek new and better ways to 

meet customer expectations on a continuous basis. 

. 2.2.4 Mission and Employees, job Performance  

Successful organizations have a clear mission that shows employees why they are 

doing their tasks and how the work they do help the organizational performance. 

Strategic direction and intent are about multi–year strategies and high priorities are 

established. In successful organizations the goals and objectives are short term. In 

addition, specific goals are defined so that employees understand how their daily  
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routines relate to the vision of the organization. Vision represents the main reason an 

organization exists and competes on a certain market.  

An organizational mission is an organization's reason for existence (Sorensen, 2002). 

It is sometimes referred to as a creed, purpose, or statement of corporate philosophy 

and values (Forest and David 2003). The mission of an organization is aligned to the 

expectations of its targeted customers, so as to achieve its ultimate returns (Zhang, Li 

and Pan, 2009). Achua and Lussier (2013) affirmed that culture offers a shared 

understanding about the identity of an organization.  

2.2.5 Involvement and Employees
,
 job Performance  

According to Zhang, Li and Pan (2009), organizations that uphold an involvement 

culture emphasize the input and participation of its members. Involvement in this 

context is to be understood as a regular participation of employees in deciding how 

their work is done, making suggestions for improvement, goal-setting, planning, and 

monitoring of their performance (Macleod and Brady, 2008). A performance culture 

is built around shared desire to exceed expectations and achieve remarkable results. 

Camps and Luna-Arocas (2009) observed that high-involvement work practice aim 

to provide employees with the opportunity, skills and motivation to contribute to 

organizational success in environments demanding greater levels of commitment and 

involvement.  

  2.3. Conceptual model of the study  

                        2.3.1 Models of Organizational Culture 

There are different types of models that describe organizations by different 

organizational culture traits. i.e., Schein, Kotter and Heskett, Hofstede and Denison‟s 

organizational culture models. These models will be addressed to provide a context 

for organizational culture. 

                  2.3.2 The Model of Organizational Culture by Schein  

According to Schein (2004), organizational culture classified into three levels: The 

first level is Called artefacts and is the most visible level. It includes everything one 

can see, hear or feel when encountering a new group of people, such as the language, 

the environment, the technology, the Architecture or the observable rituals. 

Artefacts‘ also include processes within the group. In Addition, they are represented 

in clothing, manners of address, stories told about the organization, It published list 

of values as well as ceremonies (Schein, 2004―The most important point to be made  
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about this level of culture is that it is both easy to observe and very difficult to 

decipher‖ (Schein, 2004:26).This means that what is seen can be easily described, yet 

the meaning is difficulty reconstructed. The artefacts are visible to everyone, but still 

their meaning is different to everyone, so what things mean in a given group is hard 

to decipher, as Schein (2004) claims. More important, as symbols are ambiguous, the 

problem in understanding their meaning is that understanding is only possible if one 

has experienced the culture at its deeper levels of values and assumptions (Schein, 

2004).  

The second level is called espoused values and contains all values, norms and rules 

that provide the day-to-day operating principles by which the members of the group 

are guided in their behaviour. Every group or organization reflects The assumptions, 

beliefs and values about what is right or wrong as Well as what will work or not, of 

someone, mainly the founder (Schein, 2004).Those individuals, commonly identified 

as leaders or founders, influence the group to adopt a certain approach to problems, 

but the group does not have a common understanding or shared knowledge yet. 

Initially, it is only a proposition from the leader; but it is only after some mutual 

action and joint observation of the successful outcome of the action that the proposal 

is transformed into a shared belief or value and ultimately into a shared 

assumption.The shared belief will be transformed into a shared assumption if actions 

continue to bePerceived as  successful. If this transformation process occurs, the 

group tends to forget that the belief or value was initially just a proposal to be 

debated (Schein, 2004). Nevertheless, not all beliefs and values undergo such 

transformation, firstly, because the solution to a given value may not work reliably 

and secondly, these beliefs may not be testable at all, as aesthetic or moral concerns, 

for example. In these cases, social validation is possible, as Schein (2004) claims. 

Social validation means certain values are confirmed only by the shared social 

experience of a group (Schein, 2004). 

 In other words, certain beliefs or values are taken for granted simply out of mutual 

understanding and experience. Moreover, beliefs and values at this level of culture 

predict much of the behaviour that can be observed at the previous level, the 

Artefacts‘. Nevertheless, as Schein (2004) stated, if the values are not based on prior 

learning, then they may only be espoused theories. Espoused theories are things 

people say they will do, but do not do in the actual situations. Thus, a company may 

be bragging about its high quality products, but its records show contradictions in 

that regard (Schein, 2004). To get even deeper understanding of the behaviour and to 

predict future behaviour correctly one has to take a close look at the third level that is  
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called basic underlying assumptions. Assumptions are unconscious and they are 

often taken for granted because they are the available as the main ingredients for how 

the organizations employees feel. Basic assumptions become taken for granted to the 

extent that there is little variation within the cultural unit. They guide behaviour and 

tell people how to think, feel and perceive work, performance goals, relationships 

and performance of colleagues (Du Toit, 2002). One of Schein‟s key assertions is 

that the changes in culture flow from the higher to the lower levels, with the basic 

underlying assumptions being the highest level. In Schein‟s model, the higher levels 

drive the lower levels and introducing change at a high level can bring transformative 

change throughout all the lower levels (Unwin, 2002). Cameron and Robert (1999), 

by referring  Schein‟s artifacts and creation they state that while the deeper levels 

may have been somewhat invisible in the past, this may no longer are so. As greater 

attention is being directed at managing culture, organizations are recognizing the 

importance of stressing their fundamental assumptions. 

                2.3.3 The Model of Organizational Culture by Kotter and Heskett 

Kotter and Heskett (1992) define culture as norms of behaviour and shared values 

amongst a Group of people. They describe culture as having two levels which differ 

in terms of their Visibility and their resistance to change. The deeper, less visible 

level, refers to values that are Shared by the people in a group and that persist over 

time, even when the group membership Changes. At this level, culture can be 

difficult to change, partly because group members are unaware  of the values that 

bind them together. The more visible level represents behaviour Patterns or style of 

an organization that new employees are automatically encouraged to follow. Kotter 

and Heskett‟s (1992), study of organizational culture and performance concluded 

that organizations with performance enhancing cultures seem to be driven by a value 

system that stresses meeting the legitimate needs of all constituencies, including 

shareholders, customers and employees. 

 2.3.4 The Model of Organizational Culture by Hofstede 

According to Hofstede (2001), organizational culture has four main levels and in the 

following Paragraph the author elaborates the four levels in detail. The first level is 

called symbols and the most overt level. Symbols are the most overt element of 

organizational culture and symbols can be expressed by the gestures, objects or 

words by those who are part of the same Organizational culture (Hofstede, 2001). 

Symbols carry a particular meaning within a culture(Davidson, 2004).The second 

level is called heroes. According to Hofstede (2001), heroes serve As models of  
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behaviour within a particular organization. Heroes are individuals who are seen as a 

role model to others employees of the organization and they possess a feature of 

highly prized and are often they are winners in an organization (Davidson, 2004). 

The third level is called rituals, they are collective activities that are superfluous and 

rituals are socially essential within an organizational culture (Hofstede, 2010). 

Symbols, heroes and rituals termed as practices because they are visible to the 

observer (Hofstede, 2010). The last level is called values and is the invisible level. 

Hofstede(2001), stipulates that the core of organizational culture is formed by values. 

Values are those that had a broad tendency to prefer certain states to others and they 

are the deepest level of culture (Davidson, 2004). 

2.3.5 The Model of Organizational Culture by Denison 

Denison (1990) developed a model of organizational culture based on four traits: 

involvement,Consistency, adaptability and mission. According to Denison, the 

effectiveness of a company directly linked to organizational culture. The following 

section will examine the individual traits in detail. According to Wesemann (2001), 

involvement encompasses the importance that the organization Places on building 

the capability of its professional and administrative employees.  

The value that the organization places on team orientation as opposed to individual 

accomplishment and the ownership that people feel in the organization is created by 

a high level of involvement. According to Denison and Mishra (1995), a high level 

of involvement creates a sense of Ownership and responsibility. Due to the fact of 

the feeling of ownership, the organizational members develop a greater commitment 

to the organization and a growing capacity to work independently. In addition, a 

greater amount of input from the employees is seen as an increased.decision making 

and power of implementation (Denison & Mishra, 1995).This leads to the three Sub 

points of this trait.  

The first one is empowerment (Denison, 2001). Empowerment gives members of the 

organization the power to make decisions on their own and introduce their points of 

view. But it is not just about giving them the power; empowerment is recognizing 

and releasing into the organization the power that people already have in their wealth 

of useful knowledge and internal motivation (Randolph, 1995). The requirement for 

empowerment is employees‟ access to information. Hence it is important to share 

relevant information such as the Market share, the growth opportunities and 

information about the competitors (Randolph,1995).In order to be able to correctly 

understand and interpret the information, training and Structure is very important.  
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The structure clarifies the boundaries for the employee‘s scope of Responsibilities. 

Training leads to the second sub point of the involvement trait, namely Capability 

development (Denison, 2001).This sub point concerns training and coaching as 

already pointed out. Randolph (1995) states that training provides to the members of 

the Organization support in things such as decision making, seeing conflicts as a 

positive Phenomenon, taking responsibility and team goal setting as well as self-

monitoring. Thanks to Training the employees lose their initial anxiety to get 

involved and act as managers without the help of an actual manager. With time the 

employees and the management initialize the training and show a functioning mode 

of high involvement (Randolph, 1995). 

Empowerment only works within a team, so the third sub point of the involvement 

trait is teamwork (Denison,2001). many of today‟s complex decisions require input 

from a collection of people; individuals acting alone are not as effective. The team, 

with its synergy of effort, offers greater knowledge, as well as a support mechanism 

for people who are becoming empowered (Randolph,1995).working in a team 

provides the employees with more knowledge and less pressure to take risk, as 

decisions are made together. As Randolph (1995) illustrates, the company Food Corp 

assigned its teams more responsibilities than any other company.  

They truly became a self-managed team, as they handled the budget, the hiring and 

firing process, the work schedule as well as the performance review successfully 

themselves. This paid off in extremely satisfied employees and outstanding bottom 

line results (Randolph, 1995). The second trait, which influences the effectiveness of 

an organization, is called consistency. It is described as the collective definition of 

behaviours, systems, and meanings in integrated way that requires individual 

conformity rather than voluntary participation (Denison & Mishra, 1996).This 

characteristic is known as a strong culture, as it involves strong collective values, a 

high level of consensus and integration.  

This statement compromises the three sub points of this trait, namely core values, 

agreement and coordination & integration (Denison, 2001). Those core values have 

to be deeply anchored in the organization, which is why centralization is important. 

As Weick (1987) states, either culture or standard operating procedures can act as 

centralization. Culture creates a homogenous set of assumptions and values which 

are anchored in the members of the organization and preserve coordination and 

centralization on a decentralized basis without surveillance. This stands in contrast to 

centralization by rules and regulations or standardization and hierarchy, because they 

require high surveillance (Weick, 1987). Whenever you have what appears to be  
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successful decentralization, if you look more closely, you will discover that it was 

always preceded by a period of intense centralization where asset of core values were 

hammered out and socialized in to people before the people were turned loose to go 

their own independent, autonomous (Weick, 1987). Therefore high consistency 

provides integration and coordination. Nevertheless, there is a negative aspect to 

having a high consistency within an organization. According to Denison and Mishra 

(1995), highly consistent cultures are often reluctant to change and adaption, which 

is utterly important as stated before. All four traits are not only determinant of the 

effectiveness of an organization, but significant predictors of other factors such as 

quality, employee satisfaction, employee commitment and overall performance as 

well (Denison & Mishra, 1995).  

In addition to the four traits, Denison and Mishra (1995) acknowledge other factors 

in the framework, more precisely internal integration and external adaption as well as 

change and stability. In order to do so, they once again referred to Schein‟s (2004) 

theory that organizations are only able to survive if they find a balance between the 

problems of internal integration and external adaption. According to the authors, 

involvement and consistency focus on the process of internal integration, while 

mission and adaptability address the dynamics of external adaptation (Denison & 

Mishra, 1995). 

Additionally, consistency and mission are traits that contribute to the capacity of an 

organization to remain stable and predictable over time, whereas involvement and 

adaptability describe traits that are capable of keeping an organization flexible and 

open to change (Denison & Mishra, 1995). Successful organizations try to keep the 

trade -offs between change and stability as well as internal integration and external 

adaption to a minimum. Therefore, the approach of the model is to seethe traits 

balanced, not isolated from each other (Denison & Mishra, 1995). Organizations wit 

-too much consistency may lack adaptability and customer orientation, whereas too 

highly involved employees may have to fight with an absence of another trait such as 

mission or adaptability. Furthermore, market oriented organizations, which are 

aggressive in pursuing every opportunity, have the most trouble with internal 

integration and organizations that are highly integrated and controlled have difficulty 

focusing on the customer (Denison, 2001). Therefore, as outlined previously, it is 

extremely important to balance these traits. As Quinn (1988) has noted, it is the 

balancing of competing demands that distinguishes excellent managers and 

organizations from their more mediocre counterparts. This theory suggests a similar 

logic for understanding organizational culture (Quinn, 1988).The author illustrated  
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Denison‟s work through the description of the development and the definition of the 

four cultural traits of the organizational model. Furthermore, the development of the 

four cultural traits is based on the theoretical model by Schein (1985), on internal 

integration and external adaption, And on the aspect of change and stability. 

Adaptability is one of the four traits that highly influence the effectiveness of an 

organization. It deals with the relationship between the organization and its 

environment. It acknowledges Schein‟s idea that organizations have to balance 

internal processes with external adaption processes (Loisch, 2007).The basic 

question of this trait is if the organization listens to the marketplace.  

Thus, the adaptability hypothesis asserts that an effective organization must develop 

norms and beliefs that support its capacity to receive and interpret signals from its 

environment and translate these into internal cognitive, behavioural and structural 

changes (Starbuck, 1971, Kanter, 1983). This means that a successful organization is 

able to perceive and respond to the constantly changing environment and at the same 

time develop internal processes that allow the organization to adapt to those changes. 

The adaptability trait consists of three sub points (Denison, 2001).  

Firstly, creatin change, Meaning that highly adaptive organizations are willing to try 

new approaches and welcome new ideas as an important part of the way they 

business. Secondly, organizational learning, this sub Point describes that risk taking 

is encouraged. It means that the organization gains knowledge from successes and 

failures. The third sub point, namely customer focus, states that the higher the 

adaptability of an organization, the higher is the level of trust (Denison, 2001). The 

employees help each other in the process of identifying problems and finding an 

appropriate Solution together. They are open to innovation and change in order to 

achieve organizational success and satisfy customers.  

According to Calori and Sarnin (1991), in a highly adaptive organization the 

satisfaction and fulfilment of customer demands has utmost importance. In order to 

reach that goal, to stay in the market and be competitive, the organization is willing 

to adapt to any changes and to try out new ideas (Caroli and Sarin, 1991). If, for 

example, the behaviour of the Competitors in the market changes or a new trend is 

develops, a highly adaptive organization is able to rise to the new challenge. 

According to Loisch (2007), this behaviour fevers excellent financial performance in 

the long run (Loisch, 2007). According to Denison (2001), adaptability is one of the 

two most important determinants of effectiveness, next to Involvement, in Russia. 

On the other hand mission, the trait described in the next session, is identified as the 

most important determinant of effectiveness in the United States (Denison, 2001).  
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According to Denison (1990), Mission is a meaningful long-term direction for the 

organization. Mission provides purpose and meaning by defining a social role and 

external goals for the organization. It provides a clear direction and goals that serve 

to define an appropriate course of action for the organization and its members. A 

sense of mission allows an organization to shape current behaviour by envisioning a 

desired future state. Being able to internalize and identify with an organization's 

mission contributes to both short and long term commitment to the organization. 

Success is more likely when individuals and organizations are goal directed 

(Denison, 1990).Do we know where we are going? This is the underlying question of 

the mission trait. High performing organizations have a mission that tells employees 

why they are doing the work they do, and how the work they do each day contributes 

to the why (Denison, 2001).  

The mission of a company is essential, as it is the basis for the concept of survival. A 

consensus on the mission is the foundation for the organizational goals and strategic 

objectives and expresses a vision of how the organization will look into the future. 

Like the adaptability trait, this trait consists of three sub points (Denison, 

1990).Strategic direction and intent is the first sub point and concerns the priorities in 

an organization and operationalizes the vision of the organization. According to 

Loisch (2007), the strategic direction is very important as it provides structure and 

clarity for the members of the organization. Nevertheless, this needs time-so the 

formulation of   milestones helps to keep on track and to regularly check if the 

strategy is correctly pursued. The formulation of a strategy within the framework of a 

mission includes the determination of goals and objectives (Loisch, 2007).This leads 

to the second sub point, namely the goals and objectives. Those are short term goals 

that illustrate the connection between the vision and the strategy in an employee‘s 

daily activity.  

The third sub point is the vision. The vision is the purpose of the business, what it is 

ultimately trying to achieve (Denison, 1990). Denison (2001) states that the vision of 

an organization represents its most important values and moreover an emotional 

connection between the employees. Kotter (1992) summarizes the essential 

characteristics of a successful vision: flexible, easy to communicate, easily 

comprehensible and combining the desires of the management and the employees. 

Furthermore, he states that an ineffective vision is more harmful than no vision. 

Pursuit of a poorly developed vision can sometimes send people off a cliff and lip 

service without commitment creates a dangerous illusion (Kotter, 1992).This means 

that an ineffective vision may lead to false impressions or illusions among the  
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employees and is therefore dangerous. In the following part of this study, the 

selection of the Denison model will be justified.  

          2.3.6.  The Reasons for Using Denison’s Model 
Denison is a well know researcher in the organizational culture field. The Denison 

cultural Model focuses on four cultural traits which are believed to have influence on 

organizational Performance (Denison & Mishra, 1995). The emphasis of the model is 

on highlighting the Importance of linking management practices with underlying 

assumptions and beliefs when Studying organizational culture and effectiveness 

(Davison, 2003). The Denison model was Developed with data from over 3000 

organizations and more than a 100,000 respondents (Denison & Mishra, 1995; 

Denison & Neale, 1996). Generated results of the Denison Culture survey is thought 

to furnish senior management with valuable information which can be Utilized to 

influence the company‘s prevailing strengths and detecting impending weaknesses 

(Denison, Leif & Ward, 2004).  

The model can be a tool which equips decision makers with first-hand information 

and options to consider in decision making. Denison Culture Model makes use Of a 

two dimensional model which aims to highlight the crucial issues of internal versus 

external Focus and flexibility versus stability, and how these factors impact on 

performance and feasibility (Denison, Lief & Ward, 2004). According to Davison 

(2004), Denison model is applied in organizations for management of change and 

recognizes those components of organizational Culture requiring change in order to 

be prioritized for reviewing. Second, in place of evaluation of personality, Denison 

model tests the behavior of group.  

Third, Denison model is applicable to all of the hierarchy levels in the organizations 

and from viewpoint of the measuring indices and Measurement of organizational 

culture dimensions it is a detailed model. Fourth, this model has a direct impact on 

organizational culture and provides a novel framework over the other Organizational 

culture models. Lastly, the Denison‟s model has been extensively employed by 

Various organizations in other countries in order to evaluate organizational culture. 

Harrison (1993) views culture under four different organizational ideologies. The 

main focus of The Harrison model is on how daily procedures are conducted in the 

organizational and decision Making is reached. On the other hand the Schein model 

has its primary focus on the person, their Engagement with the culture and not so 

much about what the person has accomplished. It is Based on external adaptation and 

internal integration (Schein, 1985). The Denison model is more of a behavior- 
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oriented model in which four traits of organizational culture are identified. The 

Denison culture in argued to be inclusive of both the internal and external factors that 

may affect an organization. The Denison model has its central focus on the business 

environment and it speaks a business language. Liu (2009) makes a clear comparison 

of the Denison model versus. 

                2.3.7. Types of Organizational Culture Models  
different researchers develop models on organizational culture which incorporate 

different traits or behaviours driven by beliefs and assumptions that create an 

organizational culture. Some of the prominent models are discussed here under.  

2.3.7.1 Hofstede’s Model of Organizational Culture  
According to Hofstede (1980), organization culture involves the various ideologies, 

beliefs and practices of an organization which make it different from others. The 

culture of any workplace decides how employees would behave with each other or 

with the external parties and also decide their involvement in productive tasks. 

Accordingly, he has identified six factors which influence the culture of the 

workplace.  The first factor, power distance orientation, refers to the differences in 

the work culture as per the power delegated to the employees. appointing team 

leaders or team managers who are responsible for their respective teams and have the 

challenge of extracting the best out of the members.  

The second factor, Masculinity vs. Feminity, refers to the effect of differences in 

male and female values on the culture of the organization. Organizations where male 

employees dominate their female counterparts will follow different policies as 

compared to organizations where females have a major say in the decision making 

process of the organization. Male employees would be more aggressive as compared 

to the females who would be more caring and soft-hearted.  

The third factor, Individualism Vs Collectivism: the degree to which an organization 

integrates a group mentality and promotes a strong sense of community (as opposed 

to independence) within the organization. There are some organizations which 

strongly rely on team work. Here individuals with a common interest come together 

and work as a team. The fourth factor, Uncertainty Avoidance: an organization's 

comfort level with risk-taking. As risk and return are largely correlative in the 

business environment, it is particularly important for organizations to instil a 

consistent level of comfort with taking risks. The fifth factor, Long Term 

Orientation: the degree to which an organization or culture plans pragmatically for  
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the future or attempts to create short-term gains. There are some organizations which 

focus on long term relationship with the employees and; Tolerance vs. Restraint: this 

pertains to the amount of spending and fulfilment of needs. For example, a restrained 

culture may have strict rules and regulations for tapping company resources.   

 2.3.7.2 Edgar Schein Model  
The most widely used organizational culture framework of Schein (1990) adopts the 

functionalist view and described culture as a pattern of basic assumptions, invented, 

discovered, or developed by a given group, as it learns to cope with its problems of 

external adaptation and internal integration, that has worked well enough to be 

considered valid and, therefore is to be taught to new members as the correct way to 

perceive, think, and feel in relation to those problems.  

According to the author, understanding the organization‘s culture may start from 

observing its artifacts: its physical environment, employee interactions, company 

policies, reward systems, and other observable characteristics. However, simply 

looking at these tangible aspects is unlikely to give a full picture of the organization, 

since an important chunk of what makes up culture exists below one‘s degree of 

awareness. The values and deeper, the assumptions that shape the organization‘s 

culture can be uncovered by observing how employees interact and the choices they 

make, as well as by inquiring about their beliefs and perceptions regarding what is 

right and appropriate behavior.  

Hence, this culture model has three layers in it and the first layer that is recognized 

by the author is artifacts which are difficult to measure and they deal with 

organizational attributes that can be observed, felt and heard as an individual enters a 

new culture, Values deals with the espoused goals, ideals, norms, standards, and 

moral principles and underlying assumptions which deals with phenomena that 

remain unexplained when insiders are asked about the values of the organizational 

culture. Information is gathered in this level by observing behavior carefully to 

gather underlying assumptions because they are sometimes taken for granted and not 

recognized.  
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                          2.3.7.3 Cameron and Quinn Model  
The culture model presented by Cameron and Quinn (2011) places organizations in a 

continuum of four core values, called Flexibility, Stability, Differentiation, and 

Integration. ―What is notable about these four core values is that they represent 

opposite or competing assumptions. each continuum highlights a core value that is 

opposite from the value on the other end of the continuum‖ (Cameron & Quinn 2011, 

p. 40). The authors have named the quadrants in a way that vibrates well with 

managers and researchers alike that have some knowledge in organizational culture 

frameworks. The four types of cultures are:  

clan culture which is full of shared values and common goals, an atmosphere of 

collectivity and mutual help, and an emphasis on empowerment and employee 

evolvement. A kind of organizational culture where the sense of family is strongly 

exists. Teamwork is emphasized and leader‗s role is as a mentor, The adhocracy 

culture is like a temporary institution, which is dismissed whenever the 

organizational tasks are ended, and reloaded rapidly whenever new tasks emerge. 

Adhocracy is an organizational culture which gives a lot more opportunity for 

individuals to develop in their own way, as long as they are consistent with the 

organization goals. 

The market culture focuses on the transactions with the environment outside the 

organization instead on the internal management. The organizational goal is to earn 

profits through market competition. Market culture is a type of culture which stresses 

on the effectiveness on goal achieving and; The fourth category; the Hierarchy 

Culture has a clear organizational structure, standardized rules and procedures, strict 

control, and well defined responsibilities. This culture can be simply identified 

through the domination of rule, system and procedure. the organization is a prime 

orientation which should be maintained through a set of fixed and tight rules. 

                 2.3.7.4 Deal and Kennedy Model  

This model measures organization in terms of feedback. Dolan and Lingham (2012) 

developed four types of organizational culture. These are; Tough-Guy Macho culture 

that reflects the culture where by feedback is quick and the rewards are high. This 

often applies to fast moving financial activities such as brokerage and it is very 

stressful culture in which to operate, The work hard / play hard culture is 

characterized by few risks being taken, all with rapid feedback. This is typical in 

large organizations, which strive for high quality customer service, bet your company 

culture shows that in which big stakes decisions are taken, but it may be years before  
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the results are known. Typically, these might involve development or exploration 

projects, which take years to come to completion, such as oil prospecting or military 

aviation and process culture which occurs in organizations where there is little or no 

feedback. People become suspicious with how things are done not with what is to be 

achieved. This is often associated with bureaucracies.  

   2.3.7.5  Charles Handy Model  
A model which is called Charles Handy is developed by Dolan & Lingham (2012), 

Organizational structure is the foundation for this model to classify organizational 

culture into four categories: Power culture, role culture, task culture and person 

Culture. The power culture describes the concentration of power within few and 

control radiate from the centre like a web. power cultures have few rules and little 

bureaucracy. The role culture is characterized by people has clearly delegated 

authorities within a highly defined structure. Typically, these organizations form 

hierarchical bureaucracies thus, power derives from a person's position and little 

scope exists for expert power. In a Task Culture teams are formed to solve particular 

problems. Power derives from expertise as long as a team requires expertise. These 

cultures often feature the multiple reporting lines of a matrix structure. The person 

culture exists where all individuals believe themselves superior to the organization. 

Survival can become difficult for such organizations, since the concept of an 

organization suggests that a group of like-minded individuals pursue the 

organizational goals.  

                       2.3.7.5.1 Denison Organizational Culture Model  
The Denison Model of organizational culture describes a theory of organizational 

behavior that emphasizes the strong link between culture and performance. The 

American Professor Denison, the creator of this model, has emphasized the following 

cultural dimensions: Involvement, Consistency, Adaptability and Mission. Each of 

these dimensions includes three other features. The Australian Journal of Basic and 

Applied Sciences have described the four types of Denison model of Organizational 

Culture and their respective sub elements are mentioned under. The cultural 

dimension of Involvement describes that Organizational members are committed to 

their work, and feel a strong sense of ownership. People at all levels feel that they 

have at least some input into decisions that will affect their work and feel that their 

work is directly connected to the goals of the organization. This allows high 

involvement organizations to rely on informal, voluntary and implicit control 

systems, rather than formal, explicit, bureaucratic control systems. Empowerment to  
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emphasise that individuals have the authority, initiative and ability to manage their 

own work. This creates a sense of ownership and responsibility toward the 

organization. In Team Orientation index value is placed on working cooperatively 

toward common goals for which all employees fell mutually accountable and the 

organization relies on team effort to get work done, in Capability Development sub 

category the assumption is that the organization continually invests in the 

development of employee‘s skills in order to stay competitive and meet on-going 

business needs.  

The second cultural dimension is Consistency that organizations are effective when 

they are consistent and well integrated. Behavior is rooted in a set of core values, 

leaders and followers are skilled at reaching agreement and incorporating diverse 

points of view, and the organization‘s activities are well coordinated and integrated. 

Consistent organizations develop a mind-set and create organizational systems that 

build an internal system of governance based on consensual support. In the model, 

this trait is measured with three indexes: Core Values: when the members of the 

organization share a set of values which create a sense of identity and a clear set of 

expectations, Agreement: when members of the organization are able to reach 

agreement on critical issues. This includes both the underlying level of agreement 

and the ability to reconcile differences when they occur. Coordination and 

Integration: as different functions and units of the organization are able to work 

together well to achieve common goals. Organizational boundaries do not interfere 

with getting work done.  

The third dimension-Adaptability reflects that despite there are some natural 

advantages of well integrated organizations, there are also the least adaptive and the 

most difficult to change. Internal integration and external adaptation can be at odds. 

Adaptable organizations translate the demands of the organizational environment 

into action. mistakes, and have capability and experience at creating change. They 

are continuously improving the organization‘s ability to provide value for its 

customers. Organizations that are strong in adaptability usually experience sales 

growth and increased market share. In the model, this trait is measured with three 

indexes: Creating Change in this index the organization is able to create adaptive 

ways to meet changing needs. It is able to read the business environment, react 

quickly to current trends, and anticipate future changes. Customer Focus: The 

organization understands and reacts to these customers and anticipates their future 

needs.The fourth cultural dimension is Mission and it magnifies that successful  
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organizations also have a clear sense of purpose and direction that defines 

organizational goals and strategic objectives and expresses a vision of what the 

organization will look like in the future. A mission provides purpose and meaning by 

defining a social role and external goals for the organization. Goals and Objectives: 

A clear set of goals and objectives can be linked to the mission, vision, and strategy, 

and provide everyone with a clear direction in their work. Vision: The organization 

has a shared view of a desired future state. It embodies core values and captures the 

hearts and minds of the organization‘s people, while providing guidance and 

direction. The Denison‘s model has also categorized the dimensions as; Involvement 

and Consistency to determine the level of Internal Focus, whereas; Adaptability and 

Mission to determine the level of External Focus. Again Mission and Consistency to 

determine the level of Stability, while Involvement and Adaptability to determine the 

level of Flexibility.    

Figure 2. 1 : The Denison Organizational Culture Model Circumflex 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: D.R. Denison, Organizational Culture Survey Facilitator guide           
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Therefore; the researcher was adopted the Denison‘s organizational culture model for 

this research study. As the primary objective of this study was to investigate the 

influence of the organizational culture on employees‘ perception about their 

performance in terms of the Denison‘s four cultural dimensions: Involvement, 

Consistency, Adaptability and Mission.  The reason why this model was preferred is 

that: the Denison Organizational Culture Model describes a theory of organizational 

behavior that links the strength of corporate culture to bottom-line performance and 

also highlights both the need of the employees‘ internal integration and the 

importance of the external adaptation process, providing an opportunity to shape a 

certain cultural profile of the organization. 

                       2.7 Chapter Summary 

This chapter provided review of related literature, theoretical perspectives, empirical 

finding of the studies relevant to the present study and conceptual model of the study. 

These parts include definition of organizational culture, level organizational culture 

and creation of organizational culture.  Empirical finding like relationship between 

overall organizational culture and employees job performance and the relation 

between dependent and independent variable; model of organizational culture and 

types of organizational culture respectively. The chapter presented a conceptual 

framework developed based on the theories and empirical studies reviewed. The 

conceptual framework displayed the hypothesized relationship between the 

independent variable (organizational culture) and the dependent variable (employees
,  

job performance).The chapter finally provided a review of previous empirical studies 

which reported mixed results on the relationship between organizational culture  and 

employees
,
 job performance. 
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                                                       CHAPTER-THREE 

                         3. RESEARCH METHODOLOGY 

                                     3.1 Introduction 

Designing the appropriate research methodology is a pre-requisite in order to conduct 

a good research work. The main objective of this chapter is to explain the framework 

on how the study will carry out. Accordingly, this chapter discusses about the 

methodology by which the researcher will adopt to conduct this study. Thus, 

description of the study area, research design, and population of the study, sampling 

design, source of data & methods of data collection and method of data analysis are 

presented as flows each heading respectively. 

3.2 Description of the Study Area 

The study area for the present study was Debre Berhan, Ethiopia. Debre Berhan is 

the town of North Shewa Administrative Zone in the Amhara National Regional 

State. It is located at the Eastern edge of the Ethiopian highlands. Debre Birhan town 

is found at 130 kms away from Addis Abeba, of Ethiopia and comprises 9 kebeles. 

Debire Birehan Town has a total population of 113,693, of whom 56,995 are men 

and 56,698 are women (CSA DBBO, 2009 E.C). Based on the 2007 national census 

conducted by the Central Statistical Agency of Ethiopia (CSA), the majority of the 

inhabitants practiced Ethiopian Orthodox Christianity, with 94.12% reporting that as 

their religion, while 3.32% of the population said they were Muslim and 2.15% were 

Protestants. Furthermore, the five largest ethnic groups lived in the town were the 

Amhara (90.12%), Oromo (3.94%), Tigrayan (1.81%), Gurage (1.6%), and Argobba 

(1.2%). All other ethnic groups made up 1.33% of the total population. Amharic was 

spoken as a first language by 93.81%, Oromiffa was spoken by 3.04%, and 1.5% 

spoke Tigrigna. The remaining 1.65% spoke all other primary languages.  

               3.3   Research Design 

According to Oso and Onen (2008) research design was the overall plan or strategy 

for conducting or carrying out the research. Burns & Bush (2010) defines a research 

design as ―a blueprint for conducting a study with maximum control over factors that 

may interfere with the validity of the findings‖. For this particular study the 

researcher was employ a descriptive research design. According to Cooper and 

Schindler (2011) descriptive research involves gathering data, describes phenomenon 

and then organizes, tabulates, depicts and describes data collection, in the form of 

graphs, in order to help the reader understand the distribution of data.  
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     3.4. Research Approach  

A research approach may be either deductive or inductive. A deductive research 

approach, which  leads a study from a general to a specific  phenomenon and was 

used in the present study, begins with the development of a theory or a hypothesis 

and later a development of a strategy to test it in a context to verify or reject its 

claims (Creswell, 2003). Thus, a deductive research approach was employed in the 

present study type of research approach as the study had  relational objectives 

involving an independent variable with aspects, namely, gender, age, educational 

background and ethnicity and a dependent variable, this is, employee performance. 

  3.5 Research Method 

For this study a quantitative research method was used pursuant to the relational 

research objectives sated pertaining to the independent variable (EOC) and the 

dependent variable (EJP), which require numerical data for statistical analysis. Yin 

(2013) states that a quantitative research method is suitable for generating statistics 

form a large-scale research though using data collection methods such as 

questionnaires. Therefore, this makes a quantitative research method suitable in this 

study due to the available of large sample size. 

                3.6. Research Strategy 

For this research a descriptive survey research strategy was employed. This strategy 

is a popular and commonly used in business and management research studies to find 

out answers for WH (who, what, and where,) questions. Surveys are popular as they 

allow the collection of large size quantitative or qualitative data from a sizeable 

population in a highly economical way. 

The rationales for using survey research strategy include: firstly, it allows a 

researcher to generalize from a sample to a population so that inferences can be made 

about some characteristic, attitude, or behavior of this population; and secondly, it is 

economical in data collection from a large population and enables a researcher to 

make predictions about attributes and characteristics of a large population based on 

data obtained from a small group of individuals 

3.7 Population of the Study 

According to Bell and Waters (2014) the term population is defined as a total group 

of individuals or units that are of interest to the researcher and individuals at which 

the outcomes of the study can be generalized. The total population of this study 

would be all employees of six branches of commercial bank of Ethiopia in 
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DebreBerehan Town (N=195). This comprised of all categories of employees; entry 

level, junior level and senior level employees of the bank. That the six branches are 

DebreBirehan, Tebassie, Debre Eba, H/Mariam mamo, Lichie and AtseZere‘aqob 

branches of Commercial Bank of Ethiopia in DebreBerehan Branches, Ethiopia. 

Commercial Bank of Ethiopia was selected for this study because it is the most 

dominant bank both in the country and in the study area over the other commercial 

banks in terms of long establishment, number of branches and number of its 

employees. 

Table 3-1 Total Population of the Study in each Branches of CBE in DBB 

S/N Branch Name of CBE Number of Employees in each 

branch 

1 Atse Zere‘aqob Branch 22 

2 Debre Birhan Branch 72 

3 Debire Eba Branch 31 

4 Tebassie Branch 30 

5 Lichie Branch 22 

6 H/Mariam Mamo Branch 18 

Total number of employee‘s 195 

                  Source: HR Department of each branch banks. 

 3.8 Sample Design  

A sample is taking from the populace and then survey is conduct. It is a part of the 

population which is study in order to make inferences about the whole population. 

An adequate sample will have the same characteristics of the population (Zikmund 

2003) and the findings are usually use to make conclusions about the population. So, 

a good sample is minuscule version of the population. A sample design involves 

sampling frame, sampling and sampling technique and sample size dermination. 

 3.8.1 Sampling Frame  

A sampling frame is the list of elements from which the sample may be drawn. A 

simple example of a sampling frame might be a list of all members of an institute or 

workers in a company or a particular type of company. Therefore, a sampling frame 

is a list of members of the population under investigation and is using to select the 

sample (a part of the population or universe of enquiry). However, according to HRD 

of each branch, there are 195 employees in CBE in Debre BerhanTown. Thus, the six 

branches are DebireBirehan, Tebassie, Debire Eba, Lichie, H/Mamo and,  
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AtseZere‘aqob branches of Commercial Bank of Ethiopia in DebreBerehan 

Branches, Ethiopia. 

3.8.2 Sampling and Sampling Techniques  

Sampling is taking any portion of the population as a representative of the whole 

population. It is a process of selecting a number of individuals or objects from a 

population such that the selected group contains elements representative of the 

characteristics found in the entire group (Orodho, 2009). In the present study, 

purposive and simple random techniques were used for reasons given below.  

Firstly, CBE was purposively selected, because it is a pioneer in the banking industry 

and has a large number of employees and branches as well as wide service coverage 

throughout the country.  

Then given this CBE organization history, Debre Berhan was also purposively 

selected as a study area, because of having large number of branches for CBE, large 

number of employees and long establishment history as compared to the other 

commercial banks in the town. CBE has six branches in DBB, namely Atse 

Zere‘aqob, Debre Berhan, Debre Eba, Hailemariam Mamo, Liche and Tebassie were 

selected through purposive sampling technique. Secondly, a simple random sampling 

technique was used to select the sample respondents from the sample population (the 

six branches), as this technique allows sample research respondents to be selected 

based on equal chance with less bias. 

 3.8.3 Sample Size Determination 

According to Denscombe (2014) the sample size refers to the number of elements 

selected from a given population. Hence, simple random sampling technique was 

employed to determine the sample size (i.e. the employee of CBE in DBB). Because 

this method is more appropriate in the survey based research strategy in which an 

inference can be made from sample about a population to answer a research 

question(s) or to meet research objectives. Accordingly, in the human resource 

department of each branch bank, there are a total population (N=195) of employees. 

So, the sample size was calculated using Morgan‘s (1970) sample size calculating 

formula as follows:  

       
 

     
 = 

   

           
               

                 Where:   

o N= total population 
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o n= sample size 

o e= error term, which is 5% (i.e. at 95%) confidence interval. 

The sample size of this study = 131 employees. 

          Table 3.2 Sample Size Proportion as Per each Branch Bank 

S/N Branch Name of CBE Number of Employees Percentage Sample Size 

1 AtseZere‘aqob Branch 22 67.18% 15 

2 DebreBerehan Branch 72 67.18% 48 

3 Debre Eba Branch 31 67.18% 21 

4 Tebassie Branch 30 67.18% 20 

5 Lichie Branch 22 67.18% 15 

6 H/Mariam Mamo Branch 18 67.18% 12 

Total Number of Employees 195 67.18% 131 

              

                     Source: researchers
,
 own survey, 2021 

 As shown in the above table, out of the total population of each branch bank about 

67.18% of the respondents were chosen as sample respondents.  

Note:- 

o percentage=n/N=131/195=67.18% 

o Sample size= no employee x percentage 

                3.9 Sources of Data and Methods of Data Collection 

For this study primary as well as secondary sources of data were adopted. In this 

regard, the sources of data and the methods which used to collect the required data 

are discussed in the following manner: 

                      3.9.1 Sources of Data  
For this study both primary and secondary sources of data were used.  

Primary Data Sources: These types of data are original in nature and collected by 

the first user of the data. Therefore, the researcher gathered such type of data from 

the sample respondent (n=131) of the study, who are currently working in DB 

branches for CBE. 

Secondary Data Sources: These data are available in the form of either published or 

unpublished sources such as journals, articles, library books, internet browsers, other 

studies, reports, etc. Hence, the researcher referred relevant documents such as 

books, published and unpublished materials and journals in order to obtain secondary 

data. 
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3.9.2 Methods of Data Collections 
Depending on the type of information required for the study and taking in 

consideration the purpose of the study, the data gathered were quantitative in nature. 

As such, both primary and secondary data were collected in the study. 

Primary Data Collection Methods: Primary data were collected directly from the 

participants through the use of self-administered questionnaire adopted from 

previous studies relevant to the current study and modified by the researcher.  

Secondary Data Collection Methods: The secondary data were gathered from 

secondary sources through reviewing both published and unpublished documents 

such as   books, articles, reports and other publication.  

3.10. Data Collection Instrument 
A questionnaire with close-ended questions was used as data gathering instrument. 

The questionnaire was adapted from previous studies relevant to the present study 

and modified by the researcher. The questions in the questionnaire were modified in 

order to obtain data pertaining to the research objectives (general and specific 

objective) and the research questions. The questionnaire had three sections. The first 

section contained four multiple-choice questions regarding demographic information 

of the respondents.  

The second section had thrity five likert scale questions concerning respondents‘ 

information on organization culture (i.e., involvement, consistency, adaptability and 

mission). These questions were designed in statement form with a five point Likert 

scale format ranging from lowest to highest (strongly disagree (1), disagree (2), 

neutral (3), agree (4) and strongly agree (5)). The Likert Scales were used in the 

study on the assumption that Likert scales produce interval data and justify a wide 

range of statistical calculations, including averages, frequencies and correlations. The 

third section comprised ten questions about respondents‘ information on employees
,
 

job performance. These questions were designed, To a very great extent (1), To a 

little extent (2), To some extent( 3),  To a great  extent (4)  and To  very great extent 

(5) for dependent variable.  

Generally, a questionnaire with structured questions was used as a convenient data 

gather instrument in the study, because it is the only possible way to reach a large 

number of respondents and it ensures unity and consistency of the information 

collected. 
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3.11 Data Quality Assurance  

In order to check the quality of the data collection instrument, the researcher was 

conducted a pilot study. By doing this the instrument of the study assure in 

accordance with reliability and validity. 

3.11.1 Pilot Test 

Pilot-testing was carried out before administering the questionnaires to the 

respondents. Pilot-testing aims at determining the reliability and validity of the 

research tools including the sequence, wording and structure of the questions. This 

pilot study on the data gathering instrument was carried out by administering the 

sample questionnaire to those who did not participate in the study. Therefore, the 

pilot-test was conducted on 13 CBE employees working in Debre Berhan branch 

which is 10% of sample 131 employees. These respondents were chosen using 

simple random sampling method. After collecting data from these respondents, 

necessary revisions were made on certain questions included in the questionnaire 

based on the respondents‘ feedback given in order to ensure the validity and 

reliability of the questionnaire.   

   3.11.2  Reliability Analysis 
Reliability analysis is very important in research and is widely used to measure the 

accuracy of the study. So, reliability was conducted via pre-testing the questionnaire 

with a randomly selected sample of 13 employees working in Debre Berehan 

branches for CBE which is 10% of sample size in 131. To measure the internal 

consistencies and stability of the constructs, namely, involvement culture, 

consistency culture, adaptability culture, mission culture and employees
,
 job 

performance, Cronbach‘s Alpha coefficient was applied.  

The alpha value ranges from (0 to 1), when the value of alpha increases, the 

reliability also increases. According to Dennick and Takavol (2011), Cronbach‘s 

Coefficient Alpha value above 0.7 is a commonly acceptable for adequate reliability. 

In the present study, the minimum reliability coefficient was 0.726, which is the 

coefficient of mission culture; while the coefficient of the other constructs was above 

this point. Hence, the reliability result of the study was thus in line with the minimum 

cut-off point (i.e., 0.7). Furthermore, Table 4.1, presents the Cronbach‘s Alpha 

Coefficient values of the five constructs, namely, involvement culture, consistency 

culture, adaptability culture, mission culture and employees
,
 job performance. 
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For this study, the researcher developed a total of 5 constructs with 45 items. These 

45 items of 5 constructs were measured by reliability test. The Alpha coefficient was 

used to test the internal consistency and stability of the items. Involvement culture, 

Consistency culture, Adaptability Culture, Mission culture and employees
,
 job 

performance were measured by using 9, 8, 9, 9, and 10 items respectively and they 

had a Cronbach‘s reliability alpha of 0.753, 0.739, 0.802, 0.726 and 0.786 

respectively. Furthermore, the coefficient alpha for the construct of adaptability 

culture falls under a very good reliability, while the other constructs fall under a good 

reliability. . 

       Table 3. 3: Cronbach's Alpha, Reliability Statistics 

S/N Constructs Cronbach's Alpha N of Items Level of Reliability 

1 Involvement culture .753 9 Good reliability 

2 Consistency culture .739 8 Good reliability 

3 Adaptability culture .802 9 V.Good reliability 

4 Mission culture .726 9 Good reliability 

5 Employees
,
 Job Performance .786 10 Good reliability 

 

                 Source: researchers
,
 own survey(2021) 

        3.11.3 Validity Analysis 

According to Mugenda and Mugenda (2003), the term validity refers to the accuracy 

or truthfulness of the measurement items. Moreover, there are two types of validity 

(content validity and face validity). Face validity refers to probability that a question 

is misinterpreted or misunderstood. On the other hand, content validity also refers to 

logical validity and the degree to which a measure depicts all facets of a given social 

construct.  

In this study, the content validity was improved by using the opinions of the research 

supervisor and senior students. The face validity of the research instrument was also 

improved via a pilot test, and thereby revising unclear and ambiguous questions. As a 

result, the items were properly designed to measure the respective variable and its 

underlying constructs. 
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                3.12 Time Horizon 

In terms of time horizon, a research design can be classified as longitudinal and 

cross-sectional. A cross-sectional study examines a particular phenomenon at a 

specific period of time (Saunders 2011). Conversely, a study may be longitudinal 

where a particular phenomenon is studied at different periods of time. Accordingly, 

the present study was typically cross-sectional because data were collected from a 

cross section of employees of CBE in DBB once and not for different periods of 

time.  

According to Creswell (2013), a cross sectional research design is used to obtain a 

representative sample by taking a cross section of the population of employees 

within an organization. In the light of this, as the purpose of the present study was to 

investigate the relationship between the independent variable (i.e., involvement, 

consistency, adaptability and mission) and the dependent variable (i.e., employees
,
 

job performance), a cross-sectional research design was found more convenient over 

a longitudinal design. 

              3.13 Measurements of Variables 

According to Kumar (2011), a variable is simply any concept or perception that is 

capable of being measured. From this perspective, Kumar lists three types of 

measures for variables as follows: 

Nominal: Nominal measures differences in kind such as gender (male or female). It 

is used to classify objects into groups according to its kind. In the present study, the 

questionnaire contained nominal constructs, namely, gender, work experience and 

position of the respondents. 

Ordinal: Ordinal refers to the measurement of a variable through which the subjects 

are compared in an order. The ordinal scale measurement assigns objects a name and 

also places them in orderly scale. In the present study, age and educational 

background of the respondents were measured on an ordinal scale.  

Scale: Scale is commonly used for studies that make use of questionnaire in order to 

scale responses to questions in a survey. This measures the attitudes of respondents 

allowing them to indicate their opinion either they strongly agree or strongly disagree 

with the statement (s) on the questionnaire. The second and third sections of the 

questionnaire contained items all measured using a likert scale such as strongly 

disagree (1), disagree (2), neutral (3), agree (4) and strongly agree (5) and To a very 

great extent (1), To a little extent (2), To some extent ( 3),  To a great  extent (4)  and 

To  very great extent (5) for dependent variable. 
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3.14 Methods of Data Analysis 

In this study, both descriptive statistics and inferential statistics (correlation and 

multiple regressions) were used to analyze data collected from the respondents. 

These methods of data analysis were described as follows: 

                 3.14.1 Descriptive Analysis 
Descriptive statistics has to do with presenting data in tables, charts and diagrams 

and also calculating frequency, percentage, and correlation. In the present study, a 

descriptive method was used for describing the respondents‘ demographic 

characteristics in terms of frequency and percentage. 

3.14.2 Correlation Analysis 

Cronbach‘s Alpha was used to test reliability of the research instrument. The 

hypotheses were tested using Pearson Correlation Coefficient (r) to analysis the 

relationship between the independent variable (organizational culture) and the 

dependent variable (employees
,
 job performance). For this purpose, the Statistical 

Package for Social Sciences (SPSS) software (version 23) was used.  

3.14.3 Model Specification 
Multiple regression analysis is used to understand how one or more predictor 

variables influence the independent variable. That is, this analysis enables to 

understand the extent that the independent variables affect the prediction of the 

dependent variable. Thus, a multiple regression model was used in the present study 

to investigate the effect of organizational culture on employees
,
 job performance. In 

this regard, organizational culture is the independent variable while employees
,
 job 

performance is the dependent variable. The multiple regression equation for 

predicting the dependent variable (EJP) can be expressed as follows: 

                  EJP= α + β1IC +β2CC +β3AC + β4MC + ε 

                                              Where: 

 EJP) =Employees
,
 Job Performance (Dependent Variable) 

 α = Intercept /Constant/ 

 β1, β2,β3 and β4= Coefficient of Independent Variable     

(OC) or Beta Coefficient 
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 IC = Independent Variable (involvement culture) 

 CC = Independent Variable (consistency culture) 

 AC= Independent Variable (adaptability culture)   

 MC = Independent Variable (mission culture)  

ε = Error Term (residual term that includes the net effect of other factors not in the 

model and measurement errors in the dependent and independent variables). 

Hypothesis testing was carried out using multiple regression statistics. The structured 

questionnaire used Likert scale in order to obtain research participants preference of 

agreement on the given statements. The participants indicated one of the choices 

given in order to tell their level of agreement. To present the data efficiently, the 

researcher assign value to each response allowing it to represent a single character. 

  3.15 Ethical consideration 

Before the research was conducted, the researcher informed the respondents about 

the objective and benefits of the study. The respondents were also told about the 

confidentiality of data gathered from them, and as such, the data were only used for 

the issue under investigation. Moreover, they were informed they were kept 

anonymous in data analysis and reporting. By do so, consent to willingly participate 

in the study was confirmed by the respondents.   

     3.16 Chapter summary  

The chapter outlined the methods that were used in collecting data. Furthermore, the 

chapter explained ways in which the obtained information was arranged and analysed 

using what tools. All in all, the chapter gave an exposition of the processes adopted 

to reach a scientific conclusion about the effect of organizational culture on 

employees
,
 job performance in commercial bank of Ethiopia at Debire Birehan 

Branches. 
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                         CHAPTER FOUR 

4. DATA PRESENTATION, ANALYSIS, DISCUSION AND 

INTERPRETATION 

                 4.1 Introduction 

This chapter covers about the findings by presenting the quantitative analysis of the 

data obtained from the   questionnaire survey in order to test the effect of 

organizational culture on employees
,
 job performance in CBE at Debrebirhan 

branches. First, preliminary analysis (screening the data prior to analysis) is carried 

out to some issues such as missing data (outliers), respondents profile, distribution of 

gender, age, experience, education, position, normality, multicollinearity, linearity 

and homoscedasticity. Then next to this, descriptive and inferential statistics  have 

been used to present and interpret the findings of the study. The findings relate to the 

research questions and objectives that guided the study. Data was analysed to 

identify, describe and explore the relationship between dependent (organizational 

culture) and independent variable (employees
,
 job performance) in Commercial Bank 

of Ethiopia, Debrebirhan Branches. 

                4.2 Missing Data and Outliers / Incompletely Filled Questionnaire  
 

Missing values in statistics occur when no data has been entered under a variable that 

is being observed.  The missing data can have a significant effect on the conclusions 

that might be drawn from the data. Roystonn (2004) postulates that statisticians have 

become increasingly aware of the inadequacy of complete-case analysis of data sets 

with missing observation. The missing values problem has become a common 

occurrence in some instruments especially self-reporting instruments (Mahembe, 

2014). So, for this reason in order to detect missing data and outliers statistical 

package for social sciences 23 was used. Through this method the researcher can be 

able to detect both missing data and outliers which are 5 participant sample data. So 

the researcher uses 120 sample sizes to conduct the descriptive analysis. 

     4.3 Response Rate 

To conduct the research 131 questionnaires were distributed to the respondents. Out  

of 131 distributed questionnaires 125(95.42%) were collected while 6(4.58%) of the 

questionnaire remained uncollected, and 5 (3.82%) are missing data and outliers. So 

the researcher
‘
s used 120(91.60%) response of respondent. 
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4.4 Response Rate and Demographic Data 

 The main objective of this study was to investigate the effect of organizational 

culture on employee‘s job performance in commercial bank of Ethiopia Debrebirhan 

branches. In Debrebirhan town there are six branches. In these branches there is 

about 195 employees from which 131 sample respondents has been selected after 

selection of all branches in Debrebirhan town. Out of 131 distributed questionnaires 

125 questionnaires has been filled and collected effectively. Whereas, 11 

questionnaires of which 5 could not filled completely and 6 were not collected 

.Consequently, collection rate was 95.42 %.  

                     4.4.1 Participant’s Profile  
As we see from the data, the gender distribution of the participants indicates that 

93(77.5%) are males whereas 27(22.5%) are females. This shows that the numbers of 

females are less than that of males in commercial bank of Ethiopia in Debrebirhan 

branches. Their distribution depicted as follows below. On the other hand the age 

distribution of the respondents indicated in the following table. According to the 

table shown below, 15 (12.5%) respondents found in the age 18-25, 83(68.17%) in 

the age 26-40, 15(12.5%) in the age 41-55 and 7(5.83%) above 56 years old. 

Meanwhile, when we see the respondent‘s level of education the table below shows 

that 88(73.33%) are bachelor degree, and 32(26.67%) are masters holders. There are 

no certificate, diploma and doctorate degree holders in questionnaire respondents in 

six branches at Debreberhan town. Because of the bank has only bachelor degree and 

masters holders at  time the researchers
,
 conducted. 

Moving on to work experience, the length of service that 13(10.83%) are less than 

two years, 39(32.5%) are 3-5 years, 48(40%) are 6-10 years and 20(16.67%) are 

more than 10 years old. In terms of position CBE in DBT has 24(20%) are junior 

officer, 77 (64.17%) are officers, 13(10.83%) are senior officers and 6(5%) are 

management staffs.  In regard to respondents process/sub-process in the bank the 

following table shows that 44(36.67%) are consists of front maker, 23(19.17%) are 

back maker, 13(10.83%) are internal auditors, 6(5%) are branch operations, 6(5%) 

are business managers, 22(18.33%) are customer service manager/CSM/ and 6(5%) 

are ATM re-communicators in six branches of Debrbirhan Branches.         
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4.4.2 Demographic Characteristics of Respondents 

For this study, this section summarizes demographic characteristics of the 

respondents such as gender, level of   education, and year of experience. The purpose 

of the demographic analysis in this research is to describe the characteristics of the 

respondent such as the proportion of males and females, education level, Work 

Experience, age, job position, and process/sub-process and demographic 

characteristics of the respondents are presented in the figer below. 

  4.4.3 Gender Distribution of Respondents 

As it shown in figer  4.1 below, the data provides gender profile of respondents by 

frequency and Percent. The results revealed that out of 120 respondents, 93(77.5%) 

of the respondents were males and 27(22.5%) were female respondents. In this study 

compare to female employees more of the respondents are male employees. Gender 

is considered as an important attribute while reviewing the employee performance 

variations between men and women as they have different perceptions on 

organizational culture and its effect on performance.        

 

 

 
                                           male                                             female 

  

                                                Source: researcher own survey (2021)               

 

                                      Figer 4.1 gender  distribution of respondents 

 

93 

27 
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4.4.4 Educational level of Respondents 

The level of education of respondents in the below figer 4.2  indicated that from 120 

respondents 88(73.33%) of the respondents was employees who are bachelor degree 

holders, 32(26.67%) was employees who have master‘s degree. The result indicates 

that most of the employees were bachelor degree holders. And this pertains a good 

opportunity for the bank as this workforce is can easily adapt new changes, 

technological innovations and flexible and trainable mind-set so that the bank can 

have an opportunity to create a strong organizational culture. In addition to this, the 

rest of employees were master degrees which was also an additional effort to the 

bank to accept and brainstorm new organizational culture to increase job 

performance of banks.  

 

   

                                                Bachelor degree                        master degree 

 

                                       Source: researcher own survey (2021)     

                                         Figer 4.2  level of education of respondent 

88 

32 
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               4.4.5 Distribution of Years of Experience of respondents 

Figer 4.3 below shows that, 13(10.83%) respondents have experience less than two 

years, 39 (32.5%) of the respondents have from 3 to 5 years of experience, 48(40%) 

of the respondents have a range of 6 to 10 years of experience and 20(16.67%) of the 

respondents are more than 56 years. The result indicates that majority of the 

employees are within the range of 5 to 10 years‟ experience. This implies that most 

of employees were long service years those create to adapt good organizational 

culture in the bank .  

 

                    Less than 2 years   3-5years        6-10years    more than 56 years        

                                    Figer 4.3 Length of service/year service respondenrs 

                                             Source: researcher own survey (2021) 

                 4.4.6 Age Distribution of the Respondents 

The respondents were categorized into their age level in order to gauge their attitudes 

towards effect of organization culture with respect to their age categories. As seen in 

figer 4.4 below, 15(12.5%)  of the respondents  fell within the age category of 18-25, 

while 83 (69.17%) of them were within the age category of 26-40 years old, 

15(12.5%)  respondents under the category 41 to 55 and the remaining 7 (5.83%) of 

them fell within the age category of more than 56 age category. This result revealed 

that most of the respondents were within the age category of 26-40 years old and this 

means that the major organizational culture affect in CBE in DBT branches were of 

the youth, which is also known as productive age or high job performance in the  
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bank that means the bank is composed of young workforce with a capability to bring 

the desired corporate culture at CBE. And  also, a young workforce is attributed to 

involvement culture and performance oriented, accepting challenging assignments 

and who adopts constant changes was characterized by this age group.  

 

 

                                                 18-25 yr       26-40 yr          41-55 yr    more than 56 yr 

                                                          Figer 4.4  Age Distribution of the Respondents 

                                   Source: researcher own survey (2021) 

                     4.4.7 Job Position Distribution Of Respondents 
 

In figure 4.5 below, In terms of  job position CBE in Debrebirhan Branch has 

24(20%) are junior officer/JO/, 77 (64.17%) are officers/O/, 13(10.83%) are senior 

officers/SO/ and 6(5%) are management staffs /MS/. This implies that CBE in 

Debrebirhan Branch the majority of employees are officers which creat increase the 

performance of  organozation, customer focus  and highly in creat change. 

 Figer 4.5 Job Position Distribution Of Respondents 

 

83 

15 

7 

15 



53 
 

 

 

 

                             SO                         JO                     O                    MS                                

                         Source: researcher own survey (2021) 

     4.4.8 Process / sub-process of respondents  

In Tabble 4.1 below, In regard to respondents process/sub-process in the bank the 

following figer  shows that 44(36.67%) are consists of front maker, 23(19.17%) 

are back maker, 13(10.83%) are internal auditors, 6(5%) are branch operations, 

6(5%) are business managers, 22(18.33%) are customer service manager/CSM/ 

and 6(5%) are ATM re-communicators in six branches of Debrebirhan branches. 

This implies that the majority of employees in CBE at Debrebirhan branches are 

front maker those employees work infront of their customer or perform their 

activities near to mirror. Their day today activities are receive, Pay and transfer   

financial / monetary jobs. Table 4.1 Process/sub-process of respondents 

Process Frequency    Percent     Cumulative Percent 

 Front maker 44 36.67% 36.67% 

 Back maker 23 19.17% 55.84% 

 Internal auditer 13 10.83% 66.67% 

 Branch operations 6 5% 71.67% 

 Business manager 6 5% 76.67% 

 Customerservice manager 22 18.33% 95% 

 ATMre –communicators 6 5% 100.0 

 Total 120 100.0  

               Source: researcher own survey (2021) 
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               4.5  Descriptive Results 

 

The descriptive statistics was used for the analysis the distribution of respondents 

based on the branch banks in which they worked and the demographic characteristics 

of the respondents working in DBT branches for CBE. The features of the sample 

and the responses to the questions relating to the objectives were determined using 

descriptive statistics in the form of frequencies and percentages.  

 4.5.1 Distribution of Respondents in CBE at DebreBerhan 

Branches 
 

As the researcher study in above detail discussions, presents the number of 

employees who participated in the study in their respective branch bank and who 

filled in the questionnaire correctly. As seen in Table 4.2 below, the majority of 

participants 42 (35%) were from Debre Berhan branch, followed by 20 (16.67%) 

participants from Debre Eba branch. The remaining 58 participants were from the 

four branch banks; that is, 14 (11.67%) participants from AtseZere‘aqob branch, 

14(11.67%) participants from Lichie Branch , 12 (10%) participants from H/Mariam 

Mamo Branch whereas 18 (15%) participants from Tebassie branch.  

   Table 4. 2:distribution of the respondents in CBE at DBB 

 

S/

N 

CBE Branch at DBT Frequ

ency 

Percent (%)  Cumulative Percent (%) 

1 AtseZere‘aqob Branch 14 11.67 11.67 

2 Debre Berhan Branch 42    35   46.67 

3 Debre Eba Branch 20 16.67    63.34 

4 Tebassie Branch 18 15 78.34 

5 Lichie Branch 14 11.66    90 

6 H/Mariam Mamo Branch 12     10   100 

Total Number of respondent 120     100  

    

Source: Researcher‘s own survey, 2021 
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4.6 The Discusion Of Organizational Culture Dimensions and      

Employees, job performance 
Descriptive statistics of the results include mean scores and standard deviations of 

organizational Culture and employees
,
 job performance was done on the data 

received from the 120 respondents to show their perceptions of the organizational 

culture and employees‘ job performance dimensions. The means and standard 

deviations of the dimensions of the Denison organizational culture survey instrument 

are presented in table 4.3 below. 

      Table 4. 3: Mean Scores for the independent variables  

                                    Descriptive Statistics                           

 N 

Minim

um 

Maxi

mum Sum Mean 

Rank by 

Mean Std. Deviation 

Involvemnt 120 1.22 4.22 316.00 2.6333 4 .65815 

Consistency 120 1.00 4.25 345.70 2.8808 2 .69330 

Adaptability 120 1.00 4.33 316.17 2.6347 3 .70105 

Mission 120 1.00 4.33 356.78 2.9731 1 .71777 

Valid N(listwise) 120       

        

         

 Source: Researcher Own Survey data (2021) 

The results indicate that the means for the dimensions of the Denison organizational 

culture Survey ranged from a low of 2.6333 / involvement culture/  to a high of 

2.9731 /mission culture/. Mission culture has the highest mean score of 2.9731, 

which is the highest among the other organizational cultures. This result indicates 

that most respondents perceived their organization has mission culture. The second 

organizational culture trait which is perceived by respondents is consistency culture 

which has a mean score of 2.8808.  

The third organizational culture trait which is recieved by respondents is adaptability 

culture which has a mean score of 2.6347. Lastly, compare to other organizational 

culture traits the least popular organizational culture accepted by the respondents is 

involvement culture which has the mean score of 2.6333, which is above average but 

it is lowest mean score which implies the respondents least percived. From the data 

collected, most respondents from Debrebirhan branches perceived their organization 

had a mission culture and all mean score of independent variables has above average 

mean score. Descriptive statistics also provide some information concerning the  
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distribution of scores (skewness & kurtosis). Skewness gives an indication of the 

symmetry of the distribution; a skewed variable is a variable whose mean is not in 

the middle of the distribution, while Kurtosis, on the other hand, provides 

information about the peakness of a distribution; distribution can be too peaked (will 

show short, thick tails) or too flat (will show long, thin tails) (Tabachnick & Fidell, 

2007). The values of skewness and kurtosis should be 0 in a normal distribution of 

data, where the further the value of the variable is from 0, the more likely the data are 

not normally distributed, additionally its value has its related standard error 

(Tabachnick & Fidell, 2007). However, the values of the skewness and kurtosis are 

not in themselves formative but have to be converted to the score values to 

standardize them so any scores that were originally measured in different units can 

be compared (Tabachnick & Fidell, 2007).  

However, these tests are very sensitive to large sample size (n more than 120) and it 

is recommended to inspect the shape of the distribution and visually look at the 

values of skewness and kurtosis statistics rather than calculate their significant 

(Tabachnick & Fidell, 2007).  most of the variables skewness and kurtosis statistics 

is not far from zero so the researcher conclude that the data are normally distributed. 

With respect to the dimensions of the Organizational Culture Survey,  indicates that 

the means for the dimensions of involvement (empowerment, team orientation, 

capability development), consistency (core values, agreement, coordination and 

integration), adaptability (creating change, customer focus, organizational learning) 

and mission (strategic direction and intent, goals and objectives and vision), amongst 

personnel employed in the Commercial Bank of Ethiopia, Debrebirhan Branches at 

which the research was undertaken ranged from a low of 2.06 to a high of 3.15. 

Employees rated agreement, coordination and integration and creating change goals 

and objectives the highest scores(3.15, 3.13 and 3.10) respectively.  

The lowest rated dimensions were creating change, core value, capability 

development and team orientations are low score means(2.06, 2.45, 2.50 and 2.66) 

respectively. Results for the dimension involvement indicated that the highest mean 

value was that of agreement (mean = 3.15) while the lowest value related to creating 

chamge (mean = 2.06). This indicates that employees agreed more strongly with 

respect to agreement as an important component of organizational culture. This is 

significant as studies have found that health care cultures that emphasize employees‟ 

positive impact on the decisions and teamwork have been associated with greater 

implementation of continuous quality improvement practices (Scott et al., 2003).  
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With regards to consistency, the dimension rated highest in terms of the instrument 

relate to agreement (mean = 3.10) while creating change was rated the lowest 

(mean= 2.06). The findings of this study are analogous to research conducted by 

Denison (2006). The employees rated agreement the highest in the consistency trait 

indicating that the primary purpose of the organization is to maintain the agreement 

regarding the right way and way to do things. 

In terms of the adaptability dimension, employees rated agrement highly with respect 

to organizational culture (mean = 3.15) while the lowest value related to 

organizational learning (mean = 2.06).This is similar to findings found by Price 

(2003) where employees rated creating change highly which indicated that they felt 

that they were rewarded or respected for finding new and better ways of doing 

things, they are able to quickly adapt and they felt that change is met with resistance 

in the organization meeting the needs andexpectations of their customers. However, 

employees rated organizational learning low which indicated that they were not 

encouraging innovation together with seeing failures as an opportunity. With regard 

to the dimension mission, the dimension rated strongest is that of vision (mean = 

3.23), while the lowest value corresponds to  creating change (mean= 1.67).thus in 

summary, depicts that employees at the Commercial Bank of Ethiopia,Debrebirhan 

branches  perceived empowerment, agreement, and core value more positively. They 

however, perceived costumer focus, creating change and capability development less 

positively. 

   4.7 Correlation Analysis Of Independent and Dependent 

Variables 
A correlation analysis was conducted between the independent and dependent 

variables of the study to infer and understand the nature of the relationship between 

the variables. The correlation analysis helped to determine the relationship between 

the independent variables (i.e., involvement, consistency, adaptability and mission) 

and the dependent variable (i.e., employees‘ job performance). The Pearson 

Correlation Coefficient was used to show the direction, strength and significance of 

the relationship among independent and dependent variables. The researcher also 

made use of a Statistical Package for Social Sciences (SPSS) software version 23 to 

fully analyze the data by coding the items and entering them into the SPSS for 

analyses. Table 4.4 below presents the rule of thumb for correlation coefficient 

between variables. 
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Table 4. 4: The Rule of Thumb for Correlation Coefficient 

     

S/N 

Coefficient 

Range 

Strength of Association 

1 ±0.91 - ± 1.00 Very strong 

2 ± 0.71 - ± 0.90 High 

3 ± 0.41 - ± 0.70 Moderate 

4 ± 0.21 - ± 0.40               Small but definite 

relationship 

5 ± 0.01 - ± 0.20 Slight, most 

negligible 

  Source: Weiliang et al. (2011) 

Therefore, using the Table 4.4 and the SPSS output of the questionnaire, the 

following results of the independent variables (i.e., involvement culture, consistency 

culture, adaptability and mission culture) and the dependent variable (employees
,
 job 

performance) is going to be discussed in detail as flow. The following table presents 

the correlation between the independent and dependent variables. The correlation 

analysis conducted to know the relationship between organizational culture and 

employees
,
 job performances in CBE in Debreberhan Branches. The correlation 

analysis undertaken here assists to know the relationship between organizational 

culture and employees job performance.  

The researcher used Pearson correlation analysis to find out whether dependent 

variable employees job performance is correlated with each independent variable 

includes involvement, consistency, adaptability ,and mission, or not. Correlation is a 

parametric technique which gives a measure of the strength of association between 

any two variables. Cramer (1998) has suggested the following guidelines: r =0.10 to 

0.29 is weak relationship; r = 0.30 to 0.49 is medium correlation and r = 0.50 to 1.0 

is strong relationship among variables. If there is too much correlation, value greater 

than 0.9, it means absolute correlation and significant less than 0.05 is significant and 

above 0.05 values is insignificant. As Cramer, Pearson‘s correlation is the ratio of the 

variance shared by two variables. These results are presented in table 4.5 below.  
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Table 4. 5:  Correlation Matrix between Organizational Culture and Employees
,
 job 

Performance 

     

Variables   

 

 

 

  

Involvement 

 

Consistency 

 

 

Adaptability 

 

 

Mission 

 

 

Employees  

Job 

Performance 

Involvement Pearson Correlation    1     

Sig. (2-tailed)      

Consistency Pearson Correlation .651
**

 1    

Sig. (2-tailed) .000     

Adaptability Pearson Correlation .666
**

 .648
**

 1   

Sig. (2-tailed) .000 .000    

Mission Pearson Correlation .659
**

 .852
**

 .683
**

 1  

      Sig. (2-tailed) .000 .000 .000   

Employees Job 

Performance 

Pearson Correlation .086 .353
**

 .216
*
 .326

**
 1 

Sig. (2-tailed) .351 .000 .018 .000  

 

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

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

  c. Listwise N=120 

source: researchers
,
 own survey (2021) 

 

              4.7.1  The Relationship between Involvement Culture and Employees,, job     

performance 

As we can observe in the table 4.5, there is possible to say that here is substantial 

relationship between employees
,
 job performance and organizational involvement 

culture(r=0.086, n=120,  p=0.351). This indicates that employee‘s job performance 

score of CBE at Debreberhan Branch correlated with organizational involvement 

culture score at 0.086. That is, employees
,
 job performance score weak correlated 

with organizations involvement culture have positive relation though it is substantial 

and weak relation between involvement and employees
,
 job performance. The 

positive relationship between involvement culture and employees
,
 job performance 

shows that employees  job performance increases with increases involvement culture 

increase or vice versa. 
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4.7.2 The Relationship between Consistency Culture and Employees job 

performance 

As we can observe in the table 4.5, there is possible to say that here is substantial 

relationship between employees
,,
 job performance and organizational consistency 

culture(r=0.353, n=120,  p=0.000). This indicates that employee‘s job performance 

score of Commercial Bank of Ethiopia Debreberhan Branches correlated with 

organizational consistency culture score at 0.353. That is, employees
,
 job 

performance score medium correlated with organizations consistency culture have 

positive relation though it is substantial and  medium relation between involvement 

and employees
,
 job performance. The positive relationship between consistency 

culture and employees
,
 job performance shows that employees

,
 job performance 

increases with increases consistency culture or vice versa . 

4.7.3 The Relationship between Adaptability Culture and Employees job 

performance 

 

As we can observe in the table 4.5, there is possible to say that here is substantial 

relationship between employees
,
 job performance and organizational adaptability 

culture(r=0.216, n=120,  p=0.018). This indicates that employees job performance 

score of CBE Debreberhan Branch correlated with organizational adaptability culture 

score at 0.216. That is, the positive relationship between consistency culture and 

employees
,
 job performance shows that employees

,
 job performance increases with 

increases adaptability culture or vice versa . 

4.7.4 The Relationship between Mission Culture and Employees job performance 

 

As we can observe in the table 4.5, there is possible to say that here is substantial 

relationship between employees job performance and organizational mission 

culture(r=0.326, n=120, p=0.000). This indicates that employee‘s job performance 

score of CBE Debreberhan Brannch correlated with organizational mission culture 

score at 0.326. That is, employees
,
 job performance score correlated with 

organizations mission culture have positive relation though it is substantial. 

 As we can observe in the above table, there is possible to say that here is substantial 

relationship between employees job performance and organizational involvement, 

consistency, adaptability and mission culture (r=0.086, n= 120, p=0.351, r =0.353, 

p=0.000, r = 0.216, p= 0.018  and r=0.326 , p=0.000)  respectively. 
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This can be interpreted as employees‟ job performance score correlated with 

organizations culture. In sum, each of the four organizational cultural components 

named involvement, consistency, adaptability and mission are positively associated 

with employees‟ job performance and involvement culture  has weak relationship 

with employees‖ job performance while adaptability, consistency and mission 

culture have medium relation ship with employees
,,
 job performance. Based on this 

result we can say that there is sufficient evidence to accept the fact that employee‟ 

job performance is determined by the organizational culture in CBE Debreberhan 

branches. Therefore, consistency, adaptability and mission culture  variable have 

positive and statistically significant relationship with  dependent and independent 

variables but involvement culture has statiatically insignificant. 

              4.8 The Effect of Organizational Culture on Employees, job performance 

Regression models used in an explanatory study where researcher is interested in 

predicting the value of dependent variable based on the value of independent 

variable. The regression analysis according to the number of variables the researcher 

interested to investigate the analysis methods are different. If a study has one 

dependent and one independent variable the analysis is simple linear regression 

while, in the case of more than one independent variables in the study researcher has 

to make use multiple regression models (Anderson, 2011). Therefore, for the purpose 

of this study multiple linear regression analysis employed to examine the effects 

involvement culture, consistency culture, adaptability culture and mission culture on 

employees‟ job performance of Commercial Bank of Ethiopia, Debreberhan 

Branches. Before going to multiple regressions, test results on the assumptions of 

multiple linear regressions are presented as follows. 

              4.8.1 Assumption of Multiple Linear Regressions Test 

The researcher carried out analysis for multiple regression assumptions to ensure that 

the data violated none of the multivariate assumptions. As such, the researcher tested 

for linearity, normality, multicollinearity and homoscedasticity whose results are as 

shown below. 

               4.8.1.1 Test of Multicollinearity 

Multicollinearity refers to the statistical phenomenon in which there is an existence 

of a perfect or exact relationship between the predictor values (Joshi, 2012). When 

there is a perfect relationship it deems it difficult to come up with reliable estimates 

of their individual estimates.The multicollinearity can be analysed through the 

Variance Inflation Factor (VIF) which is aimed at measuring the impact of  
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collinearity among the variables in a regression model. Values of VIF that exceed 10 

are often regarded as indicating multicollinearity (Pallant, 2010). The Variance 

Inflation Factor is equals to 1. The analysis of the following table 4.6 shows that all 

the variables had a VIF value greater than 1 and less than 4 and tolerance value 

greater than 0.1. This suggests that there were no apparent multicollinearity 

problems. This means that there was no variable in the model that measured the same 

relationship /quantity as was measured by another variable or group of variables. 

Based on the result, there was no co-linearity problem in the predictive variables of 

this study.  

                Table 4. 6: The Coefficient of Correlation among the Independent Variable 

                                                                 Coefficients
a
 

     Model  

Collinearity Statistics 

Tolerance(1/VIF) VIF 

1 Involvement culture 
 .464 

2.155 

 

 Consistency culture 
 .258 3.878 

  
 
  

Adaptability culture .447 2.237 

 Mission culture 
 .240 4.171 

a.   Dependent Variable: Employees
,,
 job performance 

         Source: researcher own surevy(2021) 

    4.8.1.2 Test of Linearity 
The other assumption is the linearity of the relationship between dependent and 

Independent variables, which represents the degree to which change in the dependent 

variable is associated with the independent variable (Hair, 2006). In other words, the 

relationship between the two variables should be linear. This means that when one 

looks at a scatter plot of scores a straight line (roughly) should be seen, not a curve 

(Pallant, 2007). Linearity is checked using scatter plots and results are satisfactory 

and the all variables relationships are positive. 

 

 

 

 

 



63 
 

 

 

 

 

Figure 4. 7: Testing the linearity of dependent( organization culture) and 

independent( employees job performance) variable: 

 

 

 

 

 

 

 

 

 

 

                              Source: researcher own Survey (2021) 

                          4.8.1.3 Test for Homoscedasticity 

Homoscedasticity reflects the presence of equal variances, where, the variability in 

scores for variable X should be similar at all values of variable Y. This can be 

ascertained through checking the scatter plot where a fairly even cigar shapes should 

be shown (Pallant, 2007). It is important because the variance of the dependent 

variables should be equally dispersed across the range of the independent values to 

allow a fair analysis of the relationship across all values (Hair, Black, Babin, Ralph 

& Ronald, 2006). None of the individual relationships between the 

independent/dependent variable indicate a violation of homoscedasticity (cone or 

diamond shapes) and all relationships showed a roughly cigar shape. 

               Figure  4. 8 :Test of Normality Distribution: 
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                       4.8.1.4 Test of Normality Distribution  

                  A. In Normal Q-Q Plots 

    The normality issue, normality is used to describe a symmetrical, bell-shaped curve, 

which has the greatest frequency of scores in the middle, with smaller frequencies 

towards the extremes (Pallant, 2007). Univariate normality for the individual 

variables can be tested by reviewing the graphs such as histogram, and normal 

probability plots (Hair et al., 2006; Tabachnick & Fidell, 2007; Pallant, 2007). 

Frequency histograms can also be used for assessing normality, particularly with the 

normal distribution as an overlay (Griffith, 2010). It there is regularly a pileup of 

values near the mean with values trailing away in either direction, the univariate 

normality of the variable would be met (Tabachnick & Fidell, 2007). Normal 

probability plots (Normal Q-Q plots) can also be used (Tabachnick & Fidell, 2007). 

In Normal Q-Q plots, the scores are sorted and ranked and then an expected normal 

value is calculated and compared for each case with the actual normal value. In a 

Normal Q-Q Plot, the observed value for each single score is plotted against the 

expected value of the normal distribution; a reasonably 

 straight line implies a normal distribution (Pallant, 2007). It is claimed that the 

negative effect of non-normality can be serious in small sample size (less than 50 

cases), while with a larger sample size (the current study Sample size is 120) the 

negative effect of non-normality may be negligible (Tabachnick & Fidell, 2007). As 

shown in figure 4.10 all of the normality criteria is fulfilled.  

       

 

  Dependent variable  : Employees job performance 
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Figure 4. 9 :Test Of Normality Distribution In Normal Q-Q Plots 

 

                             Source : Researcher Own Survey (2021) 

                 B. Test Of Normality Distribution Measures through Skewness and Kurtosis 

 

Multiple regressions require the independent variables to be normally distributed. 

The normal distribution of the data can be described by the skewness and kurtosis 

statistics.  

Kurtosis is defined as ―a property of a distribution that describes the thickness of the 

tails. The thickness of the tail comes from the amount of scores falling at the 

extremes relative to the Gaussian distribution‖. Skewness refers to a measure of 

symmetry or more precisely the lack of symmetry. A distribution, or data set, is 

symmetric if it looks the same to the left and right of the center point. In order to test 

the first assumptions of normality of distribution, skewness and kurtosis statistics 

was computed from the data obtained on the survey, as shown in the Table-4.7. All 

the skewness and kutosis statistics needed to be within the acceptable ranges of -1.0 

to + 1.0. In the present study since all the values of skewness and kurtosis for each 

variable are within an acceptable range, the data is said to be normally distributed.  

Table 4. 7: Normality Distribution Measures through Skewness and Kurtosis 
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          Source: SPSS out put (2021) 

 

4.9  Multicollinearity of the Regressor Variables And Independence 

of Residuals  
One of the objectives of this research was to examine the predictive power of 

organizational culture (i.e., involvement, consistency, adaptability and mission) to 

employees
,
 job performance in Commercial Bank of Ethiopia,Debreberhan Branches. 

Multiple regression analysis is used to measure the statistical effect of each 

individual independent variable on the dependent variable. This measurement is 

made by referring the value of R square ( 2) to explain the magnitude of the effect of 

the independent variable on the dependent variable. Thus, the model presents how 

much of the variance in employees
,
 job performance is explained by the 

organizational culture factors: involvement culture, consistency culture, adaptability 

culture and mission culture of the organization. The following tables are given in the 

output of the regression analysis result based on the data obtained from Commercial 

Bank of Ethiopia, Debreberhan Branches. 

The  assumption for multiple regressions is the independence of residuals. The 

independence of the residuals can be measured by Durbin-Watson statistics. The 

value of the Durbin-Watson statistic ranges from 0 to 4. As a general rule, the 

residuals are independent (not correlated form one observation to the other one) if the 

Durbin-Watson statistic is approximately 2, and an acceptable range is 1.50 - 2.50 

(Muluadam, 2015). For this study Table 4.8, the output value of Durbin-Watson is  

                                  

                             

                            

 

 

 

                           Descriptive Statistics 

 

 

N Std. Deviation       Skewness 

        

Kurtosis 

Statistic Statistic Statistic Std. Error Statistic Std. Error 

Involvement 120 5.92332 .018 .221 -.329 .438 

Consistency 120 5.52608 -.480 .221 -.148 .438 

Adaptability 120 6.31764 -.046 .221 -.392 .438 

Mission 120 6.45996 -.668 .221 .293 .438 

Employees Job 

Performance 
120 3.71220 .083 .221 .107 .438 

Valid N (listwise) 120      
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1.520; approximate to 1.5. This value is fail under the acceptable ranges and 

indicating that there is no correlation among the residuals.  

Table 4.8: Multiple Regression Result By Durbin-Watson Statistics for 

Independence of Residuals.   

                       Model Summary
b
 for Multiple Regression 

 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

 Durbin-Watson 

1 .809
a
 .673 .661 .442161    1.520 

    a. Predictors: (Constant), Involvement, Consistency, Adaptability, Mission   

Source: SPSS output of the questionnaire survey, 2021.  

Multiple regression analysis was conducted to determine whether the independent variables ( 

Involvement, Consistency, Adaptability, Mission) predict the dependent variable (employees
,
 

job performance). Furthermore, multiple regression analysis was used to determine amongst the 

four independent variables  which variables are contribute most to the variation of the 

dependent variable (employees
,
 job performance).The Adjusted R squared is coefficient of 

determination which tells us the variation in the dependent variable due to changes in the 

independent variable. Multiple regression analysis is an extension of bivariate regression 

analysis which allows the simultaneous investigation of the effect of two or more independent 

variables on a single dependent variable. It allowed researcher to examine which independent 

variables have the most significant influence on the dependent variable. Thus, to  understand 

the relationship between multiple independent variables and the single dependent variable the 

study used the regression model summary and the researcher examined the regression 

coefficients for each independent variable. Therefore, multiple regression analysis was used to 

investigate the effect of organizational culture towards employee job performance. The R-value 

is shows the correlation coefficient between the dependent variable and the independent 

variables. The model summary illustrates the (R-Square) value which helps in explaining 

variance in the dependent variable (employees job performance). Based on the results in Table-

4.8,  the (R-Square) value is 0.673. This means that the independent variables 

(involvement,consistency,adaptability and mission culture) predict the dependent variable 

(employees job performance) by 67.3%, thus, leaving out 32.7% unexplained variables in this 

research. This means that there are other extra independent variables that were not put into 

consideration in this study that is significant in explaining variation in employee  job 

performance. 
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                     Table 4.9 : ANOVA  regression on the effect of organizational culture on  

                          Analysis of variance (ANOVA) For Multiple Regression 

Model 

Sum of 

Squares Df 

Mean 

Square F Sig. 

1 Regress

ion 
 38.753 4 9.885 53.936 000

b
 

Residu

al 
20.967 115 .194   

Total 59.42 119    

         a. Predictors: (Constant), Involvement, Consistency, Adaptability, Mission 

           b. Dependent Variable: Employees
,
 job performance  

             Source: researchers
,
 own survey (2021)  

The results presented in Table 4.10 revealed that organizational culture have a significant 

relationship with employees
,
 job performance. The study found out that misson culture has a 

positive and insignificant relationship with employees
,
 job performance (B=0.991,n=120 p=0.270). 

Additionally, the results also found out as it is stated in the objectives of this study the main aims 

to identify the effect level of independent variables (organizational culture) in the prediction of the 

dependent variable (employees
,
 job performance). Thus, the strength of each predictor 

(independent) variable influence on the criterion (dependent) variable can be investigated via 

unstandardized Beta coefficient. Hence, the regression coefficients explain the average amount of 

change in employees
,
 job performance (dependent variable) that caused by a unit of change in the 

organizational culture components (independent variable). It revealed the relative predictive power 

of each variable independently after the considerations of all other variables in the model were  

 

 

.  

 

 

 

The value of adjusted R-Square as a measure of model fitted by the significant variables was 

0.661 an indication that there was variation of 66.1% on employee  job performance due to 

changes in organization culture (involvement, consistency, adaptability and mission culture) 

at 95% confidence interval. This shows that 66.1% changes in employees job performance 

in CBE at Debre Berhan Branch could be accounted to organization culture. This shows that 

the model is fit and reliable for making an inference. Table 4.8 aabove  shows that the 

summary of the model. 
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Finally, the study also found that involvement culture have negative and directly significant (B= -

1.745, n=120, p=0.015) effect in explaining the variations of employees job performance in 

Ethiopia commercial bank. Which negative sign in involvement culture  shows that involvement 

culture and employees
,
 job performance have inverse relations. That is involvement culture 

increase where as employees job performance decrease or vice versa. 

a. Dependent Variable: Employees job performance 

           Source: Researcher own survey data(2021) 

 

The equation of multiple regressions on this study is generally built on the set of 

variable employees‟ job performance as dependent variable and involvement culture 

(IC),consistency culture (CC), adaptability culture(AC) and mission culture(MC) as 

independent variables of organizational culture. Based on the result shows in table 

4.10 the significance value of the predictor variables (organizational culture) less 

than 5% the relationship between involvement and consistency culture in p-value 

.015 and .043  respectively and employees job performance is significant. Therefore, 

based on the finding of this study result involvement,  and consistency culture 

significantly related with employees job performance, on the other hand, adaptability 

and mission culture  are positively related with employees job performance but 

relation is insignificant. Accordingly, the regression coefficients analysis of this 

study the following optimal regression model is developed. 

          Table 4.10 Regression coeffients for multiple regressions on employees
,
 job 

performance 

 

Model 

 
Un Standardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 

(Constant) 20.929 1.488  14.070 .000 

Involvement -1.745 .705 -.309 -2.477 .015 

Consistency 1.840 .900 .344 2.044 .043 

Adaptability .342 .680 .065 .503 .616 

        Mission .991 .895 .192 1.107 .270 
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 4.10 Hypothesis Testing and Discusions 

A research hypothesis is a predictive statement that relates an independent variable to 

a dependent variable. Hypotheses are important for bringing clarity, specificity and 

focus to a research study. As it stated in the earlier in first chapter, the main 

objectives of this study was to examine the effect of organizational culture on 

employees
,
 job performance in Commercial Bank of Ethiopia, Debrebirhan 

Branches. Therefore, in order to achieve the objectives of this study the following 

hypothesis of the study were tested as stated in chapter one and the result of the 

analysis presented below. The tests are done based on the unstandardized coefficient 

of beta and p-value refer table 4.10. 

H1: Organizational culture, as measured by involvement culture, has a significant but 

negative influence on employees‟ job performance in Commercial Bank of Ethiopia, 

Debrebirhan Branches . As a result indicate in table 4.10, there is a significant (β = -

1.745, n=120,  p=.015) but negative relationship between involvement culture and 

employees job performance in Commercial Bank of Ethiopia, Debreberhan 

Branches. Based on these finding, hypotheses one there is statistically significant 

relationship between involvement culture and employees job performance to be 

accepted. The study concluded that there is statistically significant relationship 

between involvement culture and employees‟ job performance in Commercial Bank 

of Ethiopia, Debreberhan Branches. The relationship is inverse, i,e., once increars 

others decrease vice versa. 

H2: Organizational culture, as measured by consistency culture, has a significant 

positive influence on employees
,
 job performance in Commercial Bank of Ethiopia, 

in Debreberhan Branches. As a result indicat Debrebirhan Branches, in table 4.10, 

there is a positive and significant relationship between consistency culture and 

employees
,
 job performance, (β = 1.840, n=120,  p=.043) in commercial bank of 

Ethiopia, Debreberhan Branches employees. Based on these finding, hypotheses two 

there is statistically significant relationship between consistency culture and 

employees job performance to be accepted. Hence, the researcher concluded that 

there is statistically significant relationship between consistency culture and 

employees job performance in commercial bank of Ethiopia, Debreberhan Branches. 

 

 

 



71 
 

 

 

 

H3: Organizational culture, as measured by adaptability culture, has a insignificant 

positive influence on employees‟ job performance in commercial bank of Ethiopia, 

Debrebirhan Branches. As a result in dicate in table 4.10, the coefficients analysis 

indicated that adaptability culture have not directly significant effect on 

organizational performance in commercial bank of Ethiopia, in DBB. Organizational 

culture, as measured by adaptability culture, has a insignificant positive influence on 

employees‟job performance in commercial bank of Ethiopia, Debrebirhan 

Branches.The obtained result shows there is a positive and insignificant relationship 

between adaptability culture and employees job performance, (β = 0.347, n=120,  p= 

.616) in commercial bank of Ethiopia, Debreberhan Branch  employees. Based on 

these finding, hypotheses three there is statistically insignificant relationship between 

adaptability culture and employees job performance to be rejected. Hence, the 

researcher concluded that there is statistically insignificant relationship between 

adaptability culture and employees job performance in commercial bank of Ethiopia, 

Debrebirhan Branch employees at a insignificance level of p<0.05. adaptability 

culture had positively relationship to employees job performance but the relation is 

insignificant (β = 0.347, n=120,  p= .616). Based on these finding, hypotheses three 

there is no statistically  relationship between adaptability culture and employees job 

performance in commercial bank of Ethiopia, Debreberhan Branch employees to be 

rejected. Consequently, the researcher concluded that adaptability culture have not a 

directly significant effect on employees‟ job performance in commercial bank of 

Ethiopia, Debreberhan Branches. 

H4:. Organizational culture, as measured by mission culture, has a insignificant 

positive influence on employees‟ job performance in commercial bank of Ethiopia, 

Debrebirhan Branches. The obtained result shows there is a positive and significant 

relationship between mission culture and employees job performance, (β = 0.991, n= 

120,  p=.270) in commercial bank of Ethiopia, Debreberhan Branch  employees. 

Based on these finding, hypotheses four there is statistically significant relationship 

between mission culture and employees job performance to be accepted. Hence, the 

researcher concluded that there is statistically insignificant relationship between 

mission culture and employees job performance in commercial bank of Ethiopia, 

Debreberhan Branches. 
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 4.11     Model specification:-  
The model for the relationship between organizational culture and Employees job 

Performance can be seen as foollws:  

 

                          EJP = 𝛽0 + 𝛽1IC + 𝛽2𝐶𝐶 + 𝛽3𝐴𝐶+ 𝛽4MC + 𝑒 

 

EJP = 20.929-1.745IC + 1.840CC + 0.347AC+ 0.991MC+ e-----this the optimal 

model based on the finding of this study. Therefore, Employees
,,
 Job Performance 

(EJP) in CBE in Debrebirhan Branches would be: 

EJP= 20.929 + (-1.745 x IC) + (1.840 x CC) + (0.347 x AC) + (0.991 x MC) 

Where :-         

o EJP = Employees
,,
 Job Performance ( dependent variable) 

o IC = Involvement Cultutre ( independent variable) 

o CC = Consistency Culture ( independent variable) 

o AC = Adaptability Culture ( independent variable) 

o MC = Mission Culture ( independent variable 

Interperetaion 
 

1. The above equestion implies that a unit increase in involvement culture would 

decrease in employees job performance by 1.745 or vice versa, while the employees 

job performance would be 20.929, if the involvement   culture held constant. 

2. The above equestion implies that a unit increase in consistency culture would 

increase in employees job performance by 1.840 , while the employees job 

performance would be 20.929, if the consistency culture held constant. 

3. The above equestion implies that a unit increase in adaptability culture would 

increase in employees job performance by0.347 , while the employees job 

performance would be 20.929, if the adaptability culture  held constant. 

4. The above equestion implies that a unit increase in mission culture would increase in 

employees job performance by 0.991, while the employees job performance would 

be 20.929, if the mission culture  held constant. 
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Table 4. 11: Summary of Hypothesis Test 

 

H.N                             Hypothesis Beta value 

(β) 

 P- value  Result 

        

H1  Organizational culture, as measured by involvement 

culture, has a significant negative influence on 

employees job performance in Commercial Bank of 

Ethiopia, Debreberhan Branches. 

-1.745  0.015  Accepted 

        

H2  Organizational culture, as measured by consistency 

culture, has a significant positive influence on 

employees‟  job performance in Commercial Bank of 

Ethiopia, Debreberhan Branches. 

1.480  0.043  Accepted 

        

H3  Organizational culture, as measured by adaptability 

culture, has a significant positive influence on 

employees‟  job performance in Commercial Bank of 

Ethiopia, Debrebirhan Branches. 

0.347  0.616  Rejected 

        

H4  Organizational culture, as measured by mission 

culture,has a significant positive influence on 

employees‟  job performance in Commercial Bank of 

Ethiopia, Debrebirhan Brabches. 

 

0.991  0.270  Rejected 

 

     Source : Researcher own survey data (2021) 
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The coefficients in the above table 4.11 helped the researcher to compare which of 

the four predictor or independent variables (Involvement, Consistency, Adaptability, 

Mission) a major contributor to the variation of employees job performance. 

Therefore, to make the comparison, the Beta standardized coefficients were used. 

referring the above table 4.11, the results indicate that consistency culture is a 

predictor variable that contributes the highest to the variation of employees job 

performance (β = .344, n=120,  p = .043), followed by mission culture (β = .192, 

n=120, p = .270) and thrid high contributor is  adaptability culture (β = .065, n=120,  

p = .616).  The fourth variable is not contributor or involvement culture which is not 

a significant predictor of employees job performance (β = -.309, n=120,  p = 0.015). 

The following table shows that, the rank effect of organizational culture in relation in 

relation to the predictability on employees
,,
 job performance in CBE in Debrebirhan 

Branches. 

                      Table 4. 12: Rank of Standardized Coefficient, Beta    

S/N Independent (Predictor) Variables Standardized Coefficient Beta Rank 

1 Consistency culture .344 1 

2 mission culture .192 2 

3 Adabtability culture 0.065 3 

4 Involvement culture -0.309 Not Predict 

                   Source:- Researcher Own Survey (2021) 

As shown in the above table, consistency culture followed by mission culture 

contributed more to the employees job performance in CBE in Debreberhan 

Branches , while the involvement culture does not significantly predict the variation 

on employees job performance because its Beta-value is -.309 which is less than 

alpha value 0.05 and the value of the standardized coefficient Beta is negative.  

       4.12 Chapter Summary 
This chapter show in detail about data presentation, analysis, discusion and 

interpretation of the study. From the data collected, this chapter performed the 

descriptive analysis in order to determine the response rate and data presentation. 

From the descriptive analysis in chapter four, it was observed that majority of the 

respondents are male and majorly between the age category of 26 and 40 years, 

majorly of length of service 6 to 10 years and majority of employees in Debrebirhan 

Branches in CBE are senior officer in terms of job posision. Furthermore, correlation 

analysis was employed to identify what the relationship between independent 

variables (Involvement, Consistency, Adaptability and Mission) and the dependent 

variable (employees job performance). The correlation analysis was also adopted to  
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test the hypotheses of the study and regression analysis for identifying in what extent 

the independent variables predicts the dependent variable. In this case, Statistical 

Package for Social Science Vesion-23 was employed for the correlation and 

regression analysis. The majority of correlation result shows that there was a positive 

and significant relationship between organizational culture (Involvement, 

Consistency, Adaptability, Mission ) and employees job performance. The regression 

results shows, among the four independent variables which variable is more predict 

the dependent variable employees job performance. Hence, from the results, 

consistency culture was highly predictive the employees job performance followed 

by mission and adaptability , while involvement cuture  did not predict the 

employees job  performance.             

     4.13 Discussion On Major Findings of the Study and Alignment with 

Previous Studies 

 

  The Effect of Organizational Culture On Employees
,
 Job Performance 

The study investigated that the effect of organizational culture on employees job 

performance  in Commercial Bank of Ethiopia, Debrebirhan branches. Based on the 

preliminary analysis the researcher conducted missing data and outlier test and find 

11 errors and outlier dates from the n=131 and so the researcher use n=120 samples 

to the analysis of the study. The researcher also conducted linearity, mulicolliearity, 

homoscedasticity and normality test which all are the basic preconditions of multiple 

linear regression analysis. The test confirms that all of the above assumptions are 

satisfied with this study. 

The descriptive statistics show that 77.5% of the respondents are male, which is 

slightly higher than female respondents (22.5%). The descriptive statistics also show 

that 40% of the respondents are experiencing 6-10 years of experience and 73.33 % 

of the respondents have a first degree and  educational background. Based on the 

descriptive statistics result of the research variables of this study mission culture has 

the highest mean score of 2.9731, which is the highest among the other 

organizational cultures. This result indicates that most respondents perceived their 

organization has mission culture. The second organizational culture trait which is 

perceived by respondents is consistency culture which has a mean score of 2.8808.  
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The third organizational culture trait which is perceived by respondents is 

adaptability culture which has a mean score of 2.6347. Lastly, compare to other 

organizational culture traits the least popular organizational culture perceived by the 

respondents is involvement culture which has the mean score of 2.6333 and 

employees job performance in Commercial Bank of Ethiopia Debrebirhan branch has 

a mean score of 2.5513, which is above average. From the data collected, most 

respondents from CBE in Debrebirhan branch perceived their organization had a 

mission culture and all mean score of independent and dependent variables has above 

average mean score. 

The results indicate that the means for the dimensions of the Denison Organizational 

Culture survey ranged from a low of 2.06 to a high of 3.15. Employees rated 

agreement, coordination and integration and creating change goals and objectives the 

highest scores(3.15, 3.13 and 3.10) respectively. The lowest rated dimensions were 

creating change, core value, capability development and team orientations are low 

score means(2.06, 2.45, 2.50 and 2.66) respectively. Results for the dimension 

involvement indicated that the highest mean value was that of agreement (mean = 

3.15) while the lowest value related to creating chamge (mean = 2.06). This indicates 

that employees agreed more strongly with respect to agreement as an important 

component of organizational culture. This is significant as studies have found that 

health care cultures that emphasize employees‟ positive impact on the decisions and 

teamwork have been associated with greater implementation of continuous quality 

improvement practices (Scott et al., 2003). With regards to consistency, the 

dimension rated highest in terms of the instrument relate to agreement (mean = 3.10) 

while creating change was rated the lowest (mean= 2.06). The findings of this study 

are analogous to research conducted by  Denison (2006). Their research studied 

organizational culture in Russian firms. The employees rated agreement the highest 

in the consistency trait indicating that the primary purpose of the firm is to maintain 

the agreement regarding the right way and way to do things. 

In terms of the adaptability dimension, employees rated agrement highly with respect 

to organizational culture (mean = 3.15) while the lowest value related to 

organizational learning (mean = 2.06).This is similar to findings found by Price 

(2003) where employees rated creating change highly which indicated that they felt 

that they were rewarded or respected for finding new and better ways of doing 

things, they are able to quickly adapt and they felt that change is met with resistance 

in the organization meeting the needs andexpectations of their customers. However,  
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employees rated organizational learning low which indicated that they were not 

encouraging innovation together with seeing failures as an opportunity. With regard 

to the dimension mission, the dimension rated strongest is that of vision (mean = 

3.23), while the lowest value corresponds to  creating change (mean= 1.67).  

According to Mobley et al. (2005), high scores on vision may be interpreted as 

people in the organization having a clear idea as to the vision of the company. The 

results of this study were consistent with findings in their assessment of a global 

office furniture company. Based correlation analysis of these findings, all the 

components of organizational culture were shown to be positively correlated with 

employees‟ job performance. Further, multiple linear regression analysis indicated 

that involvement, consistency and mission culture was significant in explaining 

variation in employees job performance of Commercial Bank of Ethiopia, DBB. On 

the other hand, this finding indicated that based on the regression analysis 

adaptability culture effect on employees job performance is insignificant. Moreover, 

the findings this study indicated that the effect of involvement culture, consistency 

culture, adaptability culture and mission culture explaining 67.3% variation in 

employees job performance and the remaining 32.7% of the variation in employees 

job performance was explained by other factors not included in this model. 

Consistency culture is the most contributing organizational culture traits in the 

prediction of employees job performance with beta value .344. And consistency 

culture, mission culture and adaptability culture contribute the following beta value 

(β=.344, p= .043), (β=.192, p= .270),and (B=.065, p= .616) respectively.            

The Effect of Involvement Culture on Employees
,
 job performance 

The study aimed to explore the relationship between involvement culture and 

employee
,
 job performance in Commercial Bank of Ethiopia, DBB. Involvement 

encompasses the importance that the organization places on building the capability of 

its professional and administrative employees. The value that the organization places 

on team orientation as opposed to individual accomplishment, and the ownership that 

people feel in the organization, is created by a high level of involvement (Wesemann, 

2001). The correlation analysis this findings depicted that involvement 

organizational culture had a  negative significant relationship with employees job 

performance in Commercial Bank of Ethiopia, Debrebirhan branches. The multiple 

linear regression analysis of this study also indicated that involvement culture  
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influenced the variation in employees job performance in a negative significant level 

in Commercial Bank of Ethiopia at Debreberhan branches (β = -.309, p=0.015). This 

is in line with the finding of Okocha (2016) found a negative significant relationship, 

Involvement is one of the least important dimensions of organizational culture and it 

has litle role in fulfilment of employee‟ job performance.  

Similarly, Singh and Verghese (2015) investigate the impact of employees 

involvement; a process in which power is transferred from the managers to their 

subordinates, on organizational job performance .The researcher found out that there 

is a significant negative relationship between employees involvement and employees 

job performance. Seeking suggestion from employees, listening to their grievances 

and by involving them in the decision making process of the organization to a certain 

extent can ensure employees is not continuous involvement thus employees feel to be 

participative in the organization. 

A study conducted by Nongo and Ikyanyon (2012) found a significant and negative 

relationship between involvement culture and employees job performance. This 

means that employees are weak job performance to their organizations when they are 

involved in decision making. The key failur factors for organizations today are 

employees empowerment, teamwork, and employee development. These enable 

managers and employees are not  to work and feel that they own a piece of the 

organization. People at all levels feel that they have at least some inputs into 

decisions that will affect their work and that their work is directly connected to the 

goals of the organization. 

 

     The Effect of Consistency Culture on Employees
,,
 job performance 

Consistency is the organization's core values and the internal systems that support 

problem solving, efficiency and effectiveness at every level and across organizational 

boundaries. Organizations also tend to be effective because they have ―strong‖ 

cultures that are highly consistent, well-coordinated, and well integrated (Saffold, 

1988).The results of correlation coefficient matrix showed that there is a statistically 

significant medium positive relationship between consistency culture and employees
,,
 

job performance among in Commercial Bank of Ethiopia, Debrebirhan branch 

employees. Further, multiple linear regression analysis result indicated that 

consistency culture is significant (β =1.840, n=120,  p=0.043) in accounting for the 

variation in employees
,,
  job performance in Commercial Bank of 

Ethiopia,Debrebirhan branch employees. This finding is supported by the findings of  
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Asghar, Mojtaba and Sadeghi (2015), Ghader and Afkhami (2014) revealed that 

there is positive relationship between consistency culture and organizational 

employees
,,
 job performance in which coordination and integration, agreement and 

fundamental values as a component of consistency increase employees
,,
 job 

performance to provide efficient and effective work. This finding also consistent 

with Hakim (2015) asserted that an indicator of the most powerful in shaping the 

organizational culture variable is stability (consistency). It means that, cultural values 

that received the most attention in the activities of the organization, which 

emphasizes the maintenance of the status quo as a contrast to the growth will have 

positive effect on organizational performance. As organizations  to maintain a strong 

culture by being highly consistent, well coordinated, and well integrated. Employees 

prefer to be given the freedom to do the job rather than being compelled to do it in a 

rigid manner. The key success factor for organizations today is flexibility and 

consistency. While organizations need to maintain a strong corporate culture, they 

need to be flexible. Denison consulting (2007) states an organization with a strong 

internal focus (mission and consistency) is committed to the dynamics of the internal 

integration of systems, structure and process. It values its people and pride itself on 

the quality of its products or services. A strong internal focus has been linked to 

higher levels of quality and employees high job performance in cbe at Debrebirhan 

branches. 

 

         The Effect of Adaptability Culture on Employees job performance 

 

The results of correlation coefficient matrix showed that there is a statistically 

insignificant strong positive relationship between adaptability culture and 

employees
,,
 job performance among in Commercial Bank of Ethiopia, Debrebirhan 

branch employees. Further, multiple linear regression analysis result indicated that 

adaptability culture is insignificant (β =0.065, n=120,  p=0.616) in accounting for the 

variation in employees job performance in Commercial Bank of Ethiopia, 

Debreberhab branch employees. This finding is in line with the findings of Amin 

Nikpour(2016) found there is a positive correlation between adaptability Trait and 

employees job performance in education office of Kerman province. This finding 

also consistent with Okocha (2016) found there is a positive correlation between 

adaptability trait and employees job performance. This means organizations with 

medium adaptability scores usually have an outward focus and have a capability to 

respond to competitors, customers and employees with new ideas. Low adaptability  
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organizations run on inertia and their past achievements could create barriers for 

future success. Furthermore, Nasrin,Abdol Mohammad and Ali Mohammad (2011), 

found a positive significant relationship, adaptability is one of the most important 

dimensions of organizational culture and it has great role in fulfilment of employees 

job performance. Nongo and Ikyanyon (2012) found positive relationship between 

adaptability and employees job performance. Adaptability predicts employees job 

performance more than any other corporate cultural variables. Employees are more 

committed to organizations that adapt to changing circumstances. Adaptability is the 

ability of the company to scan the external environment and respond to the ever-

changing needs of its customers and other stakeholders.  

Organizations hold a system of norms and beliefs that support the organizations 

capacity to receive, interpret and translate signals from its environment into internal 

behaviour changes that increase its chances for survival and growth. A flexible 

organization (adaptability and involvement) has the capability to change in response 

to the environment with a strong focus is on its customers and people. A flexible 

organization typically linked to higher levels of product and service and innovation, 

creativity and response to changing needs of customers and employees (Denison, 

1990). 

 

The Effect of Mission Culture on Employees
,,
  job performance 

The correlation coefficient results of this study established that mission culture had a  

insignificant relationship with employees
,,
  job performance among Commercial 

Bank of Ethiopia, Debrebirhan branches employees. 

Additionally, multiple linear regression analysis indicated that mission culture has   a 

directly but insignificant (β =-0.991, n=120,  p=0.270) effect in explaining the 

variation in employees
,,
 job performance in Commercial Bank of Ethiopia, 

Debrebirhan branch employees. The result of finding by Amin Nikpour(2016) found 

there is a positive correlation between mission trait and employees
,,
 job performance 

in education office of Kerman province. Nasrin, Mohammad and Ali Mohammad 

(2011), found a positive relationship, mission is one of the most important 

dimensions of organizational culture and it has great role in fulfilment of employee‘s 

job performance in Karun Oil & Gas Production Company. 

According to Denison and Neale (2011) mission provides purpose and meaning by 

defining a social role and external goals for the organization. And also mission 

provides clear direction and goals that serves to define an appropriate course of  
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action for the origination and its members which result the increase in level of 

employees job performance to the organization. Mission is the degree to which the 

organization and its members know where they are going, how they intend to get 

there, and how each individual can contribute to the organization's success. 

Successful organizations have a clear sense of purpose and direction that defines 

organizational goals and strategic objectives. They express the vision of how the 

organizations will look in the future (Mintzberg, 1987; Hamel & Prahalad, 1994). 

                                                    CHAPTER FIVE 

5. SUMMARY, CONCLUSIONS AND RECOMMENDATION 

                                                 5.1 Introduction 

 

The purpose of this study was to examine the relationship between the independent 

variables (i.e., involvement, consistency, adaptability and mission ) and the 

dependent variable (employees job performance) in CBE in Debrebirhan Branches. 

To achieve this purpose, a general objective, specific objectives and research 

questions were formulated. Additionally, four hypotheses with a combination of null 

hypotheses and alternative hypotheses were formulated in line with the research 

questions. For data analysis, descriptive statistics and inferential statistics were used.  

Accordingly, the focus of this chapter is to provide the summary and conclusion of 

the study and to provide recommendations to the CBE and employees in order to 

address issues related to organizational culture. Based on the finding presented in the 

previous chapter, this chapter provides the conclusion, summary and 

recommendation reached as to organizational culture and its effect on employees job 

performance in CBE in Debrebirhan Branches. So far the effect of organizational 

cultures were measured in terms of involvement, consistency, adaptability and 

mission culture . Furthermore, the results of the study were summarized as follows.  
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5.1.1  Summary of Major Findings 

 

The study was premised on the assumption that the concept of organizational culture 

isapplicable in Commercial Bank of Ethiopia, Debreberhan  branches and relevant 

for the examinationof the effects of organizational culture on employees‟ job 

performance. In concordance with the previous research findings, the study 

hypothesized that there is a statistically significant relationship between involvement 

culture, consistency culture, adaptability culture and mission culture with 

employees‟ job performance in Commercial Bank of Ethiopia, Debreberhan 

Branches. 

    

 5.2 Conclusion 

 

This study was initiated to examine the effect of organizational culture traits on 

employees job performance in Commercial Bank of Ethiopia, Debreberhan 

Branches. The study found that consistency is the most contributing organizational 

culture traits in the prediction of employees job performance in Commercial Bank of 

Ethiopia, Debrebirhan Town . Therefore, it can be concluded that the more the 

organization do more consistent to changing circumstances the more employees are 

high job performance to the organization. Thus, employees do believe that the 

organization ability to respond to internal customers regardless of department/ 

section no effect on their job performance in the bank.  

Furthermore, organizations capacity to maintain a set of core values, to occur an 

agreement and coordination and integration inorder to sustain long period of time 

high achievement in employees job performance which assists for profitability of 

bank. Employees in Commercial Bank of Ethiopia , Debrebirhan Branches are well 

integrated are often the most easiy ones to go on. Commercial bank of Ethiopia, 

Debrebirhan Branches are driven by their customers, take risks and learn from their 

mistakes, and have capability and experience at creating simplely to adjusted .When 

customer focus is higher than creating change and organizational learning, this 

signifies that the organization may be good fulfill customer demands currently, but is 

unlikely to be planning for future customer requirements or leading customers to 

what they may want in the future. However, when organizational learning and 

creating change are higher than customer focus, there is an indication that the  
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organization is good at recognizing best practices and creating new standards in the 

industry, but has difficulty in applying their learning to their own customers.The 

second and the most contributing organizational culture trait in prediction of 

employees
,,
 job performance in Commercial Bank of Ethiopia, Debrebirhan Branches 

are mission has high level of correlation with employees
,,
 job performance compare 

to other organizational culture traits, which means that employees are committed to 

their organizations when they have clear in mission, clear strategic direction, goals 

objectives, vision and also employees do have a sense of ownership high level of 

performance to the organization. Therefore, it can be concluded employees in 

Commercial Bank of Ethiopia, Debrebirhan Branches  in rely on, informal, implicit 

and free from bureaucratic control systems rather than formal, involuntary and 

implied control systems. Receiving input from organizational members increase the 

quality of strategic direction and intent,goals and objectives and implementation in 

Commercial Bank of Ethiopia in Debrebirhan Branches. Mission culture has strong 

level of correlation with employees
,,
 job performance, which means that employees 

are committed to their organizations when they are clear in strategic direction , 

objectives and goals, vision and also sense of ownership result a greater job 

performance to the organization. Furthermore, employees of CBE in Debrebirhan 

Branches have a shared vision  to develop the skills of employees, room to receive 

inputs from organizational members enhances both implementation process and 

employees high job performance. People at all levels feel that they have at least some 

input into direction that will affect their work and that their work is directly 

connected to the goals of the organization. so, CBE in Debrebirhan Branches clear 

mission and vision have creats  excitement and motivation for its employees which 

create high job performance in the CBE, Debreberhan branches. 

The third and the most contributing organizational culture trait in prediction of 

employees
,,
 job performance in Commercial Bank of Ethiopia; Debrebirhan branches 

is adaptability organizational culture. So, it can be concluded Commercial Bank of 

Ethiopia; Debrebirhan branches are effective because they are creating change, 

customer focus and well integrated organization learning. Their behavior is rooted in 

a set of continually adopted, coorperate to creat change and followers are skilled at 

reaching agreement and incorporating diverse points of view, and the organization‟s 

activities are well coordinated and integrated. Commercial bank ofEthiopia; 

Debrebirhan branches develop a mindset and create organizational systems that build  
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an internal system of governance based on consensual support. These implicit control 

systems in the bank are effective means of achieving innovation and reward than 

external-control systems that rely on explicit rules and regulations. Commercial bank 

of Ethiopia; Debrebirhan branches have highly job performed employees, a distinct 

method of doing business, a tendency to promote from within, and responds well to 

the competitor actions and other change in the business environement. Employees‟ 

in Commercial Bank of Ethiopia, Debrebirhan branches are  concerned with the 

adaptation of their organization. so, Commercial Bank of Ethiopia, Debrebirhan 

branches  do clearly define the adaptation of the organization, which makes 

employees aware of the future customer focus, opportunity for learning and 

improvement of the organization. Therefore ,it can be conclude that Commercial 

Bank of Ethiopia that is found in Debrebirhan branches had  adaptability that 

provides purpose and meaning in their organization by defining a social role and 

external goals for the organization. 

 Denison consulting (2007) states an organization with a strong internal focus 

(mission and consistency) is performed to the dynamics of the internal integration of 

systems, structure and process. It values its people and pride itself on the quality of 

its products or services. A strong internal focus has been linked to higher levels of 

quality and employees high job performance. 

An organization with strong external focus (adaptability and mission) is performed to 

adopting and changing in response to the external environment. It has a constant eye 

on the market place and a strong sense of where it is headed. A strong external focus 

typically effects revenue, sales growth and market share. In this study, Commercial 

Bank of Ethiopia, Debrebirhan branches have a strong external focus that  the 

employees of the organization. A flexible organization (adaptability and consistency) 

has the capability to change in response to the environment with a strong focus is on 

its customers and people. A stable organization typically linked to higher levels of 

product and service and innovation, creativity and response to changing needs of 

customers and employees. A stable organization (adaptability and consistency) has 

the capacity to remain focused and predictable overtime. A stable organization is 

typically linked to the approach of doing the business and direction of the 

organization. Commercial Bank of Ethiopia, Debrebirhan branch has stable 

consistency culture. There fore,there is a clear and consistent set of values that 

govern the way Commercial bank of Ethiopia, in Debrebirhan branch does a 

business. 
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5.3 Recommendations 

 

Based on the findings of the study and conclusions made, the researcher came up 

with some important recommendations which would help the Commercial Bank of 

Ethiopia, Debrebirhan branchs  in  to focus on organizational culture trait that can 

largely contribute to the improvement on level of employees
,,
 job performance. 

Involvement culture has negative and significant predictor of employees
,,
 job 

performance, the study recommends that it‟s better Commercial Bank of Ethiopia in 

Debrebirhan branchs  have a clear sense of purpose in core vavues, 

agreement,coordination and integration with in consistency culture and direction that 

defines organizational goals and strategic objectives and expresses a vision of what 

the organization will look like in the future. A mission provides purpose and 

meaning by defining a social role and external goals for the organization. It provides 

a clear direction and goals that serve to define an appropriate course of action for the 

organization and its members. A sense of mission allows Commercial Bank of 

Ethiopia in Debrebirhan branchs to shape current behavior by envisioning a desired 

future state. Being able to internalize and identify with an organization's mission 

contributes to both short and long term job performance to the organization. 

Commercial Bank of Ethiopia in Debrebirhan branchs  should clear strategic 

intentions convey the organization‟s purpose and make it clear how everyone can 

contribute and ― make their job‖ on the bank. So, Commercial Bank of Ethiopia in 

Debrebirhan branchs must have a balance between the Mission and employee 

consistency. They need to learn how to link the purpose and strategies of the 

organization to the shared sense of responsibility, ownership and job performance of 

the employees. When there is balance between these traits, we see effective two-way 

communication and an engaged, focused workforce. Adaptability culture of 

commercial bank of Ethiopia Debrebirhan branches has a positive  relationship with 

employees
,,
 job performance in Commercial Bank of Ethiopia in Debrebirhan 

branches that is found in Debrebirhan and should continue with the existing structure 

behaviors and processes that help employees of the organization that adapt and 

encourage new ideas and different solutions for solving problems and should keep by 

demonstrate leadership which puts two changes in the strategy and tactic wherever 

needed that fulfill the needs of customers and employees of the organization, and 

also the managers from all levels within the organization tend to continue act  
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carefully to advance themselves.The study findings suggest that adaptability culture 

has the third highest mean score in which most respondents agree on employees‟  

adaptability in practice. Adaptability culture has positive and significant predictor of 

employees job perfomance, the organization should continue by creating change high  

level of participation and adaptability among employees in the organization out of 

this sense of ownership grows a greater job performance to the organization and an 

increased capacity for autonomy. Organizational culture is important in improving 

the level of employees job performance, the organization is better-off to emphasize 

on consistency, mission and adaptability, whose contribution to employees job 

performance is high and maintaining a strong culture by being highly consistent, 

well-coordinated and well integrated have significant effect on the level of 

employees job performance. This indicates employees prefer to be given rigid 

manner to do the job rather than being compelled to do it in a freedom. In addition, 

the research finding shows the organization already has well established ethical code 

that guides employees‟ behavior and tells right from wrong. Employees‟ job 

performance in the organization has a moderate mean score and it has a positive and 

significant relationship with consistency, mission and adaptability culture 

respectively. So the organization should consider the above recommendations on 

consitancy,mission and adaptability culture to make a reform on employees‟ job 

performance. 

Finally, implementing the above listed recommendation, the organization would be 

able to focus on selected organizational culture and also it would be possible to have 

improvements in workplaces to help employees become more performed to their 

jobs. The dynamic tension between top-down and bottom-up management 

represented by the mission and consistency  traits, is important for organizations to 

understand. To be successful,  

an organization must be able to link the consistency, purpose and goals of the 

organization to create a shared sense of ownership, job performance and 

responsibility for its employees or a balanced profile to be successful. 

                    5.3.1 Suggestions of the Study for Future Studies 

Future researchers should examine and identify which variable is appropriate for the 

specific context. Further studies should be conducted on the effect of organizational 

culture on employees
,,
 job performance in the context of other sector. And also future 

researchers should to conduct at all level, or investigating in private owned banks 

and insurance companies. And also should investigate other factors that influence  



87 
 

 

 

 

employees job performance such as job-related characteristics, personal 

characteristics, work experiences etc. 

In addition, quantitative and qualitative approaches can be used in a complementary 

way to help develop a more detailed understanding of organizational culture and 

measure the unconscious elements that contribute to the culture of an organization. 

5.4. Limitations and future research directions 

 

It is imperative to note that the research findings only reveal the view of the 

organization under study. Therefore, it can not to be assumed to be generally 

applicable to all organizations. It is also, there may be unwillingness of the 

respondents in filing of the questionnaires on time and on giving of appropriate 

answer. Both time and budget factor can be considered as the main limitation to the 

study. The findings of this study are solely based on the information provided by the 

respondents and the information gotten from the secondary source of data. Another 

limitation to the study is that the researcher only looked at few dependent variables 

(involvement, consistency, adaptability and mission background). However, other 

variables exist which can reflect the differences in employees‘ job performance. This 

study is focus also only on bunking sector. 
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    Appendix A 

Research Questionnaire 

Debre Berhan University 

College of Business and Economics 

College of Graduate Studies 

MBA Program 

Graduate Studies 

 

    Dear respondents, 

I am in the process of completing my studies towards a Master of Degree in Business 

Administration (MBA), and this research study forms part of the requirements of the 

qualification. The objective of this thesis is to assess the effect of organizational 

culture on employees
,
 job performance in commercial bank of Ethiopia at Debre 

Birhan Branches. Your participation in this study is completely voluntary. There are 

no foreseeable risks associated with this project. However, if you feel uncomfortable 

answering any questions, you can with draw from the survey at any point. Your 

survey responses will be strictly confidential and data from this research will be 

reported only in the aggregate. Your information will be coded and will remain 

confidential. If you have questions about the survey or the procedures, you may 

contact me at any time through the following addresses: 

                                                    E-mail: zewdugebremeskel@gmail.com 

 

                        Summer programme:DBUPG/P/017/010 (Zewdu G/meskel W/Argay) 

                                                  Note:- You are not required to write your name 

 

                                                                                                Thank you in advance 

                                                                                 Zewdu G/meskel +251913585601             

 

mailto:zewdugebremeskel@gmail.com
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Biographical Information 

Part 1: General Profile (Please put (√) mark in the box that best describes you) 

1. Please indicate your gender: Male                      Female            

2. Age: 18—25 years          26--40 years              41—55 years                      56 years 

andabove  

3. How long have you been working for the bank? 

                        Less than 2 year                    2-5 years 39 

                           5-10 years                       More than 10 years    

4. What is your position in your organization? 

     Junior officer                           senior officer 

      Officer                                      Management staff  

Other, pleases specify ……………………………………….......  

5. What is your level of education...............................................  

6. Pleasewrite your process/ sub-process you work in…………………….  

7.  Please write that who work
‘
s the bank branch …………………………….      

  

Part II: Organizational Culture Questionnaire of commercial bank of Ethiopia 

at Debre berhan branches 

Please indicate the degree of your agreement/disagreement with the following 

statements associated with the four traits of organizational culture: Involvement, 

Consistency, Adaptability and Mission in commercial bank of Ethiopia in Debre 

Berhan town with their respective 3 indexes each. Please put (√) on the alternative 

choice that best describes your view using the five Point Likert Scale shown under. 

1 2 3 4 5 

Strongly disagree Disagree Neutral /undecided Agree Strongly Agree 

                                        Traits of Organizational Culture  

I. Involvement 

Empowerment 1 2 3 4 5 

1. In the commercial bank of Ethiopia decisions are 

made at the level where the right information is 

available. 

     

2. Employees believe that they have a positive effect 

on Commercial Bank Ethiopia performance. 

     

3. Information is widely shared so that employees can 

access the information they need easily.  

     

Team Orientation       

4. Cooperation across different part of the organization 

is highly encouraged. 

     

5. Teamwork is used to get work done. Rather than to      

 

a
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keep the hierarchy. 

6. Employees work as they are part of a team.      

Capability Development       

7. Authority is delegated so those. Employees can act 

by their own up to their discretion limit. 

     

8. There is a continuous investment to develop the 

skills and capacities of employees. 

     

9. The capabilities of employees are viewed as an 

important source of competitive advantage. 

     

II. Consistency  

Core Values 1 2 3 4 5 

10. Leaders practice what they reach.      

11. There is a clear and consistent set of values that 

govern the way commercial bank of Ethiopia does 

business. 

     

12. There is an ethical code that guides employees
,,
 

behaviour and tells differentiating  right from wrong. 

     

    Agreement  

13. When disagreement occur. Employee effort is to 

achieve a ―win-win‖ solution. 

     

14. There is a clear agreement regarding the right way 

and the wrong way to do things. 

     

. It is easy to reach consensus; even conflicting issues 

occurs. 

     

Coordination and Integration      

15. Employees from different part the organization 

share a common perspective. 

     

16. It is easy to coordinate projects across different 

part of the organization. 

     

17. The approach doing business is very consistent and 

predictable. 

     

III. Adaptability 

Creating Change 1 2 3 4 5 

18. Better ways to do works are continually adopted.      

19. All parts parts of the organization cooperate to 

create change. 

     

20. Commercial bank of Ethiopia responds well to the 

competitor actions and other changes in the business 

environment. 

     

Customer Focus 

21. Customers
   

feedback often leads to changes.      

22. Employees understand customers wants and needs.      

23. Customer input directly influences decision at 

different level. 

     

Organizational learning   

24. Innovation is encouraged and rewarded.       

25. Learning is an important objective for employees‘ 

day-to-day work. 

     

26. Commercial bank of Ethiopia view failures as an 

opportunity for learning and improvement. 

     

IV. Mission and vision 

Strategic Direction and Intent 1 2 3 4 5 

27. There is a clear mission that gives meaning and 

direction to my work. 

     

28. Commercial bank of Ethiopia strategic direction is      
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clear to me. 

29. The bank has long-term purpose and direction.      

Goals and Objectives 

30. Leaders set goals that are ambitious, but realistic.      

31. Commercial bank of Ethiopia continuously tracks 

its progress against the stated goals. 

     

32. There iswidespread agreement about the goal of 

the company. 

     

Vision 

33. Employees of CBE have a shared vision of what 

the organization will be like in the future. 

     

34. Leaders have a long-term viewpoint.      

35. Commercial bank of Ethiopia vision creates 

excitement and motivation for its employees. 

     

Part III.  Employees job Performance of Commercial Bank of Ethiopia at Debre Birhan 

Branches  

 

Please indicate 1 (to a very little extent) to 5 (to a very great extent) to what extent 

Commercial Bank of Ethiopia in Debrebirhan branches achieves its Employees
,, 

job 

Performance mentioned under. Use this rating scale: 1 =   To a very little extent, 2 =   

To a little extent, 3 =   To some extent, 4 =   To a great extent, 5 =   To a very great 

extent Please put (√) on the alternative choice that best describes your view using the 

five Point Likert Scale shown under.  

Employees’ Job Performance Scale (Source: Wright, Kacmar, McMahan, & 

Deleeuw, (1995) 

 Items 1 2 3 4 5 

1.  On the job, I express an underlying concern for doing things better, for 

improving situations. 

     

2.  

 

 

On the job, I exhibit zeal about the job and a consequent willingness to 

work hard and energetically. 

     

3.  

 

On the job, I exhibit a willingness to go beyond what the job requires and 

act before being asked. 

     

4.  

 

I exhibit an ability to see the whole, parts and relations and use this to set 

priorities, plan, anticipate and evaluate. 

     

5.  On the job, I always get things done on time.      

6.  

 

My superior is never disappointed in the quality of work that I produce.      

7.  

 

My work habits (tardiness, length of breaks etc.) are exemplary for others.       

8.  

 

I continue to be productive even when my superior is out of the workplace 

for an extended period of time. 

     

9.  My superior never has to check up on me.      

10.  I get along well with my co-workers.      

 

 

Thanks once again for your cooperation! 
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      የምርምር መጠይቅ 

ዯብረ ብርሃን ዩኒቨርሲቲ 

የንግዴ እና ኢኮኖሚክስ ኮላጅ 

የዴህረ ምረቃ ጥናቶች ኮላጅ 

ኤምቢኤ ፕሮግራም 

የምረቃ ጥናቶች 

     

    ውዴ ምሊሽ ሰጪዎች 

   ትምህርቴን በንግዴ አስተዲዯር (ኤምቢኤ) የሁሇተኛ ዱግሪያ (Master of 

Degree) (ኤም.ቢ.ኤ) ሇማጠናቀቅ በሂዯት ሊይ ነኝ ፣ እናም ይህ የምርምር ጥናት 

የብቃት መስፈርቶች አካሌ ነው ፡፡ የዚህ ጽሑፍ ዓሊማ የዴርጅታዊ ባህሌ 

በሠራተኞች ሊይ የሚያሳዴረውን ተጽዕኖ ፣ በንግዴ ባንክ ውስጥ በዯብረብርሃን 

ቅርንጫፍ የሥራ አፈፃፀም መገምገም ነው ፡፡ በዚህ ጥናት ውስጥ ያሇዎት ተሳትፎ 

ሙለ በሙለ በፈቃዯኝነት ነው ፡፡ ከዚህ ፕሮጀክት ጋር ተያይዘው ሉታዩ የሚችለ 

አዯጋዎች የለም ፡፡ ሆኖም ሇማንኛውም ጥያቄዎች መሌስ ሇመስጠት የማይመቹ 

ከሆነ በማንኛውም ጊዜ ከዲሰሳ ጥናቱ መውሰዴ ይችሊለ ፡፡ የእርስዎ የዲሰሳ ጥናት 

ምሊሾች በጥብቅ ምስጢራዊ እና ከዚህ ምርምር የተገኘው መረጃ በጥቅለ ብቻ ነው 

የሚዘገበው። መረጃዎ ኮዴ ተዯርጎ ሚስጥራዊ ሆኖ ይቀጥሊሌ። ስሇ ዲሰሳ ጥናቱ 

ወይም ስሇ አሠራሩ ጥያቄዎች ካለዎት በሚቀጥለት አዴራሻዎች በማንኛውም ጊዜ 

ሉያገኙኝ ይችሊለ ፡፡ 

                   ኢሜሌ zewdugebremeskel@gmail.com  

 የክረምት ፕሮግራ : ID No- DBU PG /P/ 017/010 (ዘውደ ገ / መስቀሌ ወ/አረጋይ) 

                                        ዘውደ ገ /መስቀሌ  

                             +251913585601 

ማሳሰቢያ-- ስምዎን እንዱጽፉ አይጠየቁም፡፡ 
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                   የሕይወት ታሪክ መረጃ 

 

ክፍሌ 1: አጠቃሊይ መገሇጫ እባክዎን (√) ምሌክትን በተሻሇ ሁኔታ በሚገሌጸው 

ሳጥን ውስጥ ያዴርጉ:- 

1. እባክዎን ጾታዎን ያመሌክቱ:-     ወንዴ                    ሴት 

2. ዕዴሜ፡-    18 - 25 ዓመት                 26-40 ዓመት  

             41—55 ዓመት                    56 ዓመትና ከዚያ በሊይ 

3. በባንኩ ምን ያህሌ ጊዜ ሰርተዋሌ? 

        ከ 2 ዓመት በታች                           ከ2-5 ዓመት 

             6-10 ዓመታት                       ከ 10 ዓመት በሊይ 

4. በዴርጅትዎ ውስጥ የእርስዎ አቋም ምንዴነው? 

           ጁኒየር መኮንን                              ከፍተኛ መኮንን 

           ኦፊሰር                            ማኔጅመንት ሠራተኞች 

ላሊ ካሇ ፣ እባክዎን ይግሇጹ   ……….... ………………………….. :: 

5. የትምህርት ዯረጃዎ ምንዴ ነው    ....................………………….. :: 

6. እባክዎ በባንኩ ውስጥ የሚሰሩበትን ሂዯት/ንዑስ-ሂዯት ይፃፉ   …………  :: 

7. እባክዎን የሚሰሩበትን የባንክ ቅርንጫፍ  ይፃፉ   ………………………  ፡፡ 

 ክፍሌ II: - የኢትዮጵያ ንግዴ ባንክ ዴርጅታዊ የባህሌ መጠይቅ በዯብረ ብርሃን 

ቅርንጫፍ 

  እባክዎን ከአራት የዴርጅታዊ ባህሪዎች ጋር ተያያዥነት ያሊቸውን የሚከተለትን 

መግሇጫዎች መግባትዎን / አሇመግባባትዎን ያሳዩ ፣ ተሳትፎ ፣ ወጥነት ፣ 

ተስማሚነት እና ተሌእኮ በኢትዮጵያ ንግዴ ባንክ በዯብረ ብርሃን ቅርጫፍ 

እያንዲንዲቸው በየ 5 ኢንዳክሶቻቸው ፡ እባክዎን ከዚህ በታች የሚታየውን አምስት 

የነጥብ ሌኬት ሚዛን በመጠቀም እይታዎን በተሻሇ በሚገሌጸው አማራጭ ምርጫ 

ሊይ ያዴርጉ (√) ፡፡ 

1 2 3 4   5                                                                                 

 

በጣም 

አሌስማማም 

አሌስማማም ገሇሌተኛ / 

ያሌወሰነ 

እስማማሇሁ በጣም 

እስማማሇሁ 
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   የዴርጅት ባህሌ ባህሪዎች 

I. ተሳትፎ 

ማበረታቻ  

 

1 2 3 4 5 

1. በኢትዮጵያ ንግዴ ባንክ ውስጥ ትክክሇኛ መረጃ በሚገኝበት 

ዯረጃ ውሳኔዎች ይወሰዲለ ፡፡ 

     

2. ሰራተኞችኢትዮጵያ በንግዴ ባንክ ስራ  አፈፃፀም ሊይ 

አዎንታዊ ተፅእኖ አሊቸው ብሇው ያምናለ  

     

3. ሰራተኞች የሚፈሌጉትን መረጃ በቀሊለ እንዱያገኙ መረጃው 

በስፋት ተሰራጭቷሌ ፡፡ 

     

የቡዴን ተኮር      

4. በሁለም የዴርጅቱ ክፍሌ ውስጥ መተባበር በጣም 

ይበረታታሌ ፡፡ 

     

5. የቡዴን ስራ  ሇመስራት ይጠቅማሌ ፡፡ ተዋረዴን ከመጠበቅ 

ይሌቅ ፡፡ 

     

6. ሰራተኞች የቡዴን አካሌ እንዯመሆናቸው ይሰራለ ፡፡      

     ችልታ ሌማት      

7. ባሇሥሌጣን በውክሌና የተሰጠው ስሇዚህ እነዚያ ፡፡ ሰራተኞች 

እንዯ የአቅማቸው ገዯብ በራሳቸው ሉሠሩ ይችሊለ። 

     

8. የሰራተኞችን ክህልት እና አቅም ሇማዲበር ቀጣይነት ያሇው 

ኢንቬስትሜንት አሇ ፡፡ 

     

9. የሰራተኞች አቅም እንዯ ተወዲዲሪ ጠቀሜታ አስፈሊጊ ምንጭ 

ተዯርጎ ይወሰዲሌ ፡፡ 

     

    II. ወጥነት 

ዋና እሴቶች  1 2 3 4 5 

10. መሪዎች የዯረሱበትን ይሇማመዲለ ፡፡      

11. የኢትዮጵያ ንግዴ ባንክ የሚነግዴበትን መንገዴ የሚመሩ 

ግሌጽና ወጥ የሆነ የእሴቶች ስብስብ አሇ ፡፡ 

     

12. ሠራተኞችን የሚመራ የሥነ ምግባር ሕግ አሇ ፣ ባህሪን 

እና ከቀኝ እና ከስህተት ሇመሇየት የሚረዲ ፡፡ 

     

መግባባት 

13. አሇመግባባት በሚፈጠርበት ጊዜ ፡፡ የሰራተኛ ጥረት 

“አሸናፊ-አሸናፊ” መፍትሄን ማሳካት ነው። 
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14. ነገሮችን ሇማከናወን ትክክሇኛውን መንገዴ እና የተሳሳተ 

መንገዴን በተመሇከተ ግሌጽ ስምምነት አሇ ፡፡ 

     

15.  መግባባት ሊይ መዴረስ ቀሊሌ ነው; እንኳን የሚጋጩ 

ጉዲዮች ይከሰታለ ፡፡ 

     

ማስተባበር እና ውህዯት      

16. ዴርጅቱ ከተሇያዩ ክፍልች የመጡ ሠራተኞች አንዴ የጋራ 

አመሇካከት አሊቸው ፡፡ 

     

17. በሁለም የዴርጅቱ ክፍሌ ውስጥ ፕሮጀክቶችን ማስተባበር 

ቀሊሌ ነው። 

     

18. የንግዴ ሥራ አቀራረብ በጣም ወጥነት ያሇው እና ሉገመት 

የሚችሌ ነው  

     

III. ተስማሚነት 

    ሇውጥ መፍጠር  1 2 3 4 5 

19. ሥራዎችን ሇማከናወን የተሻለ መንገድች ያሇማቋረጥ 

ይወሰዲለ ፡፡ 

     

20. ሇውጥ እንዱፈጠር ሁለም የዴርጅቱ አካሊት ይተባበራለ ፡፡      

21. የኢትዮጵያ ንግዴ ባንክ ሇተወዲዲሪዎቹ ዴርጊቶች እና 

በንግደ አካባቢ ሇሚከሰቱ ላልች ሇውጦች ጥሩ ምሊሽ ይሰጣሌ 

፡፡ 

     

  የዯንበኞች ትኩረት 

22. የዯንበኞች ግብረመሌስ ብዙውን ጊዜ ሇውጦችን ያስከትሊሌ።      

23. ሰራተኞች የዯንበኞችን ፍሊጎት እና ፍሊጎት ይገነዘባለ ፡፡      

24. የዯንበኞች ግብዓት በቀጥታ በተሇያየ ዯረጃ ውሳኔ ሊይ 

ተጽዕኖ ያሳዴራሌ ፡፡ 

     

   የዴርጅት ትምህርት 

25. ፈጠራ ይበረታታሌ ያሸሇማሌ ፡፡      

26. መማር ሇሠራተኞች የዕሇት ተዕሇት ሥራ አስፈሊጊ ዓሊማ  

ነው ፡፡ 

     

27. የኢትዮጵያ ንግዴ ባንክ ውዴቀቶችን የመማር እና የማሻሻሌ 

ዕዴሌ አዴርጎ ይመሇከታሌ ፡፡ 

     

IV. ተሌዕኮ እና ራዕይ 

ስሌታዊ አቅጣጫ እና ዓሊማ 

 

1 2 3 4 5 

28. ሇሥራዬ ትርጉም እና መመሪያ የሚሰጥ ግሌጽ ተሌዕኮ አሇ      
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፡፡ 

29. የኢትዮጵያ ንግዴ ባንክ ስትራቴጂካዊ አቅጣጫ ሇእኔ ግሌፅ 

ነው ፡፡ 

     

30. ባንኩ የረጅም ጊዜ ዓሊማ እና አቅጣጫ አሇው ፡፡      

ግቦች እና ዓሊማዎች 

 

31. መሪዎች ምኞት ያሊቸው ፣ ግን ተጨባጭ የሆኑ ግቦችን 

ያወጣለ ፡፡ 

     

32. የኢትዮጵያ ንግዴ ባንክ በተጠቀሱት ግቦች ሊይ ግስጋሴውን 

በተከታታይ ይከታተሊሌ ፡፡ 

     

33. ስሇኩባንያው ግብ ሰፋ ያሇ ስምምነት አሇ ፡፡      

ራዕይ 

 

34. የ CBE ሰራተኞች ሇወዯፊቱ ዴርጅቱ ምን እንዯሚመስሌ 

የጋራ ራዕይ አሊቸው ፡፡ 

     

35. መሪዎች የረጅም ጊዜ አመሇካከት አሊቸው ፡፡      

36. የኢትዮጵያ ንግዴ ባንክ ራዕይ ሇሰራተኞቹ ዯስታን እና 

መነሳሳትን ይፈጥራሌ  

     

ክፍሌ III.  የኢትዮጵያ  ንግዴ  ባንክ  ዯብረ ብርሃን ቅርንጫፍ  የሰራተኞች   የስራ  

አፈፃፀም 

  በዯብረብርሃን ቅርንጫፍ የሚገኘው የኢትዮጵያ ንግዴ ባንክ የሰራተኞቹን የሥራ 

አፈፃፀም ምን ያህሌ እንዯሚያከናውን እባክዎን 1 (በጣም በትንሹ በሆነ መጠን) ሇ 

5 (እጅግ በጣም ከፍተኛ) ያመሌክቱ ይህንን የዯረጃ አሰጣጥ መሇኪያ ይጠቀሙ 1 

= በጣም በትንሹ ፣ 2 = በትንሽ መጠን ፣ 3 = በተወሰነ ዯረጃ ፣ 4 = በከፍተኛ 

ዯረጃ ፣ 5 = እስከ እጅግ በጣም ብዙ እባክዎን ከዚህ በታች የሚታየውን አምስት 

የነጥብ ሌኬት ሚዛን በመጠቀም እይታዎን በተሻሇ በሚገሌፅ በአማራጭ ምርሊይ 

ያዴርጉ (√) ፡፡  
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የሰራተኞች የሥራ አፈፃፀም ሚዛን (ምንጭ-ዌይት ፣ ካክማር ፣ ማክማሃን እና 

ዳላው ፣ (1995)  

 ዕቃዎች  1 2 3 4 5 

1  በሥራ ሊይ ፣ ነገሮችን በተሻሇ ሇማከናወን ፣ ሁኔታዎችን ሇማሻሻሌ 

መሰረታዊ ስሜትን እገሌጻሇሁ ፡፡ 

     

2 

 

 

 በሥራ ሊይ ፣ ስሇ ሥራው ቀናነት እና በዚህም ጠንክሮ እና በኃይሌ 

ሇመስራት ፈቃዯኝነቴን አሳይቻሇሁ ፡፡ 

     

3 

 

በሥራ ሊይ ፣ ሥራው ከሚጠይቀው በሊይ ሇመሄዴ እና ከመጠየቄ  

በፊት እርምጃ ሇመውሰዴ ፈቃዯኛ መሆኔን አሳይቻሇሁ ፡፡ 

     

4 

 

 ጠቅሊሊውን ፣ ክፍልቹን እና ግንኙነቶቹን የማየት እና ቅዴሚያ 

የሚሰጣቸውን ነገሮች ሇማዘጋጀት ፣ እቅዴ ሇማውጣት ፣ ሇመገመት እና 

ሇመገምገም ችልታን አሳይቻሇሁ ፡፡ 

     

5  በስራ ሊይ ሁላም ነገሮችን በሰዓቱ አጠናቅቃሇሁ ፡፡      

6 

 

የበሊይነቴ በምሠራው ሥራ ጥራት መቼም አይቆጭም ፡፡      

7 

 

የሥራ ሌምድቼ (መዘግየት ፣ የእረፍት ጊዜ ወዘተ) ሇላልች አርአያ 

ናቸው ፡፡ 

     

8 

 

 የበሊይነቴ ረዘም ሊሇ ጊዜ ከስራ ቦታ ውጭ ቢሆንም እንኳ ምርታማ 

መሆኔን እቀጥሊሇሁ ፡፡ 

     

9  የበሊይነቴ በጭራሽ እኔን መፈተሽ የሇበትም።      

10  ከሥራ ባሌዯረቦቼ ጋር በጥሩ ሁኔታ እገኛሇሁ ፡፡      

 

                                      ስሇ ትብብራችሁ በዴጋሚ አመሰግናሇሁ! 

 

 


