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Abstract

Thisresear chpaper discussedthe effectof organizational culture onemployees’ job performance in
caseof Heineken Ethiopia kilinto plant.It viewsorganizationalculture asthe patternofvalues,
norms, beliefs, attitudes and assumptions that maynot havebeenarticulated but shapetheways in
which people behaveand get things done. Theaim of thisstudy is to assess and examinetheeffect
of organizationalcultureonemployee’s job performance inHeineken Ethiopia kilinto
plant. Theconceptual framewor ki sdesi gned,takingor gani zati onal cul tur easi ndependent
variablesandempl oyeeper formance asdependentvariable. The thesi sadoptsexplanatory
researchwithquantitative researchapproach.The organizationalculture questionnaire was
adopted fromDenison(1990) andtheemployeeperformancequestionnairewasadopted  from
Onyango(2014).Prior pilottestwasconducted andvalidity andreliability ofthe questionnaire
wasdeter mi nedbefor edatacoll ection. Thestudytook119tar getpopul ationswithr esponser ateof 105r es
pondents.Bothdescriptive and inferential anal ysi si susedtosee therelationshipand
effectofindependentvariablesondependentvariable.Basedontheanalysisithere  isapositive  and
significant relationship between thethree variables of organizational culture(mission, consistency
andinvol vementcul ture)andempl oyee performance.Basedonther esear chfindings
andr esear chconclusions,maj or recommendati onswer eoffer edfor possi bl econsi der ationtoHeineken
Ethiopia kilinto plant.

Keywords: Organizational culture,Employeeperformance, Addis Ababa, Ethiopia



CHAPTER ONE
INTRODUCTION

1.1Backgroundofthe Study

M anagementofhumanresourcei nanorgani zationhasbecomeanincreasingly ~ importantfactor ~ for

organizationperformanceandbusi nessvisi onachievement.Forthis,empl oyeesare valuable
resourcesof anorgani zationandthesuccessorfailure oftheorgani zationdependsonempl oyee

performancewhichpositively ornegativel yaffectsorganization’sperformanceatlargeandits sustainable
competitiveadvantage.Withouthumanpresence,itisimpossible foranorganization to achieveits

intended objectives. Human resources aretheonl yinexhaustibl eresourceof
creativity,newideas,original andval uablesol utions. Theability ofanorgani zationtouseits
humancapi tal asacorecompetency dependsat| easti npartontheorganizational culturethatis

operating(Floreaet a, 2011).

Oneofthemai ncomponentsi nrecenthumanresourcesmanagementi stounderstandtheconcept,
application,andprincipl esoftheorgani zational culture anditsassociatedel ements.Different
studiesshowtherelationshipof ~ organizational culturewithemployeeperformance,job  satisfaction,
employeecommitmentand motivation, organi zational performance,creativity,and
manymore. Thisstudywillaimtoexplai ntherel ationshi pof organi zati onal cul turewithempl oyee
performanceasthe performanceofemployeesoccupiesanimportantplace inthefunctionsof human
resources management.

Organizational culturei sthepatternofval ues,norms,beliefs, attitudes,andassumptionsthatmay nothave
beenarticul atedbutshape thewaysinwhichpeoplebehave andgetthingsdone.Values refer towhatis
believedtobe importantabouthow peopleandthe organizationsbehave.Norms arethe unwritten rules
ofbehavior (Armstrong, 2006).Hence,organizationalculture istheunderlying values, beliefs,
principles and practices that constitute its management system (Denison, 1990).
Accordingto(Casci0,2006) performancei sthedegreeof anachi evementtowhi chanempl oyee's
fulfilltheorgani zational missionatworkpl ace.Other author(Daft,2000) definesemployee’s
performanceasameanstomeasuretheability ofemployeestoattaingoal seitherpersonalor organizational

byusingresourcesefficientlyand effectively.



A sorgani zational cul tureandempl oyeeperformancearedefinedinvari ouswaysasi tisindi cated
above,there are al sostudi esthati ndi cateard ati onshi pbetweenorgani zational culture and
employees’performance.M agee(2002) expl ai nedthatorgani zational cul ture isinherently
connectedtoorgani zati onal practi ceswhi chinturni nfluence empl oyees’ performance. Hellriegel

& Slocum(2009)contendthatorgani zati onal cul turecanenhanceempl oyees’ performancei fwhat

sustai nsitcanbeunderstood. Thus,theculture of anorgani zati onacquai ntsempl oyeeswiththe
firm’shistory aswel lascurrentmethodsof operati onthatgui deempl oyeesonex pectedand
acceptablefuture  organizationalbehaviorsand norms.Fromnumerous “culture  surveys’ithas
beencla medthatempl oyeeperformancecanbeimprovedby devel opingandcreatingcertain kinds  of
organizational cultures (SackmanandBertelsman, 2006;Denison, 1990).

1.2Statement oftheProblem

Many organizationstodayputmoreeffortsonthefocusofonly intrinsicandextrinsicreward
systemstoenhanceempl oyeeperformance,giving lessconcernonthetraditional cultura
activities.AccordingtoK andul a(2006),thekeytogoodempl oyeeperformancei sastrongcul ture
withintheorgani zati on.Hefurthermai ntai nsthatduetodifferencel norgani zational cul ture,same

strategi esdonotyi el dthesameresul tsfortwoorgani zati onsthatareoperati nginthesamei ndustry
andwithinthesamel ocation.A hmed(2012) confirmedthatorgani zational culture hasanactive
anddirectrol e nperformancemanagement.However,organi zationcul turehasreceivedrel ativel y

lowlevel sofempiri cali nvesti gationamongthepossi bl eantecedentsof empl oyeeperformance

(Lok& Crawford,2004).Althoughempiricalresearch hasbeencarriedout,therehasbeenlittle
evidencetoprovetheeffectof organi zati oncul tureonempl oyeeperformance(M ckinonoetal .
2003).inastudy of HongK ongandA ustralianmanagers,L okandCrawford(2004)founda
positiveeffectoforganizationculture onemployeeperformance.Zainetal .(2009)examinedthe
effectoff ourdimensi onsof organi zationcul turenamely teamwork,communication,rewardand
recognition,andtrai ninganddevel opmentonemployee performanceandfound thatallthefour
dimensi onsof organi zati oncul turewerei mportantdeterminantsof performance.Njugi & Nickson
(2014)foundintheirstudythat wasdoneat\WorldVisionK enya,organizationculturehas agreat influence
onperformance asitdi ctateshowthingsaredone,organization’sphilosophy,work environment,
performancetargets,and organizations stability.However,Lahiry(1994), indicated aweakassociation
between organization cultureand performance.



Itisbecauseofthesemixedresultsthat  giveroomformoreresearch tobedoneontheassociation between
organizational cultureand performances byemployees. Accordingto Ojo (2008) despite
thestudiesonorgani zational culture inthelast fewdecades,theempirical evidencesemerging
fromvariousstudies  abouttheeffectoforganizationalcultureon  performancehaveso  faryielded
mixedresults.He furtherstatesthatresearchers concuronthefactthatthere isnoagreementon the precise
natureof therelationship between organizational culture and performance.
A sthenatureandcontextaredifferentfromorgani zati ontoorgani zationandcountry tocountry,
therelationshipoforganizationalculture  andemployee  performance  isworthtoinvestigatefor
specificorganizationlikeHeineken Ethiopia.lnordertomeetitsintended objectivesandgaincompetitive
advantage.Severd researchers have describedorgani zational
cultureandempl oyeeperformancefromotherwiderdi mensi onsi nothercountriessuchasNigeria,
IndiaandU SA .However,al othasnotbeendonetoestablishthe specificculturerel atedf actors
thataffectempl oyeeperformance. Organi zati oncul tureresearchhasnotbeeneffectivel y donein
devel opi ngcountrieshencethereexistsamaj orgapinrel evantliteratureof acountrylikeEthiopia.
Thisresearchintendstobridgethisavailablegapby identifyingtheactual effectofcultureinan organization

to the employees’ performance.

Heineken Ethiopia. Undertook qualityimprovement assessmentof 16
randoml ysel ectedstaffinAugust2018andthefindingshowedgapsininformality and
inconsi stencyof communi cation,lackofclarity of communicationline,limitedconsul tationand
feedback,inconsistencyinsupport, andlackofformal deci sionmakingprocessetc.Asthe above

identifiedgapsare partof theorganizationalcultureitwillbe relevanttodiagnose Heineken Ethiopia
organizational culturebasedonthesef actorsandotherperspectives. Thiswillhel ptheorgani zation
tounderstanditsowndynami ccultureandassi stthemanagementteamtocapitalizeontheinsights  to  be
gained bythe cultural perspectives hence  alowing to yield greater control over the
organization. Thiswillenhanceandf ostermany organizational partsincluding butnotlimitedto
effectiveand efficientorgani zational performance,empl oyee performance,jobsatisfaction,
employeemotivation, and otherhuman resourcespractices.

I nadditi on,asperthedi scussionwhichwashel damong sel ectedHeineken Ethiopia staff,therearepositive
improvementstowardstheorgani zati onal cultureli kethestaffeffortanddedi cati ontoaccomplish
theoverall mi ssionandobj ectivesbecauseoftheexi stenceofthesoci al bondagewhi chcontributes
tothework dynamics.Moreover,thestaffconsi dertheorganizationashaving anenvironment
whichencouragescreativity andinnovation.However,therearegapsi nl eadershi pstyl ethatare

manifestedatdifferenttimes. Thestaffengagementisvery informalandthegrowthof staff’s
3



engagementdoesn’talignwiththeorgani zationgrowthandtheorgani zationdoesn’tnurture the
organizational culturethrough time.

1.4 Resear chQuestions

Manyfactors influence people in organizations, but not al are considered when trying to
understandthebehaviorof peopl eatwork,themostfrequently overlookedfactoristheeffectof
organizational cultureonemployees’  jobperformance; hencetheresearchwillfocus onthefollowing

research questions:

Which organizational culture practices influences more the employee job performance?
What isthe level of employee job performance at Heineken Ethiopia?

Dose Mission, Involvement,andConsistency culture exercised at Heineken Ethiopia?

A WD PE

What type of relationship exists between cultural dimensions and employee job performance
1.5 Resear ch Objectives

1.5.1 General Objective
Theai mofthi sstudyistoassessandexaminetheeffectof organi zati onal cul tureonempl oyee job
performanceinHeineken Ethiopia

1.5.2 Specific Objectives

Thestudyhasthe foll owingspecificobjectives:

1. Toidentifythemajor organizational Culture practices exercised at Heineken Ethiopia?

2. Toexaminethelevelthe level of Employee Job Performance at Heineken Ethiopia Kilinto Plant?
3. ToexamineWhich Organizational Culture Practices influences more the Employee Job
Performance?

4. Toexamine what type of relationship exists between Perception on Cultural Dimensions and
Employee Job Performance?



1.6 Significance of the Study

Thisstudy hasagreatadvantagefordifferentpartiesonshowingtheeffectof organi zational culture

onemployee job performancetowardstheattainmentof organi zational goal s.Firstandfor
mostthefindingsare anticipatedtoprovideconcretei nformati ontothel eadersaboutthe
effectof organi zati onal cul tureonempl oyeeperformancei nthecontextof Heineken

Ethiopia. Theresearchoutcomei sexpectedtobenefits themanagementofthe organization to direct their
attention as itwillhighlight organization’s current positionin terms of organizational culture and
employee job performance.

Asasecondsignificance,thestudy  willalsohel psimilarorgani zationsthatoperateinthesame  industry
togetaglimpseofinformati ononorgani zati onal cul turewhi chisrel atedtoempl oyee performance.
L astly,thisresearchenhancestheresearcher’ sknowl edgeof howtheorganizational culture
affectsemployee  jobperformanceandsuggestswhatshould  bedonetoimproveit.  Furthermorethe
researchwillcontribute  towards the advancementof theoreticalknowledge and serves

asapreliminarybasisand referencematerial forfuturestudies.

1.7 Scope of the Study

The researchfocuson Heineken Ethiopia kilinto plant.InEthiopiawhichhasanaimtoexplainthe
rel ationshi pbetweenorgani zati onal cul tureandemployee performance. The conceptsof
organizationalculturearevery broadin scopetoaddressthematdepthandimpossi bl etoinclude
allthoseconcepts,dimensions,andmodelsina  singleresearchwork. Therefore theresearcher will
onlyfocus on selected organizational culture dimensions focusing on mission culture, involvement,
and consistencyculture.

Thereis  asoamethodol ogical scopei ntargetpopul ation. Inthisstudy,thewhol etargetpopulation  is
nottaken,duetothecomplexityto manage all the population and the study geographically limited to

only kilinto plant



1.8 Operational Definition of Terms

Culture: isawayoflife of agroupof peopl e-thebehaviors,belief s,val ues,and symbols
thattheyaccept,generally  withoutthinkingaboutthem,andthatarepassedalongby communication and
imitation from one generation to thenext.

Employee: An individual who works part-time or full-time under a contract of
employment,whetheroral orwritten,expressor implied,andhasrecogni zedrightsand duties.

Perfor mance:Performanceis deemedtobetheful fillmentof responsibilityandan obligation, in a
manner that releases the performer from allliabilities under the contract.

Organization: A socialunitof people that is structured and managed to meet a need or to pursue
collectivegoal s.Allorgani zationshaveamanagementstructure thatdetermines
rel ati onshi psbetweenthedi fferentactivitiesandthemembers, andsubdividesandassigns
rolesresponsibilities,andauthority  tocarry  outdifferenttasks.Organizationsareopen  systems-

theyaffect andareaffected bytheir environment.

1.90rganizationoftheStudy

Thisresearchpaperconsi stoffivechapters. Thecontentof eachchapteri ssummarized as follows:

Chapter 1of the studypresentbackgroundof thestudy,backgroundof theorganization, statementof the
problem,researchqguestions,researchobjective,significance of the study,scope of thestudy, limitation

of thestudy, definition ofterms, and organization ofthe study.

Chapter 2ofthestudy  iscomposedofrelatedliterature  reviewon  organizationalculture  and
employeeperformancewithits relationshipand effect.Inaddition,itincludesempiricalreviewv  made

onpreviousstudi esonorgani zational cul ture onempl oyeeperformanceandconceptua framework.

Chapter 3deal swiththeresearchmethodol ogy thati susedanditencompassesi ntroduction,
descriptionsof the study geographic area,researchdesignandapproach,targetpopul ation,data typeand

data sources, datacollection instrument and data analysis.

6



Chapter 4describethefindingofanal ysi sandinterpretati onofthestudy withsubtopics
introducti on,responserate,demographi cpresentati on,anal ysi sonthethreetypesof organi zational
culture,empl oyeeperformance,andthei nterpretati onontherel ati onshi pof organi zational cul ture and

employeeperformance.

Chapter 5highlighttheimplicationsbasedontheresults;itwillincludesummary ~ ofmagjor  findings,

conclusions, recommendations and finallysuggestion forfurther research.



CHAPTER-TWO
LITERATURE REVIEW

2.1 Theoretical Literature Review

Thischapterstartswiththeconceptsanddefinitionsof organizational culture andthetheoretical reviewof
its importance, characteristics of organizational culture, models of organizational culture,changing
organi zational culture,functionsof organi zational cul ture,theelementsof - organizational culture,creating
andmaintaining organizational culture,communicating
organizational culture,andempl oyeeperformance. Thechaptercontinueswiththeempirical
reviewofdifferentresearchers’worksregarding therelationshipandeffectoforganizational  cultureon

employeeperformanceand then followed bythe conceptual framework.

2.1.1 Organizational Culture

Thefollowingaresomedefinitionsof cul turebydifferentauthorsintheirbooksandjournal articles:
Spencer(2008)definedcul tureasfuzzysetof basi cassumpti onsandval ues, orientations
tolife,beliefs,policies,procedures,andbehavioral  conventionsthataresharedbyagroup of  people,
andthatinfluence  (butdonotdetermine)  eachmember’sbehaviorandhis’her  interpretations  of
the*meaning’ of other people’sbehavior.

Culturei sasetof customs,val ues,norms,andbeli ef sthati nfluenceonanorganization  (Khorshidi, 2008
AccordingtoMartins and Terblanche(2003),cultureis deepl yassociatedwith values and beliefs shared

bypersonnel in an organization.

Culture isal sodefi nedfromtheperspectiveoforgani zational side.Organi zational culture
comprisestheunwrittencustoms,behaviors,andbeliefsthatdetermine  the  “’rulesof  thegame™
fordeci sionmaking,structureandpower. Iti sbasedonthesharedhi story andtraditionsofthe organization.

Organizational Culturei sthepatternofshared basi cassumptionsthatislearnedby agroupasit solved its
problems ofexternal adaptation and internal integration. These assumptionsare saidto
bemai ntai nedi ntheconti nuousprocessof humani nteracti on(attitudes andbehavior)astherightway

inwhichthingsaredone.Zhang(2010)al sodescribes organizational culture as amodel, composed

8



bysome basic assumptions; and the assumptions are foundand createdgraduallybya
certaingroupintheprocessof ~ exploringthemethodof adapting toexterna environmentandsolving
internalinterconnected system.Internalintegrationisthe
soci ali zationof newmembersi ntheorgani zati ons, creati ngthenewboundari esof theorgani zation

andthefeelingofidentity amongpersonnel andcommitmenttotheorgani zation(M artinsand
Terblanche,2003).External adaptati oni sal sosai dtobecreationofcompetitive  edgemaking  sense

ofenvironmentintermsofacceptable behavior andsocial systemstability. The definitions
bySchein(2004)andZhang(2010)offerboth  deeperbasicassumptionand  faiththatisshared by
organizationamembersinexplaining thepurpose;andtheenvironmentoforgani zationitself.
Also,theaffirmati onsfocusoninternalintegrationandexternal adaptati onof organi zationswhich are
theorgani zational culture attributesthatdefi netheperformanceoforgani zations.Itisthus
admittablethatorganizationalculture  isparamounttoorganizationalsuccess(Twatiand ~ Gammack,
2006).

Otherauthordefinesorgani zati onal cul tureasasystemof sharedmeaninghel d by membersthat
di stingui shestheorgani zati onfromotherorgani zations. Sevenprimary characteristicsseemto

capturetheessenceofanorganization’sculture: Innovati onandrisktaking,attentiontodetail s
outcomeorientation, peopl eorientation,teamorientation,aggressivenessandstability  (Robbins  and
Timothy, 2013).

Ravasiand Schultz(2006)wrotethatorgani zational culture isa setof sharedassumptionsthat
guidewhathappensi norgani zationsbydefiningappropriatebehaviorforvarioussituations. It isalsothe
patternof suchcoll ectivebehaviorsandassumptionsthataretaughttonew  organizational  membersas
awayof percelvingand, even, thinking and feeling.

As itcan beseen from the abovedefinitions, there aresomecommonalities betweenand itcan be
assumedthatorganizationalculture  comprisesof somesortofval ues,beliefs,andattitudesthat  areheld

byindividuals and the organization.

2.1.2 The Importance of Organizational Culture

Saiyadin (2003) explainsthat culture has the followingimportance:-
Culturesuppl ementsrati onal management: creati onofworkcul turei sati meconsuming
process.Therefore,organi zationcul turecannotsuddenl y changethebehaviorof people
inanorgani zation.Culture communi catestopeopl ethroughsymbol s,val ues,physical
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settings,andlanguage,and,thereby suppl ementstherati onal managementtool ssuchas

technologyand structure;

Culturefacilitatesi nducti onandsociali zati on: Inducti oni saprocessthroughwhi chnew

entrantstoanorganizationassoci alizedandindoctrinatedi ntheexpectationsof the organization.

Culture promotes a code of conduct: a strong culture in an organization explicitly

communi catesmodesof behavi orsothatpeopl eareconsciousthatcertainbehaviorsare

expectedandotherswoul dneverbevisible. Thepresenceofastrongculture would

be

evidentwheremembersshare asetofbeliefs,val ues,andassumptionswhichwoul d

influencetheirbehaviorin an invisible way.

Sub-culturecontributetoorgani zati onal diversity: sub-cul ture,andsub-systemsofval ues

andassumptions,whichmay bebasedondepartmentalization,activity centers,or

geographicallocations, provide meaningtotheinterestsoflocalized,specificgroupsof people

within themacroorgani zation.

Schein (2004)suggeststhat organizational culturels even moreimportant todaythan it was in the

past.Increasedcompetitions,globalization,mergers,acquisitions,alliance andvariousworkforce

devel opments havecreated agreaterneed for:

Coordinationandi ntegrati onacrossorgani zationunitsinordertoimproveefficiency, quality, and

speed of designing, manufacturingand deliveryproducts and services.
Effectivecontrol mechani smsdictatingempl oyee’sbehavior.Cul turei smorepowerful
of controllingandmanagi ngempl oyeebehaviorsthanorgani zational rulesand regulations.

Product and strategyinnovation

Processi nnovationandtheabilitytosuccessfull yintroducenewtechnol ogi esandproducts
Services.

Effectivemanagement ofdispersed work unitsandincreaseworkforcediversity.

Cross cultural management of global enterprisesand multinational partnerships.

Facilitationand supportof team work.

2.1.3 Characteristics of Organizational Culture

AccordingtoDasanayakaandM ahakal anda(2008),maximizingempl oyee’sval uesareconsidered
asrational assetthatrequi redacul turetosupporttheirl ogi cal parti ci pationbothf ori ndi vidual and
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organizationallearning,new knowl edgeformati onandreadinesstosharewithothers.Hodgetts
andLuthans (2003), definesomeof the characteristics of theorganizational culture:
Normsaremeasured by thingsliketheamountofworkdoneandthel evel of cooperation between
managementand employees of theorganization.
Clearlyrulesaredefinedf orempl oyee’ shehaviorassoci atedwithproductivity,intergroupCooper
ationandcustomer relationship.
Observedbehavioral regul arities,asill ustratedcommonl anguageandf ormal procedures.
Coordination and integration between the organizational units for the purpose of
improvementinefficiency toworks,quality andspeedof designing,manufacturing the products

and services.

2.1.4 M odels of Organizational Culture

Whiletherei snosingl €"type" of organi zati onal cul tureandcul turescanvary widely fromone
organizationtothenext, commonalitiesdoexist. Andseveralmodels by researchershavebeen
proposedtillto dateexplaining theorganizationculture  andsomeresearchershavedevel oped
model stodescribe differentindicatorsanddi mensi onsof organi zational cultures. Theprominent scholars

exploringorganizations cultureareasfollow:

2.1.4.1 Edgar Schein’sM odel of Organizational Culture

Schein(2004)believedthattherearethreel evel sinanorgani zati oncul tureandhismodel focuses  on
artifacts, values, and assumptions.
Artefacts. Thefirstlevelisthecharacteristicsoftheorgani zationwhichcanbeeasil yviewed,
heardandfel tbyindividual scollectivel yknownasartefacts. Thedresscodeoftheempl oyees,
officefurniture, facilities,behavioroftheempl oyees,missionandvision oftheorgani zation
allcomeunderartefactsandgoal ong wayindeciding thecultureoftheworkplace.Andthis
aspectoftheorganizational culturei sthesimpl estperspectiveonculturewhichisprovidedby  the
tangibl eartefactsthatreveal specificcultural predispositions.
V alues: Thenextlevel accordi ngtothi smodel whi chconstitutetheorgani zationcul turei sthe
val uesoftheempl oyeesandrul esof behavior. Theval uesoftheindividual sworking inthe
organizationplay animportantrole ndecidingtheorganizationculture. Thethoughtprocess and

attitudeofempl oyees havedeep impact on the culture ofanyparticular organization.The mind-
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setofthei ndividual associ atedwithanyparti cul arorgani zati oni nfl uencesthecul tureof the
workplace. Vaues pertain largel yto theethicsembedded in an organization.
AssumedValues: The thirdlevelistheassumedval uesoftheemployeeswhichcan’tbe measured
but do makeadifferenceto the culture of theorganization. Therearecertain beliefs
andfactswhi chstayhi ddenbutdoaffecttheculture oftheorgani zati on. Thei nneraspectsof
humannature come under thethird leveloforganizationculture. The organizationsfollow
certainpracticeswhichare notdi scussedoftenbutunderstoodonthei rownandmuchmore
difficulttodeduce throughobservationalone.These are tacitassumptionsthatinfecttheway
inwhichcommuni cationoccursandindividual sbehave. They areoftenunconscious,yet
hugel yimportant.
AccordingtoSchein(1992),understandingtheorgani zation’scul turemaystartfromobservingits
artefacts:itsphysi cal environment,empl oyeei nteracti ons,companypolicies,rewardsystems,and
otherobservabl echaracteristics.However,simplyl ookingatthesetangibleaspectsisunlikely  to  givea
fullpicture oftheorganization,since animportantchunkofwhatmakesupculture exists belowone’s
degree ofawareness. Theval uesanddeeper, theassumptionsthatshape the
organi zation’scul turecanbeuncoveredbyobservinghowempl oyeesi nteractandthechoi cesthey
make,aswellas by inquiringabouttheirbelief sandperceptionsregardingwhatisrightand  appropriate
behavior.

2.1.4.2 RobertA, Cooke’sModel of Organizational Culture

AccordingtoCooke(1987),thecultureof anorgani zati oni stheway employeesbehavesatthe
workplacetoensurestabl ef utureandgrowth. A ndheproposedthefol | owingthreetypesof cul ture in
theorgani zation:
i.  ConstructiveCultur e:therearecertai norgani zationswhichencourageheal thyinteraction
amongsttheempl oyees. T heindividual shavetheliberty tosharetheirideas,exchange
informationanddi scuss thingstocometoani nnovati vesol utionbeneficialtoall.Conflicts

arisewhenempl oyeesf eel negl ectedandarenotal |l owedtospeaktheirminds.Aconstructive culture

encouragesdi scussions,exchange of ideasamongstempl oyees,motivatesthe
employeesandeventual l yextractsthebestoutofthem. Thekey featuresofaconstructive
cultureare:
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Achievement: Aconstructiveculturehel pstheempl oyeestoachievethetargets ~ within the
stipulated timeframe.
Self-Actualizing: Inthi skindof cul ture,anempl oyeestaysmotivatedandrealizes full potential.
Encouragement: Aconstructiveculture encouragesemployeestodelivertheirlevel best and
strivehardforfurtheringthe imageof theorganization.
Affinitive: Theempl oyeesavoi dconfli ctsandunnecessarydi sputesandpromotea positive
ambience at theworkplace.

ii.  PassiveCulture:inapassiveculture theempl oyeesbehavei nawaycontrarytothewaythey
feeliscorrectandshoul dbethei dealway andthemai nmotiveoftheempl oyeei stoplease
thesuperiorsandmake his/herpositionsafe and  secureintheorganization.Insuchaculture,
employeesunhappilyadheretothe  guidelinesand  followtherulesandregul ationsjusttosave
theirjob. The characteristics of apassive cultureare:

Approval: Insuchacultureempl oyeescan’ttakedeci sionsontheirown. They
Need to taketheir supervisor’sapproval beforeimplementinganyidea.

Conventional: Empl oyeesareboundbyrul esandregul ationsoftheorgani zation and act
accordingto theprescribed standards only.
Dependent: Insuchacul ture, theperformanceoftheempl oyeesi sdependenton the superior’s decisions
and theyblindlyfollow their boss’s orders
Avoidance: Employeestend to avoid their own personal interests, satisfaction and simplyact

accordingto the company’s policies.
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iii. AggressiveCulture: organizationsfoll owinganaggressi vecul turepromotecompetition
amongsttheempl oyees. T heyencouragetheempl oyeestocompeteagai nst eachothersothat
eachoneperformsbetterthanhisfellowworker. Insuchaculture,employeesseeking their
colleague’sassi stanceareoftencal | edasincompetentempl oyees.Every individualviesfor
power,attenti onandstri vehardtowinappreciation. Thekey featuresofsuchacultureare
opposition, power,perfectionistandcompetitive.

2.1.4.3 Hofstede’s Modd of Organizational Culture

Anotherauthor,Hofstede(1980)organizationculture referstothe variousideol ogies,beliefsand
practi cesof anorgani zationwhichmakei tdifferentfromothers. Thecul tureofany workplace decideshow
employees woul dbehavewitheach otherorwiththe external partiesand a sodecide theirinvolvement in
productivetasks. Accordingly,there aremgorlysixfactors which influence the cultureof

theworkpl ace.

1. PowerDistanceOrientation: powerdistancereferstothedifferencesintheworkculture  as  per
thepowerdel egatedtotheemployees. There are someorganizationswhichbelieve in
appointingteam leadersor team managers who areresponsible for their respectiveteams and
havethe challengeof extractingthe best outof themembers. Theteam members aso haveto
respect theirteam leadersand work as pertheir ordersand advice. Howeverin some
organizations,every employeei saccountabl ef orhisownperformance.Nospecial personis
assignedtotakechargeoftheemployees. Theindividual sare answerabl etononeexceptfor
themselves.Every empl oyeegetsanequal treatmentfromthemanagementandhastotake ownership
ofhis /her own work.

2. Masculinityvs.Feminity: thisrefers tothe effectof differencesinmale andfemale values
onthecul tureoftheorgani zati on.Organi zationswheremal eempl oyeesdominatetheirfemal e
counterpartswillfollowdifferentpoliciesascomparedtoorgani zationswherefemal eshave
amajorsay inthedecisionmakingprocessoftheorgani zation.M a eempl oyeeswoul dbe
moreaggressi veascomparedtothef emal eswho wouldbemorecaringand soft-hearted. The
responsi biliti esal sovaryasperthesexoftheempl oyees.
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3.

Individualismvs.Collectivism: Itcoul dbedescribedasthedegreetowhi chanorgani zation
Integratesagroupmentality andpromotesastrongsenseofcommunity (asopposedto
i ndependence)withi ntheorgani zation. T herearesomeorgani zationswhichstronglyrely on

teamwork.Hereindividual swithacommoninterestcometogetherandworkasateam. These

organi zationsbeli evethattheoutputisalwaysmore whenindividual sexchangetheirideas,
discussthingsamongthemsel vestocome outwithinnovative ideas.Insuchascenario the employees
shareahealthyrel ationship and takeeach other’s helpwhen required.

UncertaintyAvoidancel ndex: uncertai ntyavoi dancedescribesanorgani zation'scomfort
levelwithrisk-taking.Asriskandreturnarel argely correl ativei nthebusi nessenvironment,
itisparti cularlyimportantfororgani zati onstoinstillaconsi stentl evel of comfortwithtaking risks.
Uncertainty avoidancei ndexref erstoacul turewhereempl oyeesknowhowtorespond
tounusualandunforeseencircumstances.  Itdeal swiththetol erancel evel oftheemployeesin - both
comfortable and uncomfortabl esituations.

LongTermOrientation:thisisthedegreeto  whichanorganizationorcultureplans pragmatically
forthefutureorattemptstocreateshort-termgains. Therearesome

organi zationswhi chfocusonl ongtermrel ati onshi pwiththeempl oyees.Insuchorgani zations

peopl ehaveasteady approachandstrivehardtoliveuptotheexpectationsofthe
management.Empl oyeesgetattachedtothe organi zationanddonotl ookatshortterm
obj ectives.Onthecontrary,someorgani zationshaveempl oyeeswhoaremoreconcernedwith
theirpositionandimage. Theyfollow a culturewherepeoplemoveon  inashortspanoftime
andnothingisdonetoretai nthem. Theempl oyeesareconcernedonly withtheirprofitsand targets and
leave asandwhen theyget a better opportunity.

Tolerancevs.Restr aint:thi spertai nstotheamount(andease) of spendingandful fil |ment

of needs.Forexampl e, arestrainedcul turemay havestrictrul esandregul ationsfortapping

companyresources.
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2.1.4.4 Daniel Denison’s Model of Organizational Culture

Denison(1990)assertsthatorgani zati onal cul turecanbedescribed by fourgeneral dimensions-
Mission,Adaptability,Involvement,andConsistency.Eachof ~ thesedimensionsisfurther  described

bythefollowingthreesub-dimensions:

Mission: Do weknow wherewe aregoing?

Strategic Direction andlntent, Goals andObjectives andVision.
Adaptability: Arewerespondingto themarketplace/external environment?

Creating Change, Customer Focus andOr ganizational L ear ning.

Involvement:Areour people aligned and engaged?

Empower ment, TeamOrientationandCapability Development.

Consistency: Dowehavethe values, systems andprocesses in placeto create leverage?

CoreValues, Agreement, Coordination/lI ntegration.
Denison’s model aso allows cultures to bedescribed broadlyasexternallyor
internall yfocused

Aswellas flexibleversusstable.Denison’s modelisillustrated in the diagram below.
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Figure 1Denison Culture M odel

Flexible

Source: D.R. Denison, The role ofthe BoardofDirectors inshaping corporateculture

Themodel hasbeentypi cal | yusedtodi agnosecul tural probl emsi norgani zationsanditistheone

weshal ladopti nthi sstudyasatool f ormeasuringorgani zational cul ture. I nthecaseofthi sstudy,
Iwillfocusonly onthreeofthesedimensions,i.e.invol vement,mission,andconsistencyculture.
Thereasonforsel ectingthethreedi mensi onsarethef actthatthey havebeeni dentifiedtohave
effectonemployeeperformanceandby  extension  organizationalperformancefollowing  aseries
ofempirically testedstudi esconductedoverafifteenyearsperiod,onoveronethousand
organizationsandfortythousandrespondents,indifferentpartsof AmericaandEurope(Denison,
Janovics,Y oung andCho,2006).Theadaptabilitydi mensi onwasl eftoutbecausei twasfound
outthatagoodnumberof el ementsthatcanbemeasuredi nadaptability couldal sobemeasured
usingtheorgani zation“slevel of consi stency. A daptabl eorgani zati onstransl atethedemandsofthe
organizationa environment into action.

17



Furthermore,itwasfoundthatthedimensi onofadaptability overlapswiththedimensionofthe
organization‘s mission.McNean(2010) notesthatthe response tochangesinthe external environment
such as emergingopportunities and threats arereflected in theorganization‘s vision, mission,
objectives and corestrategies.

Involvementisthe  rateof participationandinitiative  of  altheemployeesinanorganization
(MacleodandBrady,2008).  Researchliterature  hasshownthateffective  organizationsempower
andengagethei rpeopl e, buil dthei rorgani zati onaroundteams,anddevel ophumancapability at
alllevel s(Denison,etal 2006). Empl oyeesatal || evel softheorgani zati onfeel thatthey haveat
|eastsomei nputintodecisionsthatwillaffecttheirworkandfeelthattheir ~ workisdirectly ~ connected
tothegoal sof the organization(K urstedtandMallak,1996).Thisallows high
involvementorgani zationstorel yoninformal ,vol untaryandimplicitcontrol systems,ratherthan
formal,explicit,bureaucratic ~ controlsystems.  Denison,etal (2006)measure  thistraitwiththree
indexes. Thefirstisempowerment,where ndividual shavetheauthorityandability tomanage
theirownwork. Thi screatesasenseof ownershipandresponsi bilitytowardstheorgani zation;the

secondi steamorientati on,whi chplacesmuchval ueonworkingcooperativel y towardscommon
goal sforwhichallempl oyeesfeel mutual | yaccountabl e;andthethird iscapabilitydevel opment,
atraitthati sevidentwhentheorganizationcontinually  investsinthedevel opmentofemployees  skillsin
order to remain competitive and meet on-goingbusiness needs.

Anorgani zational mi ssi oni sanorgani zati on'sreasonf orexi stence( Sorensen,2002). Forestand

David(2003)assertthatsuccessful organi zationshaveacl ear senseof purposeanddirectionthat
definesorgani zational goal sandstrategic obj ectivesandexpressesa visionof whatthe
organizationwilllook likeinthefuture,adding thatasenseof missionall owsanorgani zationto

shapecurrentbehaviorbyenvisioningadesi redf uturestate.L eeandY u(2004)believethatbeing
abletointernalizeandidentify withan organization*smissioncontributestobothshortandlong-
termcommitmenttotheorganization.They  thereforemeasuredthistraitwiththreeindexesas  follows:
Thefirst indexlooks at thestrategicdirection and intent.Hereclearstrategicintentions convey
theorgani zati on‘ spurposeandmakeitcl earonhoweveryoneshoul dcontributetowards

fulfilmentoforgani zation‘spurpose. T hesecondindexanal ysesthegoal sandobj ectives.Here a
clearsetof goal sandobj ecti veshi ghli ghtthetargetstheorgani zati onsowantstoachi evewithin
agiventimeperiod. T hisisthenlinkedtothemission,vision,andstrategyandprovides everyone
withacl eardirectionintheirwork. Thethirdindex looksatthevision.Here,theorgani zationhas
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asharedviewofadesiredfuturestate.ltembodiescore val uesandcapturestheheartsandminds
oftheorgani zation*speopl e,whileprovidinggui danceanddirection.Acl earsenseof purposeand

directioninanorgani zation,whichiswhatdefinesorganization‘s  goalsandstrategic objectives, can
onlybe attained if thereis consistencyin theorganization‘s wayof doingthings.

Consistencyi mpliestheextenttowhi chtheval ues,belief sandstandardsof behaviorareacquired andshared
amongemployeesin anorganization(Denison,2009). Denison,et al (2006)foundout
thatorgani zati onsareeffectivewhenthey assumeapredi ctabl estyl eof doingthingsfora
consi derabl eperiodoftime.Consi stentorgani zati ons,accordi ngtoDeni son,etal (2006),,devel op a
mindsetandcreate organi zati onal systemsthatbui | dinternal systemsof governance basedon
consensualsupport.These implicitcontrolsystemscanbe a more effectivemeansof achieving
coordinationandintegrati onthanexternal -control systemsthatrel y onexplicitrulesand
regul ations. X enikouandSimosi,(2006) measuredthistraitwiththree indexes.The firstindexis thecore
valueswhere  membersoftheorganizationshare  asetofattributes,whichcreateasense  ofidentity
andaclear setofex pectations,thesecondi ndexi sagreementwheremembersofthe  organizationare
abl etoreachconsensusoncriticali ssuesandthethirdi scoordinationand integrationwhere

differentfuncti onsandunitsoftheorgani zationare abl etoworktogetherwell to achievecommon goals.

2.1.5 Changing Organizational Culture

Inrel ationtothat, A rnol d(2005)statedthat“cul turecanbeseenassomethingthatcanbemanaged
orchangedwhentheexisting cultureisinappropriateorevendetrimental totheorganization’s
competitiveneeds”.OntheotherhandM artinsandM artins(2003) statesthat“changing an
organization’scultureisextremely difficultbutculturescanbechanged”.
Accordingto Martins and Martins (2003)organizational culturechange can onlytakeplacewhen
mostor allof thefollowingconditions exist:
Adramaticcrisis:thisistheshockthatunderminesthestatusquoandcal | sintoquestion the
relevanceof the current culture.
Turnoverinleadership:  newtopleadershipwhichcanprovideanalternativesetofkey  values
maybepercel vedas morecapabl e ofrespondingto the crisis.
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Y oungandsmall organi zati on:theyoungertheorgani zation,thel essentrencheditsculture  willbe

andit iseasier for managementtocommuni cateitsnewval ueswhenthe organization is small.

Weakculture. Themorewidel yhel daculturei sandthemoremembersagreewithits
values,themoredifficultitwillbeto change;thusweakculturesare more amenableto changethan
strongones.
Culturechangemay benecessary toreduceemployeeturnover,influenceemployeebehavior, make
improvements to the company, refocus the company objectives and/or rescale
organization,providebettercustomerservice,and/orachi evespecificcompany goalsandresullts.
Culturechangei saffectedby anumberofelements,includingtheexterna environmentand
industrycompetitors,changei nindustrystandards,technol ogychanges,thesi zeandnatureofthe

workforce, and theorganization's historyand management.

Priortoacul tural changeinitiati ve,aneedassessmenti sneededtoi dentify andunderstandthe
currentorgani zational culture. Thiscanbe done throughempl oyeeopi nionsurveys,interviews,
andfocusgroupdi scussion,observation,andcustomersurveyswhere appropriate,andother

internalresearch,tofurtheridentify  areasthatrequirechange.Theorganizationmustthenassess  and
clearlyidentifythe new, desiredculture, and then design a changeprocess.

Cultura changesrequireathoroughpreplanning likeother changemanagementprocess. Starting
fromstrategicplanning,having adedicatedcommitteetoundertakethechangemanagement process, top
managementengagementand having clear processand steps and involvement ofkey staff

membersetc. areveryimportant for thesuccess of this change.

2.1.6TheFunctions of Organizational Culture
By performingthesefivefunctions,thecul tureof anorgani zati onservesasasortofsocialglue

thathel psreinforcepersi stent,coordinatedbehavi orsatwork.Otherauthor saidthemainfunction
of organizational culturei stodefinetheway ofdoing thingsinordertogivemeaning to
organizationalife(Arnold, 2005). Makingmeaningisan issueoforganizational culture because

organizationalmembersneed to benefit from thel essons of previous members.
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2.1.7 The Elements of Organizational Culture

CollinsandPorras(2008)statethatorgani zational culturereferstoasystemof sharedmeaning heldby
membersthatdi stingui shoneorgani zati onfromotherorgani zations. They believethat
thesesharedmeani ngsareasetofkey characteristics,andthattheorgani zationval uesandthe

essenceof anorgani zati onscul turecanbecapturedinsevenprimary characteristics. These characteristics
are:Innovati onandri sk—taking:thedegreetowhichempl oyeesareencouragedtobe ~ innovative  and
takerisks;
Attentiontodetail:thedegreetowhi chempl oyeesareex pectedtoexhibitprecision anaysisand
attention to detail;
Outcome orientation: the degree to which management focuses on results or outcomesrather
thanonthetechni quesandprocessesusedtoachieve those outcomes;
People orientation: the degree to which management decisions take into consideration the
effect of outcomes on people within the organization;
Teamorientati on:thedegreetowhi chworkactiviti esareorganizedaroundteams ratherthan
individuals
Aggressiveness:thedegreetowhi chpeopl eareaggressiveandcompetitiverather than easygoing;
and
Stability:thedegreetowhi chorgani zational activitiesemphasizemaintainingthe  status quo in
contrast to growth.
Each of these characteristics exists on a continuum from low to high

Robbins(2001)emphasi zedthatthef oundersof anorgani zationhaveamaj orimpactonthat

organization’searly culture.They haveavisionofwhattheorgani zationshoul dbe,andtheyare

unconstrai nedbypreviouscustomsandideol ogies. Theprocessof cul turecreati onoccursinthree ways:
First, founders onlyhireand keepempl oyees whothink and feel thewaytheydo;
Second,theyindoctrinateandsoci ali zetheseempl oyeestothei rwayofthinking and feeling; and
Finally,thefoundersownbehavioractsasarol emodel thatencouragesempl oyees

toidentifywiththemandtherebyinternalizetheirbeliefs,val ues,andassumptions.
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2.1.10 EmployeePerformance

The word*performance’ canbeusedtodescribedi fferentaspectssuchassoci etal performance,
organizational performance,employee performance,andindividual performance etc.Inthe
organizational context,performanceisusually definedastheextenttowhichanorganizational
membercontributestoachieving thegoal softheorgani zation.Employee’sperformancemeans theability
ofempl oyeestoattai ngoal seitherpersonal ororgani zational by usingresources
efficientlyandeffectivel y(Daft,2000).Employeeperformanceisoriginally whatanemployee
doesordoesnotandhow  thoseactivitieswereexecuted. Itplaysanimportantrole  for — organizational
performance Employeeperformance atthe workplace isa magor concern forthe
organizationsirrespective  of allthefactorsandconditions.Assuch,empl oyeesareconsideredvery
importantassetstotheir organizations(QureshiandRamay,2006).Goodperformanceby employeesofan
organization |eadstoagoodorganizational performancewhichultimately makesanorganizationmore
successful andeffectiveand the viceversa(Armstrong, 2009).

(Befort,2003)indi catesthattheessenceofjobperformancerelieson

thedemandsofjob,thegoal sandthemi ssionoftheorgani zationandthebel i ef sof theorgani zation about
which behavioraremostlyval ued.

2.2 Empirical Review

Thissectionoutlinestheresul tof differentresearchesonthetopic*’theEffectof Organi zational

Cultureon EmployeePerformance’’and itis tried to summarizebel ow.
Okechuku(2014)madeastudyonthe‘’ Organi zational Cul tureandEmpl oyeePerformanceinthe

National Agency forFoodandDrugsAdministrationandControl (NAFDAC)inNigeria’. It
assumesthata  positiveorganizational  culture  willenhanceemployee’sperformance.The three
maj orfindingsoftheresearchwereNA FD AC’sorgani zati onal cul tureof decentrali zationprovide
employees’withgreaterintrinsi crewardsthanothertraditional meansof governance,thereisa
significantrel ationshi pbetweenorgani zational culture andincreasedemployees’ commitmentin
NAFDA Candthel astresearchresul twastherei sasi gnificantrel ationshi pbetweenorgani zational
cultureand increased employees’ productivityin NAFDAC.
Angela(2006)arguesthatcorporatecul turecanhel pdrivebusinessresults,  butittakesacultural  audit to
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differentiate whichelements ofthe culturecanleadto superiorperformance. The
researcherconductedemployee  engagementsurveysthat  arespecificallydesignedto  measurethe
correl ationbetweenempl oyeebehaviorsand attitudesthatdefineanorgani zation*scultureandits financial
results. Thequestionsaredevel opedintwocategories.behavior  definingoutcomes  with  financial
valueand behaviors and attitudes describing inputs that could affect thoseoutcomes.
0Oj0(2009)anal yzedandassessesempirically thei mpactof corporatecul tureonempl oyegjob
performanceaswel lasorgani zational productivity usingNigerianbankingindustryasthecase study.He
triedtoascertai niforganizational culture affectsempl oyegjobperformance,andto
formulaterecommendati onsregardingcorporatecul tureand empl oyegj obperformance. Hecame
outwiththeresul tthatmaj orityoftherespondentsstrongl yagreesthatcorporatecul turehaseffect
onempl oyegj obperformance,andthatmaj orityoftheempl oyeesrespondentsagreethatcorporate
culturehas effect determines the productivitylevel of theorganization.
AccordingtoBulach,Lunenburg,& Potter(2012),theeffectof organi zati onal cultureonempl oyee
behavior and performance can besummarized thus:
First,knowingthecul tureof anorgani zati onall owsempl oyeestounderstandboththe
organization’s historyand current methods of operation.
Second,organi zati onal cul turecanf ostercommitmenttotheorgani zation’ sphil osophyand val ues.
Third,organizationaculturethrough  itsnorms;servesas a  controlmechani smtochannel
behaviors toward desiredbehaviors.
Finally, certain types of organizational cultures may be related directly to greater effectiveness and
productivitythan others indicatesclearly
theorgani zati onal cul turecharacteri sticsi ntwodi mensi onsofinternaland
external centralizationandthedegreeofinflexibilityaswellasat12indicatorslevel . Thismodel
hasadi rectimpactonorgani zational culture andprovidesanovelframeworkovertheother
organizationalculture modelsandlastly theDenison’smodelhasbeenextensivelyemployedby various

organizations in other countries in order todiagnosi sorganizational culture.
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2.3 ConceptualFrameworkofOrganizational CultureandEmployees
jobPer for mance.

The conceptual framework of the study specifies the nature of the hypotheses of the study, which
were depicted in the diagrammatic form of Figure 1 According to the model, dependent variable is
employee’s performance and the independent variables mainly are mission culture, involvement
culture and consistence culture. The relations of these variables are supported on the basis of review

of literatures.

Figure 2 Conceptual Framework

[reommvmer ] T

Source: Daniel Denison’s Model of Organizational Culture
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CHAPTER THREE
RESEARCH DESIGN AND METHODOLOGY

thissectionofthethesis deal swiththemethodol ogy
usedinthestudy,whi chincludestheresearchdesi gnandapproach, targetpopulation,datatypes&
sources,datacollectioni nstruments, ethi cal considerations,and methods of data analysis.

3.1 Resear ch Design and Approach

Thestudyadoptexpl anatoryresearchtoseekex pl anati onsof observedphenomena,problems,or
behaviorandanswerstowhy andhowtypesofquestions.Itattemptsto®connectthedots”in  research, by
identifyingcausal factorsandoutcomesofthetargetphenomena.Moreover ithel ps
tounderstandthenatureormechani smsoftherel ati onshi pbetweenthei ndependentanddependent
variables.

Theresearch  isdesignedtojudgetheeffectoforgani zationalculture  onemployee’sjob  performance
atHeineken Ethiopiakilinto plant.Forthispurpose,organi zational culturei ssupposedas
anindependentvariablewhile  employee  jobperformancei stakenasdependentvariabl eofusingthe
explanatoryresearch design.

Theresearchadoptquantitati veapproachandthi sapproachhasbeenusedtoquantify the
respondents’ eval uationfoll owingtheeffectof organi zational cul tureonempl oyeeperformance
atHeineken Ethiopiakilinto plant. Bywayofgeneratingnumerical dataordatathatcan
betransformedi ntouseabl estati sti cs. Theapproachi ssel ectedbecauseitisreliabl e& objective
comparedtoqualitativeapproach anditl ooksatrel ationshi psbetweenvariablesandcan establish cause
andeffect in highlycontrolledcircumstances.

3.2 Population, Sample Size and Sampling Technique

According to Ralph (2013), a sampling frameis alist of elements from which the sampleis actually
drawn and is closely related to the population. The sampling frame constituted the employees of
Heineken Ethiopia.

The sampling frame constituted the employees total population of the study was 317 out which 119
sample used which locate at Addis Ababa Kilinto plant. The study use simple random probability
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sampling techniques based on lottery methodused form sampling table at 95% confidence level is
used to select the appropriate sample size (university of Florida Determining Sample Size).

3.3 Sources of Data and Data Collection | nstruments

With the sources of datathe data obtained from primaryand secondarysources. Theprimary
datawerecol | ectedfrom Heineken Ethiopiakilinto plantempl oyeesusing

structuredquestionnaire.lnaddition,theresearchergathersomerel evantinformationthroughinformal disc

ussionwithHeineken Ethiopiakilinto plantemployees.Moreover,
secondarydatawerecol l ectedfrompublishedbooks,journas,Heineken Ethiopia
internal policies,procedures,and manual i nternalmemo,communicationandwritten

materialsandreliable internetsourcesand websitesetc. Thesecondary datahel pedtoaddtotheprimary
datathatwerecollectedand touseitto combinedifferent respondent’s opinions and baseatheorywith
evidencetoback the point up.

Thedata collection instrument comprise ofthree parts: data collection procedure, data content and
validityandreliability. Thedatacol | ectionprocedurewasstartby
havingformalandofficial stepsofdiscussionwith  thepeopleconcernedinHeineken  Ethiopiakilinto
plant. AndDiscussionwas  heldandapprovafor  theundertakinghadapproved.  Thenextstepwas
beassessing relevantliteraturetohavedeepunderstanding andto getassociated withthe issuesunder
consideration.In addition,the research proposawas developandthe basicquestionswas developed.
Finally,the datagathering tools designed based on review ofrelated literature andresearchquestions.
Thedatacontentmostly relyonprimarydata,whichwasgatheredusi ngsel f-administratedand
structuredquestionnaires.Questionnairrei ssel ectedbecause firstly itiseconomicalintermsof
researchertime,effortandcostthanmostothermethods. Secondly,itismoreappropriateandfind easy
forrespondentstofillandforwardtheirfeelingsandresponsesforquestions. Theprimary datai swas
collectedfromhi ghl evel management, middl el evel managers,empl oyeesandother clerical staff
excludingnon-clericalstaff. Thequestionnaire was contai nsthreeparts. Thefirstpartdesigned
tocollectrespondents’demographi cvari abl esrel atedquestions. There wasguestionsthatfocuses
onorgani zational cul turewhichwas adoptedfromDenison(1990) withsomemodification..
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3.4 Data Analysis Methods

Theprimary datawascol | ectedfromthequestionnaireandanal yzedusi ngbothdescriptive
andinferential statistics.

Essentially,the data anal ysi susedthroughinferential stati stics,bothcorrel ationandregression
analysis.Thecorrel ationanal ysiswas donetoinferandquantifytherel ati onshi pbetweencontinuous
variables oforganizational cultureand employegjob performance(between independent and
dependentvariables  respectively).  Pearsoncorrelationwillusetodetermine  the degree  of
rel ati onshi psbetweenthevariabl es.Regressionanal ysisal so usedtodetermine thepredictability
(contribution) ofthe independent variabl eto thedependent variables.

I naddition,descri ptivestati sticswasempl oyedusingmean,standarddeviation,frequency and percentage
todescribethedemographiccharacteristicsoftherespondentsandemployees’ perception
towardsorganizational cultureandemployee jobperformance. Thefindingsalso presented through the
useof tables andgraphs.

Thestati stical packageforsocia science(SPSS)20 was  usedtoanal yzethedatacollected. Afterthe data
was collected, compiled, sorted, edited, codedand then it wasentered in to SPSS.

3.5 Ethical Considerations

Ethicalissuesarevery importanti nresearchthesedays. Ethi calemergedfromval ueconflicts.In
research,theseconflictsareexpressedinmanyways:individual’srightstoprivacy versusthe
undesirability of mani pul ation,opennessandreplicationversusconfidentiality,futurewelfare
versusimmediaterelief ,andothers.Eachdecisionmade inresearchinvol vesapotential
compromiseofoneval ueforanother.Researchersmusttry  tominimizeriskstoparticipants, colleagues
and societywhil e attemptingto maximizethe qualityof information theyproduce.

Thus, the researcher observed the principles of ethical issues like confidentiallyand dignityof the
participants,integrity,onnoaccountpl agiarism,andneverfabricating anddestroying dataThe
researchwas  okatmostprecauti onbef oreundertakingtheresearchandinformed  theparticipantsinthe
study abouttheobj ectivesofthestudy,andi sconsciousl yconsi derethi cali ssuesinseeking
consent,avoiding  deception,maintainingconfidentiality,respecting the privacy,andprotecting
theanonymityofallrespondents.Aresearchermustconsi derthesepoi ntsbecausethel awofethics
onresearchcondemnsconductinga researchwithoutthe consensusof the respondentsforthe abovelisted

reasons.
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3.6Validity andRéliability Test

Validity andreliability ofthemeasuresneedtobeassessedbeforeusing theinstrumentofdata
collection(Hairetal.,2003).Validity concernswhetheraninstrumentcanaccurately measure, while

reliabilitypertainsto the consistencyin measurement.

3.6.1 Validity Test

Constructvalidity istheassumptionthatthel nstrumentsmustactuall ymeasurewhattheyare purported
to measureToovercomethis challengethe draft  surveyquestionnairewas  pilottested
withl3randomly sel ectedrespondentsandfeedbackfromthepil ottestingwasi ncorporatedinto
designingofthefinal survey guestionnaire.Thepurposeofthepil ottesti stohel ptheresearcher
togetfeedbackaswhetherthequestionnairel sconstructedtofitwithi tspurposeespecially in
detectingsomeredundant,ambiguous,anduncl earitemsofthequestionnaire. Inadditionthe
pilottestingisusedtocheckthereliabilityandvalidity  oftheinstrumentandthefeedbacks  obtained

wereinstrumental in increasingthe responserate understandabilityof thequestionnaire.

3.6.2 Reliability Test

Reliability usingCronbach’sAlpha(a)whichisaninterna consistency testthatmeasuresthe
degreetowhi chtheitemsormeasurementsconsi stently measures theunderlyingconstruct.
Table 3.2:Reliability Test Result

Cronbach's
Organization CultureDimension Alpha N ofltems
Involvement-Empowerment 814 5
Involvement-Team Orientation .818 5
Involvement-CapabilityDevel opment 814 5
| nvolvement 873 15
Consistency-CoreVaue .808 5
Consistency-Agreement .839 5
Consistency-Coordination and integration 823 5
Consistency 910 15
Mission-Strategic Direction andintent .864 5
Mission-Goals and Objectives .886 5
Mission-Vision .806 5
Mission .933 15

Source: Own Survey, 2019
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CHAPTER FOUR
DATA PRESENTATION, ANALY SIS, ANDINTERPRETATION

Thischapterprovidestheresultsandfindingsabouttheeffectof organizational culture on
employeeperformanceincaseofHeineken Ethiopiakilinto plant Thechapterisdivided into different
sections  starting  withintroduction,responserate, demographic  characteristics  of
respondents,involvementculture,consi stency culture,missionculture,empl oyeeperformance.
Finally,thechapterpresentsthe rel ationshipandeffectoforgani zational culture onemployee
performanceusingcorrel ation and regression anaysis.
Responseratel sthetotal numberofrespondentswhopartici patedinthestudyandthisstudy  has  target
population of 119respondents, out of whichl04areparticipated in thesurvey.

4.1 Demographic Characteristics of Respondents

For the purposesofthisstudy,thevariablesondemographic information aregender,age, marital -
status,|evel of educati onandtotal yearsof experience. The resul tof this demographicpresentation is

stated below usingdescriptivestatistics analysis.
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Table 4.1 Demographic Characteristics ofRespondents

"Male 762
Female 23 219
Tota 103 98.1
Unspecified 2 19
Tota 105 100.0
2 Age Below25 years 1 1.0
26-30years 17 16.2
31-35years 35 33.3
36-40years 26 24.8
Above 40 years 26 24.8
Tota 105 100.0
3 MaritalStatus Single 22 21.0
Married 78 74.3
Divorced 2 1.9
Widowed 1 1.0
Tota 103 98.1
Unspecified 2 19
Tota 105 100.0
4 | LevelofEducation FirstDegree 45 42.9
Second Degree 57 54.3
Others 3 2.9
Tota 105 100.0
Unspecified 4 3.8
Tota 105 100.0
5 | TotalY earsofexperience Below10 years 26 24.8
10-14years 36 34.3
15-19years 17 16.2
20-24years 6 5.7
Above 25 years 16 15.2
Tota 101 96.2
Unspecified 4 3.8
Tota 105 100.0

Source: Own Survey, 2019
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Outof  105respondentsparticipatedinthe  survey,103have specifiedtheirgender. Asper the
findingsin the abovetableabout 3/4Mofthem(76.2%)aremale, whereas23(21.9%) arefemale
respondents. Theresul tsshowthat(1.9%)of respondentsdidnot indicatetheirgender.This
indicatesthatamajorityoftheHeineken Ethiopiakilinto plantemployeesaremal e dominated.

Alltherespondentshavespecifiedtheirage. Theageoftherespondentsrangefrom24t056 years
withstandarddeviationof 7.06.Theaverageageoftherespondentis37  years.Fromtheagegroup data,
35(33.3%) oftherespondents arein theagegroupof31-35years. Thosein theagegroupof
36-40yearsandabove40yearsconstitute26(24.8%) of therespondents,eachfewerresponses
18(17.2%)areagesbel ow31 years.Almost50%oftheempl oyeesareabove36 yearsandtherest
halfarebelow35yearsofage. Soitcanbegeneralizedthatthemajority oftheworkforceis comprised
ofyoungandmiddl e agegroups.

Themagj orityofrespondents, 78(74.3%)aremarried. Thosesingl eare22(21%)andtherest
3(2.9%)aredivorcedandwidowed. Twoof therespondentsdidn’tindicate their maritalstatus.
Fromthe dataonecanconcludethatthemajority oftherespondentshaveestablishedtheirown family.

Regarding education level of the respondents, 57(54.3%) have Firstdegree and the rest
45(42.9%) haveseconddegree.Fromthetargetpopulation,allhave firstandseconddegree,the
seconddegreehol dershave42.9%sharei nEthiopiakilinto
plantandthiscanbeconcludedthatthereisahigherlevel of expertizewhich matches with ther

positions.

Thestudy  hasal sotriedtocategorizethetotal yearsof staffintheiremploymentcareer.  Accordingly,
36(34.3%)of theempl oyees has experiencebetweenl0-14years, 26(24.8%)bel ow
tenyears,17(16.2%)ofthestaffare between15-19yearsofexperience. Inaddition,16(15.2%)
oftherespondentshaveworkex perienceofabove25years. Theminimumandmaximum total
years’ experiencerangesfrom3to33yearsrespectivel ywithmeanof 14.51andstandarddeviation

of 7.02.Asperthefindingsonyears ofexperience,themajority (71.4%)ofthestaffhavemore
thanlOyearsofexperiencebothinHeineken  Ethiopiakilinto  plant  anditcanbeconcludethatthe
majorityof thestaffhavesufficientyears of experience.
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4.2 DescriptiveStatistics Analysis

| nordertounderstandtheorgani zational culture at Heineken Ethiopiakilinto plant
employeeswereaskedtogivetheirlevel

of agreementtostatementswithregardtothethreedimensions.Empl oyees ratinginfivepoi ntsof
Likertscal earethenanal yzedwithdescri ptivestati sticsof meanandstandarddevi ation.A5-point
Likertscal ewasusedtoratethevariousindicatorswhereby 1pointwasaccordedto‘Strongly disagree’,2
pointas‘Disagree’,  3-pointas‘Neutral’,  4-pointas  ‘Agree’, and  5-pointas‘Strongly
Agree’. Theanaysisresultsare presentedi nsubsequenttabl eseachdeal swithonedi mensi onof

organizational culture atHeineken Ethiopiakilinto plant.

According toZaidationandBagheri(2009),themeanscore bel ow3.39i sconsideredasl ow,the

meanscorefrom3.40upto3.79i sconsi deredasmoderateandmeanscoreabove3.8isconsidered as high.

4.2.1 InvolvementCulture

Theinvolvementcul tureatHei neken Ethiopiakilinto plant iseval uatedwithrespecttoitsthreesub-
dimensionsi.e.

empowerment,teamorientationandcapabilitydevel opment. Theresultoftheanal ysisispresented in
table 4.3.
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Table 4.2.1: Thelnvolvement Cultural Dimensionat Heineken Ethiopiakilinto plant

M ostempl oyeesareengaged in theirwork.

2 | Decisionsareusual ymadeatthel evel wherethe bestinformation 104 |3.83 |1.02
isavailable.

3 | Information iswidely shared so that everyone can get the 105 | 364 |1.15
Information s/heneed when itis needed.

4 | Everyonebelieves that’s/he can haveapositiveimpact. 104 | 4.07 | 0.97

5 | Businessplanningisongoingandinvolveseveryoneintheprocess 103 | 379 |0.98
to somedegree.

[ Involvement-Empowerment |

1 | Cooperationacrossdifferentpartsoftheorganizationisactively 105 |4.18 |0.92
Encouraged.

2 | Peoplework like theyare part ofthe team. 104 | 425 |1.01

3 | Teamwork is used togetwork done, ratherthan hierarchy. 105 |4.43 |0.90

4 | Teams areour primarybuildingblocks. 103 | 4.28 |0.98

5 | Workisorgani zedsothateachpersoncanseetherel ationship 105 |4.14 |1.03

Between his or her job and the goal's of the organization.

1 | Authorityis delegated sothat people canact on their own. 105 |3.83 |0.95

2 | The capabilityof peopleis constantlyimproving. 104 | 3.61 |0.98

3 | Thereis continuous investment in the skills of employees. 104 | 301 |121

4 | Thecapabilitiesof peopl eareviewedasani mportantsourceof 105 | 358 |101
Capabilitydevel opment.

5 | Problemsseldomarisebecausewehavetheskill snecessary todo 103 | 3.65 |0.89
the job.

__ InvolvementCapabilityDevelopment 1105 1353 070 |
_ Invovement |105 |[391 064

Source: Own Survey, 2019

Astotheempowermentsub-dimension,respondents’average  levelofagreement(mean)tothe  five
statementsare computed.  Forempowermentsub-dimension,the  meanaggregateagreement
levelisM=3.94ashi ghmeanscorefromfivestatementswhosemeanscorerangesfrom3.64-4.34 for
eachquestionunderthissubdimension. Thisdimensionissignificantly highagreementand hencethe
organizational culturewith respect to empowerment is highlypracticedat Heineken
Ethiopi akilintopl ant. Theteamorientati onsub-dimensi onatHei neken Ethiopiakilinto
plantal soi seval uatedwithempl oyees’responsestofive
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Statements.Overall ,teamorientationpracti ceatHeineken Ethiopiakilinto plant
iseval uatedtohavebeenagreedtothel evel



M=4.26 from the five statements whosemean score ranges from 4.14-4.43 underthis sub
dimension.Anditissignificantly highlevel ofagreementandisthereforeacknowledged by employees that
Heineken Ethiopiakilinto plant is practicingitto thelevel high.

Thethirdsub-dimension,within theinvolvementculture,i.e.capability devel opmentisalso
assessed. Thecapability developmentwithM=3.53asmoderatemeanscoreforfivestatements whose mean
ranges 3.01(there is continuous investment in the skills of employees) to

3.83(authorityisdel egatedsothatpeopl ecanactontheirown).  Itisalsoarelativelymoderate  level  of
employee’s agreementtowards this sub dimension.

Ingeneral ,theinvolvementculture dimension,whichisanaggregateofitsthreesub-dimensions,
istheneval uatedtohavebeenpracti cedtothel evel M =3.94andthi sresul tshowsthatHeineken Ethiopiakilinto
plant has
highl ypracti cingi nvol vementorgani zati onal cul turebasedtheframeworksuggestedbyZai dationand
Bagheri(2009).

4.2.2 Consistency Culture

Similartotheinvol vementculture,theconsi stencycultureatHeineken Ethiopiakilinto plant
isassessedwithfivestatements for each sub-dimension consistingofcorevalues,agreement and

coordination/integration.
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Table4.2.2: TheConsistency Cultural Dimensionat Heineken kilinto plant Ethiopia

1 | Theleaders and managers “practicewhat theypreach™’. 105| 3.66 | 0.97

N

Therei sacharacteri sticsmanagementstyl eandadi sti nctsetof 104 {3.71 | 0.93
management practices

3 | Thereisaclearandconsistentsetofval uesthatgovernsthewaywe do 105 3.75 |1.02
business.

4 | Ignoring core values willgetyou in trouble. 104 | 411 | 1.09

5 | Thereisanethical codethatguidesourbehaviorandtellsusright 105 4.37 |1.08

from wrong.

Whendi sagreementsoccur,weworkhardtoachieve’win-win’’

Solution.
2 | Thereis a*’strongculture’’ of doingthings. 104 | 403 | 0.97
3 | Itiseasytoreach consensus, even on difficult issues. 104 | 3.76 | 1.01
4 | Weseldomhavetroublereaching agreement on keyissues. 104 ({339 |1.18
5 | Thereisaclearagreementabouttherightwayandthewrongway 103395 |1.07
to do things.
1 | Our approach to do businessis veryconsistent andpredictable. 104 | 363 |1.14
2 | Peoplefromdifferentpartsoftheorganizationshareacommon 104 | 3.66 | 0.94
Perspective.
3 | Itiseasy to coordinate projects across different parts of the 103 3.68 | 0.98
Organization.
4 | Workingwithsomeonefromanotherpartsoftheorgani zationisnot 104 | 3.87 | 0.98
likeworking with someonefrom a different organization.

o1

Thereis agoodalignment of goalsacross levels. 103 | 4.02 | 0.89

1041377

Source: Own Survey, 2019

One ofthedimension, core valuehasmeanscorewhichrangesform3.66-4.37.The consistency culture
withrespecttocore valuesi sfoundtobeacommonpracti cewithameanscore, M=3.96 which is a high
level agreement.

Statementsinrelationtothe  agreementsub-dimensionarealsofound  tohave  beenagreedby
empl oyeesof Heineken Ethiopiakilinto plant. Overdl,the agreementsub-
dimensionisratedtothel evel,M=3.80whichis significantly



ahighlevel practi ceofthiscul ture. Thefivestatementswithinthissubdi mension,

themeanscorerangesfrom3.39-4.03.T hecoordinati onandintegrationsub-

dimensi oni sassessedwithempl oyees’
beenpracticedtothelevel 3.77andis

amoderatel evel ofagreement. Themeansscoreforfivestatementsinthi scategory rangesfrom3.63-
4.02forthissubcategory. Thethreesub-dimensions,whicharepracticedatHeineken  Ethiopiakilinto
plant, resultedintheexistenceof consi stencycultureatHeineken Ethiopiakilinto plant
tothel eveltothel evel M=3.85whichiswell abovethe high level based on the framework designed by
Zaidation andBagheri(2009).

4.2.3 MissionCulture

Thismissiondimensi onof organi zationcul turei sal socompri sedofthreesub-cul tures: Strategic
direction and intent,goals and objectives, and vision. All thesethreesub-dimensions areassessed

with fi
Table

DimensionatHeineken Ethiopiakilinto plant

considered

vestatements each.

4.2.3: The Mission Cultural

Thereis alongterm purpose and direction.

level of agreement,andeval uatedtohave

2 | Ourstrategyl eadsothersimilarorganizationstochangetheway 104 | 3.74 | 1.00
theycompetein theindustry.

3 | Thereisclearmissionthatgivesmeaninganddirectiontoourwork. 104 | 422 | 084

4 | Thereis aclear strategyfor thefuture. 104 | 3.85 | 0.99

5 | Ourstrategic direction is clear to me. 104 | 3.96 | 0.93

| Mission-Srategic Directionandintent (1041400 078

1 | Thereis wide spreadagreement aboutgoals. 103 | 4.27 | 3.01

2 | Leaders setgoals that areambitious, but realistic. 103 | 383 |0.82

3 | Theleadershiphas’”goneonrecord’’abouttheobjectivesweare tryingto| 104 | 3.88 | 0.87
meet.

4 | We continuouslytrack our progressagainstour statedgoals. 104 | 401 |1.05

5 | Peopleunderstandwhatneedstobedoneforustosucceedinthe 103 | 3.83 | 0.98
longrun.

1104 397 | 091

Wehaveasharedvisionofwhattheorgani zationwillbelikeinthe future. | 104 | 3.84 | 1.08

2 | Leaders havealongtermviewpoint. 104 | 3.90 | 0.93

3 | Short term thinkingseldomcompromised ourlong term vision. 104 | 361 | 1.05

4 | Ourvision creates excitement and motivation forour employees. 103 | 3.87 | 1.03

36




5 | Weareabletomeetshorttermdemandswithoutcompromisingour 104 | 3.80 | 0.98
longterm vision.
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Astothestrategic directionandi ntentsub-di mensi on,theempl oyees’ agreementissignificantly
differentfromthe moderate level.Overall thestrategic  intentsub-dimensionisratedtothel evel
M=4.00,whi chissignificantl yahighlevel practice. Thefivestatementsi nthi scategory ranges
themeanscorefrom3.85(thereisaclearstrategy ~ forthefuture)tod.22(thereisaclearmission  that
givesmeani nganddi rectiontoourwork).Similarl yallthefivestatementsunderthegoal and

obj ectivessub-dimensi onareagreedbyempl oyeestothel evel higherasperthesuggested
framework.Withtheoverall agreementl evel of M =3.97,thegoal sandobj ectivesdirectionculture

atHeineken Ethiopiakilinto plant Ispracticedtohighlevel.
Thefivestatementswiththemeanscorerangesfrom3.83-4.27. Thevisionsub-
dimensionwithoverallagreementlevel of M =3.80i sal soahi ghlevel practiceand the mean

scoreranges from3.61-3.90.

4.2.3EmployeePer for mance

The employees’ performanceis assessed with fifteen performance indicator statements.
Employees then rated thesestatements with a five-scale agreement and it is presentedas follows.
Table 4.2.3:

EmployeePer formanceatHeinekenEthi
opiakilinto plant

1 | Irated thequalityof mywork in thelast performance excellent.

2 | Iratedthequantityofmyworkinthel astperformancevery sufficient. 103 | 430 |0.88
3 | Imanaged to plan mywork so that it was doneontime. 103 (430 |0.97
4 | Iwas able to perform mywork wellwith minimal time and effort. | 103 | 4.18 | 1.00
5 | loften expand extraeffort in carryingmyjob. 102 | 4.24 | 0.99
6 | lhaveacomplete knowledge and understanding of mytasks. 103 (463 |0.78
7 | | complete in allareas of myjob handlingtasks with proficiency. 103 (444 |0.76
8 | | aways reach myobjective set (performancetarget). 103 (423 |0.82
9 | Ireviewmyperformancecontinuouslyforimprovement. 103 (424 | 1.06
10 | Ihavetherequired skillsto perform mytask. 102 | 458 |0.89
11 | Ihavetherequired levelof motivation to performthetasks. 103 | 4.30 |1.00
12 | Ido myjob independently. 103 [451 |0.84
13 | Iperform mywork wellto the expected standards. 103 (451 |0.78
14 | lcouldmanagemoreresponsibilitiesinmyjobthantypically assigned | 103 | 453 | 0.84

to me.
15 | Ifeell appear suitable for ahigher level role. 102 |4.37 |0.87
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Source: Own Survey, 2019

Theaverageagreementtothesestatementsrangefromthesmall est4. 18(1wasabl etoperformmy

workwel lwithminimaltimeandeffort)tothel argest4.63(1 haveacompl eteknowledgeand
understandingofmy tasks).Thisindicatesthatempl oyeeshavehi ghl evel of ratingtotheir
performanceatHeineken Ethiopiakilinto plant.Overall ,theperformancel evel ofempl oyeesatHeineken
Ethiopiakilinto plant iscomputedtothelevel M=4.36, which is averyhigh level of performance.

4.3 RelationshipbetweenOr ganizational CultureandEmployeePer for mance

Oneoftheobj ectiveinthisresearchi stostudy therel ationshi pofempl oyees’ performancewith
theorgani zational culture practi ceatHeineken Ethiopiakilinto
plant.Inordertoeval uatethisrel ationship,a PearsonProduct

MovementCorrel ationCoefficientisconductedwiththeresultshowninthematrix ~ below.  Asper
Saunder(2009),a correl ationcoefficientenabl estoquantifythestrengthofthelinearrel ationship
between variables. Thiscoefficient isusuallyrepresented by‘r’ and can takeonlythe value from
-1to +1.

Table4.3 CorrelationAnalysisM atrix

Pearson Correlation 1 0.461 0.512 0.552
Sig. (2-tailed) .000 .000 .000
N 103 103 103 102
Pearson Correlation 0.461 1 0.791 0.764
Sig. (2-tailed) .000 .000 .000
N 103 105 105 104
Pearson Correlation 0.512 0.791 1 0.713
Sig. (2-tailed) .000 .000 .000
N 103 105 105 104
Pearson Correlation 0.552 0.764 0.713 1
Sig. (2-tailed) .000 .000 .000

N 102 104 104 104

Source: Own Survey, 2019
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Fromthecorrelationanalysis,allthethree  organizationculture dimensionsare foundtohave positive
correlation with the employees’ performance. Themission dimension is themostrelated
toempl oyeeperformancewithr=0.552,foll owedbytheconsi stencydi mensi onwithr=0.512.Botmissionand

consistency culturehavestrongpositivere ationshi pwithempl oyeeperformance.
Theinvolvementdimension,isalsomoderately rel atedtoempl oyeeperformancewithr=0.461. Thesestrong
positiverel ationshipsi ndi catethattheempl oyeeperf ormancehasi ncreaseddueto

theadequatel evel practi ceof organi zationcul tureatHeineken Ethiopiakilinto
plant.Sothehi ghl evel empl oyeeperformance atHeineken Ethiopiakilinto

plant,M=4.36,canbesomewhatinfluencedby theorganization culturepractice.

Alltheabovecorrel ationcoefficientsinterpretationsarebasedonPal lent(2003)way  of  determiningthe
strengthof therelationship. Accordingly,

- Ifr =1.00 perfectlypositive correlation

- Ifr =-1.00 perfectl ynegative correlation

- Ifr =0.00 norelationship

-1fr =0.10 to r=0.29 orr=-0.10 to -0.29 weak relationship

- I1fr =0.30 to r=0.49 orr=-0.30 to -0.49 moderate relationship

- I1fr =0.50 to r=1 orr=-0.50 to -1 strongrelationship

39



4.4T heEffect of Organizational Culture onEmployeePer formance

Tofurtherassesstheeffectoforganizationculture onemployees’performance multivariate regression
analysiswas conducted as indicated in thebelow table.
A. Predicators: (Constant),Involvement Culture, ConsistencyCulture and Mission Culture.

B. Dependent Variable: Employee Performance

Multivariateregressionmodeli sappliedtodeterminehoworgani zational culture
inHeinekenEthiopiakilintoplant.

Hasaneffectonempl oyeeperformanceasthestudycontainsmorethan onepredicator.
Thefollowingmodel isused withthreepredictorvariablesthatis X1, X2 and X3.

Y =a+pB1IX1+p2X2+B3X3+e
Where: a=the constant (pointat which line crosses Y axis)

B 1 =slope (regression coefficient)forvariable X1

B 2 =slope for variableX2f3
3 =slope for variableX3

e= error(or residual) value

Where Y istheempl oyeeperformance,ai stheregressionconstant,31tof33 are regression

coefficient,X 1istheinvolvementculture, X 2istheconsistency cultureandX 3isthemission culture, eis

theerror term.
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Table4.4.1: Detailedregressionanalysisonor ganizational cultur eandemployeeper for mance

1| (Constant) | 1.951 368 5.294 .000
r Involvement .072 165 .067 438 .663
| | Consistency 290 150 275 1.930| .056
| | Mission 404 131 407 3.080| .003

Source: Own Survey, 2019

Theregressi onconstantshowsthatwhenthei ndependentvari abl es(invol vement,consi stencyand
missionculture)are constantatzero,theemployeeperformancewoul dbel.951. Inaddition,it
wasestabli shedthatempl oyeeperformancewoul dincreaseby 0.072withevery unitpositive
increasel ninvol vementcul ture(providedthatothercul tureremai nsconstant). Consistencyculture
would lead to an increasein empl oyeeperformancebyfactor of0.290.

Table 4.4.2:. Summarymodelofregressionanalysisonorganizationalculture andemployee

performance

| 1 | 5782 334 314 57540 |

Sources. Own Survey, 2019

Thecoefficientofregressionwhichisrepresentedby Rsguareandmeasurestheproportionina
dependentvariabl ethatcanbeexpl ai nedbythei ndependentvariables. Fromtheregressionresult,
thecoefficientof determination,i.e.RSquare,i scomputedtobe0.314=31.4%.Thisimpliesthat

Organi zationcul tureconsi derabl yinfluenceempl oyees’ performance. Thatisthe organization cultureat

Heineken Ethiopiakilinto plant has 31.4% influences onempl oyeesperformance.

41



Table4.4.3: StepwiseRegression analysis on Organizational Culture and Employee

Perfor mance

(Congtant) | 2.215
0.552 | .304 297
Mission .548 552 6.616 | .000
2 | (Constant) | 1.913 5.365 | .000
Mission 378 381 3.247 | .002 0.577 | .333 319
Consistency | .253 .240 2.045 | .044
Source: Own Survey, 2019
Inordertofurther eval uatethei ndividual i nfluencesof eachdi mensi on,astepwi seregression

analysiswasconducted. Inthefirststepof theregressionthehighestcorrelateddimension,i.e. mission,
isused to regress employees’performance.Whichresulted in R-square=29.7%. This is
theextentofinfluencetoperformanceasaresul tofthemissioncul turepracti ceatHeineken
Ethiopiakilinto plant.Consistency isthenincludedinthe
2"gtepoftheregression. Together,missionandconsi stency cultures,are
foundtohave31.9%influenceonempl oyee’sjobperformance. Theextrapercentage,4.2%=

31.9%-

29.7%,isanadditionalinfluencebytheconsi stencycul ture,whichcan’tbeattai nedbyconsideringthe
mission cultureonly.

Theremaining culturedimension,involvement, neednotbel ncludedtoregressemployee
performancebecauseitsinclusionwillnotsignificantly raisetheR-square. Thereasonforthisis
thatinvol vementhassi gnificantcorrel ati onwithbothmi ssionandconsi stencydimensions,andits
influences were areadyincorporated/explained bythe two dimensions.
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CHAPTERFIVE

SUMMARYOF FINDINGS, CONCLUSIONS, AND
RECOMMENDATIONS

Thischapterstatesthesummary ofthestudyfindingsandresults.Basedonthekey findingsand
results,conclusionsaredrawnandrecommendationsare made. The recommendationsinclude
interventionstoimprove organizational culture andempl oyegj obperformanceinthestudied

organization and pavethewayfor further studies.

5.1 Summary ofFindings
This section presents thesummaryof keyfindingsof thestudyand theyareoutlined as follows.

Onehundredfiveresponseswerevalidforanal ysis,whichrepresented88.2%response rate.
Thestudyreveal edthattheorgani zationhasmal estaf fwhichconstitutes76.2%andthe
other21.9%arefemal estaff.

- Fromtheagegroupdata, 35(33.3%)of therespondentsarel ntheagegroupof 31-35 years.
Thosei ntheagegroupof 36-40year sandaboved0yearsconstitute26(24.8%)of the respondents,
each fewer responses 18(17.2%)areages below 3lyears.
Frominvol vementcul ture, threesubdi mensi onsof empowerment, teamori entationand
capacity devel opmentareobserved.Forempowermentsub-dimensionininvolvement culture,
the meanagreement level, M=3.94,is significantl yhigh agreement.
TeamorientationpracticeatHeineken Ethiopiakilinto plant
iseval uatedtohavebeenagreedtothelevelM=4.26, which is significantlyhigh abovethe
moderate level agreement.
Thethirdsub-dimensi on,withintheinvolvementculture,i.e.capabilitydevel opmentis
al soassessedwithM =3.53averageagreement i sarel ativel ymoderatel evel ofempl oyees’
agreement.
Theinvolvementcul turedi mensi on,whi chi sanaggregateofitsthreesub-dimensionsis
evaluated to havebeenpracticed highlyto thelevel M=3.94.
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Inrel ationtoconsi stencycul ture,statementsi nrel ati ontotheagreementsub-dimension

areal sof oundtohavebeenagreedby employeesofHeineken Ethiopiakilinto plant.
Overdl,theagreementsub-

dimensionisratedtothel evel,M=3.80andthecoordinationandintegrati onsub-dimension
isassessedwithemployees’ levelof agreement, andevaluatedtohave beenpracticedto the
level 3.77.

Thethirdsub-dimensions,coreval ues,whicharepracticedatHeineken Ethiopiakilinto plant
andresultedinthe  existenceofconsistencycultureatHeineken  Ethiopiakilinto  plant
tothelevel M =3.85whi chiswel|abovethe moderate level.
Onthemissionculturetherearestrategicintent, goals andobjectivesand lastlythevision
subdimension.Overall ,thestrategi cintentsub-di mensi oni sratedtothel evel M =4.00and
similarlyallthefivestatementsunderthegoal andobj ectivessub-dimensionareagreedby
employees to thelevel higher than the moderate level.

Thegoal sandobj ectivesdirectionculture atHeineken Ethiopiakilinto plant
ispracticedtohighlevelwiththeoverall agreementlevel of M=3.97. The  visionsub-
dimensionwithoverallagreementlevel of

M =3.92i sal soahi ghlevel practi ceasi ndi catedintheanal ysi spartofthepreviouschapter.

- Theempl oyees’ performancel sassessedwi thfifteenperformancei ndi catorstatements.
Theaverageagreementtothesestatementsrangefromthesmallest4.18tothel argest4.63.
Forallthesestatements,theperformancel evel ofempl oyeesatHeineken Ethiopiakilinto plant
iscomputedtothelevel M=4.36, which is averyhigh level of performance.

-From the correlation anaysis,itis found thatallthethreeorganization culturedimensions
arefoundtohavepositivecorrel ationwiththeempl oyees’ performance. Themission
dimensioni sthemostrel atedtoempl oyeeperf ormancewithr=0.552,followed by the
consistencydimension with r=0.512.

Tofurtherassesstheeffectof organi zationcul tureonempl oyees’ performanceusing
regressionanal ysiswasconducted, fromtheregressionresult,thecoefficientof determination,
i.e. R Square, is computed to be 0.314=31.4%.

Usingastepwiseregressionanal ysi s,thehi ghestcorrel ateddi mensi oni smissionon

empl oyeeperformancewithR-Squareof 29.7%.Usingsameanal ysi smethod,bothmission
andconsistency cultures,arefoundtohave31.9%influenceonemployee’sjob performance.
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5.2 Conclusions

Basedonthe above findingsoneachresearchobjective,the nextsectiongives the conclusionsin relation
to employeeperformanceand each cultural component with employeeperformance.

Basedonthefindings,empl oyegjobperformancei sacriticalfactorinevery organizationtobe
successful . Thisresearchworkcanj ustifythatempl oyeeperf ormancehaspositivere ationshipand
impactoforgani zati onal cul turewhi chcompri sesofinvol vement,consi stencyandmissioncul ture.
Asperthefindingsonempl oyeeperformance,alltheratingsshowthatempl oyeeshavehighlevel of ratings
to their performance at Heineken Ethiopiakilinto plant.

Asitisindicatedinthereviewofrel atedliterature,invol vementcul turecons stsof empowerment,

teamori entationandcapabi litydevel opment.Inal I threesubdi mensi ons,theresul tshowsthatHeineken
Ethiopiakilinto plant hashighly
practi cingthei nvol vementorgani zati onal culturei.e.empowermentandteam

orientationishighlypracti cedinHeineken Ethiopiakilinto plant
andtheirmeanscoresfallabove3.80,andcapability

devel opmenti scategorizedinthemoderategroup. Fromthi sresearchobjective,wecansay that
theorgani zationunderthi sstudypracti ceinvol vementcul turewhicharemanifestingthroughsense  of

ownership andresponsibility.

Asthestudyexpl ai nedthatthei nvolvementresul ti shigherthanthemoderatel evel ,itcanbesaid

thattheorganization in  whichpeopleare  connectedtotheirwork,awareofitsimportance,its
connectiontotherestoftheorgani zation,willing toacceptadditional responsibilities.
Organi zationswhi chuphol daninvolvementculture emphasi zeonthei nputandparti ci pati onof
itsmembers.Thiscanbeachievedby beinginformal ,implicitcontrol systemandgivingthe employees

the authorityand abilityto manage and decisions that affect their own work.
Theconsi stencypartoforgani zational cul turei ssignificantl ypracticedinHeineken Ethiopiakilinto

plant.Theconsistency elementstookthedi mensi onof coreval ues,agreement

andcoordinationandintegrationwithanaggregatepracticing  ofthisorganizationalculture  atthe
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highestleveli.e.bothcoreval uesandagreementareatthehi ghestl evel whereascoordinationand
integrationareatmoderatel evel .A sperthi sstudytheconsi stencydi mensionhaspositive
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Rel ati onshi pwithempl oyeeperformanceandthisi smanifested by employeesknowing the

organizational corevalues, alignment ofemployeebehavior with coreval ues.

Whenthere is acultureof consistencyin anorganization,different functionsanddepartments of
theorgani zationareabl etoworktogetherwel ltoachieve  commongoals.Stillwiththe  responsibility
of promotingthi sculture,iti sthetopmanagementwhoareexpectedtogive

individual sassignmentsthatare consi stentwiththeirstrengths,interestsandopportunitiesfor continued

learningandgrowth.

The missioncultureis organization’sreasonforexistence andhassubdimensionsof — strategic
intentanddi rection,objectivesand goal sandvision.Aspertheoutcome ofthisdimension,ithas
significantly  andhighlypracticedinHeineken  Ethiopiakilinto  plant.Therefore,knowingvery
wellthereasonwhyan organization existswillgive an employeethe motivation to achievethe

organizationa objectives. Thisstudy hasshownthathi gh-
performingorgani zationshaveacommittedworkforcethatis

alignedwiththeorgani zation‘smission,visionandval ues.ltcameoutvery clearly thatthetop
managementpl aysapronouncedrol e ninfluencing organi zational culturesothatitalignsto

organizationalstrategy ~ andstructure.They hel pdefinetheval uesandbeli ef sintheorgani zation.
Thisishecausetheyhaveanaccuratepi ctureoftheorgani zation'scul ture. Topmanagementhel ps

employees to contribute towards thefulfilment of mission ofthe organization.

Foranorgani zati ontoachi evei tspurpose, themi ssi onstatementadvocatesf orstrongworkethics

andthisstudy | ookedattheethi cal practi cesoftheorgani zati onbecausetheyformpartofan
organizationmissionandby extension,they influenceemployeg obperformance. Thefindings have
clearlyindicated that strong work ethics highlyinfluence loyalty and equality in the organization

hencehi ghempl oyeejob performance.

I nadditi ontotherel ati onshi pofthedi fferentdi mensi onsof organi zati onal cul ture onempl oyee
performance,theeffectofthesethreecul tural dimensionsconstitutes31.9%. Thepercentage
contributionandeffecti sdecreasi ngwhenitadds-onotherorgani zational cultural dimensionslike

involvement and consistency culture.
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5.3 Recommendations

As it can beshownfromthe different parts of thisstudy, Heineken Ethiopiakilinto plant
ishavingagood organizational culture anditsrel ationshi pwithemployeeperformanceis
manifestedthroughthethree typesof organizational culture.Howeverinorder tokeepthis
momentumandcontributetotheorganizational culture atlargeinthefuture,thefollowing

recommendations aresuggested bytheresearcher.

Thefollowing recommendations aremadebased on the summaryof finings and conclusion:

The first recommendation will be in order to keep the existence of high impact
organizationalculture onemployeeperformance,theorgani zationshoulddofrequent cultural
audit with actionable outcomes and review its work environment so thatto fill the
gapsfromthe reviewprocessandtheemployee performance will be keptincreasing.One
ofthefactorforhi ghempl oyeeperformancecamefromtheexi stenceofgoodorgani zation
cultureandifthi sdoesn’tpersi st,empl oyeeperformancewillbel owerandtheorgani zation
existencewillbe at risk position.

From the review of involvement culture which comprises of empowerment, team
orientationandcapability devel opment, teamorientati onandthenempowermenthave
greatcontributiontoi nvol vementatthehi ghestlevel .Inordertomakefurtheritsempl oyee
identification withthe organization, the management should extend its employee
invol vementindeci sion-makingthataffectsthem,givingthemtheauthorityandadditional
responsibilities,del egationandability tomanagetheirownwork.Theseitemsshoul dbe
includedindifferentorganization’s manualslikehuman resourcesandoperationsmanua for
clarityand understanding.

Thoughtcapabilitysubdi mensi onhaspositivecontri butiontowardsinvolvementatthe
moderatel evel. Iti sadvi sabl etoworkoncapability devel opmenttodevel optheskill sof
employeesthroughtrai ning,shorttermassi gnment,ex periencesharingandothers.Inorder
tomakethi shappen,skill sgapsneedtobel dentifiedthroughtraining needassessment,
facilitatinglearninganddevel opment and evaluation process.This willcertainlyboost the

employees ‘performanceat largein thefuture.
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| nadditi ontotakethegreatadvantageofthecurrentworkingenvironment,employees’
performance managementshouldbe strengthenedmoreandthe rel ationshi pof
performancemanagementsystemwithcapability devel opmentshoul dbealigned. This
shouldbe  done  throughtraininganddevel opmentneedassessmentthatbroughtfromthe
performancemanagementsystem.Regular  feedbacking and coachingare asovery
important.

Theorganizationmai ntai nsitsconsi stencycul ture,i sthesecondhi ghestcontribution
towardsorgani zational culture,by exertingcoreval uesthatf ormtheoveral ldominant
culturesharedbythemagj orityofthemembersi ntheorgani zation. Ifthisisadhered to,the
differentfunctionsanddepartmentsoftheorganizationwill ~ beabletoworktogetherwell  to
achievecommon goals. Inadditional emphasisshould begiven in thehiringprocess to
attractthoseindividualswhocan fit withorganizational values through competency
recruitmentprocessof ~ reflecting  organizations’core  values.Inaddition,adequateand
frequentinductionandsoci ali zati onshoul dbegiveninordertobring totherequired
behaviorsandattitudeforthenewly hiredstaffoncethey arej oinedtheworking environment.

Fromtheconsi stencyculture,agreementandcoreval uessubdi mensi onshavethehi ghest

|evel of agreement,howevercoordinati onandintegrationatthe moderatel evel of
agreement.SoHeineken Ethiopiakilinto plant
shoul dpracti ceandkeepintegrati onandcoordinationby developing

newtechnol ogi es,processes,systems,alignmentof goal sandprocess,andconsi stentways
ofworking among  unitsanddepartments.Inaddition,organizational structureshouldbe
revisited.Coordination andintegration amongdepartmentscanbeenhancedthrough
frequentteammeetings,givestaffcleardirection,andoptimize theuse ofresources, creating
differentforumsliketeammeeti ngs,establishing processesthatenabl estaffto complement.
Fromthestudy,oneofthehi ghl yratedf actori smissioncultureandthi sshowsthatthe

managementplaysagreatrol ei ninfluencingtheorgani zati onal cul turethroughitsstrategy
andstructure.Sothemi ssioncultureshoul dbemai ntai nedby makingsurethatthosein
| eader shi ppositionsareconversantwiththeorgani zation’smissionand hel pothersto
understand those cultureof strategic intentand direction, vision and goalsand objectives

oftheorgani zati on.Inordertokeepthemi ssioncul tureasbeforeandi mprovinginthe
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future,thereshoul dbeconsi stentlyrevisiting oforganization’svision,strategi cintentand
directionandevengoal sandobj ectivesatcountry level ,departmentandunitlevel with
actionable outcomes.Moreover, itisimportanttorevisitmissionstatementsandremind
employee abouttheoverallmission, vision, strategic direction so that theyare fullyaware
about theorganization’s longand short term intent and plan.

Asitisseenthecontributi onofthethreekindsof organi zati onal cul turei s31.9%0n
employeeperformance. Thisimpliesthatthere ~ are  asoothercontributingfactorswhich
arerel atedtoempl oyee performance. Sotheorgani zationshoul dl ookforthose
contributingfactors(mightbej obsatisfaction, | eadershipstyle,motivation,salary and
benefitsissues...)andexplore itsrelationshipswithemployeeperformance. Thiswillin returnit

will boost both empl oyeeperformance andorgani zation performancetogether.

As it is mentioned in the first chapter of this study, the research on the effect of
organizational cultureonemployees  jobperformancearelimitedspecially  inourcontextand
theresultofthestudy willbelimitedonly tooneorganization;recommendationsare therefore
made forfurther researchina differentinternationalnon-government organizations in order
to broaden research in this industry.

There are different models and framework that will help to studyon the effect of
organizationalculture onempl oyeeperformancelikeHof stede’sculturaldimensions
theory,Edger ScheinModd,O’Rellly,Chatman’s andCaldwellmodelandothers.This
researchstudy  usedDenison‘sModel ,furtherresearchonthesameorganizationcanbe done
usinga different framework of organizationalcultureassuggestedabove tobring depth
understandingandoutcome.

A partfromtheorgani zational cul turei nfluencingempl oyeeperformance, thereareother
thingswhi chshoul dbeseenlike obsati sfaction, organi zational performance,leadership,
organization change and others. So forfuturestudies, itisrecommended to focus on that
relationship in order to broaden the subject matter.
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APPENDIX

ST. MARY’S UNIVERSITY
SCHOOL OF GRADUATE STUDIES
MBA PROGRAM

Dear respective respondents

| am a post graduate student in MBA GENERAL and | am conducting my senior thesis on the title
“The effect of organizational culture on employee’s job performance in case of Heineken
Ethiopia kilinto plant” and the objective of this questionnaire is to collect data from Heineken
employees which help to measure the effect of organizationa culture on employee’s performance.
The information collected shall be used for research purpose only. | assure you that your responses
will not disclosed in any way and utmost confidentiality will be maintained. Hence, | request your
sincere corporation for the successful undertaking of the study and your valuable response is highly
appreciated. Thank you!

Note

= Please put ¥ mark in the box to the point which highly reflects your idea?

= Your honest and unbased response will greatly contribute for the research to achieve its objective

and there is no need to write your name.

Thank you very much, in advance, for your sincere cooperation.



Part |: -GENERAL INFORMATION
1. Age Category
[] 18-23] 24-29 ] 30-35 [] 36-40 [] 41-46[] 46 and above

2. Marital Status
[ ] Single[ ] Married[ ] Divorced[ | Widowed

3. Gender

[] Mae[ ] Female

4. Educational Attainment

[] High school certificate [ ] College Diploma [ ]| Bachelor's Degree

[ ] Master's Degree [ ] Doctorate Degree [ Other (Please Specify)...................
5. Current position:

[ ] manageria [] non manageria

6. Yearsof service

[] <1Years [] 1-3Years [ ] 3-6 Years[ |6-9 Years

[]9-12] >13Years

7. In which salary range doesyour salary level false
[] <3000 hirr [ ] 3001 - 7000 birr [] 7001-11,000 [ ] 11,001 -15,001

[] 15001 19000 [ > 19001



Part 111 Questionsrelated to the study

The Following Questions are presented on afive point liker Scale. If the item strongly matches with
yourresponse choose 5 (Very Agreed), if you moderately agree on the idea choose 4 (Agreed), if
you can’tdecide on the point choose 3 (I don’t know), if you disagreed with the idea choose 2
(Disagreed), and ifyou completely disagreed with the point choose 1(Very disagreed).

5=Very Agreed

4 = Agreed

3 =1ldon’t know

2 = Disagreed

1 =Very Disagreed

The purpose of this questionnaire is to give you a chance to tell how you feel about your present

job, whatthings you are agree with & what things you are not agreed with.

Involvement -culture

No. | Description Strongly agree neutral Disagree Strongly
Agree disagree
1 Most employees are engaged in their work.
2 Decisions are usually mad at the level where the
best information is available.
3 Everyone believes that he/she can have a positive
impact
4 Business planning is ongoing and involves

everyonein the process in some degree.

I nvolvement-Empower ment

No. | Description Strongly agree neutral Disagree Strongly

1 Cooperation across parts of the organization is
actively encouraged.

2 People work like they are part of the team.

3 Teamwork is used to get work done, rather than

hierarchy.

4 Teams are our primary building blocks.

Work is organized so that each person can see the
5 relationship between his or her job and goals of the

organization.

Agree disagree




I nvolvement Team Orientation

1 Authority is delegated so that the people can act on
their own.

2 The capability of peopleis constantly improving.

3 There is continues investment in the skills of

employees.

4 The capabilities of people are viewed as an

important source of capability development.

5 Problems seldom arise because we have the skills
necessary to do the job.

The consistency cultural dimension at Heineken Ethiopia

No. | Description Strongly agree neutral Disagree Strongly
agree Disagree

1 The leaders and managers “practice what they

preach”.

2 There is a characteristics management style and

distinct set of management practices.

3 Thereisaclear and consistent set of values that

governs the way we do business.

4 Ignoring core values will get you in
trouble.

Consistency-corevalues

1 When disagreements occur, we work hard to

achieve “win-win “solution.

2 It is easy to coordinate projects across different

parts of the organization.

3 Working with someone from other parts of the
organization is not like working with someone

from a different organization.

4 Thereisagood alignment of goals across levels.

There is “strong culture” of doing things.




The mission cultural dimension at Heineken Ethiopia

No. | Description Strongly agree neutral Disagree Strongly
agree Disagree
1 Thereislong term purpose and direction.
2 | Our strategy leads other similar
organizations to change the way they
compete in the industry.
3 Thereis clear mission that gives meaning and
direction to our work.
4 Thereisaclear strategy for the future.
5 Our strategic direction is clear to me.
Mission strategic direction and intent
No. | Description Strongly agree neutral Disagree Strongly
agree disagree
1 There is wide spread agreement about goals.
2 Leaders set goals that are ambitious, but realistic.
We continuously track our progress against our
stated goals.
4 The leadership has “gone on record “about the
objectives we are trying to meet.
Mission —goals and objectives
No. | Description Strongly agree neutral Disagree Strongly
Agree disagree
1 We have a shared vision of what the organization
will belikein the future.
2 Leaders have along term view point.

Our vision creates excitement and motivation.




Employee’s performance at Heineken Ethiopia

No. | Description Strongly agree Neutral Disagree Strongly
agree Disagree

1 | rated the quality of my work in the last
performance excellent.

2 | rated the quality of my work in the last
performance very sufficient.

3 | managed to plan my work so that | was done on
time.

4 | often expand extra effort in carrying my
job.

5 | have complete knowledge and
understanding of my tasks.

6 | always reach my objective set
(performance target).

7 | review my performance continuously
improvement.

8 | have required skillsto perform my task.

9 | have required level of motivation to
perform the tasks.

10 | I do my job independently.

11 | I perform my work well to expected
standard. Than typically.

12 | | could manage more responsibilitiesin
my job.

13 | | feel appear suitable for higher level role.

Thank You for completing the questionnaire! !'!




