Running head: SOCIAL COHESION AND THE WORKING ENVIRONMENT

Social Cohesion Skills and its Mediating Role in the
Working Environment: The Case of Ethiopian Railways

Corporation

Seada Jemal Oumer

A Thesis Submitted to the School of Graduate Studies of St. Marry University
in Partial Fulfillment of the Requirements for the Degree of

Master of Arts in Social Work (MSW)

Addis Ababa, Ethiopia

January, 2022



Social Cohesion Skills and its Mediating Role in the
Working Environment: The Case of Ethiopian Railways

Corporation

Seada Jemal Oumer

A Thesis Submitted to the School of Graduate Studies of St. Marry University
in Partial Fulfillment of the Requirements for the Degree of

Master of Arts in Social Work (MSW)

Advisor: Habtamu Mekonen (PhD)

Addis Ababa, Ethiopia

January, 2022



Declaration

This is to certify that the thesis entitled “Social Cohesion Skills and its Mediating Role in the
Working Environment: The Case of Ethiopian Railways Corporation”, submitted in partial
fulfillment of the requirements for the grant of the Degree of Masters of Social Work in St.
Marry University, is a record of original work carried out by me and has never been submitted to
this or any other institution to get any other degree or certificates. The assistance and help I

received during this investigation have been duly acknowledged.

Name: Seada Jemal

Place: Addis Ababa

Date: January, 2022



Approval of Dissertation

I hereby certify that I have supervised, read, and evaluated this thesis/dissertation titled, “Social
Cohesion Skills and its Mediating Role in the Working Environment: the case of Ethiopian
Railways Corporation”, by Seada Jemal prepared under my guidance. I recommend the thesis be

submitted for an oral defense.

Dr. Habtamu Mekonnen (PhD)

Advisor’s name Signature Date



ST. MARRY’s UNIVERSITY
DEPARTMENT OF SOCIAL WORK (MSW)

Thesis Approval

As members of the board of examiners, we examined this thesis entitled. “Social Cohesion Skills
and its Mediating Role in the Working Environment: the case of Ethiopian Railways Corporation
(ERC), by Seada Jemal. We hereby certify that the thesis is accepted for fulfilling the

requirements for the award of the Degree of Master of Social Work in St. Marry University.

Board of Examiners:

External Examiner Signature Date
Internal examiner Signature Date
Chairperson Signature Date

Advisor Signature Date




Acknowledgments

On top of all, I would like to thank Allah for everything made successful is due to your
benevolence. You made it possible for things to happen. I would also like to express my sincere
appreciation and gratitude to my advisor Dr. Habtamu Mekonnen for his encouragement,
guidance and support from the initial to the final level enabled me to develop an understanding
of the subject matter and enlightening my understanding about research and give me the
motivation to perform my maximum effort. My appreciation also goes to the Ethiopian Railway

Corporation (ERC) employees for their participation.

Lastly, I would also like to thank my family; I just cannot thank you enough for being right
behind me in everything. Also I will express my deepest and special gratitude to my best - half

Abdurahman Seid (Abu Rufeyda), Thank you for being there all the way through.



Table of Contents

ACKNOWIEAZIMENES .....eeiiiieiiiiiiiie ettt sb e st e e st e st esab e e sare e esareesabeeesabeeesaneesnneenas iv
TaADIE OF COMEEILS ...eeeiuititeeiiiiee e ettt ettt ettt e e ettt e e sttt e e s a bttt e s s bbe e e s sabeeeesabbeeessnbeeeesaabeeeessnbeeessnnees v
| 3T o) 0 2o 1< PP PP PPTPPTPPRRS vii
List of ACTONYMS/ ADDIEVIALIONS .....eeeviieiiiieiiiieiiieeeiiee sttt et e st sbe e st e et e st e e sabeesbeeesabeeesmneeenneeenas viii
F N o1 2T PSP P U PPPUPPPRR ix
(O] 1 011 ol O 1 TP PPV U STV PTOPPPROP 1
33 1A e 4 10 Te15 (o)  FO PP SPPPPPPP 1
1.1 Background of the StUAY .....c.c.eeiiiiiiiiieee e s 1
1.2 Statement Of the PIrODICIN .....c..uiiiiiiiiiie i e s s e e s ssabee e e s sareeessans 2
1.3 ODjJectiVe OF the STUAY ceeevvvvieeiiiiieieeriieee ettt e e s st e e s sabte e e s sabe e e s ssasreeessnnraeessnsees 4
1.3.1 GENETal ODBJECHIVE c.uvvvereiiiiiiieeiiiieeeeriitee e sttt e s sttt e s sttt e e ssabbeeessabeeeessabseeesssbaeesssnseeeessnssenessnnsens 4
1.3.2 SPECITIC ODJECTIVES ..vvvererrurrieeeiriiieteeritieeessiiieeesstreeessabeeeesssseeeesssaseeessssseeesssssaeessssseseessssseeessnnens 4
1.4, RESEArCH QUESTION ....uvvviieieeeeeieiiiiiteeeeeeeeecittaeeeeeeeeseitttrrreeeeeaesssasstaasseeaassaaasssssasseaaesssaassssanseesasesnnnes 5
1.5. Significance Of the StUAY ......cccuieiiiiiiiie i s srre e e s sabe e e s ssbeeeesssnreeessnnees 5
1.6. SCOPE OF the STUAY ...vveiiiiiiiieiiiiit ettt e s st e e s st e e s ssabbeeessabeeessnssseeessnnreeessnnsens 6
1.7 Limitation Of the StUAY ......veeiiiiiieie ittt e e s sbee e s ssabae e e s sabeeessssneeeessnnreeessnnsens 6
1.8 Operational definition Of the STUAY ......eviiiiiiiri i sree e s s e e s sareee s snnees 7
Chapter Two: Review of related IItErature..........viiiiviereiiiiiee i e e srre e e s sree e s ssrae e e s ssareeessnnees 8
2.1 TIETOAUCTION 1.ttt ettt ettt ettt ettt ettt et e ettt e st e e sabe e e bt e e sabe e e sab e e e bt e e sabeeesabeeebbeesabeeesabeeennseeeanee 8
2.2. Concept Of SOCIAL CONESION .....vvveiieiiiiiiieiiiieeeeiiee e st e e s sree e e e e e e s sere e e s sabeeessabeeeessssaeeessnnseeessnnnees 8
2.3 Why does s0cial CONESION MALLEI?......uveeeeiiuiiereiiiieeeeiiieeessireeeesssreeeessssreeessnreesssssseeessssseeesssnseeessnnees 9
2.4. Conducive working environment and Employees’ engagement ..........ccccceevrevveeeeiiieeresncveeesnsneeeennns 10
2.5 sKills Of SOCTAL CORESION ... ..eiiiitiiiiieeiiiie ittt ettt ettt sttt e e bt e e st e e sabe e s bt e e sabteesabeeenneeenas 11
2.5.1 Diversity and inclusion and COrporate CUItUIE .........ueveervrereiriieeeeiiiieeeeriieee s sreee s seiree e e seneeeeenes 11
2.5.2 Interpersonal RelatioNShiPS .....ccccvvveiiiiiiiiiiiieiesiiiee et e e st e e e s e e s sereeessabeeeessnnaneessnns 14
B T & 4 ] PO PP P P OPPPROPPPPPIN 15
2.5.4 GeNAEr SENSTEIVITY .eeeiuttiteiiiiiieeeeiiteee e ettt ettt ettt e e ettt e e sttt e e s sab e e e s sttt e e s sabreee s sambeeeesanrneeeeaans 17
2.6. Local Governance and Social CORESION .......cocovuiiiiiiiiiiiiiiiie e 18
2.7. Social Cohesion for Peace and Development..........ccevvvriiiiiiiiiieiiiiiiiieeiee e eriiiieeee e e ssivieeeeeeeeean 19
2.8. Theoretical and Empirical Literatiure TEVIEW .........eeeeiiureeeeiiiieeeeriieee e eiieee et e st ee e s e e s sireee e 20
2.8.1 ThEOTELICAL TEVIEW ....eeeieiiiiiiiie ettt ettt e sttt e s st e e s sabt et e s sabbe e e e sabeeeeeabeeeeeaans 20
2.8.1.1 The Theory of MulticulturaliSm...........ccueeiiiiiiiiiiiiiiiie et e e 20
2.8.1.2 The generativist theory of social CORESION ........cccovviiiiiiiiiiiiiiiiie e 23
2.8.1.3. Social Identity Theory of Social CONESION .......cccerruriiiiiiiiiiieiiiiee e 25
2.8.2 EMPITICAL REVIEW ..neeiiiiiiiiiiieeiee ettt et sttt e e st e e e s bt e e e e sbaeeeeeans 25
2.8.2.1 Social NetWork ANALYSIS ......ecvvvieririiiiiieiiiie st 25
2.8.2.2 Late 19th and Early 20th Centuries empirical studies analysis...........cccevvveerieieriererceennnnen. 26

2.9. Conceptual FrameWOTK ........ccooviiiiiiiiiiiiiiiiec et s s e 27
Chapter Three: Research Methods ........coccveeiiiiiiiiiiiiiiiii e e 28



I R 5150 16 13 To1 5 (o) s WU 28

3.2, ReESCATCH DIBSIZI c.uvveeiiiieiiieiite ettt ettt e sa e et e st e st e s e e sne e e sr e e nreenanes 28
3.3 ReSEAICh APPTOACH ... .viiiiiiiiiiiie ettt et st s e e st e enr e s 28
3.4 Study ATEa DESCIIPLION ..ccuvveiiiiieriiieesitee et ettt e sttt e st e s e e st e sbe e e s b e e e ssreesaneeesareeennreesanes 29
3.5. Target POPUIATION ...coiuviiiiiiiiiiiieetie ettt ettt et e st e s e e sab e sabe e e sareeennreesanee 30
3.6. SAMPIING DESIZN ...eeeiuiiiiiiiieiiiieetee ettt sttt e et e s e e sab e e sttt e sabe e e sabeesbe e e sabeeenreesanes 30

3.6.1 SAMPIE SIZE .eeeneveiiuiiieiiiee ettt ettt ettt e st e s bt e e bt e s et e s b e e e e bt e s be e e nareeenreeaas 30

3.6.2 SamMPIING TECANMIGUE .....eeevvveiiiiiiiiiieiiee ettt ettt e st e et e st e s e e e sareesnreenas 30
3.7, S0UICES OF DIAtA.....uiiiiiiiiiiie ittt e s st e e st e e e s sab e e e s sab e e e s s bae e e s e braeessabaeeeearees 31
3.8. Data ColleCtion TOOIS ....cc.ueeiiuiieriiieiiee ittt ettt ettt sttt e st e st e e sab e e sbeeesabeeennreesanee 32

3.8.1. Quantitative methods of data COIIECHION .........c..vvviieieeeiiiiiiieeeee e e e e e e e e e aeees 32

3.8.2 Qualitative methods of data COllECtION . ........cccuvviiiiiieee e e e e e e e e e araaees 33
3.9. Data Analysis and Interpretation ProCEAUIES .........ccccvererriiieeeiiiiere e sieee e sieee e s sire e s sreee s s 34
3.10. Validity and reliability CONSIAEIAtIONS ......ccevrvrereiriuiereriiiieresriieeessieeessreeeessbeeeessrreeessnreeessnavens 36
311, TTUSEWOTTIITIESS ..vveeutieeriieeiiiee ettt ettt ettt ettt ettt e sttt e sab e e bt e e st e e e sabeesabeeesabeeesabeesabeeesabeeennreesanes 37
3.12. Ethical COnSIAETALIONS .....ecoiuiieiiiiiiiieeiiieesiitt et ee ettt st et ettt e st e sttt e st e e sbeeesabeeesabeesabeeesabeeennreesanes 38
Chapter Four: Data Presentation Analysis & INterpretations..........ovcvvereercureeesiiieeresnsiveresrsneeesssneeessnnens 39
4.1 TIETOAUCTION 1.eiteeeitee ettt ettt ettt sttt e sa e ettt e sab et e sab e e eabteesabe e e sabeesabeeesabeeesabeesabbeesabeeesmbeesnbaeenas 39
4.2. Demographic Characteristics Of ReSPONAENtS ........c.cccvvveiiiriiiiieiiiiiieeeiiiiereerieeessieeessnireeessnneeessnes 39
4.3. Descriptive Statistics of Study Variables .........occvveeiiiiiiieiiiniieieeiieie e srireee s sreee s ssnreeessnreeessnes 41

4.3.1. Attitudes towards diversity and inclusion and corporate Culture..........ocvveeeervveererrivereerciveneennns 42

4.3.2. Attitudes towards Interpersonal relationShips.........veeeeruvereiriieeesiiiiere e sreee s srree e saeeeeenes 46

4.3.3 Attitudes tOWards TTUSE........eeiiiiiiiieii e e e e e 51

4.3.4 Attitudes towards ZeNder SENSIEIVILY .....uuvreeirreriiiiiiiiieeeeeseeiriiiireeeeeesssssiirreeeeeessssssssrnsaeeeeesssnsnnns 55
Chapter Five: Summary, Conclusion and Recommendation ...............ceevviieiiiniiieiiiiiieneinieeeeneee e 61
I B 01 (0T 1017 5 U ) P PSP T PP PPUP PRSP 61
5.2 SUIMIMATY «.eeittieeeeitte e ettt ettt e ettt e e sttt e e s bttt e s aa b b et e s sasbe e e e sab et e e s aabe e e e s sasbe e e e smbeeeesambeeeessanneeeesanree 61
I B 071 Te] 11 50 s L PO PP PP P PRPPPP 62
5.4, RECOMMENAATION ....eeeiiiiiiieeiiiieee ettt ettt e et e e sttt e e s eab e e s sbb e e s st e e e aabreeessnreeeesnres 66
N (5 NS 1 (o RPRRRRRURRPRR 70
Appendix 1. Instruments of Data CollECtION. ......cccoruiiiiiiiiiiei et 77

Vi



List of Tables

Table 4.1: Demographic Characteristics of respondents e EEE R 50
Table 4.2 Attitudes toward diversity and inclusion and corporate culture- 53
Table 4.3 Attitudes towards interpersonal relationships 57
Table 4.4 Attitudes towards Trust---=--=-==-=-mmmmmm oo 63
Table 4.5 Attitudes towards gender sensitivity------------==-==--------- ---67

Vii



List of Acronyms/ Abbreviations

EFBI

ERC

IFSW

MDI

OECD

SPSS

TVET

UNDP

WHO

Ethiopian Federal Bureau of Investigation
Ethiopian Railways Corporation
International Federation of Social Workers
Management development Institute
Organization for Economic Co-operation and Development
Statistical Package for the Social Sciences
Technical and Vocational Education and Training
United Nation Development Program

World Health Organization

viii



Abstract

Social cohesion, the "glue" that keeps a society together, is influenced by the various
sectors or "pillars" of government and non-government institutions. This research focuses
on how the skills of social cohesion which are available in the ERC change the working
environment. A working environment is perceived as a place where social cohesion skills
are applied broadly. Despite the global importance of the issues of social cohesion, local
academic works hardly address the dynamism of the skills of social cohesion such as,
diversity and inclusion, trust, interpersonal relationships and gender sensitive
environment. Previous literature underemphasizes the influence of skills of social cohesion
in the working environment. This particular study was informed by the theory of
multiculturalism, the generativist theory and Social Identity Theory which has been
developed to explore social cohesion skills in the work place. The study employed a mixed
research method with a philosophical stance on pragmatism. Simple random sampling for
the quantitative data collection and purposive sampling for the qualitative data inquiry
were used. A total of one hundred sixty nine (N=169) sample of respondents filled the
questionnaire and six of the selected interviewees participated for the key informant
interview. The data collected from the field using multiple methods were analyzed using a
mix of quantitative and qualitative methods of data analysis to arrive at comprehensive
conclusions. The study found that social cohesion skills strongly contribute to maintaining
peaceful working environment. Celebrating holidays, being a member in the social
committee and commitments of some staffs contributes to foster social cohesion skills. On
the contrary, the findings showed that low level of social cohesion skills are the very
reasons for losing the bond among the staffs. They are dissatisfied by their working
environment. Workers dissatisfaction is a very reason for societies to be negligent in the
realm of the development process of the country. The available social cohesion skills need
to be nurtured though it is the core point to create a peaceful and cohesive society. Staffs,
employers and the government need to initiate the applicability of social cohesion skills.
Furthermore, social cohesion skills need to be promoted and mainstreamed in the system
of the corporation to sustain a socially tranquil society in particular and a developed and
peaceful country in general.
Key words: Social cohesion, Ethiopian Railways Corporation, work environment



Chapter One

Introduction

This study examined social cohesion skills and working environment in Ethiopian Railways
Corporation. Thus, this Chapter presents the background of the study, statement of the problem,
objective of the study, research question and significance of the study. The chapter further

presents scope of the study, limitation of the study and operational definition of the study.

1.1 Background of the Study

The issue of “social cohesion” has, over the last ten years, been analyzed from various
perspectives of research and policy making (Dayton-Johnson, 2001; Osberg, 2003; ECLAC,
2007; Council of Europe, 2008; OECD, 2011a). A common thread of the existing literature is
that social cohesion is both a means to ends such as inclusive growth and an end in itself.

(OECD,2012)

“Socially cohesive or ‘shared’ societies are stable, safe and just, and are based on the promotion
and protection of all human rights, as well as on non-discrimination, tolerance, respect for
diversity, equality of opportunity, solidarity, security and participation of all people, including

dis advantaged and vulnerable groups and persons.” (OECD, 2012, p- 53)

In our increasingly service-based economies, social relationships and instant coordination among
employees are the means by which a lot of work gets done. Thus, whether organizations -and
their employees- flourish or languish largely depends on the quality of the social connections
they nurture. A cohesive society works towards the well-being of all its members, fights
exclusion and marginalization, creates a sense of belonging, promotes trust, and offers its
members the opportunity of upward mobility. The quality of the workplace connections can be
defined as life giving (high quality) or life depleting (low quality). Positive social cohesion
facilitates organizational learning, cooperation, effectiveness, and employee loyalty, among
many other desirable outcomes. High-quality connections are brief, mutually beneficial, and
dynamic dyadic interaction, which have the power to energize people with vital resources to do

their work well. Companies with higher numbers of engaged employees have lower business



costs, improved performance outcomes, such as higher productivity figures and customer rating,

less turnover and absenteeism, and fewer safety incidents (Gallup, 2015).

Social cohesion skills such as trust, relationships, conflict /violence management, dialogue and
debate, equality and justice, equal opportunity, gender responsiveness, diversity, loyalty,
inclusion and ways of communication are some of the skills which are valuable in creating a
positive social cohesion in the working environments. This research investigates social cohesion
skills and its mediating role in the working Environment; centering to the skills which are crucial
in creating conducive working environment. As the researcher got an experience of working in
the Ethiopian Railways Corporation, lack of those skills such as trust, interpersonal relationships,
gender responsiveness and issues concerning diversity are contributing for the occurrence of a
detrimental working environment. As an employee in the corporation lack of those skills is a
very reason for experiencing loss of interest in staying in the organization. The researcher
believes that lack of management of those skills in the corporation is a reason for creating a less
flourishing and a comfortable working environment. However, a deep insight for the available

social cohesion skills and challenges for the applicability should be explored.

1.2 Statement of the problem
Social cohesion is group properties where members are well bounded, connected with one
another by personal relationships, and share a common purpose. Cohesiveness is a positive a trait
by itself but the way how we approach cohesiveness as a process can increase or decrease over
time in response to many factors including group size, leadership, and external threats. Social
and physical environments play an important role in fostering or undermining the ability to
create social ties. In contrast, negatively constructed ties between two individuals at work are
characterized by animosity, exclusion, or avoidance, which can cause stress and job

dissatisfaction (Rosales, 2015).

Often in modern life, however, individuality trumps connectedness and belongingness. Studies
show that there has been a general breakdown of interpersonal relationships and an overall
decline of face-to-face interactions (Pearson & Porath, 2005). As well, incivility, or employees’

lack of regard for one another, is a growing and costly phenomenon. Not coincidentally, a recent



survey pinpoints that more than half of U.S. workers (52.3%) declare themselves unhappy at
work (Conference Board, 2014).

The Gallup Organization (Gallup, 2015) found that a majority (51%) of full-time workers in
America are not engaged in their jobs. Another 17.5 percent are actively disengaged meaning
that they are potentially hostile to their organizations. That leaves just less than one-third
(31.5%) of U.S. workers who thrived in their jobs (Gallup’s, 2015). Lack of social cohesion in
the work places will contribute to low organizational effectiveness which leads to stresses and
depressions in the workers and will contribute negative role in the individual and in the country

as a whole.

The Ethiopian Federal Bureau of Investigation frequently faces problems of high employee
turnover. For instance, starting from 2017 to 2019 one hundred eighty-seven (187) police
officers left the organization (2017-2019 Unpublished annual report of EFBI) due to various
reasons.

According to this report work-related stress accounts high rate for employee turnover. Moreover,
the prevalence of stress symptoms has been increasing from time to time among the police
officers. The major stress symptoms include job dissatisfaction, discouragement, and feelings of
being overwhelmed by a number of tasks, aggression, cynicism, disinterest and isolation.

(Zelalem, 2019)

For social cohesion to meet the needed solidarity and positive relationships among employees
with different skills of social cohesion should have to be applied and also the obstacles which are
hindering the interconnections should have to be eliminated. Even though some researches were
conducted in the issue of importance of social cohesion in the work place, it doesn’t give a deep
insight to the skills of positive social cohesion in the workforces which will bring a less stressed

and suitable working environment.

Here in Ethiopia, so many people spend their time working in the environment which is
uncomfortable and stressful. Even though some researches for instance study of Zelalem (2019)
found out that majority of the employees working in the Ethiopian Federal Bureau

of Investigation experienced moderate to high work-related stress, the study did not give



consideration to the negative interpersonal connection and less cohesiveness between workers.
There is also scanty of literature found on the role of social cohesion skills in creating a
favorable working environment. So, this issue should have to be given an attention and should be

investigated in a broad manner.

As far as the knowledge of the researcher is concerned, there is mere research undertaken on the
issue of the role of social cohesion skills and its mediating role in the working environment in
the country. And also, it focuses on how absence of those skills will bring a detrimental working
environment in the institutions. Therefore, to fill this gap, the current study focused on assessing
the role of the skills for social cohesion and the consequences of lack of those skills among

workers in the Ethiopian Railways Corporation.

1.3 Objective of the study
1.3.1 General Objective

The major objective of the study is to assess social cohesion skills and its mediating role in the

Working Environment in Ethiopian Railways Corporation.

1.3.2 Specific Objectives

The specific objectives of the study are: -

e To inspect whether diversity is accommodated in the working arena of the organization and
how it is managed among stuffs.

e To assess whether equality of opportunity incorporated in the organization.

e To assess how the skills of social cohesion such as trust and interpersonal relationship
changes the working environment.

e To assess how the skills of social cohesion such as the issue of trust changes the working
environment.

e To examine whether such as gender sensitive issues are incorporated in the system of the
organization.

e To assess the availability of operating system for the skills of social cohesion in the

organization and to examine the challenges for its applicability.



1.4. Research Question

The study answers the following research questions;

Major research question

What are the mediating roles of social cohesion skills in the working environment in Ethiopian

Railways Corporation?
Specific research question

e How is diversity accommodated in the working environment of the organization and how is it
managed among the staffs?

e s the issue of equality of opportunity incorporated in the system of the organization?

e How is the skill of social cohesion such as trust and interpersonal relationships change the
working environment?

e Does the environment sustain the issue of gender equality and sensitivity?

e s operating system for the skills of social cohesion available? What are the challenges for its

applicability?

1.5. Significance of the study
The development of a country is one way or the other linked with the involvement of all citizens,
especially the workforce is contributing a major role in the developmental activities of the
country. The working environment which the workforce spent must be decent and convenient.
The realm of the environment of occupation will be flourished if social cohesion skills such as
interpersonal relationships, trust, diversity and the issue of gender equality are incorporated.
Even though the issue of social cohesion is a high concern for the developed nations, in our
reality it is given a mere attention. Considering the scarcity of local studies, the research fills the
existing gap on the role of social cohesion skills specifically in the area of working environment.
It gives workers the insight to the skills which they acquire and also which they will seek in
order to be a productive and a sociable staff member. Further the study makes clear for the

management body of the organization on how to create encouraging interpersonal relationships,



trustful staffs, and an environment which is gender sensitive and maintain diversity among the

staffs who are assigned in different levels of occupation.

The finding of the study helps government, non-governmental organizations and policy makers
to make a policy intervention and decisions relying on the significance of social cohesion for the
wellbeing of the work force and the society as a whole. Furthermore, the outcome of the result
gives insight to other researches to dig more information with regard to the skills of social

cohesion in the working environment in Ethiopian case.

1.6. Scope of the study

Studies of different scholars have shown that, the issue of social cohesion is a very important
driver of short and long-term prosperity and competitiveness. Cohesive societies are politically
stable and focus on economic growth and business development. A coherent integration policy

should aim to foster social inclusion and prevent and reverse social exclusion.

The study is delimited to the overall staffs of the organization. Every member of the staffs is
exposed to the issue of social cohesion and social exclusion. The corporation hired many
employees for the implementation of the railway construction in the position of core and
supporting positions. Therefore, the study delimited its scope on the overall workers of the
organization. Besides, the study scope was delimited to Ethiopian Railways Corporation, to
investigate the skills of social cohesion in the organization. The study in terms of time it was
done in 2021 and geographically the study was delimited to Ethiopian Railways Corporation
which is found in Kirkos Sub city, Addis Ababa, Ethiopia.

1.7 Limitation of the study

The scarcity of local studies which are conducted on the issue of social cohesion in the working
places is a limitation for the study. The researcher relied on the external resources such as
studies which are made outside the country. On the other hand, because of the pandemic of

COVID -19, some respondents rejected to give a face-to-face interview response.



1.8 Operational definition of the study
The following terms will be used in the research according to the interpretation given below.
Ethiopian Railway Corporation is the national railway operator of the Federal Democratic
Republic of Ethiopia, under the regulation of the Ministry of Transport. ERC operates passenger
and freight transport. Founded on 28 November 2007 (regulation 141/2007) as a quasi-public
corporation to operate Ethiopia's passenger and freight rail services, it receives federal subsidies
but is managed as a for-profit organization.
Social Cohesion is defined as the willingness of members of the society to cooperate with each
other in order to survive and prosper. (Dick, 2003)
Social Cohesion Skills are ways to create a better social cohesion among groups, communities

and societies. (UNDP, 2015)


https://en.wikipedia.org/wiki/Ethiopia
https://en.wikipedia.org/wiki/Ethiopia
https://en.wikipedia.org/wiki/State-owned_enterprise
https://en.wikipedia.org/wiki/State-owned_enterprise
https://en.wikipedia.org/wiki/For-profit_corporation

Chapter Two: Review of related literature

2.1 Introduction

This chapter presents a review of related literature topics that have been done by various
researchers on the concepts of social cohesion skills. Concepts and dimensions of Social
Cohesion, theoretical and empirical review and conceptual framework of the study are discussed

in a broad manner.

2.2. Concept of Social Cohesion

Social cohesion refers to the extent of connectedness and solidarity among groups in society. It
identifies two main dimensions: the sense of belonging of a community and the relationships
among members within the community itself. It stems from a democratic effort to establish
social balance, economic dynamism, and national identity, with the goals of founding a system
of equity, sustaining the impulses of uncontrolled economic growth, and avoiding social
fractures. A cohesive society is one that works towards the well-being of all its members,
minimizing disparities and avoiding marginalization and entails fostering cohesion by building
networks of relationships, trust and identity between different groups, fighting discrimination,

exclusion and excessive inequalities, and enabling upward social mobility. (OECD 2011)

A cohesive society is a mutually supportive community of free individuals pursuing common
goals by democratic means (Council of Europe, 2004). Social cohesion is the capacity of a
society to ensure the welfare of all its members, minimizing disparities and avoiding
polarization. A cohesive society is a mutually supportive community of free individuals pursuing
these common goals by democratic means (European Committee for Social Cohesion, 2004).
Social cohesion is a set of social processes that help instill in individuals the sense of belonging
to the same community and the feeling that they are recognized as members of the community
(French Commissariat General du Plan 1997). the dialectical relationship between mechanisms

of social inclusion and people‘s reactions, perceptions and attitudes to ways in which these



mechanisms operate in producing a sense of belonging in society (United Nations Economic

Commission for Latin America and the Caribbean, ECLAC).

Social Cohesion describes the nature and quality of relationships across people and groups in
society, including the state. The constituency of social cohesion is complex, but at its essence
social cohesion implies a convergence across groups in society that provides a framework within
which groups can, at a minimum, coexist peacefully. In this way social cohesion offers a
measure of predictability to interactions across people and groups, which in turn provides
incentives for collective action. (Social Development Department, World Bank 2012,

forthcoming)

Today, France has its Minister of Solidarity and Social Cohesion, while both the European Union
(EU, 2007) and the Council of Europe (Council of Europe, 2008) have made it a strategic
priority. The Inter-American Development Bank (IDB, 2006) and the United Nations Economic
Commission for Latin America (ECLAC, 2007) have also contributed to this debate, highlighting
the crucial role of social cohesion in inclusive growth and development. There are other recent
concepts linked to social cohesion, such as the “big society”, an idea put forward by David

Cameron in 2009, then leader of the opposition and now British Prime Minister (Norman, 2010).

2.3 Why does social cohesion matter?

Social cohesion is not something of a luxury that should only be aimed at countries that have
achieved a certain level of development. A famous Deng Xiaoping quote goes: “Let some people
get rich first”, which suggests that when a country is growing, increasing inequality up to a
certain level is a natural part of a development process. Yet, in spring 2011, the Beijing city
authorities banned all outdoor advertisement of luxury goods on the grounds that they might
contribute to a “politically unhealthy environment”. Clearly, social cohesion and the absence of
socially divisive influences contribute to desirable development outcomes such as growth,
poverty reduction, stability and peace and conflict resolution. What is more, social cohesion
helps make policies more effective. If a society integrates minorities, has a relatively strong
sense of belonging, and provides opportunities for upward social mobility, the effectiveness of

its public policies will obviously be greater than in socially fragmented societies. (OECD, 2012)



2.4. Conducive working environment and Employees’ engagement

The pursuit of organizational success in today’s business world lies not only in an organization’s
ability to promptly respond to the unpredictable and fast changing environment or the
assemblage of a multi-skilled workforce, but also in having engaged employees who feel and
connect physically, cognitively and emotionally to work roles and the work environment. With
the fast-changing business environment, employee engagement has become increasingly vital to
business enterprises that seek to retain valued employees and has consequently received
heightened research attention. Accordingly, Mase and Tyokyaa (2014) studied resilience and
organizational trust as correlates of work engagement among health workers in Makurdi
Metroplis, Berry and Morris (2008) studied the impact of employee engagement factors on job
satisfaction on turnover intent while Ugwu, Onyeishi and Rodriguez-Sanchez (2014) studied the
role of psychological empowerment on organizational trust and employee engagement.
Similarly, other studies have highlighted the importance and benefits of employee engagement to
other organizational constructs such as customer satisfaction, workers’ productivity, employee
turnover and absenteeism (Harter, Schmidt, & Hayes, 2002), business growth, profitability and
performance (Markos & Sridevi, 2010).

In view of Leblebici (2012), and Hammed and Amjad (2009) respectively noted that one of such
conditions that enhance employee engagement is a well-designed, user friendly and quality
workplace. The authors noted that employees are at their best when they have personal control of
their work roles, perceive that the workplace is safe and comfortable and appropriate to their

well-being.

According to Chandrasekhar (2011), and Sundstrom, Town, Rice, Osborn and Brill (1994), the
attention in the workplace environment is of rising concern because most employees spend at
least fifty percent of their lives within indoor environments which influences their cognitive and
emotional states, concentration, behavior, actions, and abilities and by extension performance.
This is also of more concern because employees at work need to focus, cooperate with each

other, socialize and learn throughout their time on the job.

The environment, according to Ajala (2012), is man’s immediate surrounding which he

manipulates for his existence. Its wrongful manipulation, the scholar averred, triggers hazard
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capable of impeding on employees' performance and engagement at work. Since, physical
workplace environment consists of tangible components that are related to the office occupiers,
which determine their abilities to physically connect to their work roles (Haynes, 2008), the
nature and quality of the physical work environment is considered impactful on how employees
interact, perform their roles as well as their mental, physical and emotional states (Sehgal, 2012,

Oyetunji, 2014).

Studies have shown that a conducive physical workplace environment reduces absenteeism,
determines retention, enhances job performance, (Chandrasekar, 2011; Hammed &Amjad,
2009), increases job satisfaction and productivity (Samson, Waiganjo & Koima, 2015), ensures
employee engagement (Hammed and Amjad, 2009), and facilitates group cohesiveness (Public
Health England Report, 2015). Similarly, studies have been conducted in Africa on the predictive
role of the physical work environment. For instance, Samson, Waiganjo and Koima (2015)
studied the effect of workplace environment on the performance of commercial Banks in Nakuru
Town, Kenya, Ajala (2012) examined the influence of workplace environment on
workers' welfare, performance and productivity in Nigeria, while Taiwo (2010) examined the
influence of work environment on workers' productivity in Lagos, Nigeria. However, in
spite of the overwhelming importance of the physical work environment and employees’
engagement to work organizations respectively studies that address the association between these

constructs appear fragmented.

2.5 skills of Social Cohesion

2.5.1 Diversity and inclusion and corporate culture

Defining Diversity

Diversity has been an evolving concept. Many writers define diversity as any significant
difference that distinguishes one individual from another a description that encompasses a broad
range of overt and hidden qualities. Generally, researchers organize diversity characteristics into
four areas: personality (traits, skills and abilities), internal (gender, race, ethnicity, 1.Q., sexual
orientation), external (culture, nationality, religion, marital or parental status), and organizational

(position, department, union/non-union) (Johnson J.P., 2003; Simmons-Welburn J., 1999). The
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trend in defining diversity seems to favor a broad definition, one that goes beyond the visible
differences. One of the first researchers to use this inclusive definition, R. Roosevelt Thomas, Jr.,
was pivotal in moving diversity thinking beyond narrow categories. He argued that to manage
diversity successfully, organizations must recognize that race and gender are only two of many
diversity factors. Managers and leaders must expand their perspective on diversity to include a
variety of other dimensions. Workplace diversity management, in his model, is also inclusive,
defined as a “comprehensive managerial process for developing an environment that works for
all employees”. This general definition also enables all staff to feel included rather than
excluded, permitting them to connect and fortify relationships that enable employees to deal with

more potentially volatile issues that may later arise. (Barbara Mazur, 2014)
Defining Inclusion

Inclusion is a component of a company’s culture. This allows companies to attract a wider range
of qualified employees, as today’s job seekers increasingly base employment decisions on a
company’s culture and reputation. The light should be sheds on the real challenge of inclusion,
stating it’s to find common cause for important work. This can’t be done effectively if employees
isolate themselves from each another based on differences such as race, culture, nationality,
gender, ability, and personality. Inclusion doesn’t mean an employee has to like everyone they
work with, but they must still respect the opinions of fellow employees. Allowing companies to
quiet cultural discord inclusion is a set of policies, procedures, programs, set of norms, and
actions that create an environment where the people who make up this diversity are able to use

their difference to a company’s benefit, not to its detriment. (Barbara Mazur, 2014)
Diversity, Inclusion and Social Cohesion

According to Maxwell (1996), ‘‘social cohesion involves shared values and communities of
interpretation, reducing disparities in wealth and income [...]" (p. 13). Jenson (1998) and
Bernard (1999), by using the terms inclusion/exclusion to describe the degree of (un)equal
opportunities for societal members, also consider this to be a descriptor of social cohesion. Two
components can be assigned to the (in) equality dimension. First, and foremost is the (un)equal

distribution of (accessible) material and immaterial resources across all members of a society,
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i.e., across regions, urban and rural areas, and various social, economic, and cultural groups (e.g.,
Berger-Schmitt and Noll 2000; Bernard 1999; Chiesi 2004; Council of Europe 2005; European
Commission 2001; Jupp et al. 2007; Kearns and Forrest 2000)

Resources can, for example, be employment, income, education, health care, social welfare, and
legal means. A related term often used is social exclusion, described as the isolation of
individuals or groups from the social and cultural life as a consequence of an unequal
distribution of resources or their accessibility (Berger-Schmitt & Noll 2000); The second
component is the (in) equality between people in terms of cultural, ethnic, religious, and social

background. This has been termed composition or fractionalization (Easterly, 2006)

Social diversity has been discussed by various authors as being a potential threat to social
cohesion, because it erodes shared cultural values, beliefs and practices. Huntington (2004), for
example, argues that the recent influx of immigrants into the United States undermines the
common American identity that is rooted in shared Protestant values, the English language and
individualistic ways of life. Whereas early immigrants and settlers had assimilated into this
identity, recent immigrants tend to maintain their culture of origin, which eventually undermines
cohesion. Others have argued that cultural diversity negatively affects trust and social networks.
However, this view is opposed by the argument that it is not so much the actual degree of (in)
equality that is discussed in relation to cohesion, but rather the way societies deal with it. For

[3

example, the House of Commons (2004) views a cohesive community as ‘‘one where [...] the
diversity of people’s different backgrounds and circumstances are appreciated and positively
valued’’, and that is able to ‘‘integrate people from different ethnic backgrounds so that they can

relate together [...]"" (p. 7).

Uslaner (2012) argued that it is not diversity per se but rather segregation that undermines
cohesion. Letki (2008) showed that it is rather socio-economic status than culture of origin that
erodes the ties between people. The Council of Europe (European Committee for Social
Cohesion 2004), for example, views social cohesion as the ‘‘[...] society’s ability to secure the
long-term well-being of all its members’’ (p. 23). Well-being, in turn, is conceptualized by the
authors as equality (regarding access to resources), dignity (regarding diversity), autonomy, and

participation.

13



2.5.2 Interpersonal Relationships

Defining Interpersonal Relationships in the Working Place

Heaphy and Dutton (2008) made an important distinction between a connection and a
relationship in the workplace. According to these authors, a connection involves the mutual
awareness of both parties that an interaction has taken place; however, it does not imply intimacy
or that the interaction is more than momentary. A relationship, on the other hand, develops from
the recurrence of these interactions or connections. Therefore, both connections and relationships
require the awareness and contribution of two individuals. Interestingly, however, Heaphy and
Dutton also note that “people’s subjective experience of their connections with others has
immediate, enduring, and consequential effects on their bodies” Therefore, for an individual to
experience the effects of a connection or relationship in the workplace, it may be that only they
need to appraise it as such. For this reason, we define an “interpersonal relationship” as an

individual’s subjective experience of repeated interaction or connection with another individual.
Interpersonal Relationships and Social Cohesion

Social relations between groups and individuals are the most prominent aspect of social
cohesion. From a classical social-psychological perspective, this component emphasizes a
group’s attraction to its members; social relations make people continue to stay in the group
(Friedkin 2004). Definitions of social cohesion that refer to social relations are for example
“[...] the quality and strength of people’s relationships and bonds with others their family,
friends and the wider community are important ingredients of the level of social cohesion’’
(Australian Bureau of Statistics, 2006, p. 19), “‘[...] characteristic of a society dealing with the
connections and relations between societal units such as individuals, groups, associations as well
as territorial units’” (Berger-Schmitt 2000, p. 2, with reference to McCracken 1998), or *‘[...]
state of affairs concerning both the vertical and horizontal interactions among members of

society [...]”" (Chan, J., To, H., & Chan, E. (2006), p. 290).

A cohesive society would not be possible without a certain degree of trust—not only between
people, but also towards institutions (Chan, J., To, H., & Chan, E. 2006& Uslaner 2012), which

is another component we assigned to the dimension of social relations. Larsen (2013), for
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example, views social cohesion as the ‘‘belief—held by citizens in a given nation state—that
they share a moral community, which enables them to trust each other’” (p. 3). Trust, or the
expectancy that other persons’ behavior is predictable and is in principal lead by positive
intentions (Morrone, A., Tontoranelli, N., & Ranuzzi, G. 2009), is a moral resource of solidarity
(Delhey 2007) and strengthens cooperation, unity, and identification. Moreover, it is considered
to be crucial for social development (Morrone, A., Tontoranelli, N., & Ranuzzi, G. 2009 &
OECD 2011) and an essential element of social capital (Adam and Roncevic 2004; Morrone et
al. 2009), since it enhances economic exchange, improves the efficiency of public institutions
and provides the ground for collective action (Larsen 2013). According to Fukuyama (1995)
trustful relationships between individuals in a society (above and beyond close ties in smaller
units such as families) are a prerequisite of economic prosperity and growth because they lower

transaction costs.

Participation in the public life reflects sense of belonging, solidarity and the readiness for mutual
cooperation in the pursuit of common goals (Berger-Schmitt 2000; European Commission 2001).
Furthermore, social interactions in associations, political parties, unions, or non-governmental
organizations strengthen shared values, sense of belonging, and trust (European Commission

2001; Jeannotte et al. 2002).

2.5.3 Trust

Dictionary.com’s first definition of trust is “reliance on the integrity, strength, ability, surety,
etc., of a person or thing; confidence”. The website prompts also that it is “the obligation or
responsibility imposed on a person in whom confidence or authority is placed: a position of
trust”. Both definitions imply that trust is a relationship of reliance: indeed, a relationship
without trust is no relationship at all. Trust is therefore both an emotional and a rational
(cognitive, calculative, and rational) act. The emotions associated with it include affection,
gratitude, security, confidence, acceptance, interest, admiration, respect, liking, appreciation,
contentment, and satisfaction, all of them necessary ingredients of psychological health. The
logic of it is grounded in assessments of a party’s dependability, which play a significant role in
decisions to trust. As expected, there are different intensities to trust, depending on why one

grants trust and why it is accepted: knowing the different types of trust informs decision-making
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at each level. Strangely, however, despite instinctive recognition of the importance of trust in
human affairs, its conceptualization in the workplace remains limited in the literature—but grew
in the 1990s, while actions to foster it in that environment are still not readily discernible in
practice. (Asian Development Bank, 2017)

Pratt and Dirks (2007), highlight that trust is central to all positive relationships. According to
Dutton (2003) trusting; means acting toward others in a way that conveys your belief in their
integrity, dependability and good motives. In other words, acting with trust involves acting on
positive expectations about other people’s behavior and intentions. When trust prevails in a
relationship, you assume that the other person is acting with your best interests in mind. Trust
creates a self-fulfilling cycle between people by encouraging them to be more mutually trusting.
In a trusting connection, both people expect high-integrity behavior from each other. As a
consequence, both people experience more freedom to be authentic, to let their guard down, and
to be flexible. Research by Helliwell and Huang (2010, 2011b) has shown that among employed
people, trust in management predicts life satisfaction more reliably than health, marital status, or
income level. The same study also found that having more intense social relations in general was

correlated with higher life satisfaction.
Trust and Social Cohesion

Trust is essential to the social cohesion concept. It may be defined broadly as a sentiment or
personal attribute (trusting someone or an institution) or as a rational expectation of exchange or
reciprocity (trust that mutual commitments will be made). Trust may be seen in political life, as
in acceptance of the legitimacy of institutions or policies (such as taxation). Trust may also be
seen in features of everyday social life, such as markets. The opposite of trust is suspicion, or

perceptions of fear. (UNDP, 2020)

Trust is a mutually shared expectation. It is a critical component of group cohesion; different
levels of trust result in different levels of cohesiveness. Trust is a form of “social intelligence”; it
enables trusted persons to have access to sensitive information that the group shares. In a
cohesive group, members have the same opportunity to share “social intelligence” with other
trusting members. Demonstrated trustworthiness by members, in turn, strengthens the group’s

bonds. Trust is conveyed verbally and non-verbally; in either case, it is the communication of
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reciprocally beneficial behavior in interactions with group members. Trust is a mediator of social

cohesion. (John Bruhn, 2009)

A shared vision for a common future and responsive, legitimate governance institutions
contribute to economic development in cohesive societies characterized by high levels of trust.
Social cohesion is reinforced by inclusive social policies and protection for minorities,
disadvantaged groups and elements of society that have been marginalized historically. Trust and
interdependence, which are core attributes of cohesion, contribute to personal and collective
security through shared norms. Greater cohesion may facilitate more consensus-oriented or
inclusive governance, as individuals and interests may have greater empathy and understanding
for others’ interests and well-being. Finally, social cohesion and inclusivity in economic, social
and civil political participation reduce the risk of anti-social behavior and individual alienation

that can lead to violent extremism. (UNDP, 2020)

In UNDP-related practice, social cohesion may be described along two main dimensions: vertical
and horizontal. Both include objective and subjective aspects. The horizontal dimension may
also be described in terms of bonding, bridging and linking social capital. The vertical dimension
represents trust between government and society. This includes trust in political, economic or
social leaders, institutions, and processes such as elections, access to justice, taxation, budgeting,
and the delivery of public services. The vertical dimension, which focuses on the state, involves
cohesion among citizens, where perceptions and behaviors reflect loyalty, broad legitimacy,

trust, and confidence in national, sub-national or local state actors, institutions and processes.

(UNDP, 2020)

2.5.4 Gender Sensitivity

Defining Gender Sensitivity in the Working Place

Gender sensitivity means respect for an individual irrespective of his or her gender. It involves
greater awareness of the needs, aspirations, abilities, and professional value of employees as men
and women, without any prejudice about their gender. A gender sensitive workplace creates the
right condition for the fullest utilization of the human potential in the organizational setting.
Thus, it is imperative for people within an organization to be aware of the widest possible range

of life options for everyone. (MDI, 2017)
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Gender sensitive employment creation addresses gender needs of men, women and youth in the
paid/salaried employment, self-employment and agriculture. Gender sensitive employment
creation discourages unpaid family workers who work completely without payment in cash or
kind in family enterprises and the care economy which is not remunerated. Women unlike men
have been found to spend more hours in the care economy caring for children, the elderly,
persons with disabilities and the sick. Family support systems are necessary to meet gender
needs of both adult and young women and men with family responsibilities. In areas where
women lag behind, affirmative measures are to be used either through quota systems and support

services that can help women to participate equally without constrains. (UNDP, 2020)

The workplace has sometimes been referred to as an inhospitable place for women due to the
multiple forms of gender inequalities present (Abrams, 1991). Some examples of how workplace
discrimination negatively affects women’s earnings and opportunities are the gender wage gap
(Peterson and Morgan, 1995), the dearth of women in leadership (Eagly & Carli,2003), and the

longer time required for women (vs. men) to advance in their careers (Blau & DeVaro, 2007).

Gender and Social Cohesion

Many UNDP Country Offices working on social cohesion give special attention to women and
youth. This acknowledges that those groups need to be actively included in many UNDP
contexts, as their inclusion benefits the initiatives. One UNDP staff member commented, “From
experience, we have seen that if women are involved in social cohesion initiatives at community
level, the initiatives are more likely to be successful.” gender must be integrated in social
cohesion assessments to provide a comprehensive picture. UNDP must also use all of its internal
resources, including staff who understand the local language, culture of communication, and
local history and who can interpret behavior, particularly when interacting with local actors.
Such in-depth knowledge helps anchor social cohesion to evidence-based data, for example,

perception surveys. (UNDP, 2020)
2.6. Local Governance and Social Cohesion

Local institutions play an important role in fostering social cohesion. Both formal and informal

ones constitute mechanisms that offer positive potential to prevent conflict. Formal local
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governance structures and their policies affect the environment for social cohesion. Vertical
cohesion naturally depends on the work, accountability and performance of local governance
institutions, as this is a building block of trust and relationship between people and the state.
However, formal governance structures also affect horizontal cohesion. For example, they affect
how inclusion is implemented in practice in developing policies, community plans and local
implementation. The broad range of public services provided by the state and implemented by
local structures creates a direct interface with the public and, thus, influences social cohesion in
important and practical ways. The fair and effective distribution of services is fundamental if the

citizenry is to view the state as treating everyone equally.

2.7. Social Cohesion for Peace and Development

Research in sociology, economics, political science and social psychology suggests that cohesive
societies are likelier to have better individual health outcomes, greater income equality and more
extensive social support and protection systems. Cohesive societies may reflect stronger
citizenship norms and experience greater levels of institutionalized and responsive governance
and, potentially, support for democracy and popular participation. More recently, social cohesion
has been used as an objective to overcome fragility and counter violence and extremism by
staving off polarization, political radicalism and identity-based differences. Thus, the concept
serves commonly both to describe a context and to identify an outcome of development
assistance programming and projects. In the latter case, it may be a primary result — e.g. a
facilitated dialogue process or a secondary one - e.g. strengthened intergroup trust built by
participating in a community-level water-sharing initiative. Based on this focus on trust in
government, social cohesion is also strongly linked to the broader aims of post-war and post-
crisis recovery to strengthen inclusive, resilient and responsive state capacities. From managing
host-immigrant tensions in European cities to fostering a common Lebanese identity, to building
peace from the bottom up in the Central African Republic, social cohesion appears to apply
widely to the underlying social dynamics that lead to peaceful and inclusive societies.11 Its
characteristics are evident and often quite immediately recognizable as a feature of the
‘everyday’ in social interactions. Cohesive societies reflect everyday civility and respect and

protect the rights of all. Such societies foster relationships across ethnicity, religion, class,
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neighborhood and region. Trust and interdependence, which are core attributes of cohesion,
contribute to personal and collective security through shared norms. Greater cohesion may
facilitate more consensus-oriented or inclusive governance, as individuals and interests may have
greater empathy and understanding for others’ interests and well-being. Finally, social cohesion
and inclusivity in economic, social and civil political participation reduce the risk of anti-social
behavior and individual alienation that can lead to violent extremism. Where a sense of a shared
vision of the future exists, social cohesion creates resilience to escalating conflict at the
individual level, which often ensues from contentious politics and, at times, social mobilization
based on identity. Concepts related to social cohesion, such as reconciliation, are equally

important to understand and measure in countries emerging from conflict. (UNDP, 2020)

The concept of social cohesion offers insights into mechanisms of conflict prevention and peace
building. It identifies both objective and subjective factors that underlie social dynamics and
links them to mechanisms for communication and joint action to prevent escalation. Trust is a
critical factor in the non-violent management of conflict. The denser the degree of social
cohesion, the greater the likelihood that national, regional, or local networks of actors exist that
can work to prevent conflicts from escalating. These include women’s groups, religious leaders
or civil society organizations, particularly those working with excluded groups. Development
programs and projects addressing, for example, health care, education, livelihoods, food security
or gender empowerment may have a significant impact on enhancing social cohesion. Indirect
programming involves efforts to use the full scope of development-oriented work to build

community ties and economic or governance interdependencies. (UNDP, 2020)

2.8. Theoretical and Empirical Literature review

2.8.1 Theoretical review

2.8.1.1 The Theory of Multiculturalism

Ramakrishna (2013, p. 100) argues that multiculturalism is ‘the representation of difference’. By
this, multiculturalism means accepting and tolerating differences in cultural identities and

promoting ways of peaceful coexistence. Rosado (1996) explicitly defines multiculturalism as:

20


https://sajhrm.co.za/index.php/sajhrm/article/view/908/1585#CIT0099_908
https://sajhrm.co.za/index.php/sajhrm/article/view/908/1585#CIT0101_908

a system of beliefs and behaviors that recognizes and respects the presence of all diverse groups
in an organization or society, acknowledges and values their socio-cultural differences, and
encourages and enables their continued contribution within an inclusive cultural context which

empowers all within the organization or society. (p. 2)

Therefore, multiculturalism can be described as a behavioral pattern that appreciates, tolerates
and promotes multiple cultures and identities situated within the confines of a particular
community. These explanations infer that multiculturalism is a reactionary movement or
ideology purposed to resolving the challenges of color difference, cultural diversity and social
inequality through an attitude of acceptability, hospitality, tolerance and love (Olanrewaju 2017),
More specifically, managing and valuing diversity enhances the performance (Choi & Rainey,
2010; Mazibuko & Govender, 2017). Workplace diversity is associated with higher
organisational benefits (Joubert, 2017). For instance, cultural diversity is associated with
organisational advantages, such as strengthening the organisation’s culture, improving the
company’s global reputation, increasing creativity and innovation or building loyalty among
customers of different origins (Cox & Blake, 1991; Franken, 2015; Shen, Chanda, D’Netto, &
Monga, 2015; Thomas & Ely, 1996). It is also associated with increases in productivity, goal
attainment, creativity, client focused services and an interesting work environment (Joubert,
2017) as well as work team cohesion (Cashmore, 2003; Trivedi, 2008). In addition, when
diversity is managed effectively, employees learn more about each other so that communication
is improved, with less stereotyping and discrimination among the employees (Joubert, 2017).
Organizations promoting initiatives based on a multicultural ideology can be expected to be
particularly attractive to minorities, because diversity is acknowledged and retained (Verkuyten,

2005).Loromeke, & Adekoye, 2017).

A model of multiculturalism in the workplace

It is a novel feature of this contribution that it studies diversity from an acculturation perspective,
as acculturation is a productive way of examining adjustment processes faced by individuals who
come into continuous contact with other cultural backgrounds (Berry, 1997). This theoretical
framework combines a mediation model of acculturation in the broader society (Arends-Toth &

Van de Vijver, ) and in the workplace (Jackson, Van de Vijver, & Ali, 2012).
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There are various ways in which multiculturalist theorists have defended multicultural policies.
According to one argument, recognizing minorities is to extend to them rights to which they are
entitled as a basic matter of justice. For example, it may be argued that since in liberal
democracies policies tend to favor the social, cultural, and religious interests of members of the
majority, equality of opportunity requires that minorities be accommodated by multicultural
policies that aim to promote their particular interests (Kymlicka 1995). There is also a second,
more instrumental line of argument that multicultural policies tend to promote forms of
community that are conducive to the realization of social justice. Thus, social justice cannot be
realized in all social settings, rather, it may require certain kinds of community bonds to generate
for example the levels of solidarity necessary to make individuals willing to redistribute within

the framework of a welfare state.

...in the multicultural vision, ethnic communities are hypothesized to promote successful social
integration sociologically, because institutional pathways lead to participation in the mainstream
society (the null hypothesis being they do not), and psychologically, because ethnic communities
promote positive identity which protects individuals against feelings of marginality or exclusion.
We recognize that interpreting the direction of the relation between well-being and social
cohesion is open to debate. It may be that social cohesion results in well-being. Alternatively,
well-being may lead to greater social cohesion. Moreover, the relation between these two
constructs may be bi-directional. In any event, feelings of well-being and social cohesion are
intimately related. Therefore, to understand the impact of prejudice and discrimination on social
cohesion, it is important to examine how experiences of discrimination affect well-being. In the
social and behavioral sciences, a great deal of research has been devoted to studying the causes
of prejudice and discrimination. Often, researchers have concentrated on the personal and
contextual factors contributing to the likelihood that majority group members will exhibit
prejudiced attitudes and behave in a discriminatory manner towards minority group members.
This emphasis, however, neglects an important perspective; namely, the perspective of those
who are the targets of prejudice and discrimination. To address this issue, Dion and Earn (1975)
examined the ‘phenomenology of prejudice,” a term referring to the subjective experience of

prejudice. At that time, there was little systematic research addressing this important issue.
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2.8.1.2 The generativist theory of social cohesion

Generativist is an expression not only of intra psychic dynamics or evolutionary crisis but also of
the processes of social nature. More specifically generativity is presented as a disembodying
process by providing a psychological view of man's social existence; in fact, it captures the
social aspects as a projection of the individual dynamics. The theory of social cohesion by
Lockwood, (1999) on the contrary, emphasizes the importance of relational structures describing
them as embedding in structure but neglecting a deepening of the generative mechanisms aimed
at the formation of relational aspect as responsible for the quality rather than for the structure of
the social cohesion of a community. In this sense we can say that on one hand the generative
perspective allows us to analyze social cohesion as a dynamic process (evaluative and involute,
inclusive and exclusive) while on the other the concept of social cohesion allows us to highlight
the ability of the generativity to interconnect the individual dimension within the social context
and above all to make understandable the generative dynamics of the social structure. It is
outlined a generative theory of social cohesion that analyzes the nature sometimes rhetoric and
uncritical of social cohesion, often presented as synonymous of good company. This
interpretation is proposed by the dominant mainstream in the absence of a thorough knowledge

of the processes underlying the social relationships and group dynamics. (Mauro. G. 2014)

The conceptualization of the generative process has clearly showed how its character has any
impact on the complex and ambiguous nature of social relationships. In detail the generative
process shows that it is not enough to be part of a network in order to feel belonging to a
cohesive reality as the quality of the networks (bonding or bridging) and the dynamics of a group
or community (universal of species hood or pseudo speciation) are closely related to the quality
of the generative process. In this sense it seems limiting to say that social cohesion represents the
product of the primary and secondary relations arising from the good practices of the actors if it
is not known what kind of generative process, they are able to implement and activate. For this
reason, it is necessary to trace how the concept of generativity is structured in a social sense, in
order to better understanding the nature of social cohesion. In detail social generativity as a
process can be distinguished into three mechanisms that occur in unison when the psychological

and social conditions are realized and make an action generative. In this perspective it is possible
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to argue that an action to be generative must be characterized as creative, care/responsibility
oriented, able to promote autonomy. In this sense generativity not only creates objects, ideas and
relationships but it cares what has been created and do not possess it. If generativity involves the
creation of new bonds also determines their care, revitalizing and strengthening them constantly.
However, in order to be creative, productive and responsible, social generativity must have the
ability to develop autonomy in what it has created. More specifically generativity is << to let go
of >> what you create (which implies trust in others and freedom), despite the strong tension to
care. These three mechanisms can be observed in the different actors and institutions. We can
assert that a municipality, a social cooperative or association can develop social relations of
generative or degenerative nature. If we consider the foundational social relationship of social
cohesion, it is evident that it must not only be created, generated, but in order to survive it must
be cared. However, for this relationship to be generative it must create new relational bridges
with new actors and new and different relationships. When the process of generativity is
structured with all the three components then it can be considered complete and therefore
capable of forming the social reality in inclusive terms. It is obvious that if we apply the
construct of social generativity within Lookwood’s perspective, we are able to understand not
only how to create the bonds but also their quality. Seconded the three aspects of the process of
generativity are connected it is possible to understand if it is a social cohesion inclusive,
exclusive or subject to dissolution. In general, it can reasonably be argued that in the absence of
the three mechanisms identified bankruptcy forms of generativity can be observed that assume
the character of stagnation or of self-preoccupation. These forms lead to dissolution of social
cohesion resulting in a weakening of social ties due to a retreat from the social field by the
different actors that make up a community. This forms the basis of the formation of the
phenomenon of privatism and individualism in which it is very difficult to find pro social modes,
relational structures based on reciprocity and cohesive communities. By looking at the two
distinct levels identified by Lockwood as paramount to the formation of social cohesion we can
see as the presence of a weak generative process marked by stagnation or self-preoccupation
develops family ties mostly self-referential and weak, null relational secondary structures or
without pro sociality. It should be emphasized, however, that there is not only a problem of weak

social ties but also of excessive closure. In the first case, the dissolution could be set in the light
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of the theory of generative cohesion as the product of the failure of the generative process In the
second case the cohesion becomes a problem in itself (Jensen, 1988) since the generative process
governed by an introversion pseudo speciation lives within the family or group membership
anticipating a tribal social cohesion. This implies that the concept of social cohesion is
characterized by a certain degree of ambiguity (social cohesion also has a dark side).
Paradoxically, despite the generative process is made of all the three components, if it is not
combined with a civic structure made of values, spaces and actors; the implications that it has on
social cohesion are in the name of discrimination rather than of universal integration. (Mauro. G.

2014)

2.8.1.3. Social Identity Theory of Social cohesion

Social identity theory has also been used as a theoretical framework to explain group cohesion.
Social identity theory was developed by Tajfel and Turner (1981) and is used to explain when
and why individuals identify and behave within social groups. There are three psychological

processes of social identity theory:

1) social categorization- individuals often place themselves and others into categories; 2)
identification- individuals relate to certain groups (in-groups) that emotionally impact their self-
concept; and 3) social comparison- group members compare their groups (the in-group) to other
relevant groups (out-group) and usually favor the group to which they belong (in group) over

other groups (Tajfel & Turner, 1986).

2.8.2 Empirical Review

2.8.2.1 Social Network Analysis

Another way to understand the significance of cohesion in large social groups is by using social
network analysis to study the patterns of interactions or “ties” that members have with other
members, their so-called degrees of separation. It has been found that in many networks, the
distribution of degrees among members is highly skewed, with a small number of members
having an unusually large number of ties. Research has shown that this skewness could have an
impact on the way groups operate, including the way information travels through the network

and the stability of groups when certain members are absent or removed. Recent work on social
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networks has focused on three features of network structure. The first is the “small world” effect
meaning how people can have a short connecting path of acquaintances in a network that has an
insular or culturally homogeneous social structure. This relates to the second characteristic of
social networks and that is clustering or the probability that two friends getting together is
greater than that of two people at random. A high degree of clustering indicates greater
cliquishness. Third, the feature of a skewed degree distribution is of interest in network analysis.
Having knowledge of skewed degree distribution in a group can provide insights, for example,
into how decisions are made, sources of group power, and how group boundaries are established
and maintained. The benefit of social network analysis is that it focuses on how group ties affect
individuals and their relationships. For example, smaller, tighter networks are often less useful to
the members than networks with many loose connections (weak ties) to individuals outside the
network. More open networks with many weak ties are more likely to introduce new ideas and
opportunities to their members than closed networks with redundant ties. It is usually better for
individual success to have connections in a variety of networks rather than many connections

within a single network. (Wellman and Leighton, 1979)

2.8.2.2 Late 19th and Early 20th Centuries empirical studies analysis

Gustave Le Bon, a French social psychologist, in 1896, formulated an explanation for collective
behavior. He observed that crowds exerted a hypnotic influence over their members. Crowds
could assume a life of their own, stirring up emotions and driving people toward irrational acts.
Le Bon’s contagion theory was, perhaps, the earliest precursor of the concept of social cohesion.
About the same time, Emile Durkheim, a French sociologist, in 1897, studied the relationship
between social cohesion and suicide.6 He collected data that revealed patterns showing that
certain categories of people were more likely to commit suicide. He found that different rates of
suicide were the consequence of variations in social structure, especially of differences in the
degree and type of social solidarity. Charles Horton Cooley (1909) formulated the idea of
primary groups. Primary groups were characterized by intimate, face-to-face communication,
exhibited cooperation and conflict, and had members who spent a great deal of time together and
knew each other well. Sigmund Freud, in 1921, observed that an individual’s primary

identification came from the intense emotional ties they experienced in closely bonded groups.
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William MacDougall, in 1921, pointed out that a group is more than the sum of individuals; it
has a life and mind of its own. He introduced the idea of reciprocity and a common mode of

feeling members have for each other. (John B. 2009).

2.9. Conceptual Framework
The framework shows that for bringing peace and development in the country, there should be
favorable working environment. A favorable working environment is a stable and a comfortable
working environment were staffs feel staying in a certain organization or institute which is free
from stress and unwanted experiences. For creating such environment social cohesion skills such
as; diversity and inclusion, interpersonal relationships among employees and employers, trust
among them and a gender sensitive environment is a crucial phenomenon to present. Social

cohesion skills must be mainstreamed in the overall system of the organization.

Mainstreaming quality Social
Cohesion skills

|
! I ! '

Diversity and Interpersonal Trust Gender Sensitive
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| | |
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Staffs, Managers and government
cooperation
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Conducive and Stable Working
Environment
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Figurel. Conceptual framework
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Chapter Three: Research Methods

3.1. Introduction

The primary focus of this chapter is to provide a summary of the research methodology in order
to investigate the research problem. It covers the research design, research site, population, and
source of data, sampling design, data collection tools, data Analysis and interpretation

Procedures, validity and reliability considerations, ethical consideration and trustworthiness.

3.2. Research Design

Research design is a master plan that aids the conduct of the study. It is an exposition or plan of
how the researcher decides to execute the formulated research problem (Creswell, 2004). It is a
plan, which gives a direction from underlying philosophical assumption, justifying the use of

specific research method as well as tools of data collection and analysis.

This study employed cross sectional design approach. A cross sectional study design enables us
to obtain information from specific group of respondents at a single point in time without any
attempt to follow-up over time while longitudinal research collects data repeatedly over time
twice or more with the intent of reporting the direction and magnitude of changes of things under

investigation (Ruane, 2005).

On the other hand, the study followed pragmatically philosophical standing on which data was
drawn from both qualitative and quantitative method of data collection. As a social science

research, it makes the overall study sound and representative.

3.3 Research Approach

Pragmatism is a world view or paradigm that should underpin most mixed methods research. It is
a problem-oriented philosophy that takes the view that the best research methods are those that
help to most effectively answer the research questions. In social science research, this often
involves a mix of quantitative and qualitative methods used to evaluate different aspects of a
research problem. Mixed-methods researchers promote pragmatism as a paradigm by suggesting

that it is directly linked to the needs of mixed-methods research. Scholars maintain that
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pragmatism provides philosophical foundation for social science research, in general, and mixed-

methods research, in particular (Morgan, 2014)

In the study concurrent mixed research approach is applied by using both quantitative and
qualitative research methods for the collection of the data. Concurrent mixed research method is
used for the data which is collected at the same time or in parallel. This design involves a single

study containing qualitative and quantitative data collection which is conducted at the same time.

This is mainly because, qualitative methods of data collection and analysis provides rich
information and subjective meanings which are not always accessible through quantitative
methods of data collection. The study employed Qualitative method because the issues of the
roles of social cohesion skills should have to be investigated in in depth. For instance, the issue
of gender sensitivity had been given more insight based on the response of the voice of the target
participant. On the other hand, the use of quantitative approach was mainly due to its potential of

including as many respondents and to collect data pertinent to the study.

During this study, to demonstrate the roles of social cohesion skills quantitatively, the researcher
used descriptive research design. This research design is ironic in providing information from
many respondents who are residing in a given working environment and gives immense results
based on respondent opinion on the particular issue. Based on this high Priority is given for the

quantitative method.

3.4 Study Area Description

The research site for the study is The Ethiopian Railway Corporation which is the national
railway operator of the Federal Democratic Republic of Ethiopia, under the regulation of the
Ministry of Transport. ERC operates passenger and freight transport. Founded on 28 November
2007 (regulation 141/2007) as a quasi-public corporation to operate Ethiopia's passenger and
freight rail services, it receives federal subsidies but is managed as a for-profit organization. The
company employed 293 employees for the achievement of its goals as a mega railway project
company. Based on this the study is intended to assess the roles of social cohesion skills in
creating a suitable and a conducive working environment as employees interact with one another

frequently.
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3.5. Target Population

Best and Khan (1999) define the target population as a little portion of the population sampled
for observation and analysis. It's considered because the population to which the researcher
wants to get the results of a study. The target population for this research is the employees of

ERC who had the required information required for the research questions.

3.6. Sampling Design

Sampling is the process by which a researcher selects a subset of a given study population to
participate in a study to provide information (Dattalo, 2008). Sampling in academic research is
required due to the difficulty of conducting population research and the unmanageable cost of
studying an entire population. Sampling is not only the decision of which people to be observed,
but also decisions of including which group, event/cases, and institutions in the study (Miles and
Huberman, 1994). Determining sample size and the type of sampling technique used is one of
the major difficult exercises in survey research. The size of a sample and selection of informants
is solely determined by the researcher in qualitative research. (Vanderstoep & Johnston, 2009)

For the study, the sample size and sampling technique used are presented as follows.

3.6.1 Sample Size

The study which is the Ethiopian Railways Corporation has a total of 293 staffs. For this study
purpose, 169 staffs which are 99 female and 70 male staffs were selected for the study. The
researcher used the simplified formula for Yamane's (1967) sample size determination that helps
to calculate the sample size. Yamane’s formula for sample size determination stated that a
simplified formula to calculate sample sizes =N/ (1+N (e) 2). Where n is — Sample size N- is the
Total population, the researcher will use a 5% sampling error and 95% confidence level. The
sample size calculated by using Yamane (1967) is presented below:

N 293

N = Tinen "= 14293(0.05)2 =169.11~ 169

3.6.2 Sampling Technique
For the study the researcher used Simple random sampling for the quantitative data collection.

(Neuman, 2007) acknowledges that random samples yield samples most likely to truly represent
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the entire population. They also allow us to calculate statistically the relationship between the
sample and the population—that is, the size of the sampling error. The sampling error is the
deviation between what is in the sample data and an ideal population parameter due to random
processes.

Simple random sampling is a type of probability samplingin  which the
researcher randomly selects a subset of participants from a population. Each member of the
population has an equal chance of being selected. Based on these 169 staff were selected for the

study.

In the Qualitative data collection purposive sampling is used for collecting the data. This method
of sampling is also known as judgmental or selective sampling. It is a form of non-
probability sampling in which researchers rely on their own judgment when choosing members
of the population to participate in their surveys. Key informants are special persons selected
purposively by the researcher due to their unique knowledge about things under investigation
and who are willing to participate and guide the researcher (Bernard, 2006). Social cohesion
skills can be expressed well from the target people such as; female staffs and others who reside
in the same place for a longer period. In this study, the researcher selected staffs who had been
working in the corporation for 6 to 9 years. Simultaneously, A priority was given for female
staffs since it is expected that the issues of gender sensitivity can be expressed broadly by

females’ themselves.

Corbetta (2003) acknowledged that key informants are persons (member or non-member of the
community under study) who are special expertise of that phenomenon. By using purposive
sampling method, the researcher had planned and selected 7 participants for the interview.
However, 6 of them were willing to conduct the interview. Based on this, the actual participants
of the study are 175.

3.7. Sources of Data

In this study, both primary and secondary data sources were used. The researcher used both
primary and secondary data to research social cohesion skills and it’s mediating role in the

working environment in ERC. Primary data is collected from the respondents using a structured
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questioner and key informant interview. On the other hand, Secondary data is collected from

relevant books, unpublished materials, annual reports, and related documents.

3.8. Data Collection Tools

To investigate social cohesion skills and it’s mediating role in the working environment in
Ethiopian Railways Corporation, the study based on both primary and secondary sources.
Primary and secondary research makes use of quantitative and qualitative data. Quantitative data
collection method such as, questionnaires are used to gather numerical data while qualitative data
collection methods like interviews is used to gather descriptive data. The literature review
depends on secondary sources such as books, journals and internet sources. while the analysis

depends on primary sources using a structured questionnaire and key interview.

3.8.1. Quantitative methods of data collection

Questionnaire

Questionnaire is one of the instruments of data collection used in this study. It consists of a
series of questions that respondents read and answer by themselves. Survey questionnaires were
useful for understanding the attitudes and behaviors in a population, examining relationships
between variables and determining causal links between them (Kalof et al., 2008). The survey
questionnaire was categorized into five parts coinciding with the specific objectives of the
research. The first part was about the research participants’ background. The second section dealt
with respondents’ attitudes toward diversity and inclusion and corporate culture. The third
section focused on attitudes toward Interpersonal relationships, the fourth section dealt with the
perception of respondents’ attitude towards trust and finally the fifth section dealt with attitude
towards gender sensitivity. The question items were structured with close-ended questions.
Likert scale was employed for items which were difficult to measure. Generally, the
questionnaire was formulated according to conventional scholarly standard as recommended by

Gorard (2003: 100):

“I recommend a questionnaire of eight core pages as a maximum, preferably less
for self-administered instruments. Or looked at another way, do not go much
above 100 separate questions (and even this figure presupposes that most
questions use the same response format). Use a standard paper size, printed in
black on a white background (although some authorities suggest that light green
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is the most attractive paper color). Questions should be grouped as far as
possible into topics, with spaces between them. Each question should have no
more than two sentences of instruction, and a different typeface should be used
for instructions and questions” Gorard (2003: 100)

Therefore, questions on respondents’ attitude towards the proposed social cohesion skills are a

31 question items grouped into four sections.

3.8.2 Qualitative methods of data collection

Key Informant Interviews

Key informants are special persons selected purposively by the researcher due to their unique
knowledge about things under investigation and who are willing to participate and guide the
researcher (Bernard, 2006). Corbetta (2003) acknowledged that key informants are persons
(member or non-member of the community under study) who are special expertise of that
phenomenon. Based on this, 8 questions for interview were proposed for the informants who are
residing in the study area. The subjects of this study were staffs who were positioned in different
departments of the organization with different profession background. In addition, key
informants who were knowledgeable of the issues of social cohesion were considered. In this
survey instrument, a self-completed questionnaire developed referring to the previous studies.
With these key informants, the general issues related to the role of social cohesion skills were
explored. In this study, key informant interviews were recorded, transcribed, and translated from
the local language (Ambharic) into English. The researcher interviewed the participants in their
own office. Moreover, the data were digitally audio-recorded with the consent of the participants.
Since the researcher is familiar with the study area, the challenges and limitations faced in
collecting the data is minimum. Some of the respondents were on duty though the researcher
managed the challenge by changing schedules which are suitable for the interviewee. For this
reason, it took eight days to complete the interview. Institutional clearance was made by
informing the participants about the purpose, methods and intended possible uses of the research,

what their participation in the research entails.
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3.9. Data Analysis and Interpretation Procedures

Data analysis and interpretation is conceptualized as the process by which different variables or
factors involved in the study are isolated, organized into manageable units, coded, and then
synthesized to find patterns of relationships between variables (Mouton, 1998). Similarly, for
Bernard (2006: 452) data analysis is the search for patterns in data and for ideas that help explain
why these patterns are there in the first place. There are different ways of data analysis in social
science research. Quantitative data analysis is a means by which researchers collect quantifiable
and non-quantifiable data and present them in the form of numerical forms to explain patterns of
relationship between variables. Following this general paradigm, Maxwell (1998) maintains that
the quantitative approach uses fixed and standardized tools, arrangement, and coherence of data
while qualitative research lacks any such elaborate typology into which studies can be

pigeonholed.

Maxwell (1998: 69) further elaborates that in a qualitative study, the activities of collecting and
analyzing data, developing and modifying theory, elaborating or refocusing the research
questions, and identifying and dealing with validity threats are usually going on more or less
simultaneously, each influencing all of the others. In addition, the researcher may need to
reconsider or modify the design during the study in response to new developments or to changes
in some other aspect of the design. Miles and Huberman (1994) identify three general reasons for
linking qualitative and quantitative methods of data analysis. First, the need for corroboration of
qualitative and quantitative research through triangulation is paramount. Second, this link is
important to develop analysis by providing richer information, and third, it initiates new insights
and lines of thinking (Bernard, 2006; Jupp, 2006). Thus, information was obtained in figures
from respondents. Therefore, quantitative data which gathered through the survey was organized
and analyzed. The collected data using survey and key interview methods was processed step by-

step.

The process of qualitative data analysis begins with categorization of information by themes and
meanings (Miles and Huberman, 1994). It also involves transcription, translation, coding, and
working with pattern development to arrive at a general description under study. In this study,

key informant interviews were recorded, transcribed, and translated from the local language
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(Amharic) into English. The data were digitally audio-recorded with the consent of the
participants and then transcribed and translated into English. Then, categorization and
organization of data into themes were accomplished by putting the data into manageable
patterns. Accordingly, skills of social cohesion such as equality and diversity, interpersonal
relationships, trust among the staffs and gender sensitivity were the main themes developed.
Moreover, themes related to the applicability of social cohesion skills and the barriers were
explored. Besides, the commitment of the staffs and the organization were developed.
Information obtained through key interview were documented in each category and triangulated
with others alongside the results that were obtained through quantitative method. Description and
explanation were the two models of data analysis inseparably used since dynamic social
processes under investigation directly described by the researcher from the inside perspective

(Miles and Huberman, 1994).

Hence, this study aimed at describing issues that are directly obtained from respondents as well
as explaining patterns of relationship between variables. Thus, the method of data analysis
employed in this research draws on the works of Bernard‘s and Miles and Huberman‘s multi-
level and multi-faceted explanation of typologies of data analysis and their relationships, within

which both qualitative and quantitative data were jointly analyzed.

The quantitative data analysis method mainly focuses on examination of quantifiable data
gathered through office survey method. Initially, the responses obtained through survey method
were coded and entered into the software. This helped to use descriptive statistics in explaining
different variables involved in the study. For the descriptive analysis, frequency and percentage
presentation of data was carried out. Data cleaning also involves correcting typing errors and
checking that all types of codes are correctly written. The other type of cleaning involves
checking for completeness. As soon as the questions were returned, it was checked whether the
respondents filled the questioner without missing any question. Furthermore, all items in the
questionnaire were coded numerically. Once all the data were coded, they were ready for data
entering. The outputs of responses were processed by SPSS version 16 computer program and

summarized using descriptive statistics and presented in tables. After qualitative and quantitative
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data analyses were separately accomplished, an attempt was made to integrate them to arrive at a

more coherent and complete conclusion for each of the items included in the study.

3.10. Validity and reliability considerations

Reliability and validity issues are central to the study of social science due to the fact that social
issues are subject to change and this in turn poses challenges to know whether specific research
result is reliable or valid. It is due to this difficulty that perfect validity or reliability is
impossible, but it is very important issue in social science research (Neuman, 2007). Neuman
uses reliability and consistency interchangeably, a condition when the research is repeated, the
same result should be obtained. Validity on the other hand, refers to the extent to which the
findings of the research resemble the actual reality. Thus, scientists are worried of the techniques
by which both validity and reliability are enhanced. Mouton (1998) identifies different
mechanisms by which reliability and validity are enhanced. He asserts that researchers ought to
accept as a general principle that the inclusion of multiple sources of data collection methods in a
research project and the use of different sources of data is likely to increase the reliability of the
research findings. Furthermore, Deborah A. Abowitz and T. Michael Toole (2010) propose
whether a mixed method design results in data convergence or not, it is likely to provide more
valid and reliable data and thereby allow us to have greater confidence in our conclusions —
whatever they might be. Thus, it is believed that the mixed method approach employed in this
research enhanced the level of validity and reliability. In addition to the use of triangulation
method, the researcher‘s familiarity with the study area enhances the validity of the research. The
internal consistency for the final items of the survey instrument was also examined by using
Cronbach‘s alpha measure. Based on the result the researcher had deliberately removed some
items which decreased the reliability of the items. For instance, some items in the gender
sensitivity portion with inter-relatedness problem were made discarded. After the correction
made the results for the reliability test were presented as follows. Initially, question items
relating to the perception of attitudes towards diversity and inclusion and corporate culture were
arranged in Likert scales and measured, which was found to be 0.752 (7 items), question items
related to attitude towards interpersonal relationships is 0.826 (9 items), on the other hand for the

question related to attitude towards trust is 0.709 (7 items) and finally 0.714 (8 items) for gender
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sensitive questions is measured. Overall, the internal consistency was 0.889 (31 items), with the

largest internal reliability.

3.11. Trustworthiness

Trustworthiness or rigor of a study refers to the degree of confidence in data, interpretation, and
methods used to ensure the quality of a study (Pilot & Beck, 2014). In each study, researchers
should establish the protocols and procedures necessary for a study to be considered worthy of
consideration by readers (Amankwaa, 2016). Although most experts agree trustworthiness is
necessary, debates have been waged in the literature as to what constitutes trustworthiness
(Leung, 2015). Since the study is a social science research, trustworthiness is considered
comprehensively. The researcher used Guba’s strategy which he proposes four criteria that he

believes should be considered for trustworthiness.
Credibility

Credibility of the study, or the confidence in the truth of the study and therefore the findings, is
the most important criterion (Polit & Beck, 2014). In the study prolonged engagement with
participants was practiced in order to gain participants trust. In addition to the use of
triangulation method, the researcher‘s familiarity with the study area enhances the validity of the

research.
Dependability

Dependability refers to the stability of the data over time and over the conditions of the study
(Polit & Beck, 2014). The research design of the study may be regarded as a “prototype model”.
Such in-depth coverage also allows the reader to assess the extent to which proper research

practices have been followed.

Conformability/ Neutrality

Conformability is the neutrality or the degree findings are consistent and could be repeated. This
is analogous to objectivity in quantitative research (Polit & Beck, 2014). The concept of

conformability is the qualitative investigator’s comparable concern to objectivity. Here steps
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must be taken to help ensure as far as possible that the work’s findings are the result of the
experiences and ideas of the informants, rather than the characteristics and preferences of the
researcher. (Andrew K. Shenton, 2004) In this study findings are based on participants’
responses and not any potential bias or personal motivations of the researcher. Responses are
presented based on the response of the interviewee abstained from the researcher personal

feelings and opinion.
Transferability

The nature of transferability, the extent to which findings are useful to persons in other settings,
is different from other aspects of research in that readers actually determine how applicable the
findings are to their situations (Polit & Beck, 2014). In this study transferability is recognized as
results of the research study can be applicable to similar situations or individuals. Considering

the issue of transferability the researcher had presented the scope of the study in a clear manner.

3.12. Ethical Considerations

Ethical concerns involve the consideration of the relationship between researcher and the
research participants. Research ethics deal with how we treat those who participate in our studies
and how we handle the concerns, dilemma and conflicts that arise over the proper way to
conduct research (Neuman, 2007; Vanderstoep and Johnston, 2009). For Sieber (1998: 128)
ethics of social science research is about creating a mutually respectful, win-win relationship
between researcher and research participants in which participants are pleased to respond
candidly, valid results are obtained, and the community considers the conclusions constructive.
This requires more than goodwill or adherence to the laws governing research.

In the study, the aim of the research is explained adequately to the case organization, including
how the importance of the data is being gathered from the respondents and issues of
confidentiality by ensuring the respondents that all of the information in this study is solely used
for academic purposes only. Confidentiality pertains to protecting the participant’s personally
identifiable data. The information collected for the study does not contain any identifiable
information. Some of the respondents are not comfortable in identifying their identity for other

staffs including their own bosses. The overall data is also kept in a secure place.
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Chapter Four: Data Presentation Analysis & Interpretations

4.1 Introduction

The objective of this chapter is to present, interpret, and discuss the result of the analysis of the
questionnaire, which was collected from the respondents and responses from the interviewed
staffs of ERC. The survey is conducted to examine social cohesion skills and it’s mediating role
in the working environment. In this chapter, the results of the study are reported. It includes the
demographic characteristics and issues related to social cohesion skills such as, Attitudes toward
diversity and inclusion and corporate culture, attitudes towards interpersonal relationships,

attitude towards trust and attitude towards gender sensitivity.

4.2. Demographic Characteristics of Respondents

This section presents demographic characteristics of the participants who took part in this study.

Accordingly, sex, age, educational background, job level and work experience are presented.
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Table 4.1: Demographic characteristics of respondents

Demographic characteristics

Gender

Male n (%)

Female n (%)

Total n (%)

Age

20-30 10 (14.3%) 20 (20.2%) 30 (17.8%)
31-40 40 (57.1%) 79 (79.8%) 119 (70.4%)
51-60 20 (28.6%) 20 (11.8%)

Educational Background
TVET 10 (10.1%) 10 (10.1%)
Diploma 30 (42.9%) 10 (10.1%) 40 (23.7%)
Bachelor Degree 20 (28.6%) 49 (49.5%) 69 (40.8%)
Masters 20 (28.6%) 30 (30.3%) 50 (29.6%)
Job level
Management/ 10 (14.3%) 10 (5.9 %)
Department head
Team leader 20 (28.6%) 30 (30.3%) 50 (29.6%)
Senior officer 30 (42. 9%) 49 (49.5%) 79 (46.7%)
Junior officer 10 (14.3%) 20 (20.2%) 30 (17.8%)
Work Experience

Less than 2 years 10 (14.3%) 10 (10.1%) 20 (11.8%)
2-5 years 20 (28.6%) 40 (40.4%) 60(35.5%)
6-9 years 30 (42.9%) 39 (39.4%) 69 (40.8%)
10 years above 10 (14.3%) 10 (10.1 %) 20 (11.8%)

Source: sample survey, April 2021
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As indicated in table 4.1 below among 169 participants in the study majority of them, 99(58.6%)
of study participants were female whereas the remaining 70 (41.4%) were male. Regarding age
distribution 119 (70.4%) of respondents belong to the age range of 31-40 years and 30 (17.8%)
of respondent belong to age range of 20-30 but the remaining 20 (11.8%) of participants age
belongs to age category of 51-60. In the educational background of the respondents majority of
them 69(40.8%) were Bachelor degree level, 50(29.6%) were at Masters Level, 40(23.7%) were
graduates of Diploma and 10(5.9%) of them were from the level of TVET/College and High
school graduates respectively. On the other hand 50 (29.6%) of them were team leaders and 79
(46.7) were senior officers, 30 (17.8%) were junior officers and 10 (5.9%) were managers and
department heads. And also 69 (40.8%) were working in the office for 6-9 years, 60 (35.5%)
were from 2-5 years, 20 (11.8%) were working for 10 years and above and 20 (11.8%) were for

less than 2 years.

The demography of the data shows that majority of the respondents are female staffs hence it
helped the researcher to analyze more responses from female respondents. On the other hand the
age distribution shows that majority of them are in the age range between 31-40 where it is
expected that respondents in this age range will be more prone to social cohesion skills and can
express their approaches intensely. Simultaneously as it can be seen in the demographic data,
staffs who have been working in the corporation for a longer period of time can express social
cohesion skills more than others though they have been interacting with each other for a longer
period. Moreover in the educational background data, it can be seen that the majority of the
respondents are literate and can be expected that their responses are presented more responsively

and rationally so that the data can be taken as credential.

4.3. Descriptive Statistics of Study Variables

This section uses statistical data analysis tools such as frequency and percentages. The summary
of descriptive statistics of all variables that are presented based on a 5-point Likert scale (“1”

being “strongly disagreed” to “5” being “strongly agreed”).
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4.3.1. Attitudes towards diversity and inclusion and corporate culture

Diversity means being composed of differing elements. In a workplace, diversity means that the
workforce is made up of employees with different races, genders, career backgrounds, skills, etc.
Diversity is proven to make communities and workplaces more productive, tolerant and
welcoming. On the other hand Inclusion is the practice of providing everyone with equal access
to opportunities and resources. Inclusion efforts in the workplace help to give traditionally
marginalized groups, like those based on gender, race or even those with physical or mental
disabilities, a means for them to feel equal in the workplace. (Builtin, 2021) On the table below

employee’s attitude towards diversity and inclusion and corporate culture is presented as follows;
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Table 4.2 Attitudes towards diversity and inclusion and corporate culture

. 1 1
No Sfrong y Disagree Neutral Agree Strongly
. . . . disagree agree
Aspects related to diversity and inclusion
Frequency | Frequency | Frequency | Frequency | Frequency
(%) (%) (%) (%) (%)
1 [ am c'omforta?le talking about my background and cultural 20 (11.8) 30(17.8) 89(52.7) 30(17.8)
experiences with my colleagues
2 At this company, employees appreciate others whose
40(23.7 50(29.6 69(40.8 10(5.9
backgrounds, beliefs and experiences are different from their own ( ) ( ) ( ) (5-9)
3 Within the office, everyone has access to equal employment
10(5.9 40(23.7 59(34.9 40(23.7 20(11.8
opportunities regardless of their difference (5-9) ( ) ( ) ( ) ( )
4 E@ployee§ 9f different backgrounds are encouraged to apply for 40(23.7) 30(17.8) 59(34.9) 40(23.7)
higher positions
5 ERC provides an environment for the free and open expression of
10(5.9 80(47.3 29(17.2 30(17.8 20(11.8
ideas opinions and beliefs (5-9) (47.3) ( ) ( ) ( )
6 ERC has d'one 2'1 good j.ob prQViding training programs that 20(11.8) 70(41.4) 70(41.4) 10(5.9)
promote diversity and inclusion
7 The company's policies or procedures encourage diversity, equity
and inclusion 30(17.8) 109(64.5) | 20(11.8) 10(5.9)

Source: sample survey; April 2021
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Data obtained from the survey item number 1 of table 4.2, shows that 89 (52.7%) employees
agreed on “I am comfortable talking about my background and cultural experiences with my
colleagues” while 20 (11.8%) of them disagreed. also 69 (40.8%) of them agreed on the
appreciation of other staffs, whose backgrounds, beliefs and experiences are different from their
own. On the other hand, for the item which is within the office, everyone has access to equal
employment opportunities regardless of their difference 40 (23.7%) of the respondents agreed
and disagreed in same range. While 59 (34.9%) of the respondents agreed and 40(23.7%)

disagreed on the issue of “different backgrounds are encouraged to apply for higher positions”.

This shows that the majority of the respondents felt satisfied by the respect and the value relied
up on them and also they are more contented by their closest colleagues though staffs and other
employees are more respectful and understandable. Here we can see that the corporation
encourages the whole staffs to apply for the higher positions but there is a gap in conveying
equal employment opportunities for staffs. Respondents are satisfied by the availability of a
system which will allow them to apply for a higher position but there is a lack of equal

employment opportunities.

On the other hand 30 (17.8%) agreed while 80 (47.3%) disagreed for the issue of whether the
corporation provides an environment for the free and open expression of ideas, opinions and
beliefs. The respondent staffs are more satistied by their colleagues rather than their working
areas. The majority of them disagreed because the corporation lacks the availability of an
environment which is open for countenance of different opinions. Regarding this issue one of the
interviewee from the communication department of the corporation commented that;

“In the office there is a lack of social events which encourage workers to be free

and to discuss with other workers regardless of their identity. The issue of

diversity and inclusion is not the main thing for the organization so workers tend

to discuss their ideas in groups and in their office. Personally I don’t have the

confidence of expressing my ideas to other staffs. I only talk about my cultural

experiences to my friends or staffs which I do have some things in common like

staffs with whom are working in the same department with me.” (Interviewed on
April 15, 2021)

Furthermore, 10(5.9%) respondents agreed while 70 (41.4%) of the respondents disagreed and
70 (41.4%) of them were neutral on “ERC has done a good job providing training programs that
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promote diversity and inclusion”. On the other hand for the issue related to the company's
policies or procedures which encourages diversity, equity and inclusion, 20 (11.8%) of them
agreed and 30 (17.8%) of them disagreed while 109 (64.5%) were neutral about the issue.
Michael Maness, Parvathy Sheela & Suryaprasanna Balusu (2018) discussed that high response
for neutrality fall into two groups: Those individuals who possess true opinion neutrality on the
issue and those individuals having no opinion and without adequate knowledge.

In this study, the researcher assessed ERC’s policy entitling “ERC’s Human Resources Policy”
and a guideline which i1s “ERC’s Occupational Health and Safety Management and
Implementation Guideline”. The former states that “ERC will strive for its workplace to be free
of discrimination, harassment and violence; Encourage a diverse, fit and healthy workforce;
Engage all employees in their development and continuous learning” while the latter states “ERC
shall ensure to have a policy to fight against Harassment and ensure Commitment to nurturing a
climate of understanding and mutual respect in which all of the employees are made to feel equal
in dignity and rights. To this end every reasonable effort shall be made to ensure that all
employees are free from harassment in the workplace by the employer, an agent of the employer,
or another employee because of race, sex, ancestry, and place of origin, colour, ethnic origin,
citizenship, creed, and age, record of offences, marital status or handicap status”

This shows that the corporation had policies and other documents in insuring diversity and
inclusion but it lacks to present it to the staffs. Majority of the respondents replied neutral
because they are unsure and unaware whether the policies and procedures are concerned or less
concerned about the issues of diversity, equity and inclusion. Ironically 17.8 percent of them
disagreed on whether policies and procedures encourage the issues of diversity. More over 70
(41.4%) percent of the respondents disagreed on the availability of trainings which promote
diversity and inclusion. The corporation lacks to give trainings on the issues of policies and
strategies in general or diversity and inclusion in particular. The interviewee from the Human
resource department of the corporation remarked that;

“One of the main problem regarding to the issue of diversity and inclusion is the
organization does not make a review on the policies and strategies of the
corporation to the staffs so that employees are subjected to lack of information.
More over the company doesn’t provide short-term or long-term training in this
regard and as a result has not been able to produce productive employees in the
company. Short and long term trainings help staffs to have enough information
about the policies, procedures and even manuals. Because of this employees don’t
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have a confidence in their workplace and also in their country as a whole.to add
more I don’t have a clue whether there is a specific policy regarding the issue of
diversity and inclusion which will be used in the system of the corporation. The
organization needs to formulate and implement a diversity and equality policy to
maximize the effective use of human resource. The policy should be fully
communicated to all staff, making it clear that the co-operation is required from
everyone. The introduction of a diversity and equality policy must be followed up
by practical guidance and training for all employees.” (Interviewed on April 18,
2021)

4.3.2. Attitudes towards Interpersonal relationships

Interpersonal relationship is a strong association among individuals working together in the same
organization. Employees working together ought to share a special bond for them to deliver their
level best. It is essential for individuals to be honest with each other for healthy interpersonal

dynamics and eventually positive ambience at the workplace.

On the table 4.3 respondent’s attitude towards interpersonal relationship is presented as follows;
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Table 4.3 Attitudes towards interpersonal relationships

No. 1 1
Sfrong y Disagree Neutral Agree Strongly
disagree agree

Aspects related to interpersonal relationships
Frequency | Frequency | Frequency | Frequency | Frequency
(%) (%0) (%) (%) (%)
1 In the office I have direct interpersonal relationship with my
10 (5.9 10 (5.9 119 (70.4 30 (17.8
colleagues We speak honestly with each other (5:9) (5:9) (704 (17.8)

2 [ have a soFial contact with my colleagues after work (e.g., we go to 40(23.7) 50(29.6) 49(29.0) 30(17.8)

the cafeteria...)

3 I shqw interesit n each otherjs Private matters and I share knowledge 60(35.5) 40(23.7) 49(29.0) 20(11.8)

that is useful in our private life

4 In the office managers show an interest in employees’ private matters | 20(11.8) 40(23.7) 59(34.9) 50(29.6)

5 In the office becefuse of our interpersonal relationships we effectively 90(53.3) 69(40.8) 10(5.9)

carry out our duties

6 The company conducts regular consultations/meetings with

.. 40(23.7) 109(64.5) 20(11.8)
employees opinion surveys

7 The company care§ that' the workplace is attractive and improve 30(17.8) 80(47.3) 39(23.1) 20(11.8)

interpersonal relationships

8 The company makes effc')rts to make positive rela‘tions am01.1g 10(5.9) 70(41.4) 49(29.0) 30(17.8) 10(5.9)

workers (such as; committees, departments working on the issue....

9 In the office I celebrate i rtant ts togeth .g., holid d

n the office ‘cee rate important events together (e.g., holidays an 10(5.9) 20(11.8) 30(17.8) 89(52.7) 20(11.8)
other celebrations)

Source: sample survey; April 2021
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In the survey respondents were asked about the interpersonal relationship in the office as it is the
crucial skill of social cohesion. In the corporation respondents were asked about whether they do
have direct interpersonal relationship with their colleagues and speak honestly with each other.
The majority of respondents which are 119 (70.4%) were agreed while 10(5.9%) disagreed on it.
A recent U.S. survey highlighted that the top engagement condition for 79 percent of respondents
was their relationship with co-workers (SHRM, 2015). According to Ragins and Dutton (2007),
relationships and swift coordination are the means by which work is done and meaning is found

in organizations.

In the organization there are events such as, world HIV/AIDS day, March 8, anti-corruption days
and other celebrations which the overall staffs gather in the worker’s club and celebrate the day.
It certainly builds positive interpersonal relationship among the staffs and creates a sense of
belongingness. 89(52.7%) of the respondents agreed on whether they celebrate important events
together (e.g., holidays and other celebrations), while 20(11.8%) of them disagreed. In addition
to formal workplace relationships, informal relationships (i.e., those that emerge without
organizational involvement) are also associated with positive work-related and personal
outcomes. For example, attraction among co-workers enhances teamwork, communication, and
cooperation (Mainiero, 1989). Workplace friendships have been associated with numerous
positive outcomes, such as increased job satisfaction, job involvement, job performance, team
cohesion, organizational commitment, and decreased intentions to turnover (Berman, West, &
Richter, 2002; Feeley, Hwang, & Barnett, 2008; Riordan & Griffeth, 1995; Winstead, Derlega,
Montgomery, & Pilkington, 1995). In the study, 49 (29.0) agreed while 40 (23.7%) disagreed for
the item I have a social contact with my colleagues after work such as going to cafeterias.
Relating to this issue one of the interviewee from rail network department stated that;

“Me and my colleagues tend to discuss regarding work related issues and matters

which are personal. We eat our launch and spend some tea time together and

discuss on matters. Since we are optimistic with each other, we will try to find

some solutions for our personal matters. Though our canteen is not as much

suitable for such environment, we will try to find a place to spend some tea and

coffee time.” (Interviewed on April 19, 2021)
One of the core skills of social cohesion is the issue of interpersonal relationships. Moreover
Social work as a profession promote positive interactions, strong relationships, and well-being at

the individual, family, social group, organization, and community levels and it is crucial in
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creating a suitable and a peaceful living environment. In the study, 60(35.5%) of the respondents
disagreed on the item “I show interest in each other’s private matters and share knowledge that
is useful in our private life” While 49(29%) of them agreed. On the other hand, 50 (29.6%) of the
respondents agreed on “In the office managers show an interest in employees’ private matters”
Showing an interest to people’s private matters can bring trust and reliance in people. Though
more respondents replied supervisors consult private matters with other employees’, 40(23.7 %)
of them disagreed. In this study regardless of the issues of improving interpersonal relationships,
one of the interviewee from human resource department indicated that;

“In order to bring a sociable worker and to boost the interpersonal relationships

between staffs, it is expected an internal initiation from the workers themselves.

Some of the employees tend to spend their free time alone or spend it in the social

media. They have to change the negative state of their mind. They have to stop

expecting so much from their office and try to show their potential in increasing

their relationships with their colleagues. And make their relationship one step up.

And we as the employees of the organization need to celebrate some holiday eves

together without making any exceptions. And celebrate events with the aim of

creating a good relationship between workers and management stuffs. On the

other hand the organization should have to create a place which is suitable for

creating a positive working environment. It should have to assess ways for its

applicability. In addition the organization should have to make the canteen

attractive to make workers spend their off work time there. And it also should

have to plan timely programs on the aim of increasing the interpersonal

relationships. This issue is not just about workers and the working environment

issue rather it is the issue of family and the country as a whole.” (Interviewed on

April 18, 2021)
To tackle social problems it is mandatory to have a discussion. Social work as a profession it is a

field which appreciate consultation and discussion among people. This way a society will be at

tranquil stage and the overall country will be at serene and calm.

Social work is a profession that promotes social cohesion and empowerment of people and
communities. In our case organizations should have to make the work place a peaceful and a
place where staffs feel at comfort. Organizations should create an environment which is conflict
free. In the study, 70(41.4%) of the respondents, disagreed on whether the company cares for
workplace attractiveness and improves interpersonal relationships. While 30(17.8%) of them
agreed. On the other hand regular consultation with employees improves employee’s
engagement with their work and creates a less stressed environment for the staffs. A safe

workplace is more easily achieved when everyone involved in the work communicates with each
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other to identify hazards and risks, talks, about health and safety concerns and works together to
find solutions. This includes cooperation between duty holders, the people who manage or
control the work and those who carry other the work or who are affected by the work.
Unfortunately in the survey, 109 (64.5%) the respondents disagreed on whether the company
conducts regular consultations and meetings with employees opinion surveys. More over
70(41.4%) of the respondents disagreed on whether the company makes efforts to make positive
relations among workers (such as; committees and departments working on the issue...) while
30(17.8%) of the agreed on it. One of the interviewee from the communication department

commented that;

“In the organization there is a scarcity of attractive and suitable places for
employees to spend their leisure time. I spend most of my free time in my office by
using some social media platform. Drivers are forced to sit in their cars. The
staff’s canteen is also not suitable and attractive. As it is known as the mind’s
peace depends on the outside environment, I don’t feel peaceful in spending my
leisure time in that place. You can'’t find things which every cafeteria can offer.
The organization needs to make adjustments. It needs to make positive efforts in
order to bring the interpersonal relation between staffs at its pick. The initiation
should have to come from the management of the organization.” (Interviewed on
April 15, 2021)

Since the issue of interpersonal relationships is crucial in creating social cohesion in the work
places. The involvement of the organization had been given more emphasis. One of the

interviewee from the member of social committee commented that;

“Our organization is optimist in creating a suitable working environment but it is
not that much pleasing. There are some issues such as forming a social committee
in the aim of increasing the interpersonal relationships between workers. One
hundred fifty employees are members to the committee. It was initiated by staffs
that were straggling to create a sociable environment. Sometimes the committee
plans refreshing programs by searching for the sponsors who can give a support
for the financial expenditures. But here only who are members to the committee
will use the opportunity. On the other hand members deduct one present of their
salary for the membership. Because of this lots of workers don’t want to be
members. Since all of the employees are not benefited, the organization should
have to work on managing and supporting the committee in order to make all
employees members of it. And try to initiate positive relations at the pick. On the
other hand departments working on the issue of corporate social responsibility
don’t get the necessary support from the management.” (Interviewed on April 18,

2021)
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Workplace friendships have been associated with numerous positive outcomes, such as increased
job satisfaction, job involvement, job performance, team cohesion, organizational commitment,

and decreased intentions to turnover. (Berman, West, & Richter, 2002)

4.3.3 Attitudes towards Trust

Relationships do not grow and develop until individuals trust each other. Trust is learned from
past interactions with another. Trust is developed as the parties self-disclose personal
information and learn that they will not be hurt by making themselves vulnerable to each other.
Increased trust leads to the sharing of more personal information between the parties, which
enhances regenerative interaction patterns and contributes to improved problem solving and
productivity (O. Patricia, 2015). In this section respondents were asked about their trust in
themselves, their colleagues and the organization. Trusts in the workplace means employees
enjoy a culture of honesty, psychological safety, and mutual respect. They're proud of where they
work and are more willing to go above and beyond for organization. Trust in the workplace also

helps employees feel secure in their jobs and, in turn, reduces turnover.

On the table 4.4 the attitude towards trust is presented and discussed as follows;
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Table 4.4 Attitudes towards Trust

No. Sfrongly Disagree | Neutral Agree Strongly
Aspects related to trust disagree agree
Frequency | Frequency | Frequency | Frequency | Frequency
(%) (%) (%) (%) (%)
1 I trust myself that [ am competent in my ability to do my 10(5.9) 89(52.7) 70(41.4)
job well
2 If T have a problem at work, I trust my coworkers will try 29(17.2) 130(76.9) 10 (5.9)
to help me out
I have trust in the abilities of my coworkers 10(5.9) 20(11.8) 129(76.3) 10(5.9)
4 Most of my coworkers would get the job done even if the 20(11.8) 139(82.2) 10(5.9)
boss were not around
5 I trust the managers that in this organization they reward 40(23.7) 70(41.4) 29(17.2) 20(11.8) 10(5.9)
personal loyalty first, then performance
6 I do have trust in the managers that they appreciate and
acknowledge a job well done. 40(23.7) 39(23.1) 50(29.6) 40(23.7)
7 The managers set a good example for others through their 20(11.8) 60(35.5) 49(29.0) 20(12.8) 20(12.8)

work habits because of that they are trustful

Source: sample survey; April 2021
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In the survey, 89(52.7%) of the respondents agreed on “I trust myself that I am competent in my
ability to do my job well” As we can see the respondents are more confident in their ability cause
of that the majority of the respondents agreed on this issue. More over the respondents are
optimist in regards to their trust in their colleagues. 130 (76.9%) of the respondents agreed on
which when they encounter a problem at work, they trust their coworkers will try to help them.
On the other hand, 129 (76.3%) of the respondents have trust in the abilities of their coworkers.
This shows that the respondents are trustful in themselves and their colleagues which this will

inevitably bring a safe and impressive working environment.

Staffs self-confidence is a mandatory issue in creating emotionally stable personality which will
bring a sound and a healthy personality. Concerning this issue 139(82.2%) of the respondents
agreed on “Most of my coworkers would get the job done even if the boss were not around”. On
the other hand conducive and favorable working environment can’t be created solely by staffs
being trustful rather it is a combination of trustful workers, managers and safe working

environment.

On the contrary loosing trust in the managers and the working environment will create a
suspicious connection between people which will create a depraved personality. In the study, 70
(41.4%) of the respondents disagreed on which they trust their managers reward their loyalty
prior to their performance. also 50(29.6%) of the respondents agreed on “I do have trust in the
managers that they appreciate and acknowledge a job well done”. Focusing on employee loyalty
is not simply about reducing turnover or making employees happier within their jobs. It’s about
establishing that sense of loyalty, trust and ownership that will drive them to put the company’s
interest first. On the other hand 60(35.5%) of the respondents disagreed on “The managers set a
good example for others through their work habits because of that they are trustful”. Less trustful
managers are less communicative and transparent. They often get into the habit of seeing their
employees in terms of output achieved. Employees will be more likely to respect a manager who
can talk openly with them about difficult situations, answers questions and give them the facts.
In turn, this should encourage employees to be honest themselves and bring difficult topics to the

table, be it with their manager or their peers.

A recent study by Edelman (2016) found that one in three employees don’t trust their employer,
while another study by EY (2016) found that number to be even lower. Only 46% of people had
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trust in their organization and only 49% in their boss/team. Half of respondents said it was
important for the CEO to be ethical, take responsible actions in the wake of a crisis and behave
in a transparent way. However, a much lower number of respondents actually felt their CEO was
exhibiting these qualities. (Joe Myers, 2016). Without trust, employees are more likely to be
disengaged and in the worst case scenario this might even result in a toxic work environment. In
the study, we can see that the majority of the respondents are optimistic on the appreciation they
receive on a job well done but they lack trust in their managers. This will inevitably create a
detrimental working environment. Trust can be fostered when managers and peers show
trustworthy behavior such as; act with discretion, are consistent between words and deed, ensure
frequent and rich communication, engage in collaborative communication, ensure that decisions
are fair and transparent. One of the interviewee from the communication department commented

that;

“In the organization managers and bosses lack having a one to one conversation
with their staffs so that workers couldn’t develop trust in their organization.
Bosses need to visit and follow up their staffs. They should have to talk to them
about their personal matters. This directly or indirectly encourages trust and
belongingness. On the other hand workers themselves should strive to be positive
as much as possible.” (Interviewed on April 15, 2021)

Another interviewee from the rail network department had commented that;

“Once, my manager had lost a trust in me that I was making some delays in

accomplishing my work. I was absent for four days. Though I was in my sick

leave, he was suspecting that I was being absent for another issue. Because of this

1 felt sad and had lost trust in my boss. And at other times my boss has rejected a

request for my annual leave.” (Interviewed on April 19, 2021)
Managers who are cognizant of the processes that lead to trust or distrust in an organization, and
who are aware of the effect of trust on attitudes and behavior, are able to take adequate measures
to intervene in trust building processes at a team level and at the superior-subordinate level, and
thus improve the performance of organization. An interviewee from the finance department had

commented that;
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“In the finance department, I and my colleagues strive to make our working
environment suitable by having a time together in our joy and sadness times. If
one of us is in mourning, we will go to their houses and share their sadness. And
in our joys we will collect some money from the members and will go somewhere
to have refreshing times. Staffs in the corporation have to believe that a change
can only be made starting from their own selves. They should have to stop
expecting too much from the managers and start to dig their strength and make
their working environment suitable. In order to build trust they should have to
participate in their colleagues matters whether in their time of happiness or

sadness.” (Interviewed on April 20, 2021)

4.3.4 Attitudes towards gender sensitivity

Gender sensitivity essentially refers to making women’s as well as men’s concerns and
experiences an integral dimension of all policies and programs in an organization so that women
and men benefit equally and inequality is not perpetuated. Gender issues are sensitive and
complicated and affect both women and men regardless of status. The ability of an organization
to identify and handle gender inequality and gender discrimination underpins its success in

creating a gender sensitive and inclusive work culture. Ultimately, the goal is to achieve gender

equality. (P.Prabhakar, 2021)

On the table 4.5 employee’s attitude towards gender sensitivity is presented as follows;
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Table 4.5 Attitudes towards gender sensitivity

No. Sfrongly Disagree Neutral Agree ST
disagree agree
Aspects related to gender sensitivity Frequency | Frequency | Frequency | Frequency | Frequency
(%) (%) (%) (%) (%)

1 Bosses/colleagues treat female subordinates fairly and cooperate

when help 1s needed 59 (34.9) 90(53.3) 20 (11.8)
2 I am aware of and understand the procedures for reporting incidents

of discrimination and/or bias in the workplace. 30(17.8) 69(40.8) 30(17.8) 30(17.8) 10(5.9)
3 Women’s access and control over organizational resource has

increased 79(46.7) 80(47.3) 10(5.9)
4 Gender issues are mainstreamed in the overall system of the company 10(5.9) 70(41.4) 59(34.9) 10(5.9) 20(11.8)
5 Colleagues doesn’t respect female leaders’ decisions and cooperate

when help is needed with work 60(24) 90(36) 80(32) 10(4) 10(4)
6 The organization strives for women’s empowerment so that women

don’t feel inferior doing their job 50(29.6%) | 89(52.7%) | 10(5.9%) 20(11.8)
7 There is no planned and budget supported effort of empowerment

that would prepare women for top and middle level decision-making 10(5.9) 30(17.8) 40(23.7) 69(40.8) 20(11.8)

and professional positions
8 The implementation of affirmative action has contributed towards

expanding choices and increasing number and quality of women civil 20(11.8) 49(29.0) 70(41.4) 20(11.8) 10(5.9)

servants at top and middle — levels

Source: sample survey; April 2021
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The issue of gender sensitivity is one of the crucial skills of social cohesion. To create a cohesive
working environment, the issue of gender sensitivity must be considered and the obstacle for its
implementation needs to be eliminated. Gender sensitivity is making women's as well as men's
concerns and experiences an integral dimension of all policies and programs in an
organization so that women and men benefit equally and inequality is not perpetuated. To
diagnose whether such environment is available in the work place, respondents were asked to fill
questions regarding the issue. As a social work research the researcher gave more emphasis on

women’s participation though it is a crucial point to build a gender sensitive environment.

The gender sensitive environment makes the working environment all inclusive. The superior
and more knowledgeable person needs to give advice, consult and guide on job related and
unrelated issues. From the respondents, 90 (53.3%) of them agreed on bosses/colleagues treat
female subordinates fairly and cooperate when the help is needed. On the other hand 90(36%) of
the respondents, disagreed on whether colleagues doesn’t respect female leaders’ decisions and
cooperate when help is needed with work. This shows that women workers have positive
interpersonal relationships with their colleagues. And also female leaders’ decision is respected

and valued. This creates conducive working environment at some point.

Workplace gender discrimination comes in many different forms, but generally it means that an
employee is treated differently or less favorably because of their sex, gender identity, or sexual
orientation. Such kind of discrimination may occur at any time. All of the staffs should be
curious in understanding the procedures for reporting discrimination and biases. In the study, 69
(40.8%) of the respondents, disagreed on whether they do have some knowledge of
understanding the procedures for reporting incidents of discrimination and/or bias in the
workplace. the employer is required by law to provide a safe working environment that is not
hostile to staffs based on sex, gender identity, or sexual orientation. The organization needs to
provide procedures for reporting and correcting such issues. Simultaneously the staffs should

have to have information on the provided procedures.

On the other hand a gender sensitive environment created an encouraging working environment
on which female workers feel they are fit to the job that they are assigned for and given access
over the resource which the organization can offer. 79(46.7%) of the respondents, disagreed on

whether Women’s access and control over organizational resource has increased. Moreover,
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50(29.6%) of the respondents, disagreed on whether the organization strives for women’s
empowerment so that women don’t feel inferior doing their job. the incorporation of the gender
focus is not without difficulties; lack of awareness by political actors and consideration of the
focus as secondary are frequent obstacles. Concerning this issue one of the female interviewee

from human resource department stated that;

“In the organization the empowerment of female employees is at the minimum
level. They don’t have a chance to get job related skill trainings and capacity
building opportunities. Female workers are not given priority. They don’t have
the opportunity to use the organizations resources. Because of that they feel
inferior and less qualified for their job. For them to be qualified in a certain
academic ground, they should have to pay themselves. Though many of them can’t
cover the financial expenditure, they don’t take any courses to upgrade
themselves. I myself had once asked for tuition fee sponsorship for my master’s

degree and been rejected several times.” (Interviewed on April 18, 2021)

One of the key points in the issues of gender sensitivity is the issue of gender mainstreaming. It
is the process of assessing the implications for women and men of any planned action, including
legislation, policies, budgets or programs, in all areas and at all levels. 69(40.8%) of the
respondents agreed on There is no planned and budget supported effort of empowerment that
would prepare women for top and middle level decision-making and professional positions. The

interviewed person from finance department commented that;

“On the beginning of the fiscal year we will collect the budget request from all
departments including gender and social responsive department. When the
department asks a financial request in order to accomplish their job, the finance
department will allocate the request from the budget from which they had
requested in the beginning of the fiscal year. This sometimes is called a program

expenditure request.” (Interviewed on April 20, 2021).

On one hand, the issue of mainstreaming includes gender-specific activities and affirmative

action, whenever women or men are in a particularly disadvantageous position. By affirmative or
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positive action, we mean action aimed at favoring access by members of certain categories of
people, in this particular case, women, to rights which they are guaranteed, to the same extent as
members of other categories, in this particular case, men. The issue of gender mainstreaming was
also part of the survey. 70(41.4%) of the respondents, disagreed on whether gender issues are

mainstreamed in the overall system of the company.

Gender mainstreaming means integrating a gender equality perspective at all stages of policies,
programs and projects. Women and men have different needs and living conditions and
circumstances, including unequal access to and control over power, resources, human rights and
institutions, including the justice system. The situations of women and men also differ according
to country, region, age, ethnic or social origin, or other factors. The aim of gender mainstreaming
is to take into account these differences when designing, implementing and evaluating policies,
programs and projects, so that they benefit both women and men and do not increase inequality
but enhance gender equality. Gender mainstreaming aims to solve hidden gender inequalities. It
is therefore a tool for achieving gender equality. (Council of Europe, 2021) In the study, the

interviewee from gender and corporate social responsibility stated that;

“In the organization, the department of gender and social corporate department
had tried to mainstream gender issues in the overall system of the organization.
But it is not as satisfactory. The managements and other departments have mere
concern for it. The department together with the planning department of the
organization had tried to incorporate the gender issues in the planning,
implementation and evaluation phases of the overall plan of the organization. The
planning department had pushed other departments to incorporate the issues of
gender mainstreaming. Because of this the gender and social corporate
department had less contributed towards increasing and expanding opportunities

and quality of women at top and middle-level. (Interviewed on April 18, 2021)

In many cases, public policies have been based on the needs of the dominant group in society or
on the needs of those who have traditionally been the decision-makers, mostly men. The
women’s rights movement, an increased presence of women in decision-making, strong

commitments to women’s human rights at all levels, and the development of gender studies and
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sex-disaggregated data, have all helped unveiling the fact that public policies often did not take

into account women’s differing needs and situations. (Council of Europe, 2021)
Other interviewee from the same department stated that;

There are no manuals or other documents specifically concerning gender issues
such as; gender mainstreaming manuals and guidelines. We adopt the gender
mainstreaming manuals which we had from the ministry of labor and social
affairs (women affairs directorate). The corporation lacks the initiation to
mainstream gender issues in the overall system. To bring the change the
management should have to work on the remedies by providing training programs
for the managements which guides them to mainstream gender issues. And put the
enabling ground and enhance the capacity of the implementers to integrate
gender issues in the overall activities of ERC as per the duties and responsibilities
given to it. Without mainstreaming the issues of gender issues we can’t say gender

equality is perpetuated. (Interviewed on April 18, 2021)

Given existing gender gaps in employment, wages, access to productive resources and energy,
etc. coupled with the productivity losses due to women’s lack of empowerment, gender
mainstreaming should be complemented with additional, targeted actions that promote the
empowerment of women. As stipulated in the Beijing Declaration and Platform for Action, a
dual approach that combines gender mainstreaming with specific affirmative measures is

essential to the achievement of gender equality. (UNIDO, 2019)
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Chapter Five: Summary, Conclusion and Recommendation

5.1 Introduction

The objective of this chapter is to present a summary and a conclusion on the study of the role of
social cohesion skills and to assess a possible recommendation on how to mainstream social
cohesion skills such as diversity, interpersonal relationships, trust and gender sensitive
environment in the organization. In this chapter, summery, conclusion and recommendation are

presented in separate portions.

5.2. Summary

Previous studies show that if workplace social cohesion skills such as diversity and inclusion,
interpersonal relationships, trust and gender sensitive environment are adopted it will enhance
the level of productivity in employees and it will create conducive working environment in the
organizations. Relevant researches done on the role of social cohesion skills are scarce. It is also
hardly studied in social contexts in general and in the work place in particular. Based on this, the
research is intended to fill this gap by identifying the available social cohesion skills, reviewing

the relevancy and suggesting possible solutions for its applicability in the ERC.

In the research, the most crucial portions of social cohesion skills in the organization such as,
diversity and inclusion, interpersonal relationships, trust and gender sensitive environment were

conferred and discussed in a broad manner.

In the study mixed research method was used. Simple random sampling for the quantitative data
collection and purposive sampling for the qualitative data inquiry were used. A total of two
hundred fifty (N=169) sample of respondents filled the given questioner and five of the selected
interviewee were participated for the key informant interview. And also an observation was

made by the researcher.

Data were presented by using SPSS statistics version 16 software program. The findings
indicated that even though there are social cohesion skills such as diversity and inclusion,

interpersonal relationships, trust and gender sensitive environment, there is so much work to be
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done to improve and to curb the different obstacles which are hindering its applicability. Based

on the findings valid conclusions and recommendations are made.

5.3. Conclusion

The finding of the study shows that in ERC the available social cohesion skills are not
satisfactory. Because of that the working environment is not as much conducive enough. Even
though the management of the corporation desires to create a positive working environment, It
lacks the initiation for its adjustment. For instance, 130 (52%) of the respondents disagreed on
whether the company cares for the availability of attractive environment which will develop the
interpersonal relationships, 190(76%) of them also disagreed on whether the company conducts
regular consultations/meetings with employees opinion surveys. One of the interviewee also said
to foster the interpersonal relationships, there are initiations which were made by the staffs

though the organization lacks it.

The role of trust in mediating the working environment is out of doubt. The respondents replied
workers are more trustful to each other than to their managers. 200 (80%) of them conformed if
they do have a problem at work, their coworkers will try to help them out. Conversely the
respondents were asked about their trust in their managers. 140(56%) of the respondents agreed
on that the managers appreciate and acknowledge a job well done but 150 (60%) of them

disagreed on the reward for their personal loyalty.

On the other hand the issue of accommodating diversity issues in the work place is compulsory.
The respondents were asked whether it is incorporated in the system of the organization. 170
(68%) of the respondents agreed on people of all cultures and backgrounds are respected and
valued. 130(44%) of the respondents disagreed on the availability of an environment which
beliefs and opinions are expressed freely. On the contrary 140(56%) of them disagreed on
whether ERC has done a good job providing training programs that promote diversity and
inclusion. As it can be seen ERC respects every culture and identity which employees have.
People of all cultures and backgrounds are respected and valued. But it didn’t give a green light
to be expressed freely and doesn’t provide training programs. One of the interviewee commented
there is a lack of social events which encourage workers to be free and to discuss with other

workers regardless of their identity. Because of this workers lost the confidence of expression of
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ideas and opinions in the office. They only express their cultural experiences to their friends or

which they are in common with.

On the other hand the issue of gender sensitivity was discussed and presented in a broad manner.
It was diagnosed whether ERC had incorporated the issue of gender sensitivity. 100 (40%) of
the respondents conformed that there is no planned and budget supported effort of empowerment
that would prepare women for top and middle level decision-making and professional positions.
130(52%) of them disagreed on the implementation of affirmative action which will contribute
towards expanding choices and increasing number and quality of women. 160(64%) of the
respondents disagreed on the availability of conducive environment that offers women variety of
choices. One of the interviewee commented that empowerment of female employees is at zero
level. They don’t have a chance to get job related skill trainings and capacity building
opportunities. Female workers are not given priority over their gender; So that they feel inferior

and less qualified for their job.

As it is known social cohesion skills needs to be incorporated and mainstreamed in the overall
system of the organization. But based on the findings, the corporation lacks the initiation to do
so. Because of that employees are not attaining the assistances which they deserve to get from
their organization. In the consequence the organization couldn’t offer a conducive working
environment for its workers. Unless suitable mechanisms are made, the conditions of employees
in ERC will deteriorate as time goes on. The corporation will lose its work force which will be
an obstacle in attaining its mission of constructing a modern railway infrastructure. And finally

unsatisfied worker won’t trust his/her working place particularly and his/her country as a whole.
Social Work Implications of the Study

Social work grew out of humanitarian and democratic ideals, and its values are based on respect
for the equality, worth, and dignity of all people. Since its beginnings over a century ago, social
work practice has focused on meeting human needs and developing human potential. Human
rights and social justice serve as the motivation and justification for social work action. In
solidarity with those who are dis-advantaged, the profession strives to alleviate poverty and to
liberate vulnerable and oppressed people in order to promote social inclusion. Social work values

are embodied in the profession’s national and international codes of ethics. (IFSW, 2009)
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Based on the overall findings and specific conclusions made, this study on the mediating role of
social cohesion skills in Ethiopian Railways Corporation may have several implications for

policy making and social work practice.
Implications for Policy Making

Though is no single definition of what is a cohesive society, three principles of policies seem to
matter: (i) policies must be inclusive and ensure equality of opportunity and social mobility, so
that people can pursue their personal goals; (i1) policy-making processes must be participatory in
order to improve accountability and transparency; and (iii) policies must be coherent between
sectors and levels of governments (OECD, forthcoming). Framing policies through the lens of
social cohesion therefore allows adopting a broader development objective that encompasses the
effects and linkages of different policy interventions. In particular, it allows for better co-
ordination between social policies (e.g. cash or in-kind transfers, public services) and economic
policies (e.g. labour market, taxation), and facilitates policy makers to take on a coherent
approach in achieving their countries’ development goals. A social cohesion policy agenda calls
for different priorities in policy-making. Some of the key policy areas for social cohesion —
fiscal, employment, educational and social policies — therefore move away from “residualist”
approaches and specific interventions (e.g. programs targeted only to the most vulnerable)
towards approaches that coherently include all sectors affecting social outcomes. This means
targeting social outcomes with multiple-pronged approaches: for example, in the area of
education, policies must look beyond the enrolment and achievement rates, and take into account
the inclusiveness of the education system (in terms of gender and population groups by income
and ethnicity) to enhance the sense of belonging in a society, and improve the quality of

education for better prospects of upward mobility. (OECD, 2013)

In the mutually beneficial interplay between social cohesion, growth and development, social
cohesion’s influence on growth and development is amplified by the sheer fact that its
components reinforce each other. Improving the quality of life of all citizens reduces inequalities
and fosters the efficiency and accessibility of public mechanisms of social protection

(Baliamoune-Lutz, 2009).
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Implications for Social Work Practice

Social work grew out of its values which are based on service, respect for the equality and
dignity of all people, the importance of human relationships challenging social justice, integrity,
and competence. Taking these values and principles of social work into consideration, one can
understand easily the relationship between social cohesion skills and the profession of social
work. It can be said that social cohesion skills are emanated from the values of social work
values. As it is indicated in the findings of the study, there is a lack of applications of social
cohesion skills in the Ethiopian Railways Corporation. In order to minimize the effect of the

scarcity of the skills, the need to mainstream effective social cohesion is nonnegotiable.

Similarly, social work profession promotes social change and social justice, problem solving in
human relations and the empowerment and liberation of people to enhance wellbeing. More
importantly, social workers have a responsibility to promote interpersonal relationships and trust,

accommodate social justice, adopt and implement the issue of diversity and inclusion.

In relation to society generally, and in relation to the people with whom they work. Social
workers have a responsibility to challenge negative discrimination on the basis of characteristics
such as ability, age, culture, gender and other physical characteristics (IASSW, 2004). From this
perspective, skills of social cohesion and social work profession can play significant role in
nurturing interpersonal relationships, trust, diversity and inclusion and address barriers of gender
inequalities and injustices that exist in the society in general and in the study organization in

particular.

65



5.4. Recommendation

Social cohesion is just like cement which is the main component in constructing a building.
Cement holds on all the other materials. The quality of an excellent construction depends on the
quality of the cement and the materials which are contributors. Social cohesion grips the skills
and builds a fruitful and productive society. The working environment is a place where diverse
man power participates in order to accomplish a certain goal. This study is based on the institute
which the mega project is constructed and tremendous people are profited by its service. The
findings of the study indicated that social cohesion skills are not adequately implemented in
Ethiopian Railways Corporation. There are dissatisfaction on the issues of diversity and
inclusion; inter personal relationships and trust among employees and the management are at low
level. And also the issue of gender sensitivity is given a mere attention. Individual spends more
than eight hours in his/her working place and it is practically not possible for him/her to work all
alone. Human beings are not machines. They need people to talk to and share their feelings. An
individual working in isolation is disposed to stress and anxiety. They hardly enjoy their work
and attend office just for the sake of it. Individuals working alone find their job uninteresting. So
that it is essential to have trustworthy relationships with their colleagues. Interpersonal
relationship has a direct effect on the working places in particular and the country in general.
Misunderstandings and confusions lead to negativity at the workplace. On the other hand,
Relationship does not grow and develop until individuals trust each other. Trust is learned from
past interactions with another. Trust is developed as the parties self-disclose personal
information and learn that they will not be hurt by making themselves vulnerable to each other.
Moreover, men and women are equally contributors of every development spectrums so that the
issue of gender sensitive environment should be available in the organization. It is important to
improve the available social cohesion skills and to curb the obstacles which are hindering it to be
implemented. The scope of the implementation has to be in the country in general and the
organization in particular. Obligation of employees, managements and government are presented

as follows;
Individual Engagements
In the field of Social Work there is an approach which is essential in contributing individuals in

problem solving phases. The Strengths Perspective is an approach to social work that puts the
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strengths and resources of people, communities, and their environments, rather than their
problems and pathologies, at the center of the helping process. This approach focuses on
individuals' strengths as well as wider social and community networks. Findings from this study
indicate that employees themselves need to get along well with their fellow workers for a
positive ambience at workplace and also for a profound interpersonal relationship. Moreover, It
is essential for individuals to trust each other at the workplace for better relations. It is almost
impossible for employees to work alone. Under estimating their colleagues and under treatment
will create a less trustful and a stressing environment. In a trusting connection, both people
expect high-integrity behavior from each other. As a consequence, both people experience more
freedom to be authentic, to let their guard down, and to be flexible. The other issue which is
essential in developing social cohesion skills is celebrating holidays and events; this will
inevitably encourage the interaction with one another. Employees must have to be active
members and participants in the social committee which was formed by the staff’s initiation. A
collection of cohesive individuals create cohesive societies which will lead to a cohesive society
and country. Peace only will be attained when people strive to create a cohesive living condition.
A cohesive society, respects the diversity, builds trusts among people, gives an attention for its
interpersonal relationships and also is women and minority inclusive. Finally though there is a
scarcity of studies which are made regarding the issues of the skills of social cohesion, future

research should have to be made in the country as a whole and in the work places in particular.
Management Engagements

Social cohesion is the key to workplace productivity and instrumental to a successful workplace
culture. It is the role of the management of the organization to create a workplace culture that
fosters workplace productivity and employee engagement. Social cohesion is the key to

workplace productivity and instrumental to a successful workplace culture.

Managements of the organization should provide staff with areas in which social interactions can
be encouraged, this includes meeting rooms, break out areas and even a coffee station; these can
vastly improve the social elements of the workplace. These meeting points are all areas in which
ideas can be exchanged and built upon. Furthermore, implementing a workspace strategy that
encourages social cohesion is mandatory. Organizations wishing to become more inclusive to

social cohesion skills may choose to examine all their organizational policies and practices to
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ensure that not only are they not discriminatory but the systems and values actually contribute to

making an inclusive and welcoming organizational culture.

First, building and maintaining social cohesion skills is important to employers. The results of
this study have shown that employing social cohesion skills are the key antecedent of employee
innovative behavior within the organization. The organization need to improve the skills through
managerial practices. In the interactive process between employees and organizations, employers
need to shape a supportive work environment, providing a variety of inducements that can
construct and maintain the employees’ trust in the organization. In turn, they are more willing to

remain in the firm and exhibit excellent performance.

This term ‘social cohesion’ can be characterized as a shared liking or team attraction that
includes bonds of friendship, caring, closeness and enjoyment of each other’s company. The
management staffs of the organization needs to maintain a one to one conversation and
interaction with the employees on a regular basis. It is essential to enquire about employee’s
wellbeing. This way employee feels content and shares a healthy relationship with supervisors
and bosses. This will build a trustful relationship between the management and employees. In the
case of conflicts and misunderstandings the managements must have to intervene and settle the
issue. Appreciating and rewarding employees who are performing well is also imperishable.
Supporting and monitoring departments which are working on the issues of gender and corporate
social responsibilities is crucial. Moreover, allocating the necessary budget needed for the
mainstreaming of diversity and inclusion, interpersonal relationships, trust and gender sensitive
environment is the duty of the organization. It is the responsibility of the organization to strive
for the environment which is gender inclusive and strives for equal distribution of resources.
Assisting female employees through facilitating educational opportunities, reducing their dual
burden responsibility such as; facilitating day care services and transportation facilities... in the
working area and mainstreaming gender issues in the system of the corporation is the
responsibility of the management. Likewise facilitating and planning celebration of holidays and
events regularly will make employees sociable and enable them to be free and spent a joyful
moments. On the other hand canteens will develop the interpersonal relationships of the workers
in a broad means so that it must have to be constructed attractively. Moreover, constructing

offices using glass or other partitions increases workers social interaction. When glass or other
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partitions are installed in the working environment there is often an unspoken message of
openness and honesty. One cannot hide, and therefore a deeper sense of trust for the company
and employees follows. This will undoubtedly encourage and improve communication among
the staff. The challenge of availability of operating system for the skills of social cohesion in the
organization lays under the hands of the management; cause of that it needs to take a necessary

measures for its obtainability.
Government Engagements

Governments have a profound effect on social cohesion. The many levels and branches of
governments have great influences on our lives. For social cohesion, the trick is to ensure that

these governmental influences are positive and not negative.

Social cohesion is a very important driver of long-term prosperity and competitiveness. Cohesive
societies are politically stable and focus on economic growth and business development. Social
cohesion itself is built over years, not overnight. It results from policies, strategies and
procedures that allow everybody in society to share its prosperity. It makes competitiveness
sustainable. A social cohesion policy agenda requires coordinating actions across policy areas, in
particular to ensure the integration of vulnerable and traditionally excluded groups. An inclusion
to diversity, Quality interpersonal relationships, trust among people and equal chances for
women and men and important cross-cutting areas which need to be incorporated into any social
cohesion agenda. The government endeavors shall incorporate the issues of social cohesion in
every decision making levels of government from national to local. This will contribute to

peaceful societies with less chaos and a sustained growth in the long run.

Generally, the government should have to play a great role in maintaining a suitable and
conducive working environment by mainstreaming social cohesion skills in every decision
making channels. This creates peace, security and development in the working places in

particular and the country in general.
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Appendix 1. Instruments of Data Collection

1. Questionnaire
St. Marry University
Department of Social Work
MA Program

Dear study participants, I am a student of MA in Social Work in St. Marry university .Currently [
am doing my thesis entitled: Social Cohesion Skills and its Mediating Role in the Working
Environment: The case of Ethiopian Railways Corporation in Addis Ababa. The purpose of
this research is to assess social cohesion skills and its mediating role in the working environment.
As part of my study I am asking you to participate in this research study by completing a

questionnaire survey.

Therefore, the information obtained shall be used for academic purposes only and shall be
treated with the utmost confidentiality. It is only through your response that this study can be

completed.

Thank you in advance for taking your valuable time and collaboration to fill out the

questionnaire!

Seada Jemal

If you have any question, please don’t hesitate to contact me through:
+251-910256148

seadujemal@gmail.com
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Part I: General Respondents background Information

Please respond by ticking the appropriate boxes or completing the blank spaces.
1. Sex: Female [ | Male [ ]

2. Age:
20-30 years
31-40 years

41-50 years

OO OO

51-60 years
More than 60 years [ ]

3. Your highest level of education achieved

[lliterate |:| read and write |:| Elementarylj High school graduate I:I
TVET/ College[ | Diploma [ ] Bachelor degree [ | Masters [ ]

PhD [ ] other (please specify)

4. How long have you been in the organization?
< 2 years |:| 2 to 5 years |:| 6 to 9 years |:| 10 years and above |:|
6. Your job level: Manager/ Department Head |:| Team leader Coordinator/Supervisor |:|

Senior Officer |:| Junior Officer |:| Other, please specify
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Part II: Item the Item the questions represent
Attitudes toward diversity and inclusion and corporate culture

For each of the following items please indicate whether you strongly agree, agree,
undecided, disagree or strongly disagree. This five point scale represents the following scores.
Strongly agree represents five (5) points, agree represents three points(4),undecided represents 3
points disagree represents two pints(2) and strongly disagree represents one point (1).Please
provide your answer by marking“V” on the scales representing your choice or make circle on

your choices.

5 4 3 5 1

strongly agree | undecided | disagree strongly
agree disagree

Description

Aspects related to diversity and inclusion

I am comfortable talking about my background
and cultural experiences with my colleagues

At this company, employees appreciate others
whose backgrounds, beliefs and experiences are
different from their own

Within the office, everyone has access to equal
employment opportunities regardless of their
difference

Employees of different backgrounds are
encouraged to apply for higher positions

ERC provides an environment for the free and
open expression of ideas opinions and beliefs

ERC has done a good job providing training
programs that promote diversity and inclusion

The company's policies or procedures encourage
diversity, equity and inclusion

Aspects related to interpersonal relationships

In the office I have direct interpersonal
relationship with my colleagues We speak
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honestly with each other

I have a social contact with my colleagues after
work (e.g., we go to the cafeteria...)

I show interest in each other’s private matters and
I share knowledge that is useful in our private life’

In the office managers show an interest in
employees’ private matters

In the office because of our interpersonal
relationships we effectively carry out our duties

The company conducts regular
consultations/meetings with employees opinion
surveys

The company cares that the workplace is attractive
and improve interpersonal relationships

The company makes efforts to make positive
relations among workers (such as; committees,
departments working on the issue....

In the office I celebrate important events together
(e.g., holidays and other celebrations)

Attitude towards Trust

I trust myself that I am competent in my ability to
do my job well

If I have a problem at work, I trust my coworkers
will try to help me out

I have trust in the abilities of my coworkers

Most of my coworkers would get the job done
even if the boss were not around

I trust the managers that in this organization they
reward personal loyalty first, then performance

I do have trust in the managers that they appreciate
and acknowledge a job well done.

Attitude towards gender sensitivity
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Bosses/colleagues treat female subordinates fairly
and cooperate when help is needed

I am aware of and understand the procedures for
reporting incidents of discrimination and/or bias in
the workplace.

Women’s access and control over organizational
resource has increased

Gender issues are mainstreamed 1n the overall
system of the company

Colleagues doesn’t respect female leaders’
decisions and cooperate when help is needed with
work

The organization strives for women’s
empowerment so that women don’t feel inferior
doing their job

There is no planned and budget supported effort of
empowerment that would prepare women for top
and middle level decision-making and professional
positions

The implementation of affirmative action has
contributed towards expanding choices and
increasing number and quality of women civil
servants at top and middle — levels
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2. In-depth Interview Guide

St. Marry University
Department of Social Work
MA Program

Key informant interview guide (for the staffs of the Ethiopian Railways Corporation) prepared to
collect information on a Masters research entitled “Social Cohesion Skills and its Mediating

Role in the Working Environment”
Respondent code ........

Date of Interview .......

Department of the Interviewee ........
Introduction

My name is Seada Jemal. I am collecting data on Social Cohesion Skills and its Mediating Role
in the Working Environment, a research project for the partial fulfillment for the requirement for
the degree of MSW in Social Work, St. Marry University. Hence, the study is purely for

academic purpose.

You are selected as a staff of the organization. Your responses will not harm you and is kept
confidential. Your name and other personal identities will not be reported with the research
findings. If you have any questions and additional elaborations about the research you can
contact me through phone number (+251-910256148) Or St. Marry University Social work

department.

Thank You in advance for your time, Effort and cooperation!
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Key Informant Interview Questions

1.

Do all employees have an opportunity to succeed in this organization? What are the
manifestations?

What are good interpersonal relationship skills in the work place? Is the work place
environment convenient?

Does the organization plans and programs, events and other refreshment ideas to improve
the interpersonal relationships among workers?

What will you suggest to improve the interpersonal relationships in the workplace? What
are the expectations from every worker?

Are gender issues mainstreamed in the overall system of the organization? Are they
applicable?

Is the necessary budget for gender issues allocated and used for women empowerment
and the like?

Does the organization give a focus on women empowerment? What are the
manifestations?

What does the organization do to maintain the trust of their employees? What can be

expected from every worker?
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