UNIVERSITY OF GHANA

EMPLOYEES’ PERCEPTION OF THE IMPACT OF ORGANISATIONAL
CULTURE ON PERFORMANCE. A CASE STUDY OF PROCESS & PLANT

AUTOMATION LIMITED

BY

WINNIE WEKETE SINABISI

(10206791)

A DISSERTATION SUBMITTED TO THE DEPARTMENT OF ORGANISATION
AND HUMAN RESOURCE MANAGEMENT, UNIVERSITY OF GHANA
BUSINESS SCHOOL IN PARTIAL FULFILMENT OF THE REQUIREMENTS
FOR THE AWARD OF MASTER OF BUSINESS ADMINISTRATION (HUMAN

RESOURCE MANAGEMENT OPTION) DEGREE.

MAY 2019



DECLARATION

This is to certify that this research is my own work produced under Supervision in
accordance with laid down procedures by the University and has not been presented by
anyone for any academic award in this or other universities. All references used in the

work have been fully acknowledged

Winnie Wekete Sinabisi Date
(Student)
Dr. Obi Berko Damoah Date

(Supervisor)



DEDICATION

To my family.



ACKNOWLEDGMENT

| wish to acknowledge my Supervisor, Dr. Obi Berko Damoah for his support and
contribution to this work. Also, the Management and staff of Process and Plant

Automation Limited (PPA LTD) for their support and participation in this study.



TABLE OF CONTENTS

DECLARATION ...ttt ettt nne e e e ene e i
DEDICATION ..ottt ne e e neennne s i
ACKNOWLEDGMENT ...ttt s ii
TABLE OF CONTENTS ..ottt e \Y
LIST OF TABLES. ... ..ottt Vil
LIST OF FIGURES ...ttt viil
ABSTRACT ettt b e bbb b nneas IX
CHAPTER ONE ...ttt sb e b e e ne e e ne e 1
INTRODUCGTION ...ttt e e nne e 1
1.1 Research Background .........cccocciiiiioiiiic i 1
1.2 Statement of the Research Problem ..., 5
1.3 ReSEAICh ODJECHIVES ... .o 6
1.4 ReSearch QUESTIONS ........ciieiieieiiesie et ee et ae e e enee e enes 7
1.5  Justification Of the STUAY ........ccoiiiiiiiiie e, 7
1.6 ReSearch SIignifiCanCe .........coooiiiiiiiiiiiee e 7
1.7 ThesiS/RESEArCh STrUCTUIE......c.e i 8
CHAPTER TWO ...ttt ettt sttt e e e beeente e 9
LITERATURE REVIEW ...ttt 9
2.1 INEFOUUCTION ...ttt bbbttt bbbt n e 9
2.2 Definition OF CONCEPLS ....c.veviiiieiie ittt 9
2.2.1 EMPIOYEE PerCEPLION......eiiieiiiciie ittt et 9
2.2.2 0rganisational CUILUIE ..........ccoeiiiiiie e 10
2.2.3 Organisational Performance ..o 12

2.3 TheOretiCal REVIEW .........coviiiiiiiiiiseee e 13
2.3.1 Schein's theory of organisational CUItUre.............ccoooeririiin i 13

iv



2.3.2 Theory of Organisational culture and Effectiveness by Denison and others ...16

2.4 EMPITICAL LITEIALUIE .....ecvveiicie ettt nne s 20
2.4.1 Organisational culture and performance. .........ccccvvevieve i 20

2.5 Conceptual FrameWOTK .........ccooiiiiiiiiie e 26
CHAPTER THREE ... 27
METHODOLOGY ...ttt e e eesnn e ne e 27
3L INEFOAUCTION ...ttt bbb 27
3.2 Organisational Profile of Process and Plant Automation Limited...........cccccccven.n. 27
3.3 RESEAICH DESION....ceieiiiiiiieti ettt 29
3.4 ReSearch POPUIALION ........cc.ooviiiiiiieie e 30
3.5 Sampling Techniques & SAMPIE SIZE.......c.coeiiiiiiiiie e 31
3.6 Types and SOUICES OF DAla..........cccuriririeieiee e 31
3.7 Data COlECtION TOOIS .....cveiiieiisice e 31
3.8 DaAta ANAIYSIS ....evveivieie ettt e e nra s 33
3.9 Ethical CONSIAEIAtIONS .......coiuiiiiiiieie e 33
CHAPTER FOUR ...ttt nnee s 34
DATA ANALYSIS & DISCUSSION .....coiiiiiieiiieieeeeeeie e 34
4.1 INEFOTUCTION ..ottt bt 34
4.2 Analysis of Demographics of ReSpONdentS .........ccecvveiiiiiieiie e 35
4.2.1 Gender DIStrDULION .........coiiiiiiiicce e 35
4.2.2 Age Distribution of ReSPONAENtS ..........ccovuieiiiiiiieiiie e 36
4.2.3 Numbers of Years Worked ANalYSIS.........cccoriiiriiiniiiciese e, 37

4.3 Analysis of Research Question One (Organisational Culture at PPA LTD) .......... 37
4.3.1 INVOIVEMENT TTAIT.....eiiiiiiiiiiceeee e 38
4.3.2. CONSISLENCY TTAIT......civieiitiitiiieiieeee et 39
4.3.3. Adaptability Trail .......ccccoeiieiieiece e 41



.34, IMHISSION THAIT ..ttt ettt e e e e et e e ettt e e e e e e e e eeeeeas 42

4.4. Analysis of Research Question two (Employees’ view of organisational

PEITOMMANCE) ...ttt s et et e st e sreente e e e sreenne e 44

4.5 Analysis of Research Question three (The Impact of organisational culture on

organisational PErfOrMAaNCE) .........coiiiiiiieieie e 45
4. 6 Analysis of data from the interviews with Management ...........ccccocoorenininniennn, 47
4.7 Summary of the fINAINGS ........cooiiiiieec e 49
CHAPTER FIVE ...ttt e 50
SUMMARY, CONCLUSION AND RECOMMENDATION .......coociiiiiiiinie e 50
5.1 SUMMIAIY 1ttt ettt e b b e e et b e e e bb e e e b ee e ssbee e s bneesnsee e 50
5.2 CONCIUSION ...ttt bbb 50
5.3 RECOMMENUALION ...ttt 52
5.3.1 Engage Employees on the result of the SUIVEY........ccccvevviie i 52
5.3.2 People development & succession planning ........c.ccoceveeieneneneneneseeee, 53
5.3.3 Enshrining the organisation’s purpose and dir€ction ..........c.coccerverieeriernnnnne 53
5.3.4 Fostering shared values and beliefs. ..., 53
5.3.5 Change ManagemMent ..........cceiueiiiiiini et 55
5.3.6 Develop the Employee Value propoSition............cccceeveveiveiicve s 55
5.3.7 Monitor and evaluate organisational CUltUre .............ccceeveve i 55

5.4 Recommendations for Future ReSearch ............cccoviiiiiiiiciccee 56
5.5 Limitations 0f the StUAY.........ccoviiiiiiic e 56
REFERENGES ... .ottt sttt sttt e e b e beenneeenee e 57
APPENDICES ... oottt b ettt sbe e nbe e be et e e nne e nns 61
Appendix I: Structured QUESTIONNAITES...........ciiiiiieieiese st 61
Appendix I1: Structured INterview GUITE .........cocveeiieiiiecee e 65
Appendix HI: Transcribed INTEIVIEW .........cccooiiiiiiieiieeee e 67

Vi



LIST OF TABLES

Table 1: Analysis of the inVolvement trait ............ccooevieieeii i 38
Table 2: Analysis of the CONSIStENCY trait...........cccooveviiiiiiieie e 39
Table 3: Analysis of the Adaptability trait ............ccoooiiiiiiii 41
Table 4: Analysis of the MISSION trait...........ccceoiiiiiiiiiii i 42
Table 5: Employee perception of organisational performance.........cccccocevvevieiieinennnnne 44

Table 6: Employee perception of the impact of organisational culture on performance..46

vii



LIST OF FIGURES

Figure 1: A depiction of Edgar Schein’s model of organisational culture ....................... 16
Figure 2: Denison’s model of organisational culture and effectiveness............ccccceevvennne. 19
Figure 3: Conceptual frameWOrK ..........c.coviiiiiiiieee e 26
Figure 4: Organisational structure of PPA LTD .......ccoiiiiiiiiiiecee e 28
Figure 5: Gender distribution of reSPONAents ...........c.cooeriiiiieiieicree e, 35
Figure 6: Age distribution of the reSpondents ...........cccvevevieiieie s 36
Figure 7: Length of Service of reSpondents.........cccovevveieiieie e 37
Figure 8: Analysis of the involvement trait ..., 38
Figure 9: Analysis of the CONSISTENCY trait .........cccooeiiiiiiiireec e, 40
Figure 10: Analysis of the adaptability trait ..............cccooiiiiiiciic e, 41
Figure 11: Analysis of the MiSSION trait .............cccooviiiiiii i 43
Figure 12: Employee perception of organisational performance .............cccccevvvevieieenenn, 44

Figure 13: Employee perception of the impact of organisational culture on performance.

viii



ABSTRACT

The concept of organisational culture and its role and effect on organisational performance
gained a lot of popularity in the 1980s and has remained a subject matter of great interest.
Scholars and organisations are interested in organisational culture for many reasons, most
commonly, how it affects employee commitment, satisfaction on the job, retention, and
performance. Organisational culture has a lot of implications for strategy development,
implementation, and organisational performance. It is therefore little wonder that
managers are also seeking to understand more and more what organisational culture is and
ways to leverage it for performance.

This study’s objectives were to understand the organisational culture of Process and Plant
Automation Limited, the organisation’s view of performance and the perception of the
way organisational culture and performance relate to one another.

This study employed a mixed method approach using structured questionnaires and
structured interviews to understand the culture of PPA LTD premised on four cultural
elements namely; adaptability, involvement, mission and consistency. Organisational
performance based on financial and non -financial measures of performance and the effect
organisational culture has on performance are also explored.

The study found that the culture of the organisation is one of high involvement and
mission. The study also found organisational culture to related positively with
organisational performance and organisational performance to be a combination of both

financial and non-financial indicators.



CHAPTER ONE

INTRODUCTION
1.1 Research Background

It is generally known that culture is essential in determining how people behave, their
worldview, their attitude towards work and achievement. As culture is commonly defined
to be the way a group of people live and interact, organisational culture is how people in
an organisation co-exist and go about their business. According to Deal and Kennedy
(2000), organisational culture is simply “the way things are done around here”. Rashid et
al. (2003) and Mannion et al. (2005) found that the culture impacts an organisation and
many studies have shown that culture significantly affects an organisation’s output.
Culture influences an organisation’s approach to work and many aspects of work including
management decisions as to how to organise work, what work systems are needed, what
caliber of people are needed to work with, how promotions are done, who gets rewarded
and for what, among other things. These decisions and their outcomes ultimately affect
organisational performance. Organisational culture serves as a “cognitive map” by which
group members find the systems, rules, and values to internalize and live by (Jones, 1983).
As the culture guides what and how, it also impacts on the results. Kotter and Heskett,
(1992) note that culture of any organisation is its management philosophy and the way in

which organisations are managed to improve overall performance and effectiveness.

Organisational culture thus impacts and informs an organisation’s management style and
practices as well as employees’ attitude towards work and performance. Gallagher and
Brown (2007) assert that culture is the dominant predictor of exceptional organisational
performance. According to Moorman (1995), earlier research shows that organisational

culture impact organisational performance in terms of; what a firm considers its outcomes



to be and the means by which these outcomes are attained including how the organisation
structures itself and processes and procedures it adopts. Performance is an important
subject for every organisation be it for profit or not for profit and managers are
continuously seeking ways to improve upon performance. Researchers, Managers and
Human Resource Department have long been interested in the factors that influence
organisational performance. Indeed, Organisational performance is of key interest to
researchers as a dependent variable in management (organisational) studies (Richard et al,

2009).

Organisations define their mission, vision and core values to shape employee behaviour
and guide organisations towards the attainment of their strategic goals. Human Resource
departments are tasked to nurture desirable organisational cultures and orient their
employees to adopt the desired cultures. Managers of organisations are identifying high
performance cultures as desirable and seeking to develop these to impact organisational
performance. Employees, on the other hand, are looking for a great organisational climate
to thrive. To develop high performance cultures, organisations are developing strategic
goals at the top, cascading these goals to lower levels to meet performance expectations
without a wholistic appreciation of determinants of performance such as culture. As

someone once said, “culture eats strategy for breakfast”.

However, culture can be managed for positive results. Groysberg, Lee, Price and Cheng
(2018) assert that the first and most important step leaders can take to maximise the value
of culture and minimize its risk is to become fully aware of how it works. Understanding

the influence of culture on organisational practices and management style and how it



affects employee output is key to increasing organisational overall performance. Good

organisational culture has been shown to produce positive performance.

According to Barney (1986), Organisational culture is characterized by a set of core
managerial values that provides a firm competitive advantage resulting in sustained
superior financial performance. Examining conditions under which a culture brings
competitive advantage to an organisation, Barney (1986) concludes that culture should
have three characteristics. It should be valuable in that the culture enables members of the
organisation to do act in ways that will result in high sales, high margin or add financial
value; the culture should also be rare such that its characteristics and attributes are not
common to any other organisation’s culture and finally, it should be impossible to imitate
because if imitable, its advantage can be replicated in other firms and the advantage will

be lost.

Chein (2004) identified human resource policies, organisational culture, job design,
motivation, leadership style and the environment as drivers of organisational performance.
From a layperson point of view, culture is said to give a group of people an identity which
is not technically different from O'Donnell and Boyle (2008) view about the relevance of
culture to the organisation. Besides, the realisation of culture and its typologies informs
management to be circumspect since every style adapted in running the activities of the

organisation corresponds to different expectations.

Researchers have long thought and sought to prove that Organisational culture affects
effectiveness in any organisation. Numerous studies have been conducted in this regard to

understand the effect organisational culture has on organisational effectiveness or



performance. (Hofstede, 1980); (Deal & Kennedy, 1982); (Peters & Waterman, 1982);
(Schein, 1984, 1985); (Denison, 1990); (Kotter & Heskett, 1992); (Denison & Mishra,
1995); and many others. According to Kotter and Heskett (1992), the 1980°s witnessed the
emergence of the term corporate or organisational culture. Interest in organisational culture
as a business phenomenon in the 1980’s was triggered by the works of: (Ouchi, 1981);
(Deal & Kennedy, 1982); (Pascale & Athos, 1982) and (Peters & Waterman, 1982).

(Baker, 2002).

Ouchi and Wilkins (1993) assert that organisational culture has become a dominant topic
in organisational studies and attribute the rise in studies of organisational culture to the
perception in the late 1970°s and 1980’s that Japanese firms had superior operating
characteristics. Thus, many scholars sought to examine organisational culture comparing
Western cultures with the Japanese culture and trying to draw a relationship between

national cultures and organisational cultures.

Organisational culture is important for many reasons. (Nelson & Quick, 2011) identify
functions of organisational culture to include giving members a sense of identity;
increasing commitment among members; reinforcing the values of the organisation and
shaping behaviour of members being a control mechanism. Organisational culture also
enables problem solving, telling group members acceptable ways to behave, thinks,
believe and act even when faced with challenges. Schein (1984) states that culture provides
stability for the internal and external environment of an organisation. Problems of external
and internal adaptation exist in every group. External adaptation is that which deals with
the problems of a group’s basic survival. These are the conditions in the external

environment that no group can exercise control over, and which can to an extent determine



the existence or survival of the group. Problems of internal adaptation on the other hand
deal with a group’s ability to bond and function as a group. A group cannot exist unless it
can manage itself. Kotter (2012) states that organisational culture can increase employees’
satisfaction on the job and may improve organisational performance. Organisational

culture also provides certainty to the organisation about problem solving.

Organisational culture is a “soft tool” for enhancing organisational performance. Even as
leaders and organisations consciously seek to influence organisational culture for
performance, employees’ perception of and acceptance of the organisational culture as it

is and how it impacts performance is also important.

1.2 Statement of the Research Problem

Business leaders understand strategy. It is the logical way that they determine how to attain
their goals and objectives. It is expressed in the strategic plans they develop, these plans
are communicated and executed with timelines and accountabilities specified. Culture on
the other hand “is more elusive because much of it is anchored in unspoken behaviours,
mindsets and social patterns” (Groysberg et al, 2018). According to Groysberg et al (2018),
culture and leadership are inseparable and yet many leaders are confounded by culture.
Leaders and by extension organisations can shape the culture consciously and
unconsciously. Therefore, it is necessary that organisations are fully aware of how cultures

develop and affect employees and ultimately impact organisational performance.

Organisational culture as a concept is central in organisational research and theory (Harris
& Ogbonna, 2002). Studies on culture and performance and or effectiveness date back

decades and are varied. Many of these studies have been about how to define and measure



organisational culture and performance or effectiveness. Marcoulides and Heck (1993);
Petty et al. (1995); Daniel and Mishra (1995); Van den Berg and Wilderom (2004) and
Piercy et al., (2004). Van den Berg and Wilderom (2004) recognize a gap in previous
studies of organisational culture, remarking that organisational culture is like the glue that
bonds an organisation and gets its people committed and performing. However, the
literature on how to make this “glue” work is scarce. At the same time, performance is of
great importance for every organisation whether that organisation exist to make profit or
not and managers of organisations are consistently seeking strategies to improve

performance.

Culture and performance are no doubt current and relevant to organisations and yet, how
many organisations in Ghana recognise this? How do employees perceive culture and its
effect on performance? Achieving effectiveness (performance) is vital to managers and
employees as this is how they can measure the attainment of the organisation’s mission
through its core strategies (McCann, 2004) and as Olughor (2014) points out, doing so will
be beneficial to the business from the understanding of organisational culture as an
essential and contributing factor to organisational performance. Organisations need to
understand the concept of culture, its potential to affect performance positively or

negatively and they need to leverage culture for the desired organisational performance.

1.3 Research Objectives
The study sought to understand what Managers and Staff of Process and Plant Automation
Limited perceive the culture of the organisation to be, how they measure performance and

what impact they perceive culture to have on organisational performance.



Specifically, the study will seek:
1. To understand what Management and Staff consider to be the culture of the
organisation
2. To investigate the organisation’s view of performance
3. To examine the extent to which the elements of organisational culture influences

organisational performance.

1.4 Research Questions

The study answers the following research questions:
1. What do Management and Staff consider to be the culture of the organisation?
2. What is performance in the view of the organisation?

3. To what extent do the elements of culture influence performance?

1.5 Justification of the study

This study will explore employee’s perception of how their organisational culture impacts
performance. At the end of this research, what managers think of their culture verses what
employees think will be explored for recommendations to fill any gaps. Again, a mixed
methods approach will be used to not only look at the numbers and percentages but to also
provide rich descriptive data behind these figures. At the end of this study, the finding
should contribute to knowledge in the area of study and practical application in

organisations.

1.6 Research Significance
The research findings will seek at influencing research, policy and practice. In the area of

research, the findings of the study will add to existing data in this field as not much



research has been conducted on the impact of organisational culture on performance in
Ghana. What is unique about this study is that, it will assess the viewpoint of what pertains
and how employees see and feel about the impact that organisational culture has on
performance. In terms of policy, the study findings can be used to develop policies that
will educate and guide organisations on how to build the desired culture for improved
performance. The practice significance is that the relevance and impact of organisational
culture will be explored and any gaps identified will be go a long way to help organisations
appreciate the importance of organisational culture and ways to leverage it for

performance.

1.7 Thesis/Research Structure

The study is grouped into five (5) chapters. The first chapter covers the introduction to the
study and includes the research background, statement of the research problem, research
objectives and questions, research justification and significance. The second chapter of the
study constitutes the literature review focusing on the theoretical knowledge that have
previously been introduced on organisational culture and organisation performance,
measures of performance and impact of organisational culture. The viewpoints of other
researchers are presented in a logical manner. The study’s third chapter focuses on the
methodology that is employed in the research including the research strategy, processes,
data collection and analysis methods, sampling and ethical considerations will be
discussed. Chapter four of the study report contains the findings of the study, the
presentation, analysis of data collected and discussions. Conclusions of the literature
review is also compared with the research findings. The last chapter, which is chapter five
concludes with a summary of the study to determine the extent to which the research

objectives have been met. Also, the conclusion is presented alongside recommendations.



CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter conducts a theoretical review of organisational culture and performance. It
also conducts an empirical review of previous studies on culture and performance. The
review seeks to provide additional information in the quest to answer the research
questions. Articles, research works and some books in the areas of employee perception,

organisational culture and performance have been examined in this chapter.

2.2 Definition of Concepts

The following are the definition of key concepts that will be used in this study:

2.2.1 Employee Perception

Perception is the process by which an individual makes meaning of his/her environment
and thus, it influences significantly his/her workplace behaviour. Underlying an
individual’s behavior are the perceptions, emotions and experiences they have as well as
the personalities they encounter (Langton & Robbins, 2006). It is suggested that how
people perceive their work circumstances influences their behavior, attitudes and
ultimately performance on the job. Thus, whether employees accept or reject change and
indeed any management style, initiative or activity depend on their perception (Coghlan,
1993, Galpin, 1996). Research shows that employees do not always show the same
behavior even when they receive the same Human Resource practices (Nishii, Lepak &

Schneider, 2008). Therefore, it is likely that the perceptions of employees also differ.



2.2.2 Organisational Culture
For Schein (1984) organisational culture is defined as:

A pattern of basic assumptions that a given group has invented, discovered,
or developed in learning to cope with its problems of external adaptation
and internal integration, and that have worked well enough to be considered
valid, and, therefore, to be taught to new members as the correct way to

perceive, think, and feel in relation to those problems. (Schein, 1984, p. 3)

Organisational culture is also defined as “shared perceptions of organisational work

practices within organisational units that may differ from other organisational units”. (Van

den Berg & Wilderom, 2004, p. 571).

For Hofstede (1980) organisational culture is “the collective programming of the mind
that distinguishes the members of one organisation from another”. The distinct features of
any group’s culture are its values, beliefs and practices. Denison (1990) sees organisational
culture refers as those values that underlie behaviour, and the beliefs and principles that

guides an organisation’s management behaviours and practices.

Researchers also use corporate culture to mean organisational culture. Corporate culture

is used to commercialize organisational culture. (Deal & Kennedy, 1982).

The culture of every organisation is made up of the rules or norms, values, customs, ethics
and beliefs, which are often expressed and perpetuates in the organisation’s signs, rituals
and rites. (Daft, 2000). Organisational culture should not be defined on the basis of mere
values because, not only are values not very different across various cultures, values are

also invisible for most people, but they are often seen in the practices of an organisation.

10



Thus, culture should be focused on organisational practices rather than mere values. (Van

den Berg & Wilderom, 2004).

Although the concept of organisational culture has varied meanings attached to it,
organisational culture can be seen to simply be the way people behave because of the
values, norms, practices that the organisations are governed by and the influence of the

leadership and management practice in those organisations.

Campbell et al. (2002) identify the following elements of organisational culture:
1. The philosophy of the organisational founder

2. The business activities undertaken by the organisation

3. The relationships established in the work environment

4. The management and control systems used in the organisation.

5. The influence of National culture

6. The organisational structure, and

7. Technological advancement of the organization

Rameezdeen and Gunarathna (2003) asserted that, organisational culture is synonymous
to the real self of an individual, which underpins the reason why culture defers from one
organisation to the other because every individual is unique. Organisational culture can be
aid an organisation in its quest to attain its goals. (Denison, 1990). Organisational culture
also provides an organisation sustained competitive advantage resulting in superior

performance (Barney, 1986; Hall, 1993).

11



O'Donnell and Boyle, (2008) recommended that, the success story achieved by the
organisation in solving its problems and what the organisation is capable should be used

to define the culture of the organisation.

To appreciate organisational culture, it is also important to know the elements of
organisational culture. There is no unanimous agreement among researchers on the
elements of organisational culture. Researchers have identified varied, though similar
elements or component. Schein (1984) identified elements of culture to be artifacts &
symbols, values and underlying assumptions. Deal and Kennedy (1982) identified
components such as history, values & beliefs, stories, cultural network, heroic figures and
rituals & ceremonies. Kotter and Heskett (1992) broadly identified behaviour patterns and
values as elements of organisational culture. Denison (1990) talks of four cultural traits in
his model of organisational culture and effectiveness. Barney (1986) identified a strong
set of core managerial values (how employees. Customers and supplier among other are

treated) for sustained financial performance.

2.2.3 Organisational Performance

Organisational performance has been defined variously to suggest the ability of an
organisation to efficiently and effectively attain its goals. (Daft, 2000; Ricardo 2001).
Organisational performance is also defined to suggest productivity. According to Ricardo
(2001), performance and productivity do not mean the same thing. Performance is a broad
indicator including productivity, quality. Consistency among other factors whereas

productivity is a ratio of the volume of work done, in a set amount of time.

12



Organisational performance is of great interest as a dependent variable in management
studies (Richard et al, 2009) and yet it is remains one of the most unclear and loosely
defined concepts (Rogers et al., 1998). Measuring organisational performance is difficult,
and more so when what must be measured is not constant (Hubbard, 2006). Thus, many
researchers have adopted various measures of performance. Performance is an important
issue for every organisation be it for profit or not for profit. Managers are constantly

looking for ways to increase performance.

Researchers have long been interested in the factors that influence organisational
performance. Hansen and Wernerfelt (1989) identified two major determinants of
performance: the economic which looks at the external market factors within the industry
in which the firm finds itself and the organisational factors such as the management style,
organisational and human resource policies, organisational culture and organisational
climate. Gallagher and Brown (2007) found that a strong market culture characterised by
an understanding of the market in which the firm operates and creating value for customers

is a requirement for superior organisational performance.

2.3 Theoretical Review
The theoretical framework for this study will focus on two theories on culture and
performance. The two theories are: the Schein's theory of organisational culture and

Denison framework on Organisational culture and Effectiveness.

2.3.1 Schein's theory of organisational culture
Schein developed a theory of organisational culture looking at how culture is learned,

taught to new members and altered based on three main domains: the visible aspects, the

13



invisible aspects and the underlying assumptions. These domains tell the right ways
members ought to think and feel in relation to the problems that face the group. The visible
aspects (artifacts), i.e. the constructed environment of any organisation such as the
architecture, technology, office layout, dressing and visible behaviour, documents made
public among others which are easily observed but hard to interpret. The invisible aspects
are the values that govern behaviour. These underlie the behavior of people in any
organisation. Values are difficult to directly observe and so should be deduced through
interviews with key members of the organisation. However, this approach will normally
reveal only the manifest or espoused values. The manifest or espoused values are defined
to be those values that people claim are responsible for their behaviour; which they prefer
to be responsible for their behaviour and their way of rationalizing why they do what they
do. The third domain lies the underlying assumptions. These are typically unconscious;
they originate as values and are transformed over time as the values begin to solve the
problems for which they came about. Values become unconscious learned responses as
they repeated, which form the underlying assumptions. If not taken deliberately,
assumptions can drop out of awareness because no one debates them or argues about them.
The distinction between values and assumption therefore is that assumptions are values
that have become deeply rooted in a group to the extent that they are no longer
questionable. They become “ultimate”. Values on the other hand are more “overt” and
“debatable”. Schein argues that as certain acts and thought processes get repeated and
solve the group’s problems, they become established and unconscious and awareness can
easily be lost. To bring back awareness to assumptions, a focused inquiry is needed using
an insider and an outsider who will help to expose the assumption through asking the right
questions. The assumptions can become cultural paradigms because of humans need for

order and consistency.
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Schein argues that to understand organisational culture, one must look beyond the level of
artifacts because merely focusing on artifacts is to deal with what appears to be the culture
rather than the culture itself. Schein identifies the process of socialization as very important
in any group. If any people in organisations are provided a cultural paradigm on what the
world is, they will teach this to new members. He argues that the process of passing on is
also a process of testing, ratifying and re-affirming the validity of it. The basic assumption
of culture cover all aspects of human life and even though an organisation’s culture may

not develop to control every aspect of the member’s life, it is still very pervasive.

The more we live in a culture, the more it influences our feelings, perceptions and thoughts.
A person’s behavior is a result of inherent characteristics in that individual as well as
factors in the environment in which they live and operate. It is important to understand the

cultural portions of the individual’s characteristics, perceptions, feelings and thoughts.
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Artifacts

Espoused Values

Underlying Values

Figure 1: A depiction of Edgar Schein’s model of organisational culture

2.3.2 Theory of Organisational culture and Effectiveness by Denison and others

Denison and his colleagues developed a model of organisational culture on the basis of
four aspects or traits of organisational culture and found a relationship between
organisational culture and effectiveness of performance. These aspects of culture are
involvement, consistency, adaptability and mission. Denison’s model sought to explain
how culture relates to organisational effectiveness; identify a board set of traits to
understand the relationship that culture and has with effectiveness; and provide further
insights as to the way in which these traits facilitate or hinder effectiveness. (Yilmaz &

Ergun, 2008).
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Denison & Mishra (1989) present a model on Organisational culture and effectiveness
based on the study of four implicit hypothesis (of involvement, consistency, adaptability
and mission) regarding the relationship. Involvement is the extent to which member of a
group participate in decision making and the sense of responsibility and commitment that
that participation enables. Here, increasing the contribution of organisational members
also increases the quality of decisions and implementation through their involvement in
these processes. A high level of involvement helps organisations attain internal integration
in that all members feel responsible and have a high sense of ownership. The relationship
between involvement leading to commitment and then effectiveness has been studied by
several researchers. Denison and Mishra (1989) noted that these studies have many
precedents in organisational behavior, including the classic work of McGregor (1961) and
Likert (1961) and more recent works (Lawler, 1986; Walton, 1986; Ouchi, 1981; Peters &
Waterman, 1982). They also observe that many of the studies found little supporting
evidence. (Locke & Schweiger, 1979) yet, the hypothesis is compelling and central.

(Denison & Mishra, 1989).

Consistency is the extent to which all members hold the values, beliefs and expectations
of the group. This stresses the need to have a strong culture and the role values, beliefs and
symbols hold in helping group members to reach an agreement and coordinate.
Consistency also helps with internal integration through stability. The fundamental
concept here is that once members internalized the values of the group, it becomes a more
effective control system than written rules and laws (Pascale, 1984; Weick, 1987). Several
researchers have found a positive impact on organisations when the members operate from

a system of shared beliefs and values (Frost et al., 1985; Martin et al., 1983).
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Adaptability is the extent to which the group can change or cope with changes in behavior,
structures and systems. Denison & Mishra (1989) opined that adaptability has three
features that are likely to affect an organisation's effectiveness: these are the ability to
comprehend and take on external environment; the ability to be responsive to internal
customers within the same organisation; and finally the ability to respond to either internal
or external customers through “capacity to restructure and re-institutionalize a set of
behaviors and processes that allow the organisation to adapt” Denison & Mishra (1989,

p.169 ). An organisation cannot be effective without these.

Mission is the sense of purpose and direction; it relates to the organisation’s strategic goals
and vision. A mission serves two purposes for an organisation. The first is that it provides
a sense of purpose and meaning by “defining a social role for an institution and defining
the importance of individual roles with respect to the institutional role”. This contributes
to commitment which leads to effective performance. Secondly, a mission provides clarity
and direction, and this can contribute to making employee goal oriented. Success has a
better chance when it is goal-directed (Locke, 1968). Denison’s theory has been tested in
similar firms in the US and Russia (Fey & Denison, 2001); in North America, South
America and Asian Nations (Denison at al, 2003a. 2003b) and these studies have found

considerable evidence in favour of its fundamental premise (Yilmaz & Ergun, 2008).

This study is influenced by the theory of organisational culture by Edgar Schein and
Denison’s organisational culture and effectiveness framework. This is because of the
influence of Schein’s theory on Denison’s work and the emphasis that both theories place
on looking beyond the visible manifestations of culture and digging deeper into the values

and underlying assumptions if one is to truly understand the culture in any organisation.
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According to Yilmaz and Ergun (2008), influenced by Schein (1984), Denison’s model

has at its core, “underlying beliefs and assumptions that represent the deepest level of

organisational culture”. (Yilmaz & Ergun, 2008, p. 292).

Figure 2: Denison’s model of organisational culture and effectiveness

In Schein’s theory is the variable: organisational culture. This variable is the independent
variable in this study and in Denison’s organisational culture and effectiveness
(performance) framework is the dependent variable, organisational performance as well as
the independent variable, organisational performance. | seek to understand the concept of
organisational culture based on the four elements of culture developed in Denison’s theory
and to explore employees’ perception of the relationship or effect organisational culture

has on performance.
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2.4 Empirical Literature

2.4.1 Organisational culture and performance.
Many studies have sought to study organisational culture and performance and the

relationship between the two.

Organisational culture teaches members the right way to perceive things, and to think and
feel. These according to Marcoulides and Heck (1993) are how members function to attain
the objectives of the organisation. Therefore, organisational culture influences the attitudes
people have and behaviours they exhibit as well as the corresponding performance they
achieve. The role of organisational factors such as leadership is emphasized for being key
in those times a group faces a new challenge or need a solution. According to Schein
(1984), in those times, leadership is required to ensure the group not only develops new
and better responses, but also deal with the anxiety of giving up old responses. Kotter &
Heskett (1982) found a link between an organisation’s founder or early leaders and its
historical culture. Schein (1999) noted that organisational culture emerged in the early
stages of the creation of the organisation and was based on the early achievements and

impact of the leaders of the organisation.

In Hofstede’s (1980) view, national cultures influence the actions of an individual and by
extension, organisational culture. Thus, Organisational culture affects the organisation’s
definition of who its relevant stakeholders are and how the organisation interact with these
stakeholders (Louis, 1983). Gallagher and Brown (2007) add that what an organisation
does, where its focus lies, how its operations are organized and how it treats its
stakeholders and manages stakeholders’ expectations are influenced by its culture. They

assert that organisational culture is foremost factor of organisational performance.
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Kopelman, Brief and Guzzo, (1990) state that there clearly exists a link between
organisational culture and performance. Although some researchers have questioned the
evidence of same. Denison (1990) noted that regardless of the fact that it widely held that
culture impacts an organisation, few authors have clearly shown a relationship between

the two variables.

Kanter (1988) studying organisational changes noted that an organisational culture that
emphasizes diversity, promotes integration, collaboration, teamwork, collective pride in
people’s work, faith in people’s talents among others supports innovation and
consequently performance. On the other hand, a culture that discourages employees from
taking initiatives and being innovative is an impediment. Kravetz (1988) surveyed human
resource management in 150 companies, many of them Forbes 500 companies establishing
a human resources progressiveness score to compare with measures of financial success.
Premised on technological change and its effect on employees, Kravetz (1988) showed
progressive human resource practices that fostered open communication; participative
management; emphasis on people in company culture; creativity and excellence; career
development and training; maximizing job satisfaction; rewarding good performance,
flexibility of work and a flat structure correlated significantly with good financial

performance.

More research in recent times have also established a link between organisational culture
and performance. Barker (2004) notes a relationship to some extent between organisational
culture and performance. Schneider (2012) however notes that this link has not been
exhaustively researched. Kotter (2012) states that the variables such as level of employee

commitment, beliefs, values, interpersonal relationships and norms within the group
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influences organisational performance. Sorensen (2002) also noted a link between the
financial performance of a firm and its culture. Organisations with a culture that is keen
on continuously improving itself, has visionary leaders and a strong set of core values have
been shown to perform better financially in the long-term. The opposite is also true as the
culture can also spell doom for an organisation’s performance. (Kotter & Heskett, 1992).
Thus, culture of an organisation can either be positive or negative and the impact on

performance will depend on the nature of the organisation’s culture.

Deal and Kennedy (1982) researched company history, values & beliefs, rituals &
ceremonies, stories, heroic figures and cultural network and found a strong link between
organisational culture and the success of the company based on four different types of
cultures. The “tough-guy, Macho” culture where people are individualistic and enjoy risk
taking; the “work hard, play hard” where employees maintain a high level of energy, work
as a team and are competitive; the “bet your company” culture where high risk is
encourages and feedback on performance takes very long; and the “process culture” where
its takes longer to get feedback and risk is also low. Here, it is more difficult to appraise
what an employee does so emphasis tends to be on how or the methods they adopt in
performing their duties or tasks. Deal and Kennedy (1982) note that the type of culture
that emerges in any organisation from the components they identified depends on the
circumstances within the organisation or industry. Nelson (1983) asserts that Deal and
Kennedy (1982) do a very good job of demonstrating how the various components of

culture work to preserve the philosophy and objectives of the organisation.

Kotter and Heskett (1992) conducted studies from 1987 to 1991 to examine the impact of

organisational culture on the long-term economic performance of a firm. Culture is defined
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broadly to include patterns of behaviour in an organisation and values that are shared by
the members. Using performance indicators such as net income, appreciation in stock
prices, average returns on invested capital, they found a significant impact of
organisational culture on a firm’s long-term performance. Firms focused on managing
customers, stakeholders and employees and leadership from all managers at all levels

perform better than those that did have these traits by far. (Kotter & Heskett, 1992).

Denison & Mishra (1989) in a preliminary empirical test of the four cultural traits in the
Denison model using CEO’s of 969 companies as primary data, found that an
organisation’s mission and involvement had the strongest link to effectiveness. They also
found Adaptability to be a significant predictor of effectiveness and consistency to be a
less significant predictor of effectiveness. In a subsequent study of these four traits,
comparing CEQ’s perception of culture with effectiveness, in 764 companies, mission and
consistency were found to strongly predict profitability; adaptability and involvement were
predictors of innovation whereas adaptability and mission predicted sales growth. They

also found mission to be the strongest predictor of overall organisational performance.

Denison, Haaland and Goelzer (2003) conducted two studies on organisational culture and
effectiveness in different countries. The first study was of 230 organisations in North
America, Asia and Europe. The first study showed similar trends across the three regions,
however, the researchers argue that the similarity does not mean that the behaviours related
to every trait is the same in all the three regions, rather, though the traits may be expressed
differently across the regions, “the model probably says much more about the presence of
a desirable set of traits than it does about how these traits are expressed” (Denison, Haaland

& Goelzer ,2003, p. 219). The second study was of 213 supermarkets in Canada, Jamaica,
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United States, South Africa, Japan, Australia and Brazil. In the second study, a similar
pattern was also prevalent across the United States, Brazil, South Africa, Canada and
Australia. However, Jamaica showed a weak relationship between organisational culture
and performance whiles Japan has a mixed result. Altogether, both Studies showed that
organisational culture and its relationship with performance can be measured and
compared across different countries and continents. The results also provided empirical

support for Denison’s framework.

Fey and Denison (2003) conducted a study of 179 foreign-owned firms in Russia using the
Denison organisational culture model, seeking to compare results of that study with results
previously obtained in the United states that found mission to be the strongest predictor of
organisational performance for firms in the united studies. In the Russian organisational
culture, they found adaptability to be the strongest influencer performance for firms in
Russia. The importance of adaptability for Fey and Denison (2003) stems from the
unpredictability inherent in Russia’s environment. They also found involvement to
important for effectiveness in Russia and this could be explained by Russia’s history with

communism with discourages competition.

Yilmaz and Ergun (2008) adopting Denison’s organisational culture survey conducted a
study of 100 manufacturing firms in 18 different industries in Turkey to establish the
relationship between Denison’s four organisational culture traits of involvement,
consistency, adaptability and mission and organisational performance. Organisational
performance was assessed by new product development, quality improvements, increase
sales and market share, employee satisfaction, return on assets, and overall performance.

They found that all four traits are positively and significantly correlated with
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organisational performance. They also found the mission trait to be most prominent of the
cultural traits for organisational performance. They also found other traits to be important
for specific measures of performance such as: a firm’s ability to be innovative and new
products dependent on the adaptability and consistency traits and employee satisfaction
dependent on the involvement trait. These, they assert are more important for a firm’s
long-term performance. An organisation seeking overall performance should therefore not
focus on any one trait but all of the traits because the study found the sum of an
organisation’s score on all four traits has a strong positive relationship with all

performance indicators.

Olughor (2014) also found that culture was positively related to performance in a study of
one hundred and eight (180) respondents who worked in commercial banks in Nigeria.
Using questionnaires drawn from the Denison Organisational Culture survey, the objective
of the study was to find the relationship between organisational culture and effectiveness.
The findings of the study pointed to a significant relationship between organisational
effectiveness and the element of mission, adaptability, consistency and involvement.
Mission was found to be the greatest contributor to organisational performance amongst

the four cultural traits propounded by Denison.

Zakari, Poku, and Owusu-Ansah (2013) conducted a study of nine universal commercial
banks in Ghana jointly constituting 60% of the industry’s market share adopting the
Denison’s organisational culture survey. Questionnaires were administered to two hundred
and ninety-six (296) respondents of varied departments and positions within the banks.

The study also found a positive relationship between organisational culture and
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performance. In this study, mission was found to be the most significant predictor of

organisational performance in all cases.

2.5 Conceptual Framework

[ Organisational culture (Traits) 1
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e Consistency trait
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e Adaptability trait
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Figure 3: Conceptual framework
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

This chapter discusses the profile of the case study organisation, the research design,
population, sample size, sampling technique as well as the types and sources of data, data
collection tool, data collection procedures, treatment, presentation and analysis of data.

The limitations and scope of the study are also presented.

3.2 Organisational Profile of Process and Plant Automation Limited

Process and Plant Automation Limited (PPA Ltd) an Engineering Solutions provider of
Industrial and Building Automation, design and installation of electrical power systems.
PPA Ltd is a limited liability company, wholly Ghanaian company started in 2003 by its
founder Ing. Kweku Asmah. The company started small with just three (3) workers
undertaking primarily industrial installations, repairs and services. The organisation
presently employs one hundred and twelve (112) permanent and full-time employees
comprising Engineers, Technicians, Marketing, Human resources, Finance and other
professionals. The majority of its employees are in the field of engineering. PPA Ltd
operates in the Engineering sector with 15 years’ experience in delivering varied complex
engineering solutions, projects, products and services across companies, institutions and
industries in West Africa. The company has expertise in providing industrial solutions and

services to make industries efficient.
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At the top of its Management is the Board of Directors of the Company.

The Board is represented in the day to day Management of the company by the Chief

Executive Officer who heads the Senior Management Team comprising heads of its five

(5) departments.

Chief Executive

Officer
I [ l I
General General : Head, Human
En I}l::g;in Manager Manager ( Sales Hgid’ T'ng;:;& Resources &
g g (Projects) & Marketing) PRl Administration

Figure 4: Organisational structure of PPA LTD

VISION

The vision statement of PPA LTD is “To Be West Africa's Choice for Smart Solutions™.

MISSION

The company’s states its mission as “To transform the lives of stakeholders by providing

unique electrical and automation services through innovation, training, and exceptional

customer service”.

CORE VALUES

The core values of PPA LTD are broadly classified under Customer satisfaction and One

Family.
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3.3 Research Design

The study adopts the mixed methods research design. This method of research design
affords the research to combine quantitative and qualitative research methods in order to
obtain good data and research findings to answer a research problem. Mixed methods
research requires that both quantitative and qualitative data are collected and analysed.
According to Creswell (2013), mixed research methods ideally includes the advantages of
the two main research methods (quantitative and qualitative). Quantitative makes use of
statistics, whereas qualitative offers narrative details to answer the research questions.
While quantitative data may be collected using data collection tools such as questionnaires,
qualitative methods makes use of interviews (structured or semi-structured), focus groups

discussions, among others (Creswell, 2013).
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With the mixed research methods, a researcher is able to gain deeper insights into the
subject matter and this allows for a more meaningful interpretation of the data and
phenomenon being studied (Teddlie & Tashakkori, 2003). Combining the two methods
allows each type of data to mirror the other so as to confirm the findings. This way, the
mixed methodology can benefit from advantages of both the quantitative and qualitative
research methods. In spite of these advantages, conducting research using the mixed
research requires training and mastery of the methodology and it can take a lot of time to
conduct the research. The choice of the mixed method research design for the study is
founded on the view that the quantitative data alone may only just be scratching the surface
of the organisation’s culture. Combining the quantitative and qualitative methods will
enable the study to gain more insights into the culture of the organisation (Cohen, et al.
2007). The main assumption in this regard is that management and staff of the case study
organisation is single and objective. This study fits into the positivist orientation because
it allows the researcher to be independent of and distant from the phenomenon under study.
The researcher did not allow her values to influence her throughout this study and the
findings will be determined by an objective criterion rather than personal values, beliefs
and interests. The researcher was neutral towards the data gathered and this will go further

to improve the objectivity, reliability and validity of the results.

3.4 Research population

Population is the total number of all the objects, subjects or members that the research
focused on. The population is all management and staff of Process and Plant Automation
Limited. The study focused on these because the members have the characteristics and
knowledge required for realising the research objectives and for answering the research

questions.
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3.5 Sampling Techniques & Sample Size
In order to select the above sample size, the researcher used purposive sampling techniques
in selecting the management members and staff, categorising Staff as Technical, Non-

Technical and Semi — Skilled/ Not Skilled.

The sample size for this study is eighty-six (86) research participants made up of the
following:
a) Six (6) management members of Process and Plant Automation Limited

b) Eighty (80) staff of Process and Plant Automation Limited

3.6 Types and Sources of Data

The study relied on primary and secondary data. The primary data is a collection of facts
gathered from the respondents for the first time for the sole purpose of this study whilst
the secondary data are the sets of facts and figures which other people had already gathered
for specific purposes. They were sourced from previous research work, journals, research

articles, books among others.

3.7 Data Collection Tools

Both a structured interview guide and a questionnaire were used to collect primary data
from the respondents. The structured interview guide was administered to Management
whereas the questionnaires were administered to staff. The decision to use both self-
administered and a structured interview questionnaire was informed by the fact that, the
study employs the mixed research method. A self-administered questionnaire allows the
researcher to reach out to the considerable number of staff members based in different

locations at a reasonable cost and provides anonymity and a sense of privacy or
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confidentiality. The use of questionnaires also ensures uniformity of questions - every
respondent is given the same set of questions phrased in exactly the same way. This
enhances standardisation since the questionnaire is structured and administered properly
under controlled conditions. Since the members of the research population are literates,
they were able to complete the self-administered questionnaire by themselves. In spite of
the above-mentioned advantages, a few problems arising from some disadvantages of self-
administered questionnaires such as provision of invalid and unreliable data due to

misunderstandings and low response rate are encountered.

The interviewer guide was administered to Management of the case study organisation.
The use of a structured interview guide was to allow for a one-on-one or personal
interaction with the Management team to offer more insights into what the management
team considers the culture of the organisation and the key ingredients in the organisational
culture for enhanced performance. It also explored the relationship between organisational
culture and performance. There is rapport between the researcher and the respondents, and
the presence of the researcher allowed her to observe facial expressions, gestures and any
other body language of the respondents. However, there are some disadvantages associated
with using an interview guide as a data collection tool. A lot of time is required for
administration of the interview guide and makes it expensive (i.e. cost related to time and

energy). There may be some interviewer biases as well.

The self-administered questionnaires were made up of closed-ended questions as it was
necessary to prevent inclusion of unknown and irrelevant responses whereas the structured
interview guide was made up of open-ended to allow the respondents to generate and

provide their own responses freely. In spite of the disadvantages of both the self-
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administered questionnaire and the interview guide, they were found to be the most

appropriate data collection tools as the strength of each tool will complement each other.

3.8 Data Analysis

All the completed questionnaires and transcribed interviews were collected, serial
numbered and grouped. The responses were coded, presented and analysed descriptively
vis-a-vis the research objectives and questions using the Microsoft excel. With the help
of statistical tools such as figures and tables the data gathered is presented in the next

chapter.

3.9 Ethical considerations

Privacy of staff who complete the questionnaire was protected. Staff were only be
presented the questionnaire if they agreed to. No employee was coerced into participating.
Consent of the CEO was sought for this study and consent of all managers who were

interviewed. All data gathered will be used only for academic purposes.
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CHAPTER FOUR

DATA ANALYSIS & DISCUSSION

4.1 Introduction
This chapter analysis the data collected from the field of study to answer the questions of

this study.

— What do Management and Staff consider to be the culture of the organisation?
— What is performance in the view of the organisation?

— To what extent does the elements of culture influence performance?

The data was collected using two tools, questionnaires and structured interviewed.
Questionnaires were administered to 80 employees to collect data on the organisational
culture prevailing at Process and Plant Automation Limited (PPA LTD), employees’
perception of organisational performance and the relationship employees perceived to
exist between organisational culture and performance. Denison’s organisational culture
survey was adopted to collect data on the culture at PPA LTD. The organisational culture
section had sixty (60) questions in all, fifteen (15) questions each addressing the four traits
of organisational culture: involvement, consistency, adaptability and mission. The
questionnaire also contained eight (8) financial and non-financial measures of
organisational performance for employees to indicate the organisational measures of
performance and the relationship between the organisational culture and performance from
their viewpoint. The structured interviews took place with six (6) Managers of the
organisation. Questions posed to them were: what are the key features of PPA LTD’s
culture? What does Management consider great about the culture? What is organisational

performance in the view of Management? And Does management see any relationship
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between organisational culture and organisational performance? An analysis of the
questions asked are presented in this chapter. This chapter also discusses the findings

relative to objectives of the study and the literature reviewed.

4.2 Analysis of Demographics of Respondents
This section presents the demographic information of the respondents discussing their

gender, age and length of service in the organisation.

4.2.1 Gender Distribution

Distribution of the respondents’ gender is shown in figure 5 below

GENDER DISTRIBUTION OF RESPONDENT

FEMALE, 34%

MALE, 66%

Figure 5: Gender distribution of respondents
Source: Field data (2019).

From figure 5 above, it is observed that 34% of the respondents were female and 66%
males. This can be explained by the fact that PPA LTD is male dominated (75% of the

population is male).
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4.2.2 Age Distribution of Respondents

Age distribution of the respondents is shown in figure 6 below

AGE OF RESPONDENTS
41-50yrs

w \_ /.

31-40yrs
20%
W21-30yrs
M31-40yrs
M41-50yrs
M51-60 yrs

21-30yrs
12%

Figure 6: Age distribution of the respondents
Source: Field data (2019).

From the figure above, 72% of the respondent identified as between the ages 21 — 30 years,
4% fell within the 41-50-year group and another 4% within the 51-60-year group. Given

that PPA LTD’s average age is 33 years, this is expected.
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4.2.3 Numbers of Years worked Analysis

An analysis of the length of service of respondents is provided in figure 7 below.

LENGTH OF SERVICE OF RESPONDENTS

6 AND ABOVE, 8% LESS THAN ONE
YEAR, 22%

1-5YEARS, 70%

Figure 7: Length of Service of respondents
Source: Field data (2019).

From figure 7 above, 70% of the respondents identified as having worked between 1- 5
years, 22% have worked less than a year and only 8% more than 6 years. With the majority
of employees within the 1 — Syear bracket, it is expected that the respondents understood
the organisation’s culture well enough to express it. Also, majority of the 22% who worked
less than a year identified as National Service Personnel (who have worked in the

organisation for the last 8 months).

4.3 Analysis of Research Question One (Organisational Culture at PPA LTD)

This section presents an analysis of the prevailing culture traits at PPA LTD based on the
four culture traits or elements namely involvement, consistency, adaptability and
consistency. This seeks to explain the organisational culture of PPA LTD in accordance
with the research question; What do Management and Staff consider to be the culture of

the organisation?
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4.3.1 Involvement Trait

Analysis of the involvement traits is presented in table 1 and figure 8 below.

Table 1: Analysis of the involvement trait

Variables Frequency Percentage
strongly agree 16 20%

Agree 46 57%

not sure 13 16%
Disagree 4 5%
strongly disagree 1 1%
TOTAL 80 100%

Source: Field data (2019).

INVOLVEMENT TRAIT

strongly agree agree not sure disagree strongly disagree

Figure 8: Analysis of the involvement trait
Source: Field data (2019).

The data of table 1 and figure 8 shows that 20% of the respondents strongly agreed that

the organisation has a culture of involvement, 57% agreed, 16% were not sure and only
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1% disagreed. Combining responses that agree and strongly agree to the involvement trait,

the involvement trait has the highest level of acceptance by respondents at 77%.

This implies that employees generally perceive the culture of the organisation to be one of
involvement. Involvement is about empowerment, team orientation and capability
development. According to Denison and Mishra (1995), a high level of the involvement
trait implies participation and ownership of responsibility among members. This increases
their commitment and input in boosting the quality of decisions and implementation.
Involvement shows internal integration. The involvement trait affects all aspects of
organisational performance though it’s impacts on Sales Revenue and market share is
weaker than on quality, employee satisfaction and overall performance. (Denison & Neale,

1996).

4.3.2. Consistency Trait

Analysis of the consistency trait are presented below in table 2 and figure 9 below.

Table 2: Analysis of the consistency trait

Variables Frequency Percentage
strongly agree 12 16%

Agree 46 57%

not sure 13 16%
Disagree 7 9%
strongly disagree 2 2%
TOTAL 80 100%

Source: Field data (2019).
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CONSISTENCY TRAIT

16% 16%
9%
E—

strongly agree agree not sure disagree strongly disagree

Figure 9: Analysis of the consistency trait
Source: Field data (2019).

Table 2 and figure 9 show 16% of the respondents strongly agreeing to the consistency
trait as prevailing in the culture of PPA LTD, 57% agree, 16% are not sure and 11%
disagreeing and strongly disagreeing. This implies that employees generally view the
organisation’s culture to have a high level of consistency with 73% of the respondents
strongly agreeing or agreeing. Consistency shows internal focus. The consistency trait
addresses coordination and integration, agreement and core values. A high level of
consistency shows that organisation members have shared values, beliefs and attitudes.
These embody a strong culture serve as an implicit control greater than any other form of
control (Denison & Mishra, 1995). The consistency trait has the highest impact on quality

and employee satisfaction. (Denison & Neale, 1996).
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4.3.3. Adaptability Trait

Table 3 and figure 10 present an analysis of the responses for the adaptability trait.

Table 3: Analysis of the Adaptability trait

Variables Frequency Percentage
strongly agree 13 16%

Agree 40 51%

not sure 18 22%
Disagree 7 9%
strongly disagree 2 3%
TOTAL 80 100%

Source: Field data (2019).

ADAPTABILITY TRAIT

G

strongly agree agree not sure disagree strongly disagree

Figure 10: Analysis of the adaptability trait
Source: Field data (2019).
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Table 3 and figure 10 show that 16% of the respondents strongly agree on the adaptability
trait, 51% agree, 22% are not sure and 11% disagree and strongly disagree. Combining
responses that agree and strongly agree to the adaptability trait, the involvement trait has
the least level of acceptance by respondents at 67%. 67% is still high however, implying
decent level of the adaptability trait. Adaptability addresses change, customer focus and
organisational learning. A high level of adaptability shows external focus and affects all
measures of organisational performance except profitability and return on asset in the short

run. (Denison & Neale, 1996).

4.3.4. Mission Trait

Analysis of respondents’ assessment of the mission trait is presented below in table 4 and

figure 11.

Table 4: Analysis of the Mission trait

Variables Frequency Percentage
strongly agree 19 24%

Agree 41 91%

not sure 14 18%
Disagree 4 5%
strongly disagree 2 2%
TOTAL 80 100%

Source: Field data (2019).

42



MISSION TRAIT

strongly agree agree not sure disagree strongly disagree

Figure 11: Analysis of the Mission trait
Source: Field data (2019).

24% of the respondent strongly agreed to the mission trait, 51% agreed, 18% were not sure
and 7% disagree. The mission trait has the highest level of strongly agree. However,
combining number of respondents who strongly agree to those who agree, a total
acceptance of the mission trait will amount to 75%. 2% short of the involvement trait. The
mission trait is thus the second strongest culture trait in PPA LTD per the views of
employees. The mission trait encompasses strategic direction and intent, goals and
objectives and vision. The mission trait provides purpose and a strong sense of direction.
Several studies have found the mission trait to be the strongest t predictor of organisational
performance. (Fey &Denison, 2003; Yilmaz & Ergun ,2008; Olughor, 2014; Zakari, Poku
& Owusu-Ansah, 2014). The mission trait affects all areas of performance with the

exception of product development and innovation (Denison & Neale, 1996).
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4.4. Analysis of Research Question two (Employees’ view of organisational
Performance)

This Sections presents an analysis of what employees see organisational performance to
be, seeking to answer the research question; What is performance in the view of the
organisation? Field data on employee perception of the organisation’s measure of

performance is shown on table 5 and figure 12.

Table 5: Employee perception of organisational performance

strongly strongly
Variables agree Agree notsure disagree disagree
Sales Revenue 34% 8% 6% 2% 0%
Profitability 52% 45% 3% 0% 0%
Market Share Growth 43% 46%  11% 0% 0%
Quality Improvement (product &
services) 49% 46% 3% 2% 0%
Delivery & Reliability 48% 45% 5% 3% 0%
Product Development & Innovation 58% 38% 2% 2% 0%
Customer Satisfaction 54% 42% 3% 2% 0%
Employee Satisfaction 55% 3% 6% 3% 0%

Source: Field data (2019).

Employee Perception of Organisational Performance
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Figure 12: Employee perception of organisational performance
Source: Field data (2019).
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From the responses above, it is clear that employees perceive the organisation’s measures
of performance to include financial and non-financial measures. 58% of employee strongly
agree to product development as opposed to 34% who strongly agree to sales revenue.
Again 55% and 54% strongly agree to employee satisfaction and customer satisfaction
respectively as compared to 52% strongly agreeing to profitability and 43% strongly
agreeing to market share and growth. 49% also strongly agree to quality improvement and

48% strongly agree to reliability.

The involvement trait found to be the dominant trait in PPA LTD’s culture according to
Denison and Mishra (1995) greatly impacts performance in all areas though it has a lesser
impact on sales revenue and market share. Yilmaz and Ergun (2008) found that employee
satisfaction is determined to a large extent by the involvement trait. They also found the

mission trait to be the biggest influencer of organisational performance in all areas.

4.5 Analysis of Research Question three (The Impact of organisational culture on
organisational Performance)

This Sections presents an analysis of what employees see the relationship of organisational
culture and performance to be, seeking to answer the research question; To what extent do

the elements of culture influence performance?

Table 6 and figure 13 present employee perception of the impact of organisational culture

on performance.
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Table 6: Employee perception of the impact of organisational culture on

performance

strongly not strongly
Variables agree agree sure disagree disagree
Sales Revenue 34% 45%  20% 2% 0%
Profitability 35% 45%  14% 6% 0%
Market Share Growth 31% 52%  14% 3% 0%
Quality Improvement (product & services) 34% 46%  15% 5% 0%
Delivery & Reliability 23% 51%  18% 6% 2%
Product Development & Innovation 25% 60%  14% 0% 2%
Customer Satisfaction 28% 55%  11% 6% 0%
Employee Satisfaction 31% 48%  15% 6% 0%

Source: Field data (2019).

Employee Perception of Impact of culture on Performance
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Figure 13: Employee perception of the impact of organisational culture on

performance.
Source: Field data (2019).
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When asked what employees perceive the impact of organisational culture to be on
performance, interestingly, profitability ranked highest at 35% for employees who strongly
agree, followed by sales revenue and quality improvement at 34%, market share and
employee satisfaction at 31%, customer satisfaction at 25%, product development and
innovation at 25% and delivery and reliability at 23%. Generally, employees agree that

organisational culture affects all aspect of organisational performance.

4. 6 Analysis of data from the interviews with Management

To gain additional insights into the views of the non-management employees and explore
the views of management on the organisational culture of PPA LTD, organisational
performance and impact of organisational culture on performance, six managers were

interviewed.

Managers were asked the key features of the organisation’s culture. The Head of
Engineering talked of a semi- formal work culture with open communication and
employee engagement. The General Manager ((Sales and Marketing) described an
environment where there is not so much structure, allowing innovation and creativity. The
Head of finance mentioned a first-name basis culture and the Compliance Manager pointed
out that employees are friendly, have a spirit of “one family” and show empathy across
levels. The Compliance Manager also pointed out team spirit as one great thing about PPA
LTD’s culture. The openness, flexible, informality makes room for “self-discovery” as
opined by the General Manager (Sales and Marketing) and account for employee

perception that the organisational culture is highly involved.
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Another key feature many of the managers mentioned of the culture is that, it is “young at
heart”, “young”, “driven” with a “can do spirit”, giving opportunities to young graduates,
allowing people find themselves, adopting innovative approaches and encouraging of “risk

taking”. This again supports a high involvement where people are giving the opportunity

to see themselves as key contributors to the organisation’s success.

Another key feature is one of high capability development, again pointing to a high level
of involvement. Many of the managers considered the culture of continuous learning and
skill development as a great feature of the organisation’s culture. The inventory Manager
talked of continuous learning to bridge skills gaps as something great about the culture.
The Head of Engineering also mentioned emphasis on “Continuous skill development
through on-the-job training and formal training programs”. The compliance Manager
talked of the encouragement of training and personal development for everyone. This
culture of capability development is what appears to give employees the confidence to get

highly involved in decision making and implementation.

When managers were asked about the organisation’s measures of performance, they talked
of a mix of financial and non-financial measures. Indeed, the General Manager (Sales &
Marketing) states that “performance is not one way. It is “taking the opportunity to excel
in whichever way it presents itself. It’s doing a good job for the customer to be satisfied
and to give you referrals because of your excellence”. The commonest measure of
performance mentioned was profitability. Customer satisfaction was also a common
measure of performance and employee satisfaction was mentioned by the Operations
Manager and Compliance Manager. Generally, the financial measure received more

attention from management. As the Head of Engineering put it, “It is the measure of our

48



financial performance, how well we are doing on the market and how much value we are

creating for shareholders”.

Finally, when the Managers were asked if they saw any relationship between
organisational culture and performance, they were unanimous in stating yes. According to
the Head of Engineering, “there is a direct relationship. A great organisation culture
promotes organisational performance.” The Inventory Manager also stated that “culture
drives us towards efficiency, which is important to satisfy customers, increase revenue and
drive profits up”. For the Head of Sales, Organisational culture plays a key role in retaining

talents required for organisational performance.

4. 7 Summary of the findings

The findings based on the qualitative data support the quantitative data analysis that the
organisational culture is one of high involvement and mission with appreciable levels of
adaptability and consistency. The finding also points to a high perception that

organisational performance culture has a positive impact on performance.

This supports the conceptual framework presented that an organisational culture based on

traits such as involvement, consistency, adaptability and mission will have a positive

impact on organisational performance.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 Summary

The potential and impact organisational culture has or could have on any organisation
cannot overstated. Organisational culture drives management policies, decisions,
implementation, employee behaviour, commitment and ultimately organisational
performance. This study sought to understand the organisational culture of PPA LTD
based on four culture elements; involvement, consistency, adaptability and mission. The
study also sought to understand organisational performance in the view of the organisation
and the relationship between organisational culture and performance. Using a mixed
methods approach, gquestionnaires were administered to staff and interviews conducted
with managers. The questionnaire was adopted from Denison’s organisational culture
survey based on the four culture elements listed above. For organisational performance,
the respondents were given a mix of financial and non-financial performance indicators.
The findings of both the qualitative and quantitative data analysed point to an
organisational culture with a high level of involvement and mission, followed by
adaptability and consistency. The study also found organisational performance to be a
combination of financial and non-financial measures. There exists a strong relationship
between organisational culture and performance according to the views of the

organisation’s members.

5.2 Conclusion
Based on the findings, it can be concluded that the culture of PPA Ltd is one of a high

level of involvement and mission.
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Involvement suggest that team members have a strong sense of belonging leading to
ownership and responsibility. This results in a high level of commitment to the
organisation’s goals and objectives which is a pre-requisite for organisational
performance. The mission culture trait or element is the next strongest trait in the
organisation. This implies that the organisation’s members have a strong sense of purpose
and direction. The strategy intent, goals and objectives and vision of the organisation has
been clearly communicated and understood by the organisation’s members. This provides
focus for planning, implementation and attainment of the organisation’s mission and goals.
Given that a high level of involvement suggests an internal focus whereas mission suggests
external focus, it can be concluded that the culture has a balance of both internal and

external focus and is thus not skewed towards one to the detriment of the other.

The adaptability trait is also quite evident in the organisation’s culture and this is good for
coping with change. It suggests that members are quite aware of the external environment
and will devise strategies to deal with forces within that environment. The consistency trait
is also evident in the organisation’s culture suggesting that members share in the same

values, beliefs and expectation of the group and they hold these dear.

The organisation’s members also perceive non-financial measures such as product
development and employee satisfaction to be the strongest indicators of performance. This
may stem from the high level of involvement in the organisation which foster internal
focus. Nonetheless, the organisation’s members are clearly aware of the financial measures
of performance such as profitability and market share. Members of the organisation also

clearly see the positive influence organisational culture has on performance and especially
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on performance indicators such as product development, employee satisfaction, customer

satisfaction and profitability.

5.3 Recommendation

In view of the finding of this study, it is recommended that the organisation’s leadership
should look at the strength and weaknesses in the culture of the organisation in order to
leverage organisational culture for performance. They following recommendation are

made for this purpose.

5.3.1 Engage Employees on the result of the survey

Given that the culture of this organisation is one of high involvement, employees should
be engaged on the findings of the survey. To do this, it is recommended that the survey
results are published using the organisation’s internal communication media. Once this is

done, more extensive engagement is called for in the following steps outlined below:

Step 1. Meet with the organisation’s members to explain results of the survey to them

Step 2. Engage employees to identify the strengths and weaknesses in the organisation’s

culture

Step 3. Discuss with employees the implications of the results for organisational

performance

Step 4. Ask employees how the survey results can be enhanced. How can the advantages

be sustained, and the weaknesses improved upon to increase organisational performance.
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Step 5. Secure the commitment of all employees to help develop and implement strategies

for culture enhancement.

5.3.2 People development & succession planning

Again, given that the culture is one high in involvement, it is important that that
organisation develop individuals to support and sustain this culture. The organisation’s
people feel included and responsible for its development, this level of commitment should
be further developed through positioning and equipping talents for succession planning.
They organisation must look internally to fill vacant positions through promotion because,
its people feel empowered and responsible, they must be positioned and equipped
otherwise, the organisation risk losing them. Again, the organisation has invested in their

capability development and must make use of their competence for its development.

5.3.3 Enshrining the organisation’s purpose and direction

Again, the organisation’s high level of mission should be sustained. The organisation must
maintain a clear purpose and strategic direction and this should be well known to
employees. The vision of the organisation, that is currently being driven by its founder and
CEO should be well documented and the organisation’s history and heroes must be

enshrined. A long-term documented strategy or strategic plan is thus recommended.

5.3.4 Fostering shared values and beliefs

It is recommended that the organisation focuses on fostering and bringing to live its shared
values and beliefs through developing leaderships behaviours, recruiting based on values
and further promoting values during on-boarding of new members, promoting and

rewarding accordingly.
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It is important that the organisation’s members align their behaviours with the shared
values and what better way to do this than leadership by example? The organisation’s
values should be expanded and developed into Leadership behaviours. There should be a
dialogue among the organisation’s leaders on what the organisation stands for and how
this creates value for all its stakeholders. This exercise should seek to bring the values to
live through practice by the organisation’s own leaders who should be held accountable

for living the values.

The organisation’s on-boarding programme should also be evaluated and aligned to ensure
new organisational members are imparted the core values and shared beliefs of the
organisation. All training sessions should commence with a discussion on what the

organisation stands for, its values and the linkages with value creation for all stakeholders.

Again, the performance management system should incorporate the core values of the
organisation. Appraisal forms should include an assessment of the extent to which the

employees adopt the values as an approach to their work.

The core values should also be incorporated into the organisation’s system such that all

departments, through their processes and employees should be able to clearly see the core

values in practice.

The Human Resource Department must champion the values ensuring all organisational

and human resource policies align and reflect same.
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5.3.5 Change management

The organisation will also do well if it positions itself to manage change effectively for
results. This can be done by extensively engaging employees on change management
efforts, appointing internal change agents and continuously monitoring and evaluating

change efforts.

5.3.6 Develop the Employee Value proposition

In order that the organisation is able to attract and retain people who fit into its culture,
and to further enhance the positive aspects, it is recommended that the organisation
develops its employee value proposition. The value proposition will clearly state what
makes people want to work at the organisation. Once this is developed, employees
themselves become ambassadors who can clearly articulate what makes your company
unique to others. Developing the Employee value proposition will also further re-enforce
the core values, shared beliefs and attitudes to existing and prospective employees. To
design the value proposition, ensure participation of the team. Also build upon and align
the current benefits and human resource programmes of the organisation to ensure they
are competitive and attract. Once these are done, the value proposition should be launch

with an effective internal and external communications plan.

5.3.7 Monitor and evaluate organisational culture

It is important that the organisational culture is monitored and evaluated periodically to
assess the impact of the programmes and initiative proposed above and for continuous
improvement. The Human Resource Department should conduct regular culture surveys
and interviews to have the necessary data and be on top of the organisational culture at all

times. Feedback from employees gained in these surveys and interviews should be
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analysed for areas where improvement is required. Also, periodic evaluation of the impact
organisational culture has on performance will help to ascertain whether objectives are

being meet, positive impact is achieved and the sustainability of these impacts.

The various initiatives and programmes suggested above should also be monitored by
collecting data regularly and evaluated continuously to assess their impact vis a vis, the

pre-determined.

5.4 Recommendations for Future Research

The study focused on organisational culture of PPA Ltd and employees’ perception of the
relationship between culture and performance, using a mix of financial and non- financial
measures of performance. Previous studies in Africa (Olughor, 2014; Zakari, Poku, &
Owusu-Ansah, 2013) were of the banking sector. Future studies should consider extending

the study to organisations in the non-financial / banking sector.

5.5 Limitations of the Study

The study was conducted in one organisation. Also, financial records and the market share
and position of the organisation was not examined. This study was limited to what
employees of the study organisation consider their culture to be and how the perceive

culture to relate to the performance of the organisation.
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APPENDICES

Appendix I: Structured Questionnaires

UNIVERSITY OF GHANA BUSINESS SCHOOL
DEPARTMENT OF ORGANIZATION AND HUMAN RESOURCE MANAGEMENT

Dear Respondent,

I am a student of the University of Ghana Business School undertaking a research on
“Employees’ Perception of The Impact of Organisational Culture on Performance, A Case Study
of Process & Plant Automation Limited.” as part of the requirement for the award of a Master’s
degree in Human Resource Management. The questionnaire is made up of three sections and will
not take more than 20 minutes to complete.

Your honest opinion on how you perceive the culture of workplace as well as its impact on
organisational performance is hereby solicited for in this questionnaire. You are highly assured of
confidentiality since all information given on this questionnaire will be used for research purposes
only.

Thank you in advance.

SECTION A- DEMOGRAPHICS
(Please tick [V] in the box that best describes you)

1. Gender: Female [ ] Male [ ]

2. Age 21-30yrs [ ] 31-40yrs [ ]41-50yrs [ ]51-60yrs [ ]
Above 60yrs [ ]

3. Marital status: Married [ ] Single[ ] Divorced [ ]

4. Highest level of education achieved:

Basic level education [ 1 SSCCE/WASSCE/Technical Certificate [ ]
Higher National Diploma [ ] Bachelor’s Degree[ ] Masters' Degree[ ]
other(s) [ ] Please specify: ........oovvviiiiiiiinnin.n.

5. How long have you been working with the company?
Below 1 year [1] 1-byears [ ] 6-10years[ ] 11-16years| ]

6. Terms of Employment

Permanent Worker [ ] Contract worker [ ] National Service personnel [ ]

7. Job category of Respondent
Manager [ ] Technical (Engineer/ Technician) [ ] Non- Technical (
Officer, Coordinator, Assistant) [ ] Junior Staff [ ] Other [ ]
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SECTION B (ORGANISATIONAL CULTURE SCALE)

Listed below are a number of statements. Please read each statement carefully and indicate the
extent to which you AGREE or DISAGREE with each statement by ticking the appropriate
number on the following scale.

1-Strongly Disagree 2-Disagree 3-Not Sure 4-Agree 5-Strongly
Agree
INVOLVEMENT TRAIT
Empowerment 1|2

1| Most employees in this organization are highly involved in their work.

Decisions in this organization are usually made at the level where the best
2/ information is available.

Information is widely shared in this organization so that everyone can get the
3| information s/he needs when it is needed.

4, Everyone in this organization believes that s/he can have a positive impact.

Business planning in our organization is ongoing and involves everyone in the
5, process

Team Orientation 12

Cooperation and collaboration across functional roles are actively encouraged in
1, this organization.

2, Working in this organization is like being part of a team.

Work is sensibly organized in this organization so that each person can see the
3/ relationship between his/her work and the goals of the organization

4] Teams are the primary building block of this organization.

This organization relies on horizontal control and coordination to get work done,
5, rather than hierarchy.

Capability Development 12

1| This organization delegates authority so that people can act on their own.

The capability of the people in this organization is viewed as an important source
2, of competitive advantage.

3, This organization continuously invests in the skills of its employees.

The "bench strength” (i.e. the quality and number of workers) of this
4, organization is constantly improving.

Problems often arise in my organization because we do not have the skills
5, necessary to do the job

CONSISTENCY TRAIT

Coordination and Integration 1]2

1, Our approach to doing business is very consistent and predictable.

2, There is good alignment of goals across levels of this organization.

3, People from different organizational units still share a common perspective.

It is easy to coordinate projects across functional units in this organization.

Working with someone from another part of this organization is like working
5, with someone from a different company.

Agreement 1]2

1| When disagreements occur, we work hard to achieve "win-win" solutions.
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| This organization has a strong culture.

s

There is clear agreement about the right way and the wrong way to do things in
this organization.

&

It is easy for us to reach consensus, even on difficult issues.

We often have trouble reaching agreement on key issues.

Core Values

There is a clear and consistent set of values in this company that governs the way

| we do business

This company has a characteristic management style and a distinct set of
management practices

The managers in this company "practice what they preach”.

This organization has an ethical code that guides our behavior and tells us right
from wrong

Ignoring the core values of this organization will get you in trouble.

ADAPTABILITY TRAIT

Creating Change

=

This organization is very responsive and changes easily

This organization responds well to competitors and other changes in the
external business environment

This organization continually adopts new and improved ways to do work.

Attempts to change this organization usually meet with resistance.

g |win

Different units in this organization often cooperate to create change

Customer Focus

=

Customer comments and recommendations often lead to changes in this
organization.

Customer input directly influences our decisions.

s

All members of this organization have a deep understanding of customer wants
and needs.

&

We encourage direct contact with customers by members of the organization.

o

The interests of the final customer often are ignored in our decisions.

Organizational Learning

This organization encourages innovation and rewards those who take risks.

We view failure as an opportunity for learning and improvement.

Lots of things "fall between the cracks" (are overlooked) in this organization.

Learning is an important objective in our day-to-day work.

bl Fal R IS

We make certain that the "right hand knows what the left is doing."

MISSION TRAIT

Strategic Direction and Intent

This organization has a clear mission that gives meaning and direction to our
work.

This organization has a long-term purpose and direction.

The strategic direction of this organization is unclear to me.

Pl Led e L

This organization has a clear strategy for the future.

Our organization’s strategy is leading other firms to change the ways that they
compete

Goals and Objectives

There is widespread agreement about the goals of this organization.

The leaders of this organization set goals that are ambitious, but realistic.

The leadership of this organization has "gone on record"(has made known) about
the objectives we are trying to meet.
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4, We continuously track our progress against our stated goals.

The people in this organization understand what needs to be done for us to
succeed in the long run

bl

Vision 1|2

We have a shared vision of what this organization will be like in the future.

The leaders in this organization have a long-term orientation.

Short-term thinking often compromises long-term vision.

Pl Fsd ed L

Our vision creates excitement and motivation for our employees.

We are able to meet short-term demand without compromising our long-term
5/ vision.

Source: Denison’s Organizational Culture Survey

SECTION C (PERCEPTION OF ORGANISATIONAL PERFORMANCE AND ITS
RELATIONSHIP WITH CULTURE)
i Listed below are a number of organisational performance measures. Please indicate
the extent to which you AGREE or DISAGREE with each statement by ticking the
appropriate number on the following scale.

1-Strongly Disagree 2-Disagree 3-Not Sure 4-Agree 5-Strongly Agree
I perceive this organisation to be doing well when | see increase in 1123
. Sales Revenue
) Profitability
3 Market share growth
A Quality improvements (product & services)
c Delivery and Reliability
6. | Product Development and Innovation
7. | Customer Satisfaction
8. | Employee satisfaction
ii. Listed below are a number of organisational performance measures. indicate the
extent to which you AGREE or DISAGREE with each statement by ticking the
appropriate number on the following scale.
1-Strongly Disagree  2-Disagree 3-Not Sure 4-Agree 5-Strongly Agree
Our organisational cultures has a positive effect on the following measures
of organisational performance 112]3
Sales Revenue
1.
Profitability
2.
Market share growth
3.
Quality improvements (product & services)
4,
5. | Delivery and Reliability
6. | Product Development and Innovation
7. | Customer Satisfaction
8. | Employee Satisfaction
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Appendix I1: Structured Interview Guide

INTERVIEW GUIDE

Hello, my name is Winnie Sinabisi and | am a student of the University of Ghana Business School

undertaking a research on “Employees’ Perception of The Impact of Organizational Culture on

Performance, A Case Study of Process & Plant Automation Limited.” as part of the requirement

for the award of a Master’s degree in Human Resource Management. You are highly assured of

confidentiality since all information given on this questionnaire will be used for research purposes

only.

Section A: Socio Demographics

8.

10.

11.

12.

13.

14.

Gender: Female[ ] Male[ ]

Age 21 —30yrs[ ]31-40yrs[ ]141-50yrs[ ]151—-60yrs[ ]Above60yrs [ ]
Marital status: Married [ ] Single[ ] Divorced [ ]

Highest level of education achieved:

Basic level education [ 1 SSCCE/WASSCE/Technical Certificate [ ]
Higher National Diploma [ ] Bachelor’s Degree [ | Masters' Degree [
] other(s) [ ] Please specify: .......cocovvviiiiiiiiiiinn.n

How long have you been working with the Company
Below 1 year [] 1-byears [ ] 6-10years[ ] 11-16years| ]

Terms of Employment

Permanent Worker [ ] Contract worker [ ] National Service personnel [ ]

Job category
Manager [ ] Technical ( Engineer/ Technician) [ JNon- Technical (
Officer, Coordinator, Assistant) [ ] Junior Staff [ ] Other [ ]
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Section 2: Research Questions

4. What are the key features of PPA’s culture?

7. Does management see any relationship between organisational culture and organisational
performance?

THANK YOU
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Appendix I11: Transcribed Interview

Respondent 1
1. Gender: Female
2. Age 31 —40yrs
3. Highest level of education achieved:  Masters' Degree
4. How long have you been working with the Company: 1-5 years
5. Position: Head of Finance
6. What are the key features of PPA’s culture?
e There is a clear vision, Management is committed to the vision.
7. What does management consider great about PPA’s culture?
e Addressing each other by first names.
e Encourage innovation in our approaches
e Having a young at heart attitude
8. What is organisational performance in the view of management?
e Achieving set goals in a profitable manner
9. Does management see any relationship between organisational culture and organisational
performance?
e Yes. A good organisational culture enhances increased performance
Respondent 2
1. Gender: Male
2. Age: 31—40yrs
3. Highest level of education achieved: Masters' Degree
4. How long have you been working with the Company: 6-10 years
5. Position: Inventory Manager
6. What are the key features of PPA’s culture?
e Our people have Can do spirit, here everything is doable
e We place a lot of focus on profitability — reduce cost of production/service in our
day to day activities and decision making
e We are continuous learning to bridge skill gaps
7. What does management consider great about PPA’s culture?
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e The continuous learning attitude we possess
e Team spirit

8. What is organisational performance in the view of management?

e Increased revenue
e High profit orders
e Customer satisfaction

9. Does management see any relationship between organisational culture and organisational
performance?

Yes — culture drives us towards efficiency, which is important to satisfy customers,
increase revenue and drive profits up.

Respondent 3
1. Gender: Male
2. Age: 31—40yrs
3. Highest level of education achieved: Masters' Degree
4. How long have you been working with the Company: 11-16 years
5. Position: Head of Engineering
6. What are the key features of PPA’s culture?

e A mix of Formal and Semi-Formal work environment Continuous skill
development through on-the-job training and formal training programs

e Open Communication where employees can largely voice out their opinions and
communicate freely with superiors

e A mix of management by objective and micromanagement
Continuous skill development through on-the-job training and formal training
programs

e Continuous employee engagement

7. What does management consider great about PPA’s culture?

e A culture that promotes a healthy working environment where employees are
developed to their benefit and to achieve the bottom line.

8. What is organisational performance in the view of management?
o Organizational performance is the output of the PPA relative to its goals and
objectives.

e It is the measure of our financial performance, how well we are doing on the
market and how much value we are creating for shareholders.
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9. Does management see any relationship between organisational culture and organisational
performance?

e Yes, there is a direct relationship. A great organisation culture promotes
organisational performance.

Respondent 4
1. Gender: female
2. Age: 31-40yrs
3. Highest level of education achieved: Masters' Degree
4. How long have you been working with the Company: 11-16years
5. Position: General Manager - Sales & Marketing
6. What are the key features of PPA’s culture?

e PPA Itd is fast paced. A lot of self learning is required in addition to the
organisation’s efforts. As an individual, PPA Itd gives the opportunity for one to
find him or herself. PPA is not very well structured, allowing for flexibility and
innovation but we are also developing structures as we go along.

7. What does management consider great about PPA’s culture?

e This environment allows for self discovery. This is a great place for risk takers

also
8. What is organisational performance in the view of management

e Performance is not one way here (financial). It is taking the opportunity to excel
in which ever way it presents itself. It’s doing a good job for the customer to be
satisfied and to give you referrals because of your excellence.

9. Does management see a relationship between organisational culture and performance?
e Yes. The culture determines the people we retain. If we retain the best, we
realise our performance objectives.
Respondent 5
1. Gender: female
2. Age: 21-30yrs
3. Highest level of education: Bachelor' s Degree
4. How long have you been working with the Company: 1 -5 years
5. Position: Compliance Manager
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6.

What are the key features of PPA’s culture?

Young driven and energetic workforce

Friendliness and a spirit of one family

Concern and empathy at all levels for one another

Training and personal development encouraged for everyone
Employee recognition

Formidable workforce

7. What does management consider great about our culture?
o Emphasis on people development
¢ Employee recognition
e Driven workforce
8. What is organisational performance in the view of management?
e Achieving year targets of sales and revenue
e Achieving training targets
e High score on employee satisfaction and customer satisfaction surveys
9. Does management see a relationship between organisational culture and performance?
e Yes. A good culture motivates people to give off their best, stay on and align
their personal goals with those of the company.
Respondent 6
1. Gender: male
2. Age: above 60yrs
3. Highest level of education: Master’s Degree
4. How long have you been working with the Company: 1 -5 years
5. Position: Operations Manager
6. What are the key features of PPA’s culture?
e Emphasis on training and development
e Constantly thinking innovation
e Giving opportunities to young graduates
7. What does management consider great about our culture?
e Innovating constantly
8. What is organisational performance in the view of Management?

o Profitability
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e Satisfied customers
e Satisfied employee

9. Does Management see any relationship between organisational culture and performance?
Yes. If the organisation is succeeding, then its culture is good and vice versa.
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