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Abstract 
The primary objective of this research is to investigate the Effect of Organizational Culture on Employees Productivity in Indochine Apparel PLC, Hawassa Industrial Park. The research focuses on common types of cultural variables effect on employee’s productivity. Organizational culture is a set of shared values, beliefs, attitudes and policies that shows what are appropriate and inappropriate behaviors in an organization. In the study mixed research approach is applied. Both qualitative and quantitative data were used. Descriptive and explanatory research design was adopted. Close ended questionnaires (5-point likert scale) were applied as data collection tools. The total populations of the study were 5224 employees working in Indochine Apparel PLC, Hawassa Industrial Park and a sample 372 selected out of which 364 properly returned. The study utilized simple random sampling techniques to draw a sample of 372 employees from the total population. Numerical data and hypotheses testing questions were analyzed by using descriptive statistics Package for Social Science software (SPSS). Percentage and mean of analyses were used to organize and summarize the sample data. The effects of common cultural variables were analyzed by using correlation and linear regression analysis. In the linear regression analysis 72.2% of the variation of employees’ productivity can be predicted by the independent variables i.e. involvement, consistency, adaptability and mission. Based on the finding organizational culture has positive relationship with employee’s productivity. Furthermore, statistically significant of the four organizational culture characters: consistence, adaptability and involvement indicate that there is significant relationship with employees’ performance. However, mission doesn’t have significant effect on employee productivity of the selected company as it is explained by significance level p>0.05. The researcher concluded that organizational culture is one of the critical issues to enhance employees’ productivity. The company is recommended in order to keep the existence of high effect organizational culture on productivity of the employees; the company needs do repeatedly cultural inspection with actionable results and evaluation its work environment so that to fill the gaps from the review process and the job performance of employee will be reserved.
Key words:  Adaptability Culture, consistency culture, Employee Productivity, Involvement culture, mission culture
CHAPTER ONE

INTRODUCTION

1.1. Background of the Study
 Background of the Study he terms culture refers to as a general state or habit of mind closely allied to human perception. A cultured employee could be one who in character, behavior, speech and comportment could not be impeached but whose image and personality are examples to most members or groups of the organization. Culture is those vast apparatus, partly material and partly spiritual and partly human by which human societies are organized into permanent and recognizable groupings. In organization level, culture is described as the aggregate of the social, ethnical, intellectual, artistic, governmental and industrial attainments characteristics of a group, state or nation and compared with other groups or nations (Nnamani and Agu, 2012).
Organizational culture comprises the shared set of beliefs, expectations, values, norms and work routine that influence how members of an organization relate to one another and work together to achieve organizational goals. In essence, organizational culture reflects the distinctive ways organizational members go about performing their jobs and relating to others inside and outside the organization. It may, for example, be a distinctive way in which customers in a particular hotel are treated from the time they are greeted at check-in until their stay is completed; or it may be the shared work routines that research teams use to guide new product development. When organizational members share an intense commitment to cultural values, beliefs, and routines and use them to achieve their goals, a strong organizational culture exists. When organizational members are not strongly committed to a shared system of values, beliefs, and routines, organizational culture is weak (Mohammad, Rumana and Hossian,2013).
An organization’s current customs, traditions and general way of doing things are largely due to what it has done before and the degree of success it has had with those endeavors. The founders of an organization traditionally have a major impact on that organization’s early culture. They have a vision of what the organization should be. They are unconstrained by previous customs or ideologies. The small size that typically characterizes new organizations further facilitates the founders’ imposition of their vision on all organizational members (Omukaga, 2016).

Effectiveness of an organization cannot be accomplished without effective administration of human resource. Human resource administration is basic to oversee workers successfully in arrange to assist the organization accomplish competitive advantage. Concurring to Mathis and Jackson (2010), the accomplishment of objective for any organization generally depends on the information, aptitude, capacity, commitment, shrewdness, and state of mind of the human asset. Agreeing Zhang and Bing (2013), organizational culture has been considered as one of vital center competencies of an organization. The people, groups and the organization as an entire are running under its culture in spite of the fact that it is nearly intangible. Broad investigation has appeared that such human asset practices can make a critical effect on firm’s adequacy.

HRM procedures point to support programs for moving forward organizational effectiveness by creating approaches in such areas as knowledge management, ability management and by large making an extraordinary put to work. The capacity of an organization to utilize its human capital as a center competency depends in portion on the organizational culture that’s working. It is beyond any doubt that there are numerous components increasing the level of effectiveness of an organization and as a distinctive angle, organizational culture can be one factor. Culture itself could be an item of a gather of individuals living at the same place and having shared attitudes, values, beliefs, assumptions, and behavior. Individuals who belong to a certain culture have similar norms, history, religion, values and artifacts which distinguish them from others (Gjuraj, 2013), 
It is deep in that it guides individual actions even to the extent that members are not even aware they are influenced by it. Organizational culture refers to a system of shared meaning held by members that distinguish the organization from other organizations and the set of key values, assumptions, beliefs, understandings, and norms that members of an organization share (Robbins &judge, 2007). The Effectiveness of organizations in achieving goals at the organizational level is called Organizational Effectiveness. 
The organizational effectiveness is also defined as the extent to which an organization fulfills the objectives. The topic of organizational effectiveness emphasized process control, information management and goal setting (Aktas, Cicek and Kiyak, 2011). One of the foremost critical reasons that clarify the intrigued in organizational culture is the suspicion that certain organizational culture lead to an increment in organizational effectiveness. Concurring to peters and Waterman (2012), successful organizations process certain cultural traits of greatness. Ouchi (2008) appeared a positive relationship between organizational culture and effectiveness.
 Even though the literature on organizational culture and its relationship with organizational effectiveness is rich and diverse, there are very few empirical studies that actually examined the nature of this relationship between organizational culture and employees’ productivity in Ethiopian both in governmental and non-governmental organizations. Hence, this study tried to investigate the effect of organizational culture on employees’ productivity with special reference to Indochine Apparel PLC in Hawassa Industrial Park. The organization is originated from Siri Lanka and   it is multinational company. Hence, the researcher is initiated to conduct the study on this organization in order to understand the organizational culture of foreign companies and its effect on employees’ productivity. 
1.2. Statement of the problem 

Many studies have been made on the impact of organizational culture on organizational process and outcomes, hence many researchers have presented with performance. (e.g. Carmel & Tishler, 2004). Besides, ample researches have been made on the effect of organizational culture on major activities of an organization. Such studies include, the relationship of culture with performance (Laike, 2017 and Zewdie, 2019); employee commitment (Bizuneh, 2016 & Lakew, 2019); employee job performance (Tewodros, 2019) are good examples.
According to Andish, Yousefipour, Shahasavaripour and Ghorbanipour (2013), the ability of a particular culture to provide a positive response to organizational changes is one of the factors that organizational culture can be predicted with related to organizational culture. The management in the company revealed that there is high employee resistance with regard to organizational change, and this motivated the researcher to investigate which cultural variable results this negative impact to employees’ productivity.
Employee involvement and participation can improve the quality of a decision (Bratton and Gold, 2009) effective communication is the lifeblood of a successful organization and it reinforces the organization’s vision, connects employees to the business, fosters process improvement, facilitates change, and drives business results by changing employee behavior (Aydin and Ceylan, 2009). 
As per the researcher’s thorough literature review, there are a limited number of studies related with the effect of organizational culture on Employees productivity. The researcher tends to investigate manufacturing firms culture on the relationship with employees’ productivity. Relating Indochine Apparel PLC and its settings is the main motivation for this study. The main focus was how to fill the gaps observed more closely with their cultural setting in order to enhance the overall Employees productivity. These cultural settings provided the main motivation for this study. The main focus was how to relate this organization more closely with its cultural settings in order to enhance the overall organizational effectiveness. Although the company has multinational practice and international perspectives of HRM practice, the researcher understands there is a discrepancy between the organizational culture and employees’ adaptability with the organizational culture which in turn has significant implications on employees’ productivity. 
 1.3. Objectives of the study

This research was conduct on the basis of the following general and specific objectives

1.3.1. General objectives

The general objective of this study is to investigate the effects of organizational culture on Employees productivity in Indochine Apparel Ethiopia PLC. 
1.32. Specific objectives

 The study specifically tried attempt;
1. To identify the effect of organizational culture on employers productivity.
2. To find out the effect of Involvement on employees’ productivity in the company.

3. To identify the effect of Consistency on employees’ productivity in the company.

4. To find out the t effect of Mission on employees’ productivity in the company.

5. To identify the effect of Adaptability on employees’ productivity in the company

1.4. Research Hypotheses

Based on the literature review and the hypothesized connections presented in the conceptual framework the following hypotheses were tested:

Ho1: Involvement Dimension of culture has statistically significant effect on employees’ productivity.
Ho2: Consistency Dimension of culture has statistically significant effect on   employees’ productivity.
Ho3: Adaptability Dimension of culture has statistically significant effect on employees’ Productivity. 
Ho4: Mission Dimension of culture has statistically significant effect on employees’ Productivity 
1.5. Significance of the study

The study mainly focused on studying the relationship between organizational culture and Employees productivity and the effect that organizational culture has on productivity of Indochine Apparel PLC employees. Therefore, this research tried to investigate how employees’ productivity can be reflected through organizational culture. The main beneficiary of this study is the company and other similar companies, to this end, all the agency employee, top, middle and lower level managers would be benefited from the findings of the study.

Employees also would have benefited by this study because safe cultural environment would be developed through this study, if used and applied properly in Indochine apparel PLC and keep up their motivation in order to perform their jobs successfully. This research also could serve as a reference for researchers who are interested to conducting a research on the topic and is helpful for others to conduct such practical studies. Moreover, the study would serve as a partial fulfillment for the requirement of MBA in Human resource management. 
1.6. Scope of the study
To make the study manageable the study seeks to explain the relationship between the two variables i.e. the independent variable organizational culture and dependent variable employee productivity. The research examines the above variables from the establishment of Indochine Apparel Ethiopia PLC. The study was carried out on Indochine Apparel Hawassa Industrial Plant only. Conceptual scope: The study will focus on understanding the concept of organizational culture and its impact on employee productivity within Indochine Apparel Ethiopia PLC. This will involve exploring how the values, beliefs, and behaviors within the organization influence employee performance.
Time scope: The study was cover a specific time period, such as the past 5 years, to analyze the trends and changes in organizational culture and employee productivity within Indochine Apparel Ethiopia PLC.

Geographic scope: The study was limited to the operations of Indochine Apparel Ethiopia PLC in Ethiopia. It was not include any other locations or subsidiaries of the company in other countries.

Methodological scope: The study was employing qualitative and quantitative research methods to gather data on organizational culture and employee productivity. This includes surveys, interviews, observations, and data analysis to understand the relationship between these variables. 

In terms of conceptual framework, the research analysis was focus on the model of Organizational Culture as defined by Daniel Denison (2010) because the model is based on behavior, designed and created within the business environment, uses business language to explore business-level issues, linked to bottom-line business results, and applicable to all levels of the organization. Accordingly; the model comprises four major organizational culture dimensions: involvement, consistency, adaptability and mission and these again comprises three sub components or elements within. The dependent variable (Employees productivity). The study has been completed from February 2023 up to January 2024.
1.7. Limitations of the study 

The major limitation of this study is that the research incorporated only one company although there are numerous companies operating in Hawassa industrial park. On the other hand, the researcher faced certain challenges during data collection stages as the employees of the company did not have sufficient know how regarding the importance of research.  However, the researcher conducted awareness creation mechanisms prior to the distribution of the data collection tools. 
1.8. Operational Definitions of terms 
Culture: is the set of key values, assumptions, beliefs, understandings, and norms that peoples within the same location.

Organizational culture: refers to a system of shared meaning held by members that distinguishes the organization from other organizations.

Employee productivity: measure of how efficiently an employee is able to convert their time and effort into quality work
Effect: the extent to which one variable affects the other one.
Involvement culture:  is ability of the organization to engage and involve members of the organization and integrate them with the culture.
 Adaptability culture:  is a work environment that values flexibility, agility, and the ability to adjust to change. It is a culture that encourages employees to be open to new ideas, embrace change, and learn from their mistake.
Mission culture: is characterized by emphasis on a clear vision of the organization’s purpose and on the achievement of goals, such as sales growth, profitability, or market share, to help achieve the purpose.
 Consistency culture: Implies taking the time to understand the people in the organization, and the culture that is already in place, before trying to fix anything. 
1.9. Organization of the Study

The research paper has been organized in to five chapters. The first chapter deals with the introduction part which cover the background of the study, background of the organization, statement of the problem, general and specific objectives of the study, definition of terms, significance of the study, scope of the study and limitations of the study. The second chapter dealt with the review of related literature. Chapter three is focused on the research methodology, data collection and procedures, sample and sampling techniques, whereas the fourth chapter is presented the result analysis and discussion of the data. Finally, summary of major findings, conclusions and recommendations are presented under fifth chapter.

CHAPTER TWO

REVIEW OF RELATED LITERATURE

This chapter presents theoretical review, concepts and definitions, empirical review and conceptual frameworks of the study. This section discusses the theoretical review and empirical evidences on Employees productivity and Organizational Cultures are identified for this study based on the relevance and importance of the practices to service industry. Finally, hypothesis of the study is presented and conceptual frame work is drawn from literature review. 

2.1. Theoretical Review

2.1.1. Definition of organizational culture
Organizational culture is the collection of values, expectations, and practices that guide and inform the actions of all team members. Think of it as the collection of traits that make your company what it is. A great culture exemplifies positive traits that lead to improved performance, while a dysfunctional company culture brings out qualities that can hinder even the most successful organizations.

Organizational culture as values, beliefs, attitude and behavioral patterns shared by organizational members in pursuit of organizational goals, which gives the organization a distinctive character Arnold (2005). Organizational culture includes an organization’s expectations, experiences, philosophy, as well as the values that guide member behavior, and is expressed in member self-image, inner workings, interactions with the outside world, and future expectations. Culture is based on shared attitudes, beliefs, customs, and written and unwritten rules that have been developed over time and are considered valid (The Business Dictionary).

Culture also includes the organization’s vision, values, norms, systems, symbols, language, assumptions, beliefs, and habits (Needle, 2004). Simply stated, organizational culture is “the way things are done around here” (Deal & Kennedy, 2000). While the above definitions of culture express how the construct plays out in the workplace, other definitions stress employee behavioral components, and how organizational culture directly influences the behaviors of employees within an organization.

Under this set of definitions, organizational culture is a set of shared assumptions that guide what happens in organizations by defining appropriate behavior for various situations (Ravasi & Schultz, 2006). Organizational culture affects the way people and groups interact with each other, with clients, and with stakeholders. Also, organizational culture may influence how much employees identify with their organization (Schrodt, 2002).

2.1.2. Models of Organizational Culture  
Cultures can vary widely from one organization to the next, commonalities do exist. In the body of literature, scholars developed diverse models on organizational culture that include different character determined by beliefs and assumptions that create unique organizational culture. Common to all model of culture is the linkages to organizational success and accomplishment of organizational objectives. The most important scholars exploring organizations culture are as follow:     
2.1.3. Deal and Kennedy Model  

According to Dolan and Lingham (2012), Deal and Kennedy Model deliberate organization in terms of feedback. Hence, four type of organizational culture were developed. These are, Work Hard / Play Hard Culture, bet your company culture & Process Culture Tough-Guy Macho Culture.  Tough-Guy Macho Culture where by feedback is quick and the rewards are high. This often applies to brokerage and it is very difficult culture in which to operate. The Work Hard / Play Hard Culture that is characterize by few risks being taken, all with rapid feedback. This is typical in large organizations, which strive for quality customer service. Thirdly, bet your Company Culture in which big stakes decisions are taken, but it may be years before the results are known. Typically, these might involve exploration of projects, which take years to come to completion, such as military aviation. The last is Process Culture which occurs in organizations where there is unlikely little or no feedback. People become suspicious with the way things are done not with what is to be achieved. This is often related with hierarchical practice. 

2.1.4. Charles Handy organizational culture model   

The second model that Dolan and Lingham (2012) argued is in the detail description of Charles Handy Model. The base for this model is organizational structure for classifying organizational culture in to four parts: Power Culture, Role Culture, Task Culture and Person Culture.  A Power Culture in which power concentrates among the center like a web. Power Cultures have few rules and bureaucracy A Role Culture characterized by people has evidently delegated authorities within a well-defined structure. Typically, these organizations form hierarchical bureaucracies thus; power derives from a person's little scope exists for expert power. In task Culture teams are formed to solve particular problems. Power derives from expertise as long as a team requires expertise. These cultures often feature the divers reporting lines of a matrix structure.  The existence Person Culture is where all individuals believe themselves superior to the organization. Existence can become difficult for such organizations, since the concept of an organization suggests that a group of likeminded individuals pursue the organizational goals.   

2.1.5. Edgar Schein Model   

According to Schein (2004), organization cultures are classified by three levels. This organizational culture model is described by three cognitive levels. At the first and most cursory level of Schein's model is an Art fact which includes organizational attributes that can be seen, felt and heard by the uninitiated observer.  The next level deals with Values which is the perceived culture of an organization's members. At this level, mission statements, company slogans and other operational belief are often expressed, and local and personal values are widely expressed within the establishment. Finally, Assumed Value is the third and deepest level which represents the organization. These are the elements of culture that are unseen and not cognitively identified in everyday relationship between organizational members. According the above three models organizational culture traits from personality perspective and mainly the third is intended and created within the academic environment which uses language other than business. In contrast, Denison organizational culture model, which is discussed in the subsequent paragraphs, is behaviorally based that are designed within the business environment. 

2.1.6. Denison Model   
The key function here is the four cultural factors of organization’s competency identified by Denison are expressed in terms of a set of managerial practices and measured using the twelve indexes that make up the model (Denison & Neale, 2011): mission and consistency, adaptability and involvement: Mission is a categorization of organization’s aims and directions to the concept which has been developed for future-oriented; Involvement is a state during which the employees  feel that their activity is related with the goals of organization, that they have been authorized, that team work is to be appreciated and employees‟ competency is given the priority to the development of employees‟ competency; Using the views Denison model, Consistency is the high level of both incorporation and harmonization; Adaptability is a state within the frame of which the organization flexibly responds to costumers‟ requirements, learns from their own mistakes and is ready for better changes.  

2.1.7.  Cameron and Quinn Model  
The culture model of Cameron and Quinn (2011) framed organizations in a four continuum of core values, called Flexibility, Stability, Differentiation, and Integration. Each continuum has a core value that is not the same as value on the other end of the continuum” (Cameron & Quinn, 2011). The four types of cultures are classified:  Clan Culture which is full of shared values and common goals, an atmosphere of mutual help, and an emphasis on empowerment and employee engagement. A kind of organizational culture where the sense of family is strongly existing. Teamwork is emphasized and leader’s role is as a mentor. 

The Adhocracy Culture aimed impermanent institution, which is dismissed whenever the specific organizational tasks are ended, and reloaded rapidly whenever new tasks emerge. Adhocracy is an organizational culture which gives a lot more opportunity for individuals who is skilled to apply their own way, as long as they are consistent with the organization goals, The Market Culture focuses on the transactions with the environment outside the organization instead on the internal management. The organizational goal is to earn profits through the competition of market. Market culture is a type of culture which stresses on the effectiveness on organizational goal achievement and; respectively the fourth category; the Hierarchy Culture has defined organizational structure, standardized rules and procedures, strict control, and well defined responsibilities. This culture can be simply recognized through the domination of rule, and procedure. Prime orientation inside the organization is stability which is through a set of fixed and tight rules. 

The researcher adapts Denison & Neale, model of organizational culture. The justification for adopting Denison & Neale model of organizational culture it is helping managers and their organizations analyze their culture and develop reliable and valid measurement tools, and widely used as a framework to diagnose organizational culture with Employees job Performance, further more as a measurement its ability to concurrently assess all cultural types that are practice in the organization. 

2.2. Conceptual definition  

2.2.1. Employee productivity 

The term ‘’performance‟ can be defined in different aspects such as societal performance, organizational performance, employees job performance, and individual performance etc. For this study the researcher concern is employees’ job performance. Employees’ job performance can be evaluated both in terms of outcome and in terms of behavior (Armstrong 2000). Kenney (1992) stated that employee's job performance is evaluated against the job performance standards set by the organization. Hence; Job Performance of employee is calculated against the required job performance standard by the organization. Good job performance means how employees job performed in the task that was assigned to him (Kenney et.al, 1992). This leads to a good organizational job performance which ultimately makes an organization more successful and effective and the vice versa (Armstrong, 2009).  Employees’ job performance is considered as an integral part of the growth process of an organization, it fosters employee commitment towards the organization. Employees align their goals and objectives with those of the organization and feel responsible for the overall well-being of the organization. The culture and performance have been interrelated to each other based upon perfect association between business processes.  

2.2.1.1. Measuring individual work performance  

Koopmans et al. (2014) accomplished the most comprehensive model of employees’ job performance, which has been cited by many Scholars. The dimensions selected are the best dimension to define the nature of the work performance of Employees. A Heuristic frame work of IWP defined in four broad and generic conceptual dimensions which elaborate different concepts of Employees job Performance, such as: task performance, Contextual performance, adaptive performance, and counterproductive work behavior. 

Individual work performance indicators that are selected as most relevant in the above are reviewed as follows: 

2.2.1.2. Task Performance  

Task performance is defined as the first and most used dimension in various studies and which is the proficiency with which an employee’s job performs central job task. Kahya (2009) claims that various researchers defined task performance as a synonymous of the overall performance. In general, task performance can be defined as expertise (Koopmans et al., 2014) and effectiveness (Hernaus and Vokic, 2014) in adding value and perform the task given. On the other hand, Bekenova (2015) believed that task performance is an action or performance that linked with the finishing the task given. Singh (2016) added that task performance is also known as a common term on how an employee does on a given task and quantifying someone's performance on carrying out job given. Task performance involves: Work quality, planning and organizing work, Being result oriented, Prioritizing and work efficiency. 

2.2.1.3. Contextual Performance  

Contextual performance can be defined as extra behavior and action beyond the main tasks supporting the organization including skills to perform extra tasks, having initiative, taking on challenging tasks, developing knowledge and skills, cooperating with others accepting and learning from feedback (Koopmans et al., 2011). Its activities are not a formal part of the job description (Sonnentag et al., 2008). However, contextual performance indirectly contributes organizational performance by facilitating task performance. Contextual performance contributes to the organizational effectiveness through its effects on the psychological, social, and organizational work perspectives (Motowidlo, 2003). However Koopmans et al. (2011) believed contextual performances are playing bigger roles compared to organizational citizenship behaviors.  

2.2.1.4. Adaptive performance 

Adaptive performance is defined as an employee’s proficiency in adapting to changes in work rules or environment. According to Bell, & Kozlowski, (2008) adaptive performance is defined as an individual’s ability to acclimatize and provide necessary support to the job profile in a dynamic job performance. Adaptive performance is also the recently defined employees’ job performance, which can play an important role in increasing the effectiveness and productivity of today's organizations and employees. This is because one significant characteristic of today's organizations is facing a dynamic and changing environment.  Adaptive performance comprise: Showing resiliency, coming up with creative solutions to novel, Keeping job knowledge and skills up-to-date, and dealing with uncertain and unpredictable work situations.  

An effective adaptive performance demand employee ability to efficiently deal with a changed work situation (Baard, Rench, & Kozlowski, 2014), for example, technological transformations, changes in one’s core job assignment, restructuring of organization and so on. In the context of wholesome work performance, Griffin, Neal, and Parker (2007) state that job proficiency may aid for employees’ job performance, however adaptability to one’s job role is important to address uncertain business environments.  

2.2.1.5. Counter productive work Behavior 

Counterproductive work behavior is defined as behavior that is harmful to the well-being of the organization. According to Motowidlo, (2003) counterproductive work behavior shows a contrast to behavior pertinent to the organization’s goal. Those behaviors comprise complaining, doing actions endangering the organization, misusing information, misusing time and resources, unsafe behavior, and poor quality of work, not following rules and, discussing confidential information (Bernards, 2011). According to the above definition counterproductive work behavior provides a frame work which would be essential to gain consensus on the indicators for each dimension of IWP. Conversely task performance and contextual performance are the dimensions of behavior that independently contributes to effectiveness in the organization (Griffin, 2000; Kahya, 2009). Based on the literature search, various studies have proposed task performance and contextual performance are considered as the main dimension in employees’ job performance model. According to this concept the comprehensive model of employee job performance is the critical aid for shaping the design of work place interventions and assessing the effect of that intervention on individual work performance. 

2.2.2. Organizational Culture  

The definition of organizational culture varies from source to source and from one scholar to another and there is no common consensus towards the definition of organizational culture. Due to this reason, the term organizational culture has defined by different scholars in different times and some of the definitions given by scholars and organizations are reviewed as follows. 

According to Mullins (2004) organizational culture is the mechanism used to classify; what is acceptable and not acceptable‟; and what behavior and actions are positive and dispirited. Therefore, this definition encompassing and comprehensive as the tool for clear understanding about work behavior and mean to adapt knowledge, skills, experiences, attitudes and dynamic capabilities that are designed by the organization (Yang, & Kuo, 2010). However, in spite of the broad view of culture as a phenomenon demonstrated in the definition, the purpose or objectives of culture was not emphasized.  

On the other side, Organization Culture referred to as a set of beliefs, customs, norms, values and others symbolic factors essential to shape human behavior as well as artifacts that emerge via human behavior (Robbins, & Judge, 2013). In relation to this, culture is likely to shape the attitudes and behaviors of members of a particular community or society. The sociological perspective of culture, led to the introduction of the concept of organizational culture, by referring to community or society in this context; as a work community or work society (Cakar & Erturk, 2010).  

In this study, organizational culture is conceptualized using the organizational cultural model developed by Daniel Denison (2000). This model provides a method for helping managers and their organizations analyze their culture and develop reliable and valid measurement tools, and thus, it is widely used as a framework to diagnose organizational culture. This model yields four cultural types: involvement, consistency, adaptability and mission. The overview of each culture type is presented under types of organizational cultures. 

2.2.2.1. Dimensions of Organizational Culture   

Daniel Denison’s model (2000) asserts that organizational culture can be described by four general dimensions – Mission, Adaptability, Involvement and Consistency. Denison’s model also allows cultures to be described broadly as externally or internally focused as well as flexible versus stable. The model has been typically used to diagnose cultural problems in the organizations. Denison’s model is illustrated in the diagram below. 
                             Figure 2.1.The Denison Organizational Culture Model 
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Source: D.R. Denison, Organizational Culture Survey Facilitator guide (2000)
Involvement:  is the first cultural dimensions describes effective organizations empower their people, build their organizations around teams, and develop human capability at all levels. Executives, managers, and employees are committed to their work and feel that they own a piece of the organization. People at all levels feel that they have at least some input into decisions that would affect their work and that their work is directly connected to the goals of the organization, (Denison, 2000).

The indices of involvement dimension are: Empowerment, Team orientation, and Capability Development. First empowerment deals with individuals’ authority, initiative and ability to manage their own work. Team Orientation stress on working cooperatively toward common goals for which all employees feels mutually accountable. Lastly, capability development explains the organization continually invests in the development of employees' skills in order to stay competitive and meet ongoing business needs.

Consistency: is the second dimension of organizational culture that dictates organizations tend to be effective because they have strong cultures that are highly consistent, well-coordinated, and well integrated. Behavior is rooted in a set of core values, and leaders and followers are skilled at reaching agreement even when there are diverse points of view. This type of consistency is a powerful source of stability and internal integration that results from a common mindset and a high degree of conformity.
Coordination and Integration, Agreement and Core Values are indices of the consistency dimension. Accordingly, coordination and integration clarify ability of different functions and units of the organization to work together well to achieve common goals. Organizational boundaries do not interfere with getting work done. The second indices is agreement in which is underlying level of agreement and the ability to reconcile differences when they occur. The last one core values stress in which members of the organization share a set of values that create a sense of identity and a clear set of expectations.

Adaptable: is the third dimension of organizational dimension s which is driven by their customers, take risks and learn from their mistakes, and has capability and experience at creating change. They are continuously changing the system so that they are improving the organizations’ collective abilities to provide value for their customers.
The indices of the adaptability dimensions are: Creating Change, Customer Focus and Organizational Learning. Creating change deals with the ability of organization to create adaptive ways to meet changing needs. So organization would be able to read the business environment, quickly react to current trends, and anticipate future changes. Customer focus is the second indices which focus on the organization understanding and reaction to its customer and anticipation to future needs. Lastly, organizational learning reflected when on organization receives, translates, and interprets signals from the environment into opportunities for encouraging innovation, gaining knowledge and developing capabilities.

Mission: is the fourth dimension that refers defining a meaningful long-term direction for the organization. A mission provides a clear direction and goals that serve to define an appropriate course of action for the organization and its members. It provides purpose and meaning by defining a social role and external goals for the organization. A sense of mission allows an organization to shape current behavior by envisioning a desired future state. Successful organizations have a clear sense of purpose and direction that defines organizational goals and strategic objectives and expresses a vision of how the organization would look in the future. When an organization’s underlying mission changes, changes also occur in other aspects of the organization’s culture.

Strategic Direction, Vision and Intent, Goals and Objectives are the indices of mission dimension. Thus, strategic direction and intent deals with clear strategic intentions convey the organization's purpose and make it clear how everyone can contribute. The second indices, goals and objectives, stress on a clear set of goals and objectives can be linked to the mission, vision, and strategy, and provide everyone with a clear direction in their work. Finally, vision ensures that organization has a shared view of a desired future state. It embodies core values and captures the hearts and minds of the organization's people, while providing guidance and direction.
2.3. Empirical Literature Review 

2.3.1. Organizational culture and Employee Productivity  

In order to investigate empirically, various research reports were reviewed. The empirical evidences are summarized and presented below. 

The relationship between organizational culture and employee performance has remained a significant area of research. This is because, organizational culture significantly affect workplace ethical behavior, attitudes, and organizational values (Hur & Kim, 2017). 

To Evaluate and relate the empirical clarifications of different cultural dimensions, the researcher considers the four different organizational culture types (Mission, Adaptability, Involvement and Consistency) developed by Denison (2000). The four different organizational culture types are most appropriate for this study.  

The good reason for adopting this cultural perspective is their ability to shape or nurture employee attitudes and behavior towards the understanding of total customer satisfaction; which is also important for sustainability in the organization (Denison, 2000). Therefore, Organization Culture helps employees to direct their ideas towards the set of principles (Ramos, 2006). A culture of an organization can encourage high performance or low performance. It is the organizational culture that helps to influence the behavior of the employees towards this. Martins and Terblanche (2003) agreed that organizational culture plays an indirect role in influencing behavior by using reasonable managerial tools, such as strategic direction, goals, tasks, technology, structure, communication, decision-making, cooperation and interpersonal relationships, and so forth, which are all designed to do things. 

According to Denison model, the comparison between organizations is made according to the surface-level values and their manifest practices. The organizational culture model of Denison is based on four cultural traits: involvement, consistency, adaptability and mission. All these traits have been shown to have an influence on organizational performance (Denison, 2000).
2.3.2. Consistency Dimension of Organizational Culture and Employee prodcutivity       

Consistency implies the extent to which the values, beliefs and standards of behavior are acquired and shared among employees in an organization (Denison 2009). Consistency culture, in fact, is a theory of strong culture. Consistency culture in an organization is manifested by widely shared beliefs and values that help organizational members to reach consensus and take concerted action, so as to have a positive impact on performance (Achua and Lussier, 2013).

Consistency represents the main source of integration, coordination and control. In addition, it helps organizations develop a set of procedures that create an internal system of governance which is based on support that is consensual. Successful companies have a clear set of values that support employees and managers in making consistent decisions. When facing difficult issues and misunderstandings, the members discuss them openly and try to reach an agreement. In these organizations, each employee is aware of the fact that their work impacts others and how the work of others impacts them. The employees always make sure that their work is aligned with the organizational goals and objectives. According to Salihu et al., (2016) empirical evidence it confirmed the acceptance of the hypothesis formulated as: Consistency has positive relationship with organizational culture with the Pearson correlation matrix value of (r=0.751, p value of 0.0021). 

2.3.3. Adaptability and Employee Productivity    

High performing organizations distinguish from low performing organizations by their ability to understand and react to the competitive environment and customers. In addition, they restructure behaviors and processes that help them to adapt. Moreover, high performing organizations encourage new ideas and different solutions for solving problems. In addition, employees seek new and better ways to meet customer expectations on a continuous basis. Controlled risk taking is encouraged as the organizations learn from both successes and failures.

2.3.4. Mission and Employee Productivity
Successful organizations have a clear mission that shows employees why they are doing their tasks and how the work they do help the organizational performance. Strategic direction and intent are about multi–year strategies and high priorities are established. In successful organizations the goals and objectives are short term. In addition, specific goals are defined so that employees understand how their daily routines relate to the vision of the organization.

Vision represents the main reason an organization exists and competes on a certain market. An organizational mission is an organization's reason for existence (Sorensen, 2002). It is sometimes referred to as a creed, purpose, or statement of corporate philosophy and values (Forest and David 2003). The mission of an organization is aligned to the expectations of its targeted customers, so as to achieve its ultimate returns (Zhang, Li and Pan, 2009). Achua and Lussier (2013) affirmed that culture offers a shared understanding about the identity of an organization. The right culture can make employees feel that they are valued participants and, as such, become self-motivated to take on the challenge of realizing the organization ‘s mission and work together as a team. 

2.3.5. Involvement and Employee Productivity
According to Zhang, Li and Pan (2009), organizations that uphold an involvement culture emphasize the input and participation of its members. Involvement in this context is to be understood as a regular participation of employees in deciding how their work is done, making suggestions for improvement, goal-setting, planning, and monitoring of their performance (Macleod and Brady, 2008). A performance culture is built around shared desire to exceed expectations and achieve remarkable results. Camps and Luna-Arocas (2009) observed that high involvement work practice aim to provide employees with the opportunity, skills and motivation to contribute to organizational success in environments demanding greater levels of commitment and involvement.

Highly involved organizations differentiate from the rest of the companies by creating a sense of responsibility. This particularity creates a greater commitment to the organization and autonomy. In these organizations, employees know a kind of decisions they are allowed to take and which ones are beyond their responsibility. In other words, employees are empowered to take decisions in an informed framework. Employees are encouraged to work in teams and they support each other to attain their work goals. Last but not least, the high-involved companies use training and coaching to develop employee capability. 

Various related studies are conducted by different researchers in different parts of the world. However, there are limited numbers of studies conducted in Ethiopia on the Impact of organizational culture on employee performance. Evelyn Umemezia (2017) conducted a research on organization culture and employee performance in Nigerian banking sector. The research made use of leadership styles, employee training, work process, and employee commitment as the dimensions of organizational culture. The study analyzed primary data from field survey using the questionnaire instrument. Collected data were analyzed using SPSS 22.0 by running both descriptive and inferential statistics.

Findings from the study revealed that there is a high level of organizational culture practices in the Nigerian banking sector. Organizational culture dimensions all had positive effects on employee’s performance. Thus, the study recommended that firms should adopt organizational culture that best enhances employee performance. 

Ekpenyong Nkereuwem Stephen (2016) has also conducted a research on organizational culture and its impact on employee performance. The data was analyzed using simple percentage, tables and chi square was used in testing the hypotheses formulated to guide the research. From the findings, it was observed that majority of the respondents agree that organizational culture does have an impact on performance of employees. It was also discovered that the type of organizational culture practiced in an organization can also determine the level of employee performance. An organization that practices either a clan or support culture tends to experience high performance and satisfaction levels; this type of culture encourages employees to be

innovative and also supports socialization and teamwork.

Another research conducted on organizational culture on employee performance is by Bethelhem H/Gebriel (2017). She conducted the research on JSI Research and Training Institute, Inc., one of the international non-government organizations, Ethiopia. Both inferential and descriptive analyses are used to see the relationship and effect of independent variables on dependent variable. Based on the analysis, there is a positive and significant relationship between the three variables of organizational culture and employee performance.
2.4. Conceptual Framework 

After examining and reviewing different types of related literatures, the researcher has formulated the following conceptual frame work. 

Figure 2.2. Conceptual Framework of the Research

  Independent variables 




Dependent Variable 
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CHAPTER THREE

RESEARCH METHODOLOGY

3. Introduction
This chapter presents research methodology focuses on description of the study area, research design, research approach, data sources, target population, sampling size and technique, data collection instruments, reliability and validity of data gathering instruments, method of data analysis, and ethical consideration. 
3.1. Description of study area

Hawassa   city is   located   in   the   Sidama National Region on the shores of Lake Hawassa  in  the  Great  Rift Valley; 273 km south of Addis Ababa via Debre Zeit and 1,125 km north of   Nairobi.   The   city   lays   on   the   Trans-African   High   Way-4   an international road that starched from Cairo (Egypt) to Cape Town (S.Africa).Geographically the City lays between 703’ latitude north and 380 28’longitudes east. Hawassa city is bounded by Lake Hawassa in the West, Oromia Region in   the   North,   Wendogenet   woreda   in   the   East   and   Shebedino woreda in the south. 

Hawassa served as the Capital of sidama National Region, Hawassa   city administration. The city administration has an area of 157.2 sq.kms, divided in to 8 sub-cities   and   32   kebeles,   These   eight   sub   cities   are   Hayek   Dare, Menehariya and Tabore, Misrak,   Bahile   Adarash,   Addis   Ketema, Hawela-Tula and Mehal sub city. The   built-up   area   of   Hawassa   is   divided   into   industrial residential and commercial zones.   The city is divided to in to 8 sub-city administrations and 32 kebeles. The largest sub-city in terms of area is Hawella-Tulla. The City of Hawassa enjoys favorable climatic conditions because of its geographic location on the shores of Lake Hawassa, Rainfall mostly occurs in the summer season. The daily minimum and maximum temperature value are always moderate and only for the few days of the year when either the minimum temperature is 9.7 or the maximum temperature is 30.91°C. Much of the population growth will be the result of internal migration and expansion of educational and other facilities, also widening of the city’s boundaries has caused some of the increase.
Figure Map of hawassa city of Sidama regional state
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Hawassa Industrial Park (HIP) is located at the heart of Hawassa, the capital city of the Sidama National Regional State and a premium holiday destination. Known for its hospitality, Hawassa is home to a diverse group of people. Hawassa added to its profile a state-of-the-art and the country’s flagship industrial park constructed at the cost of more than US $250 million in the year 2017. HIP covers a land area of 1.3 million square meters, of which 300,000 square meters is factory built up area with 52 factory sheds, more than 18 Kms of asphalt road, over 21.5 kms of electric line, close to 16 kms of telecom line and over 23 kms of fresh water supply pipelines.

3.2. Research Design
Research design is blue print for empirical research aimed at answering specific research question or testing specific hypotheses (Bhattacherjee, 2012). According to Kothari (2014) descriptive research describes and interprets what the information is as it is. It looks at individuals, groups, institutions, methods and material in order to describe, compare, contrast, classify analyze and interpret the entity and events that constitute varies field of inquiry. It aims to describe the estate of affairs as it exists. Whereas explanatory research aiming at establishing the cause and effect relationship between variable.  As Orodho (2009) states that descriptive research design is important in carrying out preliminary studies as it permits researchers in collecting information, summarizing and interpreting with the view of clarifying the information. According to Neuman, (2014) explanatory research helps to explain, understand and predict the cause and effect relationship between the variables. This study employed a combination of both descriptive and explanatory research design. Since the nature of this research is a cause and effect relationship explanatory research design is the most appropriate design to examine briefly the effect of organizational culture on employees’ productivity in the study area. In addition to this, in order to describe background information of respondents and practice of employees’ productivity elements in the study area the study used descriptive research design.
3.2.1. Research Approach
The researcher used both quantitative and qualitative approaches in the study. Quantitative research is based on measurement of quantity or amount it is applicable to that can be expressed in terms of quantity, whereas qualitative method produces narrative or textual descriptions of the phenomena under study. Therefore, throughout this study the researcher used quantitative method to compute and interpret numerical information and qualitative methods to narrate and explain the information obtained from qualitative data. This is because employing the mixed approach helps to cover or confirm findings from different data sources (Catherine, 2002). Hence, the researcher motive for using mixed approach is that both quantitative and qualitative research which provides an in-depth look at context, processes, interactions and precise measurement of attitudes and outcomes and also a better understanding of the research problem, than just utilizing one approach alone. According to Gibson, (2017) the use of both qualitative and quantitative approach is deemed to eliminate the weakness of one approach by being complimented by another approach. 
3.3. Data Types and Sources
In order to present a broad range of information, both primary and secondary data were used.  
3.3.1. Primary data sources

Primary data were obtained through structured questionnaires and personal interview. The primary data sources were the employees of the company to be selected as sample respondents.
3.3.2. Secondary data sources

Secondary data were sourced from journals, books, and reports of the company which is related to study variables.
3.4. Target population of the study

Target population consists of all members of a real or hypothetical set of people, events or objects from which a researcher wishes to generalize the results of their research while accessible population consists of all the individuals who realistically could be included in the sample (Kothari & Garg, 2018). The target population of the study is mainly all permanent workers of Indochine apparel Ethiopia PLC. This included employees and managers of the company. According to the company report, as of May 2023, the company has a total of 5224 permanent employees. 
3.5. Sampling technique and Sample size Determination
Sample size refers to a selected portion from the population, which is convenient and
enough to provide and assist with the data collection process (Stainback et al., 2008). It is the actual number of subjects or a subset of the population chosen as a representative sample of the target population in a given study. It is a basic unit within a population that can be used to represent the whole population. It is unfeasible to study the whole target population and therefore the researcher has decided to take sample size. 
To get a representative sample the determination of the number of respondents is determined based on the following sampling techniques: - 



(Source,1967)
Where, P= sample proportion;

Z= value on standard normal distribution curve corresponding to the level of significance; (the level usually is 5 % and the corresponding Z value is 1.96)

N= number of total population;

n= sample size required;

Based on this a 95% confidence level is used to select appropriate sample size and the value of Z is 1.96.

e= 0.05, mostly used as an acceptable error;

N= 5,224
        n =         5,224


                  1+(0.05)2 (5224)   =   372  
Based on the above information, the sample size (n) is calculated for the target population of 5224 and it is 372. Therefore, the study’s sample size is 372 which represent the study population.  The researcher selected the respondents randomly from the list of the employees. 

3.6. Data Collection Methods
To obtain valid and reliable data for the study, various methods of triangulation approaches will be used. Under this study, various data gathering instruments like questionnaire, interview and document review were applied.
3.6.1. Questionnaires
A questionnaire consists of a number of questions which are typed or printed on forms
in a definite order (Saranta Kos, 2005). According to Kothari (2004), structured questionnaires are simple to administer and relatively inexpensive to analyze. The researcher was structured questionnaire to collect data. The structured questionnaire were chosen, because it ensured the confidentiality of responses and save time, questionnaires have advantages over some other types of surveys because they are cheap, do not require as much effort from the researcher as verbal or telephone surveys, and often have standardized answers that make it simple to compile the questions (Walliam, 2006). The questionnaire was including three parts; the first part regards the demographic characteristics of respondents, the second part; sales promotion elements and sales performance related questions, and third part interview questions. The question which included in the questionnaire were close ended questions because they help the researcher to know the respondents’ perception, and help the respondents to choose one option from the given scales that best aligns with their views. Data were systematically categorized in order to easily understand and express their feelings 5- point Linkert scale namely (1) Strongly Disagree, (2) Disagree, (3) Neutral, (4) Agree and (5) Strongly Agree used to understand respondents’ degree of agreement with each statement.
3.6.2. Interview
In this method different questions were asked and conversation between the researcher and the key respondents were done. Therefore, this method allows face-to face conversation and therefore it is used to control ambiguities between interviewer (researcher) and interviewee. In this study semi-structured interview has been used to collect data from company’s general managers.
3.7. Method of Data Analysis
After the collection of the required data proper tools and techniques were used for classification and analysis of data. Data analysis usually involves reducing accumulated data to a manageable size, developing summaries, looking for patterns, and applying statistical techniques (Gibson, 2017). The data were collected from respondents have been analyzed using quantitative data analysis techniques including descriptive and inferential analysis. Descriptive statistical analysis such as mean, standard deviation and frequency will be used to analyze the data that were collected from sample member respondents in the survey in relation to their attitudes, knowledge, and opinions toward organizational culture dimensions (Adaptability culture, consistency culture involvement culture and mission culture) and the dependent variable (employees’ productivity). 
In order to analyze the relationship between dependent and independent variables Pearson correlation analysis were used.  In order to assess the effect and contribution of each organizational culture elements (Adaptability culture, consistency culture involvement culture and mission culture) on employees’ productivity, multiple linear regression analysis was used. The above descriptive and inferential analysis has been conducted with the help of software called Statistical package for the social science (SPSS) V-25.
3.7.1. Model Specification

This study built multiple regression equation on dependent variable (employees’ productivity) and independent variables ((Involvement, Consistency, Adaptability and   d Mission). 
The Regression model used in this study was as follows:

 Y = β0 + β1X1 + β2X2 + β3X3 + β4X4 + ε 

Where: 

Y = Dependent Variable (employees’ Productivity)

 β0 = Constant term

 β1 = Coefficient for the 1st independent variable (Involvement) 

 β2= Coefficient for the 2nd independent variable (Consistency)

 β3= Coefficient for the 3rd independent variable (Adaptability)

 β4= Coefficient for the 4th independent variable (Mission)

x1, x2, x3, and x4 are independent variables 

ε = error term

In addition, the data were gathered from interview and documents have been analyzed in narrative way.
3.8. Reliability

In order to ensure that the research instrument is reliable and can consistently produce reliable data when administered, the researcher determined its reliability by measuring the internal consistency of the instrument. This reliability analysis has been conducted on the pilot survey instruments prior to official data collection so as to ensure that the instruments provide reliable data for the study. A commonly accepted rule for describing internal consistency using Cronbach’s alpha is as follows:

 Table 3.1. Interpretation of Cronbach’s Alpha Results

	Cronbach’s alpha 
	Internal consistency

	0.9 
	Excellent

	0.9 > 0.8 
	Good

	0.8 > 0.7 
	Acceptable

	0.7 > 0.6 
	Questionable

	0.6 > 0.5 
	Poor

	0.5 > α 
	Unacceptable


Source: Kline, (2012)

In this study’s context 25 set of questionnaires were tested and the results are presented below in table 3.2. 
Table 3.2. Measure of internal Consistency /Reliability Analysis

	Variables
	No of items
	Cronbach’s alpha
	Internal consistency

	Involvement culture 
	11
	.861
	Reliable 

	Consistency  culture
	8
	.762
	Reliable 

	Adaptability culture
	9
	.738
	Reliable

	Mission culture 
	6
	.831
	Reliable

	Employee productivity
	6
	.884
	Reliable

	Entire 
	40
	.903
	Reliable


                Source: (Pilot Survey, 2023). 
As shown above in the table 3.2, the values for all dimensions’ Cronbach’s alpha are above the cut of point of 0.7. The lowest Cronbach’s alpha registered is .738 (Adaptability culture) and the highest is .903 (entire variables). Therefore; it can be inferred that all measures are internally consistent. 
3.9. Validity

According to Saunders et al., (2007) validity is the rate to which data collection methods accurately measure what they are intended to quantify. The validity of the study has been ensured by the researcher by considering the quality of data whereas the questionnaire was approved by the advisor before handed out to the respective respondents. Furthermore, an exploratory factor analysis using the Principal Component Analysis (PCA) was carried out to ascertain whether the scale items are correctly loaded for the dimensions to be used in this study. The PCA will be conducted to prevent multicollinearity, which leads to misrepresentative results (Akturan&Tezcan, 2012). To achieve construct validity, factor loadings must be statistically significant. This has been tested by obtaining a loading of 0.50 or higher (Hair et al., 2011). It is widely agreed that factor loading values that exceed 0.50 are significant indicators of convergent validity. The results for the Principal component analysis are annexed in appendix B.
3.10. Ethical consideration

According to Kumar, (2005) ethical issues concerning research subjects are mainly privacy, anonymity, voluntary and informed consent. The privacy of information has been obtained from the research respondents as well as the anonymity of the research subjects will be respected. The participants were participated voluntarily and at no one time they coerced. The anonymity of the respondents was adhered to as no personal information, such as names. In the study the researcher maintained objectivity, and professional standards through scientific process and no falsification, alteration or misrepresentation of data for biased or other purposes. Finally, all reference materials for this study were acknowledged with appropriate citation.
CHAPTER FOUR

Result and Discussion

4.1. Introduction 

This Chapter deals with the analysis, presentation and interpretation of data collected through quantitative and qualitative research tools: questionnaires, interviews, and relevant documents. Data were obtained from 364 respondents. The chapter presents outcome of the study and their interpretations. The chapter has results on the personal information of the respondents such as Age, sex, marital status, education level etc. It also presents results based on four research objectives. The researcher distributed a total of 372 questionnaires and 364 of the questionnaires were filled properly and returned giving a response rate of 98%.
4.2. Respondents’ Personal Information

The study used questionnaires for sampled respondents that are grouped in to five parts or Cluster. The first part of the questionnaire consists of five questions requesting about age, sex, educational level, work experience and monthly income of the respondents. This personal information of the respondents was not used to understand their relationship with the dependent variable rather they are just used to understand the composition of the respondents. The results related with such variables are depicted by Table 4.1 below.

Table 4.1. Personal Characteristics of Respondents

	Demographics
	Categories
	Frequency
	Percent

	sex
	Male
	64
	17.6

	
	Female
	300
	82.4

	
	Total
	364
	100.0

	Age Range 
	18-25
	190
	52.2

	
	26-35
	165
	45.3

	
	Above 36
	9
	2.5

	
	Total
	364
	100.0

	Educational level
	9-12 grade
	179
	49.2

	
	TEVET & Diploma
	157
	43.1

	
	Undergraduate degree
	24
	6.6

	
	Post graduate degree
	4
	1.1

	
	Total
	364
	100.0

	Work Experience 
	Less than one year 
	64
	17.6

	
	1-2 years
	84
	23.1

	
	2-4 years
	216
	59.3

	
	Total
	364
	100.0

	Employment 
	Management
	2
	.5

	
	Non-management
	362
	99.5

	
	Total
	364
	100.0


               Source: (field Survey, 2023/24)

As shown in table 4.1 above, out of 364 respondents, 300(82.4%) of them were females and the remaining   64 (17.6 %) were male respondents. This indicates that the sector is dominated by female employees and in reality, the researcher assured that more than 90% of the work force of the study area is consisted of female employees. 

The above table shows that about 52.2 % of the respondents were between the ages of 18 to 25, 45.3 % of the respondents were found in between 26-31 and the remaining 2.5 % of the respondents were above 36 years old. This means that the respondents are extremely at the productive age group.

As far as the educational level of the respondents is concerned, it can be seen from the table in the above, a large number of respondents, 49.2 % are those who completed 9-12 grade followed by 43.1% who hold Diploma/TVET, 6.6 %of them are bachelor degree holders  and the remaining  1.1%   have postgraduate academic achievements.  This implies that the sector relatively lower level academic status rather work related skills development is needed.

As it can be seen from the above table, almost 17.6% of the respondents fall under the categories of less than one year of experience, 23.1% of them admitted that they have 1- 2 years of work experience, 59.3%  worked from 2-4 years .  This shows that the majority of respondents are well experienced relative to the skill required from the sector. Hence, the researcher expects the respondents have sufficient know how about the subject matter.
Concerning with the position/employment type of the respondents, the results revealed that 99.5 percent of them were non-management category and only 0.5 percent or 2 of the total 364 respondents were management members of the company. 
4.3. Descriptive Analysis of the study variables 

According to Burns & Bush (2006) descriptive analysis represented the transforming of raw data into a form that enable researcher to understand and interpret easier in terms of rearranging, ordering and manipulating data in order to provide descriptive information. Calculating averages, frequency, mode, percentages and standard deviations are commonly used to summarize the data. The mean, range and standard deviation were calculated for the interval scale of independent variables (involvement culture, consistency culture, adaptability culture and mission culture) and dependent variable (employee productivity).

As per Harry (2012), to properly analyse Likert data, one must understand the measurement scale represented by each. Numbers assigned to Likert-type items express a "greater than" relationship; however, how much greater is not implied. Because of these conditions, Likert type items fall into the ordinal measurement scale. Descriptive statistics recommended for ordinal measurement scale items include a mode or median for central tendency and frequencies for variability.

Likert scale data, on the other hand, are analysed at the interval measurement scale. Likert scale items are created by calculating a composite score (sum or mean) from four or more type Likert-type items; therefore, the composite score for Likert scales should be analysed at the interval measurement scale. Descriptive statistics recommended for interval scale items include the mean for central tendency and standard deviations for variability. Additional data analysis procedures appropriate for interval scale items would include the Pearson’s correlation (r), t-test, ANOVA and regression procedures. Hence, from this study point of view, the raw data collected from each construct of the variables; (variables (involvement culture, consistency culture, adaptability culture and mission culture) and dependent variable (employee productivity) are in the form of ordinal scale. But for the sake of simplicity of analysis the variables transformed into interval scale leading the researcher to obtain a single variable for the five constructs (variables (involvement culture, consistency culture, adaptability culture and mission culture) and dependent variable (employee productivity).

Hence, while making interpretation of the results of mean and standard deviation the scales were reassigned as follows to make the interpretation easy and clear (Al-Sayaad, Rabea, &Samrah,2006). As cited by (Bassam,2013).

Table 4.2 Five Scaled Likert Criterion

	No.
	Mean range
	Response Option

	1
	1 to 1.80
	Strongly disagree

	2
	1.81 to 2.6
	Disagree

	3
	2.61 to 3.4
	Neutral

	4
	3.41 to 4.20
	Agree

	5
	4.21 to 5.00
	Strongly Agree


Source: Al-Sayaad et al. (2006, as cited by Bassam, 2013).

4.3.1. Descriptive Analysis on Involvement
This section discussed about the involvement component of organizational culture as assessed by the perception of employees of Indochine Apparel PLC. The result of the analysis was depicted in table 4.3 below
	Table 4.3. Descriptive Statistics for Involvement 

	   Statements 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Most of employees are highly involved in their work in the company
	364
	1
	5
	3.80
	1.130

	The company gives me the authority and ability to manage my own work.
	364
	1
	5
	3.31
	.979

	Information is widely shared within the company so that everyone can get the information he or she needs when it's needed.
	364
	1
	5
	4.15
	1.121

	Everyone in the company believes that he or she can have a positive impact on their work contributes.
	364
	1
	5
	3.98
	1.402

	The company grants me greater autonomy and involves me in decision making.
	364
	1
	5
	3.80
	1.130

	The company places much value on employees working cooperatively towards the common goals of the company.
	364
	1
	5
	3.57
	1.127

	I believe that cooperation is well practiced in the company while I perform my duties.
	364
	1
	5
	3.43
	1.214

	I believe that works are organized so that each employee can see the relationship between his or her job and the goals of the company.
	364
	1
	5
	3.68
	1.132

	I think that the company is constantly working on developing its employee’s capability.
	364
	1
	5
	3.85
	1.177

	The company has a direction on making continuous investment in the skills of employees.
	364
	1
	5
	4.06
	1.082

	I believed that capabilities of employees within the company are viewed as an important source of competitive advantage.
	364
	1
	5
	3.85
	1.232

	Grand Mean 
	364
	
	
	 3.77
	


Source:  own Survey, 2023
As depicted by table 4.3 above, majority of the respondents agreed that most of employees are highly involved in their work in the company.  Because, the mean value 3.80 is under the category of agree as per the rule of thumb presented in table 4.2.  However, in the second item of table 4.3 above, the results revealed that majority of the respondents were in different to judge whether the company gives me the authority and ability to manage my own work, because, the mean value is 3.31 which is under the range of 2.61 to 3.4 and represents neutral. When the respondents asked whether, Information is widely shared within the company so that everyone can get the information they need when it's needed. Majority of them agreed towards the issue since the mean value of their responses was 4.15 which is under the range of 3.41 to 4.20 and represents agreement. 
Similarly, the mean values for the items listed from 4-11 are 3.98, 3.80, 3.57, 3.43, 3.68, 3.85, 4.06 and 3.85 respectively all of which are under the category of agree according to the rule of thumb presented in table 4.2 above. The results revealed that majority of the respondents perceived there are positive practices by the company regarding those items. Besides, the grand mean value for the Involvement culture is 3.77 which is under the category of agree. This implies that majority of the respondents perceived that the company has a promising practice in terms of involvement organizational culture which in turn boosts the productivity of the employees of the company.

Moreover, the assistant human resource manager of the company affirmed that; the company’s corporate strategy strongly encourages the involvement of employees at different levels of the company operation.  Enhancing the involvement of the company human capital is one of the key instruments to boost the company’s productivity in terms of the workforce.  
One of the assistant managers for production also   stated that; Indochine Apparel well known where ever it operates for its ability to give freedom for the employees to involve highly regarding the company operations. And the employees’ productivity improving time to time due to the company’s   reliable involvement organizational culture. 
4.3.2. Descriptive Analysis on Consistency
This section of the study has   discussed about the consistency component of organizational culture as assessed by the perception of employees of Indochine Apparel PLC. The result of the analysis was depicted in table 4.4.
Table 4.4 .Descriptive Statistics for Consistency 
	Statements 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The company’s core values are shared among the majority of its members.
	364
	1
	5
	2.92
	1.171

	My supervisor always shows me in practice what she/he is saying in words.
	364
	1
	5
	3.38
	1.155

	The company has a clear and consistent set of values that dictates the way I do my work.
	364
	1
	5
	2.80
	1.197

	There is an ethical code that guides my behavior and tells the right and the wrong.
	364
	1
	5
	3.37
	1.220

	Different departments and division of the company are able to work together well to achieve common goals.
	364
	1
	5
	3.21
	1.583

	As an employee, I am given assignments that are consistent with my strengths, interests and opportunities
	364
	1
	5
	3.78
	1.278

	 The company’s approach to doing business is very consistent and predictable.
	364
	1
	5
	3.86
	1.341

	There is good alignment of team goals with the company’s Strategic objective, mission and vision.
	364
	1
	5
	3.48
	1.526

	Grand Mean 
	364
	
	
	  3.35
	


Source: own Survey, 2023
Table 4.4, presents the results of the minimum values, maximum values, mean values and the values of the standard deviation of the independent variable consistency culture which have been shown in detail.  The mean value provides the idea about central tendency of the values of a variable. The number of observations of each sub variable is 364.
In the first item of table 4.4 above, the sampled employees were asked if the company’s core values are shared among the majority of its members. The mean value of the responses is 2.92 which is under the category of neutral. This implies that, majority of the respondents either perceived that the practice is not implemented or they lack clear information.  Similarly, the respondents were asked if, their supervisors always show them in practice what they are saying in words. The mean value of the responses is 3.38 which represent neutral. This implies that majority of the respondents were abstained to judge the issue.
When the respondents asked whether the company has a clear and consistent set of values that dictates the way they do their work. The mean value is 2.80 which represents neutral and implies that majority of the respondents were in different to judge the matter. In the same manner majority of the respondents were in different to judge when they were asked if there is an ethical code that guides my behavior and tells the right and the wrong and whether different departments and division of the company are able to work together well to achieve common goals. The mean values for both issues are under the category of Neutral (3.37 and 3.21 respectively).
On the other hand, the respondents were asked if ‘they are given assignments that are consistent with their strengths, interests and opportunities, the company’s approach to doing business is very consistent and predictable and there is good alignment of team goals with the company’s Strategic objective, mission and vision. As per the results presented in the above table the mean values for the issues are; 3.78, 3.86 and 3.48 respectively all of which are under the category of agree as per the rule of thumb presented in table 4.2. These indicate that majority of the respondents perceive positively towards the issues raised related with consistency organizational culture. 
In general, the grand mean value of consistency culture is 3.35 which is under the category of neutral which indicates that majority of the respondents perceived that the practices of consistency culture are at medium level in the company. 

On the other hand, the interviewees stated that; ‘the company critically works on consistency culture since the company has long-term operation plans. Well coordinating and well integrated. Employee’s behavior was rooted in a set core values and managers and employees were skilled at reaching an agreement even when they have different view.

4.3.3. Descriptive Analysis on Adaptability
This section discussed about the adaptability component of organizational culture as assessed by the perception of employees of Indochine Apparel. The result of the analysis was depicted in table 4.5 below
	Table 4.5. Descriptive Statistics for Adaptability Culture 


	Statements 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The way things are done in the company is very flexible and easy to change.
	364
	1
	5
	4.12
	1.117

	The company responds well to competitors and other changes in the business environment.
	364
	1
	5
	3.70
	1.333

	New and improved ways of doing works are continually adopted in the company.
	364
	1
	5
	3.59
	1.290

	Customer comments and recommendations often lead to changes.
	364
	1
	5
	3.67
	1.432

	Customer input directly influences our decisions.
	364
	1
	5
	3.37
	1.517

	  All members in the company have a deep understanding of customer wants and needs.
	364
	1
	5
	3.07
	1.378

	We view failure as an opportunity for learning and improvement.
	364
	1
	5
	3.61
	1.184

	Innovation and risk taking are encouraged and rewarded.
	364
	1
	5
	3.57
	1.180

	Learning is an important objective in our day-to-day work.
	364
	1
	5
	3.50
	1.310

	Grand Mean 
	
	
	
	 3.58
	


Source: own Survey, 2023
Table 4.5, presents the results of the minimum values, maximum values, mean values and the values of the standard deviation of the independent variable adaptability culture which have been shown in detail.  The mean value provides the idea about central tendency of the values of a variable. The number of observations of each sub variable is 364.
Firstly, the respondents were asked whether the way things are done in the company is very flexible and easy to change. The mean value for this issue is 4.12; the result indicates that most of the respondents perceived that the way things are done in the company is very flexible and easy to change.  In the second item of table 4.5, most of the respondents agreed that the company responds well to competitors and other changes in the business environment. This is because, the mean value the responses is 3.70 which represents agreement as per the rule of thumb.
In the third and fourth items of table 4.5 above, the respondents were asked if new and improved ways of doing works are continually adopted in the company and Customer comments and recommendations often lead to changes. The results revealed that majority of the respondents agreed towards these issues since their men values are 3.59 and 3.67 respectively. 

Moreover, in the fifth and sixth items of table 4.5 above, the results revealed that majority of the respondents were in different to judge when asked whether Customer input directly influences our decisions and all members in the company have a deep understanding of customer wants and needs.  The mean values were found to be 3.37 and 3.07 respectively both of which rested under the category of neutral. 
On the other hand, the results of the mean values for items 7,8  and 9 are 3.61,  3.57 and 3.50  respectively all of which are under the category of  agree. The results imply that the respondents perceived positively towards those issues. 

Generally, the grand mean value for the variable   adaptability is 3.58 which represents agree as per the rule of thumb. The result indicates that majority of the respondents perceived that the adaptability culture of the company is promising and being practices at the required level. 
Besides, the interviews, Employees are expected to take risks and learn from their mistakes and have the capability and experience at creating change. Employees of the company have been continuously changing their systems to promote improvements and provide value for their tasks gradually’. 

4.3.4. Descriptive Analysis on Mission
This section discussed about the mission component of organizational culture as assessed by the perception of employees of Indochine Apparel PLC. The result of the analysis was depicted in table 4.6 below.
Table 4.6. Descriptive Statistics for Mission Culture 
	   Statements 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	There is a clear mission that gives meaning and direction to our work in the company.
	364
	1
	5
	3.72
	1.239

	There is a clear strategy for the future in the company.
	364
	1
	5
	2.80
	1.276

	In the company, there is widespread agreement about goals.
	364
	1
	5
	2.97
	1.431

	We continuously track our progress against our stated goals.
	364
	1
	5
	3.04
	1.694

	I have shared the vision of what the company will be like in the future.
	364
	1
	5
	3.50
	1.450

	The company’s vision creates excitement and motivation on my work performance.
	364
	1
	5
	2.38
	1.429

	Grand Mean 
	364
	
	
	 3.06
	


  Source: own Survey, 2023

Table 4.6, presents the results of the minimum values, maximum values, mean values and the values of the standard deviation of the independent variable mission culture which have been shown in detail.  The mean value provides the idea about central tendency of the values of a variable. The number of observations of each sub variable is 364.

As depicted by table 4.6, majority of the respondents agreed that ‘there is a clear mission that gives meaning and direction to our work in the company. It is due to the reason that the mean value of the item is 3.72 which is under the range of 3.41 to 4.20 and represents agreement. 
In the second, third and fourth items of table 4.6, the respondents were asked if; there is a clear strategy for the future in the company,, there is widespread agreement about goals and  employees continuously track their  progress against their stated goals. Majority of the respondents   were in different to judge the statements either negatively or positively.  Because, the mean values for the responses of those items were found to be 2.80, 2.97 and 3.04 respectively and all of the mean values are under the category of neutral. 
Furthermore, in the fifth item of table 4.6 above, it is evident that majority of the respondents agreed that the employees of the company have shared the vision of what the company will be like in the future. This is due to the reason that the responses of the item are 3.50 which represents agree as per the rule of thumb. This implies that the employees of the company have shared the vision of the company properly.
Lastly, the respondents were asked if the company’s vision creates excitement and motivation on my work performance. The mean value (2.38) indicates that most of the respondents disagreed pertaining with the issue. 
In general, the grand mean for the mission culture is 3.06 which is under the category of neutral which indicates that majority of the respondents were indifferent towards the issues raised related with the practices of mission culture of the company. 

On the other hand, the interviewees assured that ‘the company tirelessly aware the employees pertaining with the mission of the company and the goals of the company in order to share common understanding of the mission and the goals in turn to enhance the achievement of the goals accordingly. And the employees are expected to have a clear sense of understanding about the purpose and directions that defined the company’s goals and strategic objectives.
4.3.5. Descriptive Analysis on Employees’ Productivity
This section discussed about the employee’s productivity component of organizational culture as assessed by the perception of employees of Indochine Apparel PLC. The result of the analysis was depicted in table 4.7 below table.
Table 4.7 .Descriptive Statistics for Employees’ Productivity 
	Statements 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The employees’ productivity is as good as the company desires.
	364
	1
	5
	3.80
	1.316

	There is sustainable improvement of employee’s productivity in the company.
	364
	1
	5
	3.61
	1.126

	The labor productivity rate of the company is very good as compared with other companies.
	364
	1
	5
	3.65
	1.329

	There are clear parameters to measure labor productivity in the company.
	364
	1
	5
	4.10
	1.112

	The company provides clear productivity reports periodically.
	364
	1
	5
	3.46
	1.208

	In general, the organizational culture of the company is vital for employees’ productivity in this company.
	364
	1
	5
	4.01
	1.320

	Grand Mean 
	364
	
	
	3.77
	


Source: own Survey,2023
Table 4.7 above presents the results of the minimum values, maximum values, mean values and the values of the standard deviation of the dependent variable employees’ productivity which have been measured using six sub-variables.  The mean value provides the idea about central tendency of the values of a variable. The number of observations of each sub variable is 364.
In the first item of table 4.7 above, it is evident that majority of the respondents perceived that ‘the employees’ productivity is as good as the company desires since the mean value of the responses is 3.80 which magnifies agreement as per the rule of thumb presented in table 4.2. 
Similarly, for items of listed from second about sixth, majority of the respondents admitted that, there is sustainable improvement of employee’s productivity in the company, the labor productivity rate of the company is very good as compared with other companies, there are clear parameters to measure labor productivity in the company, the company provides clear productivity reports periodically and in general, the organizational culture of the company is vital for employees’ productivity in this company. The mean values are; 3.61, 3.65, 4.10, 3.46 and 4.01 respectively. 

In general, the grad mean value for the variable employee productivity is 3.77 which is under the category of neutral according to the rule of table indicated in table 4.2 above. The result designates that majority of the respondents perceived the company’s employees’ productivity is at good status.
Besides, the interviewees stated that ‘the employees’ productivity is improving time to time and most of the employees understand the nature of the work gradually.  The company’s success depends significantly on its employees and their productivity. The work environment matters greatly, and human resources play a key role. The environment includes a company culture that should encourage work-life balance, employee engagement and well-being, development of achievable performance metrics, and incentives to reward performance. Systems and technology are also important, as they can greatly increase employee productivity if they are properly designed and working as intended.

Table4. 8.Summary of Grand mean of the independent variables
	Variable
	Grand Mean
	Rank

	Involvement  culture
	3.77
	1st

	Consistency  culture
	3.55
	3rd

	Adaptability culture
	3.58
	2nd

	Mission culture
	3.06
	4th


As depicted by the above table 4.8 , it is evident that,  as per the respondents perception , Innovative culture is dominantly practiced by the company , followed by ; Adaptability, consistency and  mission culture respectively. 
4.4. Inferential Analysis

4.4.1. The Relationship between Organizational Culture and Employee Productivity
Correlation test is showing the strength of the association or the relationship between the variables involved.

Inter- correlations coefficients (r) were calculated by means of Pearson’s product moment and Pearson’s correlation was used to investigate the interrelations amongst the variables. Pearson’s correlation and multiple linear regressions are the main inferential statistical methods employed in this study to analyse the relationships between the dependent variable (employees’ productivity) and the four independent Variables (involvement culture, consistency culture, adaptability culture and mission culture).
Table 4.9 .Rule of Thumb for Interpreting the Size of a Correlation Coefficient
	Size of Correlation
	Interpretation

	.90 to 1.00 (-.90 to -1.00)
	Very high positive (negative) correlation

	.70 to .90 (-.70 to -.90)
	High positive (negative) correlation

	.50 to .70 (-.50 to -.70)
	Moderate positive(negative) correlation

	.30 to .50 (-.30 to -.50)
	Low positive (negative) correlation

	.00 to .30 (-.00 to -.30)
	Little if any correlation


Karen (2005)
Table 4.10. Results of correlation Analysis
	
	Employee Productivity
	Involvement culture
	Consistency  culture
	Adaptability culture
	Mission culture

	Employee Productivity
	Pearson Correlation
	1
	.718**
	.556**
	.621**
	.037

	
	Sig. (2-tailed)
	
	.000
	.000
	.000
	.486

	
	N
	364
	364
	364
	364
	364

	Involvement culture
	Pearson Correlation
	.718**
	1
	.309**
	.560**
	-.036

	
	Sig. (2-tailed)
	.000
	
	.000
	.000
	.493

	
	N
	364
	364
	364
	364
	364

	Consistency  culture
	Pearson Correlation
	.556**
	.309**
	1
	.132*
	-.089

	
	Sig. (2-tailed)
	.000
	.000
	
	.012
	.091

	
	N
	364
	364
	364
	364
	364

	Adaptability culture
	Pearson Correlation
	.621**
	.560**
	.132*
	1
	.086

	
	Sig. (2-tailed)
	.000
	.000
	.012
	
	.101

	
	N
	364
	364
	364
	364
	364

	Mission culture
	Pearson Correlation
	.037
	-.036
	-.089
	.086
	1

	
	Sig. (2-tailed)
	.486
	.493
	.091
	.101
	

	
	N
	364
	366
	364
	364
	364

	**. Correlation is significant at the 0.01 level (2-tailed).

	*. Correlation is significant at the 0.05 level (2-tailed).


Source; Own survey, 2023
          As it is shown in the above Table, the variable is perfectly correlated with itself indicating that r=1 along the diagonal of the table. The results indicate significant, high and positive relationship between variables as stated here: Involvement organizational culture dimension and employee productivity (r = .718**, p < 0.01, N= 364).  According to the rule of thumb set Karen (2005), the relationship between the two variables is High positive. This implies that as the practices of the Involvement dimension of organizational culture improvement increases the productivity of the employees of the company increase accordingly. 

The correlation coefficient between employee productivity and consistency organizational culture dimension is positively significant with a value of (r= .556**, P<0.01, N= 364).  According to Karen (2005), the relationship between the two variables is significant, high and positive moderate. This implies that there is a positive correlation between employees’ productivity and consistency organizational culture dimension which implies that as the practices of consistency organizational culture dimension increases in the selected company the productivity of employees improves. 
 The results in table 4.10 above indicates that, the correlation coefficient between employee productivity and adaptability organizational culture dimension is significant, high and positive significant with a value of (r= .621**, P<0.01, N= 364).  According to Karen (2005), the relationship between the two variables is positively moderate. This implies that there is a positive correlation between employees’ productivity and adaptability organizational culture dimension which implies that as the practices of adaptability organizational culture dimension increases in the selected company the productivity of employees improves. 
The correlation coefficient between employee productivity and mission organizational culture dimension is positively but insignificant with a value of (r= .037, P>0.01, N= 364).  According to Karen (2005), the relationship between the two variables is positively but too little. This implies that there is a positive but very weak correlation between employees’ productivity and mission organizational culture dimension which implies that as the practices of mission organizational culture dimension increases in the selected company the productivity of employees improves insignificantly. 
4.4.2. The effect of Organizational Culture on Employee Productivity
Multi Linear regression was conducted to identify cause and effect between independent and dependent variables. And Regression analysis was used to estimate or predict the effect of independent variable on dependent variable. The significance level of 0.05 with 95% confidence interval was used. The dependent variable was Employee productivity, and the independent variables include involvement dimension of organizational culture, Consistency dimension of organizational culture, Adaptability dimension of organizational culture and Mission dimension of organizational culture. The reason for using regression analysis was to assess the direct effect of Organizational culture on Employee productivity of Indochine Apparel PLC.
4.4.2.1. Common Assumption Tests:
The following are common assumption tests of multi linear regression done on this study.
Assumption #1: Multi Collinearity Assumption Test
According to (Bhattacherjee , 2012), stated that presence of multi collinearly can be detected by just looking at variance inflation factor (VIF) value of each explanatory variable .That is ,if VIF is more than 5 ,then, it signifies that there is interdependent among independent variable but all variables less than 5 it have no interdependence among variables .Or in other round Multi Collinearity occurs when independent variables in the regression model are more highly correlated with each other than with the dependent variable .Tolerance value and variation inflation factor (VIF) for each in dependent variables determines Multi Collinearity. Multi Collinearity is problem and exists when tolerance is below 0.20 and average VIF is larger than 5.

The multi collinearity test conducted showed that multi collinearity was not problem because tolerance value was not below 0.20 for each in dependent variable and variation inflation factor for each independent variable was not great than 5.
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   Table 4.11.Results of multi-collinearity Test

	Model
	Sig.
	   Collinearity Statistics

	
	B
	
	Tolerance
	VIF

	1
	(Constant)
	-.606
	.001
	
	

	
	Involvement dimension of culture
	.441
	.000
	.627
	1.594

	
	Consistency dimension of culture
	.513
	.000
	.896
	1.116

	
	Adaptability dimension of culture
	.256
	.000
	.675
	1.482

	
	Mission dimension of culture
	.058
	.042
	.977
	1.024


    Source: Own Survey; 2023
The above table 4.11 indicates that the VIF values for Involvement dimension of organizational culture, Consistency dimension of organizational culture Adaptability dimension of organizational culture, and Mission dimension of organizational culture, is below 5 and tolerance results are above .20 and these results indicate that there is no interdependence among independent variables. Hence, the Multi collinearly assumption is fulfilled in the study.
Assumption #2:  Normality Test for Residuals
In statistics it is conventional to assume that the observations are normal. The entire statistical framework is grounded on this assumption and if this assumption is violated the inference breaks down. For this reason, it is essential to check or test this assumption before any statistical analysis of data. Normality test was examined using the graphical method approach as shown in the figure 4.1 below. The results in the figure indicated that the residuals are normally distributed.
           Figure 4.1. Normality Test 
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 Autocorrelation Test
The Dubin-Watsun statistic is a number that test for autocorrelation in the residuals from a statistical regression analysis. The Durban-Watson statistics always between 0 and 4. The value 2 means that there is no autocorrelation in the sample of the study. Values approaching 0 indicate positive auto correlation and values toward 4 indicates negative autocorrelation (Bryman, 2014).
Table 4.12 .Durban-Watson (Auto correlation Test result

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.850a
	.722
	.719
	.40723
	1.751

	a. Predictors: (Constant), Mission culture , Involvement culture , Consistency  culture, Adaptability culture

	b. Dependent Variable: Employee Productivity


The result from the above table 4.12 indicates that the value Durbin-Watson Statistic result 1.751. Thus, this study has tested for assumption of autocorrelation and there is no autocorrelation from the above result. Therefore, the autocorrelation assumption is fulfilled.
 Linearity Test
Linearity refers to the degree to which the change in the dependent variables is related to the change in the independent variables. The best test for normally distribute error is Normal probability plot of the residuals. If the distribution is normal, the points on such a plot should fall close to the diagonal reference line. Therefore, the below p-p plot approximately fails close to the diagonal reference line. Thus, it fulfills the linearity assumption of linear regression.
                              Figure 4.2. Linearity Test 
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ANOVA Model Fitness 
The ANOVA table shows the overall significance / acceptability of the model from a statistical perspective. As the significance value of F statistics shows a value .000, which is less than p<0.05, implies the model is significant. This indicates that the variation explained by the model is not due to chance. This study measured the linearity by testing the goodness of fit of the model by Conducting ANOVA test.
	                    Table 13 ANOVA Table 

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	154.194
	4
	38.548
	232.454
	.000b

	
	Residual
	59.368
	358
	.166
	
	

	
	Total
	213.562
	362
	
	
	

	a. Dependent Variable: Employee Productivity

	b. Predictors: (Constant), Mission culture, Involvement culture, Consistency culture, Adaptability culture.
From the table 4.6 is ANOVA test, it is noticed that F value of 232.454 is significant at the 0.000 level. Therefore, from the result, it can be concluded that the model is a good fit. Since, the P-value (SIG) 0 0.000 is less than α =0.05 this result indicates a linear relationship between the dependent variables and the independent Variables. Therefore, as per the above table ANOVA result the model is appropriate.




Regression analysis applied to examine and investigate the effect of organizational culture on employee performance of development bank of Ethiopia. The coefficient of determination –R2 is the measure of proportion of the variance of dependent variables, and the mean that is explained by independent or predictor variables (Saccani, 2016).
	Table 4.14.Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.850a
	.722
	.719
	.40723
	1.451

	a. Predictors: (Constant), Mission culture , Involvement culture , Consistency  culture, Adaptability culture

	b. Dependent Variable: Employee Productivity


Table 4.14 presents the model summary which states that employee performance as a function of Mission dimensions of organizational culture, Involvement dimension of organizational culture, Consistency dimension of organizational culture, and Adaptability dimension. On the above model summary R Square value indicated that the independent variables explained the dependent variable by 72.2 percent. This result implies Organizational culture or element dimensions accounted for 72.2 percent of the variance in employee productivity. And the remaining 27.8 percent of the variation of employees’ productivity was explained by other factors that   are not included in this model. This indicates that the employees’ productivity can be determined by numerous human resource management practices in addition to organizational culture.
Moreover, the value of adjusted R square (.719) gives some idea of how well the model generalizes and ideally one would like its value to be the same, or very close to, the value of R square. In the present study, the difference between the values of R square and the adjusted R square is .722-.719= .003 (.3 percent) which is almost negligible. This shrinkage means that if the model was derived from the population rather than from the sample it would account for approximately 0.3 percent less variance.

The standard error of the estimate is a measure of the variability of the multiple correlations. Therefore, as shown in the model summary for the regression analysis table above, the standard error of the estimate of this model is .40723.This implies that the variability of the multiple correlations is as much as this value.
Table 4.15. Regression Coefficients 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.606
	.180
	
	-3.374
	.001

	
	Involvement culture
	.441
	.038
	.412
	11.703
	.000

	
	Consistency  culture
	.513
	.039
	.391
	13.284
	.000

	
	Adaptability culture
	.256
	.026
	.333
	9.818
	.000

	
	Mission culture
	.058
	.028
	.058
	2.041
	.042


Regression equation is stated as:
Y = β0 + β1X1 + β2X2 + β3X3 + β4X4 + ε 

Where: 

Y = Dependent Variable (employees’ Productivity)

 β0 = Constant term

 β1 = Coefficient for the 1st independent variable (Involvement) 

 β2= Coefficient for the 2nd independent variable (Consistency)

 β3= Coefficient for the 3rd independent variable (Adaptability)

 β4= Coefficient for the 4th independent variable (Mission)

X1, X2, X3, and X4 are independent variables 

ε = error term

As per the above table 4.15 the explained regression equation is stated as:
Employee productivity =-.606+0.441*IDOC+0.513CDOC+0.256*ADOC+.058*MDOC:
Where IDOC= involvement dimension of employee performance, = CDOC=Consistency dimension of organizational culture, IDOC=Involvement dimension of organizational culture and MDOC =Mission dimension of organizational culture.
Based on the multiple linear regression analysis, the table above reveals the effect of each Organizational Culture element, i.e. the Effect of IDOC, CDOC, ADOC, and MDOC on Employee productivity of Indochine Apparel PLC are 0.441, 0.513, 0.256 and 0.058, respectively. By examining this β weight of data analysis result and level of significant, the finding shows that IDOC, CDOC, and ADOC have greater effect on Employees productivity while MDOC has very less effect on Employees productivity.
This signifies a one percent increase in the value of IDOC; the employees’ productivity of Indochine will increase by 0.441 percent provided that other variables remain constant the same is true for other variables for CDOC, ADOC and MDOC. Therefore, we can conclude that IDOC, CDOC, ADOC and MDOC have statistically significant effect on Employee productivity of Indochine Apparel Ethiopia PLC. 
On the other hand, the β value of IDOC, CDOC, ADOC and MDO are; 0.441,.513, .256 and .058 respectively and the significance level for every variable is less than 0.05. Therefore, we can conclude that all the four independent variables have a statistically significant effect on Employee productivity on Employees productivity of Indochine Apparel PLC.
Generally, the main purpose of this study is to analyze the effect of Organizational Culture dimensions or traits on Employee productivity of Indochine Apparel PLC. From the above data analysis, Organizational Culture elements which are, IDOC, CDOC, ADOC and MDOC have statistically significant effect on employee productivity at 5 % level of significance.
4.5. Hypotheses Testing 
The purpose of the hypothesis was to analyze whether the independent variables (IDOC, CDOC, ADOC and MDOC) have a significant effect on the dependent variable [Employee (productivity). And one of the most commonly used methods in statically decision making is hypothesis testing. The hypothesis test includes two hypotheses: the null hypothesis (denoted by Ho) and the alternative hypothesis (donated by Ha). The null hypothesis is the initial claim and is often specified using previous research or common knowledge. 
The decision-making process for Hypothesis test can be based on the probability value (p-value) for the given test that is;
· If the p-value is less than or equal to a predetermined 0.05 level of significance, then we reject the null hypothesis and claim support for the alternative hypothesis
· If the P- value is greater than 0.05 level of significance value, we fail to reject the null hypothesis and cannot claim support for the alternative hypothesis.
Based on this the researcher developed four hypotheses to check the effect of organizational culture on employee productivity.
At the 5% significance level, determine if the model is useful for predicting the response bases on this Hypothesis analysis implemented:
Ho1: Involvement culture has no statistically significant effect on employees’ productivity.
Ha1: Involvement culture has statistically significant effect on employees’ productivity.
The Significance Level α = 0.05 and Reject the null hypothesis if p-value ≤ 0.05. The coefficient table 4.16 shows that (Test Statistic and p-value), p-value < 0.05. since p-value ≤ 0.05, we rejected the null hypothesis.
Ho2: Consistency culture has no statistically significant effect on   employees’ productivity.
Ha2: Consistency culture has statistically significant effect on   employees’ productivity.
The Significance Level α = 0.05 and Reject the null hypothesis if p-value ≤ 0.05. The coefficient table 4.16 shows that (Test Statistic and p-value), p-value < 0.05. since p-value ≤ 0.05, we rejected the null hypothesis.
Ho3: Adaptability culture has no statistically significant effect on employees’ Productivity. 
Ha3: Adaptability culture has statistically significant effect on employees’ Productivity.

The Significance Level α = 0.05 and Reject the null hypothesis if p-value ≤ 0.05. The coefficient table 4.14 shows that (Test Statistic and p-value), p-value < 0.05. since p-value ≤ 0.05, we rejected the null hypothesis.
Ho4: Mission culture has no statistically significant effect on employees’ Productivity. 
Ha4: Mission culture has statistically significant effect on employees’ Productivity.
The Significance Level α = 0.05 and Reject the null hypothesis if p-value ≤ 0.05. The coefficient table 4.16 shows that (Test Statistic and p-value), p-value < 0.05. since p-value ≤ 0.05, we rejected the null hypothesis.
Generally, At the α = 0.05 level of significance, evidence to conclude that all independent variables are useful for predicting  employees productivity; therefore, the model is useful and accepted the alternative hypothesis; as per table 4.14 Beta  result all variables are positive Beta value and wall dimensional of independent  Significance level greater than 0.05 this implies that IDOC ,CDOC  , ADOC  and MDOC sharing have significant effect on employees productivity and there is evidence to reject all the null hypotheses.
Table 4.16. Summary of hypothesis testing
	No.
	Hypotheses
	Sign and significance
	   Result
	Reason

	Ho1
	Ho1: Involvement culture has no statistically significant effect on employees’ productivity.
	Positive and significant 
	Rejected
	P<0.05

	Ho2
	Ho2: Consistency culture has no statistically significant effect on   employees’ productivity.
	Positive and significant
	Rejected
	P<0.05

	Ho3
	Ho3: Adaptability culture has no statistically significant effect on employees’ Productivity. 
	Positive and significant 
	Rejected
	P<0.05

	Ho4
	Ho4: Mission culture has no statistically significant effect on employees’ Productivity 
	Positive and significant 
	Rejected
	P<0.05


As per pervious study and literature and organizational culture framework developed in this study proposes that organizational cultural traits have a direct positive effect on the employee productivity of the organization.
Okechuku (2014) made a study on the ‘’ Organizational Culture and Employee Productivity in the National Agency for Food and Drugs Administration and Control (NAFDAC) in Nigeria’’. It assumes that a positive organizational culture will enhance employee’s productivity. The three major findings of the research were NAFDAC’s organizational culture of decentralization provide employees with greater intrinsic rewards than other traditional means of governance, there is a significant relationship between organizational culture and increased employees’ commitment in NAFDAC and the last research result was there is a significant relationship between organizational culture and increased employees’ productivity in NAFDAC.
Ojo (2009) analyzed and assesses empirically the impact of corporate culture on employee productivity as well as organizational productivity using Nigerian banking industry as the case study. He tried to ascertain if organizational culture affects employee job performance, and to formulate recommendations regarding corporate culture and employee job performance. He came out with the result that majority of the respondents strongly agrees that corporate culture has effect on employee job performance, and that majority of the employees’ respondents agree that corporate culture has effect determines the productivity level of the organization. As per pervious study and literature and organizational culture framework developed in this study proposes that Organizational culture practice has a direct impact on the overall Employee performance of an organization. Organizational culture dimension traits are expected to increase an organization’s efficiency through developing each member of the group to think and motivated to work for the success of the banks mission by involving in every needed task of the organization by owning or by developing sense of ownership. Bases on this study hypothesis result shows that all independent variables hypotheses result supported with the exception of adaptability dimension. Because all independent variables result less than 0.05 but on the other hand adaptability dimension significant Coefficient value above 0.05 because of the Hypothesis result not supported. This was aligning the above previous study arguments with the exception of adaptability.

CHAPTER FIVE
SUMMARY FINDINGS, CONCLUSIONS AND RECOMMENDATIONS.
In this chapter the research main findings are summarized, conclusions on major findings are presented and Recommendations are given based on the research findings. 

5. Summary of Major Findings
The research was carried out in order to find out the effect of organizational culture traits on employee productivity of Indochine Apparel Ethiopia PLC, Hawassa Industrial Park. 
Explanatory and descriptive research designs were employed, and data were collected from 364 Indochine Apparel PLC employees. In line with the set objectives, the following are the major findings of the study.
Out of 364 respondents, 300(82.4%) of them were females and the remaining   64 (17.6 %) were male respondents. About 52.2 % of the respondents were between the ages of 18 to 25, 45.3 % of the respondents were found in between 26-31 and the remaining 2.5 % of the respondents were above 36 years old. A large number of respondents, 49.2 % are those who completed 9-12 grade followed by 43.1% who hold Diploma/TVET, 6.6 %of them are bachelor degree holders and the remaining 1.1% have postgraduate academic achievements. About 17.6% of the respondents fall under the categories of less than one year of experience, 23.1% of them admitted that they have 1- 2 years of work experience, 59.3%  worked from 2-4 years.
According to the results of the descriptive statistics results, the findings revealed that majority of the respondents perceived differently towards the organizational culture dimensions (Involvement culture, consistency culture, adaptability culture and mission culture ) and the employees’ productivity related issues with grand means of  (3.77, 3.35, 3.58, 3.06) and 3.77 respectively. 
From the qualitative analysis (based on the interviewees response), the company gives due attention for organizational culture dimensions (Involvement culture, consistency culture, adaptability culture and mission culture) and the company believes these dimensions are vital for the enhancement of the employees productivity. 
From the finding of inferential or Correlation result showed as among or between dependent (employee productivity) and independent variables (involvement dimension, consistency dimension, adaptability dimension and mission dimension) have positive relationship. From the findings of Pearson’s correlation result the detail are here under:
In general, From the Pearson correlation analysis; employee performance was found to have a strong positive correlation with the involvement dimension (r=0.718**, P<0.01), followed by moderate positive correlation with the three remaining organizational culture dimensions: adaptability dimension with (r=0. 621**, P<0.01), consistency dimension (r= .556**, P<0.01), and mission dimension (r=0.037, P>0.01).
Finding from Regression analysis result;
The results of Multiple Regression analysis revealed that the R-square of 0.722 indicated that 72.2% of the variation of employees’ productivity can be predicted by the independent variables i.e. involvement, consistency, adaptability and mission. This implied that employees’ productivity was influenced by 72.2 % of the organizational culture in Indochine Apparel Ethiopia PLC. The remaining 27.8 % of the variation of employees’ productivity can be explained by other variables which are not considered in this study.
The ANOVA table showed that the P-value for F-Statistics (232.454) is greater than the significance level 0.05 (P<0.05). This is to mean that the model was significant/acceptable from a statistical perspective.
The β value of IDOC, CDOC, ADOC and MDO are; 0.441, .513, .256 and .058 respectively and the significance level for every variable is less than 0.05. Therefore, we can conclude that all the four independent variables have a statistically significant effect on Employee productivity on Employees productivity of Indochine Apparel PLC. Based on the β values, consistency dimension of organizational culture has the highest effect as its β value is the highest, followed by involvement culture, Adaptability culture and mission culture respectively. 
In general, all of the four cultural dimensions i.e ; involvement. Consistency, adaptability and mission have statistically significant influential relationship (contribution) to employees’ productivity according to this study. 
5.1. Conclusion 
The major objective of this study was to investigate the effect of organizational culture based on Denison’s cultural dimensions (involvement, consistency, adaptability and mission) with employees’ productivity in Indochine Apparel PLC, Hawassa Industrial park.
Based on the above findings, Involvement culture dimension had stronger positive and statistically significant correlation with employees’ productivity. The other three organizational culture dimensions; adaptability, consistency and mission dimensions were ranked depending on their correlation level from most correlated to the least correlated. Besides, the highest aggregated mean score of involvement also revealed that employees strongly agreed with the measure of involvement.
The major objective of this study was to investigate the effect of organizational culture based on Denison’s cultural dimensions (involvement, consistency, adaptability and mission) with employees’ productivity in Indochine Apparel PLC, Hawassa Industrial park.

Based on the above findings, Involvement culture dimension had stronger positive and statistically significant correlation with employees’ productivity. The other three organizational culture dimensions; adaptability, consistency and mission dimensions were ranked depending on their correlation level from most correlated to the least correlated. Besides, the highest aggregated mean score of involvement also revealed that employees strongly agreed with the measure of involvement. 

The result of involvement it shows significant on employee productivity of Indochine Apparel PLC .From the review of involvement culture which comprises of empowerment, team orientation and capability development, team orientation and then empowerment have great contribution to involvement at the highest level. In order to make further its employee identification with the organization, the management of Indochine Apparel is expected to extend its employee involvement in decision-making that affects them, giving them the authority and additional responsibilities, delegation and ability to manage their own work.

The finding of consistency result shows significant effect on employee productivity of Indochine Apparel PLC to give due attention and  improve its consistency culture, by exerting core values that form the overall dominant culture shared by the majority of the members in the organization. If this is adhered to, the different functions and departments of the organization will be able to work together well to achieve common goals. 

The remaining organizational culture measurement is mission. Though, the mission has a positive relationship with employee performance as shown in the person correlation analysis, the significance of the variable is more than 0.05. 

Generally the study reveals that organizational culture has a positive effect on employees performance of Indochine Apparel PLC , Hawassa Industrial Park. Hence, it can be concluded that Organizational culture is very important aspect in enhancing employees’ productivity in manufacturing firms. 

5.2. Recommendations 

Depending on the findings of the study and conclusions made, the researcher forwarded the following important recommendations which would help the organization to focus on organizational culture that can enhance the employees’ productivity. 

· In order to keep the existence of high effect organizational culture on productivity of the employees; the company needs do repeatedly cultural inspection with actionable results and evaluation its work environment so that to fill the gaps from the review process and the job performance of employee will be reserved.
· One of the factors for high productivity of employee came from the presence of respectable organization culture and if this doesn’t continue, productivity level of employee will be lower and the company’s presence will be in a dangerous situation.

· Although all organizational culture measurements are important, the involvement, consistency and adaptability culture have more effect on productivity of employee in this study.

· As it is seen the contributions of the involvement, consistency, adaptability and mission have positive relationship with productivity of employees. This implies that there are also other contributing factors which are related to productivity of employee. So the company should look for those contributing factors.
5.3. Direction for Future Research

Due to time and resource constraints, the researcher did not incorporate the detail sub culture dimensions to validate the responses. It is done on general Denison’s cultural dimensions; the researcher would like to recommend the next researchers to go through the detail sub dimensions because this work is only based on responses based on the perception of the selected respondents 364; generalization of these results is so limited. However, the researcher believes that it could be seen as a springboard for future similar research.
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     Questionnaire to be filled by EMPLOYEES OF Indochine Apparel PLC
Dear Respondent:  

I am a student of Master of Business Administration in Human Resource Management Program at Hawassa University School of Graduate Studies. As part of my Master’s Degree requirement, I am expected to successfully conduct a research paper on a relevant topic in my area of concentration. The aim of this research study is to investigate “The Effect of Organizational Culture On Employees Productivity. The Case of Indochine Apparel Plc, Hawassa Industrial Park.”.    Therefore, this questionnaire is designed to get the relevant information for the current study and used only for academic purpose. Hence, your responses will be treated with the confidentiality it deserves. To maintain anonymity, I request that you are not required to write your names on the questionnaire. Please take into consideration that the soundness and the validity of the findings will highly depend on your genuine responses.    

Therefore, I kindly request you to spend some of your valuable time (10-15 minutes) to complete this questionnaire to the best of your knowledge.  

Yours Sincerely;   

                                                                                     Genet Ashene 

  Part I.   Information about Demographic Data  

	   


Gender         Male                            Female          

	   


Age            18-27      
[image: image8] 
28-37             
[image: image9] 
38-47  
 
[image: image10]     48 and above 

	    
	     Married   
	   
	       Divorce  
	   



3. Marital Status          Single  

                      Widow  
[image: image11] 

4. Educational Qualification    

	   
	        MA/MSC  
	   
	      PhD  
	   



 BA/BSC   
      if any, please specify 
 

5. Year of service in the organization    

	   
	          6-10 years   
	   
	       11-15 years   
	   



     2-5 years  
        above 15 years 
[image: image12] 

6.    Employment Group    

	   



      Management   
                 Non-Management    
[image: image13] 

Part II. To assess Organizational Culture of within your Organization.  

This part of the questionnaire consists of items taken from the Organizational Culture Model. The main purpose of the instrument is to investigate four dimensions of organizational culture in your organization i.e. Consistency, Involvement, Adaptability and Mission. Evaluate to what extent each statement fits the culture of your organization. Use the following rating scale, and put “√” mark for each rating. 1: Strongly Disagree, 2: Disagree, 3: Neutral, 4: Agree and    5: Strongly Agree                                                                                         


I.  
Questionnaires on Dimension of Organizational Culture  

Please indicate with a tick mark (√) the extent to which you agree or disagree with the following statements by using the scale of 1-5 where; 1 for Strongly Disagree (SD), 2 Disagree (D), 3 Neutral (N), 4 Agree (A) and 5 Strongly Agree (SA).  

	   S.N  
	
Questions by Dimension of organizational culture   
 


	  
	

	  
	Involvement  
	  1
	  2
	  3
	  4
	  5

	1  
	Most of employees are highly involved in their work in the company   
	  
	  
	  
	  
	  

	2  
	The company gives me the authority and ability to manage my own work.  
	  
	  
	  
	  
	  

	3  
	Information is widely shared within the company so that everyone can get the information he or she needs when it's needed.  
	  
	  
	  
	  
	  

	4  
	Everyone in the company believes that he or she can have a positive impact on their work contributes.  
	  
	  
	  
	  
	  

	5  
	The company grants me greater autonomy and involves me in decision making.  
	  
	  
	  
	  
	  

	6  
	The company places much value on employees working cooperatively towards the common goals of the company.  
	  
	  
	  
	  
	  

	7  
	I believe that cooperation is well practiced in the company while I perform my duties.  
	  
	  
	  
	  
	  

	8
	I believe that works are organized so that each employee can see the relationship between his or her job and the goals of the company.  
	  
	  
	  
	  
	  

	9  
	I think that the company is constantly working on developing its employee’s capability.  
	  
	  
	  
	  
	  

	10  
	The company has a direction on making continuous investment in the skills of employees.  
	  
	  
	  
	  
	  

	11 
	I believed that capabilities of employees within the company are viewed as an important source of competitive advantage.  
	  
	  
	  
	  
	  

	 
	consistency 
	 
	 
	 
	 
	 

	1  
	The company’s core values are shared among the majority of its members.  
	  
	  
	  
	  
	  

	2  
	My supervisor always shows me in practice what she/he is saying in words.  
	  
	  
	  
	  
	  

	3  
	The hospital has a clear and consistent set of values that dictates the way I do my work.  
	   
	  
	  
	  
	  

	4  
	There is an ethical code that guides my behavior and tells the right and the wrong.  
	   
	  
	  
	  
	  

	5  
	Different departments and division of the company are able to work together well to achieve common goals.  
	   
	  
	  
	  
	  


	6  

  
	As an employee, I am given assignments that are consistent with my strengths, interests and opportunities.   
	 
	  
	  
	  
	  

	7
	 The company’s approach to doing business is very consistent and predictable.  
	
	
	
	
	

	8  
	There is good alignment of team goals with the company’s Strategic objective, mission and vision.  
	   
	  
	  
	  
	  

	 
	Adaptability  
	1  
	  2
	  3
	4  
	  5

	1  
	The way things are done in the company is very flexible and easy to change.  
	   
	  
	  
	  
	  

	2  
	The company responds well to competitors and other changes in the business environment.  
	   
	  
	  
	  
	  

	3  
	New and improved ways of doing works are continually adopted in the company.  
	   
	  
	  
	  
	  

	4 
	Customer comments and recommendations often lead to changes.  
	  
	  
	  
	  
	  

	5 
	Customer input directly influences our decisions.  
	  
	  
	  
	  
	  

	6
	  All members in the company have a deep understanding of customer wants and needs.  
	   
	  
	  
	  
	  

	7 
	We view failure as an opportunity for learning and improvement.   
	  
	  
	  
	  
	  

	8 
	Innovation and risk taking are encouraged and rewarded.  
	  
	  
	  
	  
	  

	9 
	Learning is an important objective in our day-to-day work.
	   
	  
	  
	  
	  

	
	Mission  
	  
	  
	  
	  
	  

	1 
	There is a clear mission that gives meaning and direction to our work in the company.  
	   
	  
	  
	  
	  

	2 
	There is a clear strategy for the future in the company.  
	  
	  
	  
	  
	  

	3 
	In the company, there is widespread agreement about goals.  
	  
	  
	  
	  
	  

	4 
	We continuously track our progress against our stated goals.   
	   
	  
	  
	  
	  

	5 
	I have shared the vision of what the company will be like in the future.  
	   
	  
	  
	  
	  

	6 
	The company’s vision creates excitement and motivation on my work performance.  
	   
	  
	  
	  
	  


Part III:   Employees productivity elated   

	  
	Employees productivity 
	  1
	  2
	 3 
	  4
	 5 

	1 
	The employees productivity is as good as the company needs.
	   
	  
	  
	  
	  

	2 
	There is sustainable improvement of employee’s productivity in the company. 
	  
	  
	  
	  
	  

	3 
	The involvement culture is contributing for the enhancement of employee’s productivity. 
	  
	  
	  
	  
	  

	4 
	The consistency culture of the company helps the employees to boost their productivity.
	   
	  
	  
	  
	  

	5 
	The adaptability culture of the company influences the employees’ productivity. 
	   
	  
	  
	  
	  

	6 
	The  mission culture of the company plays significant role in enhancing employees’ productivity.
	   
	  
	  
	  
	  

	7
	In general, the organizational culture of the company is vital for employees’ productivity in this company. 
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Interview Guide with the management members of the company 
This interview guides are designed for managers and directors within different departments. The purpose of preparing this interview guide is with the assumption that a better and open responses will be given and the reliability of the data and quality can be enhanced.    

Questions  

1. What do you understand about organizational culture?   
2. How do you explain the existing organizational culture with respect to the organizational culture dimensions: Consistency, Adaptability, Involvement and Mission?    
3. What are the most important characteristics of organizational culture which are highly emphasized in Indochine Apparel PLC.
4. How do you perceive the relationship between organizational culture and organizational effectiveness? Why?    
5. Based on experience on the organization, which cultural variables have direct impact on effectiveness?   

Thank you very much 
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