THE IMPACT OF ORGANIZATIONAL CULTURE ON EFFECTIVE EMPLOYEES’ PERFORMANCE TOWARDS THE ATTAINMENT OF ORGANIZATIONAL GOALS


[bookmark: _GoBack]ABSTRACT
Understanding the dynamism of organizational culture and its relationship to employee performance is very crucial to organizational strategic objectives. The primary aim of this research is to assess the impact of organizational culture on employee performance. Literature review and library research are adopted to assess how the culture of an organization impacts upon processes, employees and systems in an organization. The performance management system has been measured by balanced scorecard and by understanding the nature and ability of systems of culture of an organization.Certain dimensions of culture have been identified so far and research findings indicate that value and norms of an organization are based upon employee relationship. The goal of an organization is to increase level of performance by designing strategies.This study was examined the impact of organizational culture on employees performance in actualization of organizational goals.


CHAPTER ONE
INTRODUCTION
1.1   BACKGROUND TO THE STUDY
Organizational culture refers to a system of shared assumptions, values, and beliefs that show people what is appropriate and inappropriate behavior. These values have a strong influence on employee behavior as well as organizational performance. In fact, the term organizational culture was made popular in the 1980s when Peters and Waterman’s best-selling book In Search of Excellence made the argument that company success could be attributed to an organizational culture that was decisive, customer-oriented, empowering, and people-oriented. Since then, organizational culture has become the subject of numerous research studies, books, and articles. Organizational culture is still a relatively new concept (Daft, 2003). In contrast to a topic such as leadership, which has a history spanning several centuries, organizational culture is a young but fast-growing area within management.
Culture is largely invisible to individuals just as the sea is invisible to the fish swimming in it. Even though it affects all employee behaviors, thinking, and behavioral patterns, individuals tend to become more aware of their organization’s culture when they have the opportunity to compare it to other organizations (Amah, 2009). The organizing function involves creating and implementing organizational design decisions. The culture of the organization is closely linked to organizational design. For instance, a culture that empowers employees to make decisions could prove extremely resistant to a centralized organizational design, hampering the manager’s ability to enact such a design. However, a culture that supports the organizational structure (and vice versa) can be very powerful (Daft, 2003).
An organization’s culture may be one of its strongest assets or its biggest liability. In fact, it has been argued that organizations that have a rare and hard-to-imitate culture enjoy a competitive advantage. In a survey conducted by the management consulting firm Bain & Company in 2007, worldwide business leaders identified corporate culture to be as important as corporate strategy for business success. This comes as no surprise to leaders of successful businesses, who are quick to attribute their company’s success to their organization’s culture (Garvin, 1998).
Culture, or shared values within the organization, may be related to increased employee performance. Researchers found a relationship between organizational cultures and employee performance, with respect to success indicators such as revenues, sales volume, market share, and stock prices leading to realization of the organizations goal. At the same time, it is important to have a culture that fits with the demands of the company’s environment. To the extent that shared values are proper for the company in question, employee performance may benefit from culture. For example, if a company is in the high-tech industry, having a culture that encourages innovativeness and adaptability will support its performance (Amah, 2009). However, if a company in the same industry has a culture characterized by stability, a high respect for tradition, and a strong preference for upholding rules and procedures, the company may suffer because of its culture. In other words, just as having the right culture may be a competitive advantage for an organization, having the wrong culture may lead to performance difficulties, may be responsible for organizational failure, and may act as a barrier preventing the company from changing and taking risks (Caves and Porter, 1977).
In addition to having implications for employee performance, organizational culture is an effective control mechanism dictating employee behavior. Culture is a more powerful way of controlling and managing employee behaviors than organizational rules and regulations. For example, when a company is trying to improve the quality of its customer service, rules may not be helpful, particularly when the problems customers present are unique. Instead, creating a culture of customer service may achieve better results by encouraging employees to think like customers, knowing that the company priorities in this case are clear. Therefore, the ability to understand and influence organizational culture is an important item for managers to have in their tool kit when they are carrying out their controlling function as well as their organizing function to enhance employee performance and promote the realization of the organizational goals.
1.2   STATEMENT OF THE PROBLEM
Several researches on how to optimize employee performance with a view to realize organizational goal have taken place in the past two decades. It has been argued that strategic group membership and associated collective behaviours are the primary sources of durable differences in firm profitability and effective employee performance (Caves and Porter, 1977). This implies that the collective behaviour of organization members which culture helps to control is important to its effectiveness. In relation to this argument, Glasister and Buckley (1998) identified organizational culture as one of the factors responsible for organizational effectiveness and employee performance. A strong organizational culture (that is, one in which everyone understands and believe in the firm’s goal, priorities and practices) that encourages the participation and improvement of all organization’ members has been identified to be one of its most important assets (Denison, 1985). However, the researcher seeks to analyze the impact of organizational culture on employee performance.
1.3   OBJECTIVES OF THE STUDY
The general objective of this study is to analyze the effect of organizational culture on employee performance and the following are the specific objectives:
1. To examine the effect of organizational culture on the employee performance.
2. To identify the type of organizational culture capable of enhancing employee performance in an organization.
3. To identify factors hindering the employee performance in an organization.
1.4   RESEARCH QUESTIONS
1. What are the effects of organizational culture on the employee performance?
2. What are the types of organizational culture capable of enhancing employee performance in an organization?
3. What are the factors hindering the employee performance in an organization?
1.5   HYPOTHESIS
HO: There is no significant relationship between the organizational culture and employee performance in an organization
HA: There is significant relationship between the organizational culture and employee performance in an organization
1.6   SIGNIFICANCE OF THE STUDY
This study on the effect of organizational culture on employee performance towards the attainment of organizational goals is significant in the following ways:
1. It will enlighten managers and other stakeholders in Nigeria on the need for better organizational culture as the result from this study will guide them in selecting and adopting better organizational culture in the organization for better employee performance.
2. This research will be a contribution to the body of literature in the area of the effect of organizational culture on the performance of quantity surveying firms in Nigeria, thereby constituting the empirical literature for future research in the subject area.
1.7   SCOPE/LIMITATIONS OF THE STUDY
This study on the effect of organizational culture on the employee performance in organizations in Nigeria will cover all the corporate organization in Nigeria by carefully examining their organizational culture and its effect on employee performance with a view to attain the organizational goal. The study will also cover an overview of factors militating against employee performance.
LIMITATION OF STUDY
Financial constraint– Insufficient fund tends to impede the efficiency of the researcher in sourcing for the relevant materials, literature or information and in the process of data collection (internet, questionnaire and interview).
Time constraint– The researcher will simultaneously engage in this study with other academic work. This consequently will cut down on the time devoted for the research work.
1.8   DEFINITION OF TERMS
Culture: the arts and other manifestations of human intellectual achievement regarded collectively.
Performance: The accomplishment of a given task measured against preset known standards of accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the fulfillment of an obligation, in a manner that releases the performer from all liabilities under the contract.
Organization: A social unit of people that is structured and managed to meet a need or to pursue collective goals. All organizations have a management structure that determines relationships between the different activities and the members, and subdivides and assigns roles, responsibilities, and authority to carry out different tasks. Organizations are open systems–they affect and are affected by their environment.


CHAPTER TWO
LITERATURE REVIEW
[bookmark: _Toc43312039]2.1 INTRODUCTION
Our focus in this chapter is to critically examine relevant literatures that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
Precisely, the chapter will be considered in two sub-headings:
· Conceptual Framework 
· Theoretical Framework and
· Empirical Studies
2.1	CONCEPTUAL FRAMEWORK
ORGANIZATIONAL CULTURE
Organizational culture refers to a system of shared assumptions, values, and beliefs that show people what is appropriate and inappropriate behaviour. These values have a strong influence on employee‘s behaviour as well as organizational performance. In fact, the term organizational culture was made popular in the 1980s when Peters and Waterman‘s best-selling book ―In Search of Excellence‖ made the argument that company success could be attributed to an organizational culture that was decisive, customer-oriented, empowering, and people-oriented. Since then, organizational culture has become the subject of numerous research studies, books, and articles. Organizational culture is still a relatively new concept (Daft, 2003). In contrast to a topic such as leadership, which has a history spanning several centuries, organizational culture is a young but fast-growing area within management.The two essential factors that lead to effective culture management include structural stability and integration of superior standard of organization culture (Schein, 1995).
Organizational or corporate culture is the pattern of values, norms, beliefs, attitudes and assumptions that may not have been articulated but shape the ways in which people in organizations behave and things get done.Values‘ refer to what is believed to be important about how people and organizations behave. Norms‘ are the unwritten rules of behaviour (Armstrong, 2011). The definition emphasizes that organizational culture is concerned with the subjective aspect of what goes on in organizations. It refers to abstractions such as values and norms that pervade the whole or part of a business, which may not be defined, discussed or even noticed.
Employee Performance 
Kotter and Heskett (1992) identify employee performance the accomplishment of a given task measured against present known standards of accuracy, completeness, cost, and speed. The degree of an achievement to which an employee fulfills the organizational mission at workplace is called performance (Cascio, 2006). Employee performance has been perceived differently by various researchers, but most of the scholars relate performance with measurement of transnational efficiency and effectiveness towards organizational goals (Stannack, 1996). Different researchers have identified various thoughts, attitudes and beliefs of performance, as it helps in measurement of input and output efficiency, the measures that lead to effective transitional relationship. (Stannack, 1996) In order to achieve goals and objectives of an organization, strategies have to be designed based upon organizational performance (Richardo, 2001).Performance of employee is calculated against the required performance standard by the organization. Good performance means how employee performed in the task that was assigned to him (Kenney et.al, 1992). Performance is a main multidimensional build, aimed to get results and strong link to planned objectives of an organization (Mwita, 2000). Employee 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. As their efforts are in turn appreciated by the management and suitably rewarded, they have immense job satisfaction. In such situation, employees are committed to achieving their goals and thus have a positive effect on the overall performance of the organization. The culture and performance have been interrelated to each other based upon perfect association between business processes. The culture construct based upon operational complexity,has its basis towards different business processes. It was a research carried out in more than 200 organizations, based on culture and long term performance (Kotter and Heskett,1992).
ORGANIZATIONAL GOALS
The concept of the organizational goal has evolved over time, but most theoretical discussions of organizational goals have emphasized their “normative” and “evaluative” function (Connolly et al., 1980: 211). Organizational goals have most commonly been employed as criteria for assessing effectiveness (Hoy & Hellriegel, 1982). Conceptualized in this way, organizational goals are in essence benchmarks used to evaluate the effectiveness of organizational behaviors and attained outcomes (Tansik, 1973). Other conceptualizations such as the work motif (Blau & McKinley, 1979) or work objective (Krouse, 1972) also accentuate the normative function of organizational goals as “the intellectual ethos or prevailing set of ideas concerning what architecture is and what it should accomplish” (Blau & McKinley, 1979: 201-202). Simon (1964: 1) took the normative conceptualization of organizational goals one step further by representing them as “constraints” of organizational structure and behaviors (Simon, 1964: 1). The challenge with a normative conceptualization of organizational goals lies in defining effectiveness criteria in a way that is not context-dependent. If organizations’ goals are unique to their context, then comparing goals across organizations would be like comparing the volume of one building with the architectural style of another. To facilitate our empirical analysis, we therefore articulate an alternative although still normative conceptualization of goals. We define organizational goal types as an evoked set of satisficing or policy constraints, where particular satisficing levels or targets are continually updated through compromise and achievement (Krouse, 1972; Simon, 1964). Goal types are effectiveness criteria whose attainment requires performance of related actions. Our concept of organizational goal types includes such effectiveness criteria as increasing sales, improving profit, and speeding cash flow. As criteria for evaluating organizational performance and guides for organizational behaviors, organizational goal types must balance the conflicting interests of different types of stakeholders (Bourgeois, 1980, 1985; Connolly et al., 1980). Short-term and long-term goals need to be balanced (Blau and McKinley 1979). Cost and benefits need to be weighed (Bailey & Malone, 1970), and both individual desires and organizational needs must be reconciled (House, 1971; Locke, 1996). As a result, no organizational systems are observed to employ only a single criterion to guide organizational behaviors in the context of market competition (Connolly et al., 1980). In adapting to complex environments, organizations develop complex visions and structures that are reflected in their goals (Blau & McKinley, 1979). Multiple organizational goals are necessary for each organization – even organizations that consist of relatively simple systems (Connolly et al., 1986). While there is variation from organization to organization in goal types as well as in goals, there are some common goal types that must be satisfied in order for organizations to achieve a satisfactory performance. For example, Cyert and March (1963) identified the following domains as consistently important: production, sales, inventory, market share, and profit.When organizations pursue multiple types of goals, the complexity and the structure of these goals become important considerations.
Linkage between Organizational Culture and Employee Performance 
Culture is largely invisible to individuals just as the sea is invisible to the fish swimming in it. Even though it affects all employees‘ behaviours, thinking, and behavioral patterns, individuals tend to become more aware of their organization‘s culture when they have the opportunity to compare it to other organizations (Amah, 2009). The organizing function involves creating and implementing organizational design decisions. The culture of the organization is closely linked to organizational design. For instance, a culture that empowers employees to make decisions could prove extreme resistant to a centralized organizational design, hampering the manager‘s ability to enact such a design. However, a culture that supports the organizational structure (and vice versa) can be very powerful (Daft, 2003). An organization‘s culture may be one of its strongest assets or its biggest liability. In fact, it has been argued that an organization that has a rare and hard-toimitate culture enjoys a competitive advantage. In a survey conducted by the management consulting firm Bain & Company in 2007, worldwide business leaders identified corporate culture to be as important as corporate strategy for business success. This comes as no surprise to leaders of successful businesses, who are quick to attribute their company‘s success to their strong culture (Garvin, 1998). Culture, or shared values within the organization, may be related to increased employee performance. Researchers found a relationship between organizational culture and employee performance, with respect to success indicators such as revenues, sales volume, market share, and stock prices leading to realization of the organizations goal. It is important to have a culture that fits with the demands of the company‘s environment, so that it can improve the shared values of the company and also propel employee performance. For example, if a company is in the high-tech industry, having a culture that encourages innovativeness and adaptability, that will improve its performance (Amah, 2009). However, if a company in the same industry has a culture characterized by stability, a high respect for tradition, and a strong preference for upholding rules and procedures, the company may suffer because of its culture. In other words, just as having the right culture may be a competitive advantage for an organization, having the wrong culture may lead to performance difficulties, such may be responsible for organizational failure, and may act as a barrier preventing the company from changing and taking risks (Caves and Porter, 1977). In addition to having implications for employee performance, organizational culture is an effective control mechanism dictating employee behaviour. Culture is a more powerful way of controlling and managing employee behaviour than organizational rules and regulations. For example, when a company is trying to improve the quality of its customer service, rules may not be helpful, particularly when the problems customers present are unique. Instead, creating a culture of customer service may achieve better results by encouraging employees to think like customers, knowing that the company‘s priorities in this case are clear. Therefore, the ability to understand and influence organizational culture is an important item for managers to have in their tool kit when they are carrying out their controlling function as well as their organizing function to enhance employee performance and promote the realization of the organizational goals. Several researches on how to optimize employee performance with a view to realize organizational goal have taken place in the past two decades. It has been argued that strategic group membership and associated collective behaviours are the primary sources of durable differences in firm profitability and effective employee performance (Caves and Porter, 1977). This implies that the collective behaviour of organization members which culture helps to control is important to its effectiveness. In relation to this argument, Glasister and Buckley (1998) identified organizational culture as one of the factors responsible for organizational effectiveness and employee performance. A strong organizational culture (that is, one in which everyone understands and believes in the firm‘s goals, priorities and practices) that encourages the participation and improvement of all organization‘s members and this has been identified to be one of its most important assets (Denison, 1985).
Impact Of Organizational Culture On Employee’s Performance towards actualization of organizational goals.
In general, there has been scant research related to the complexity of goal types. Goals have been examined extensively - mainly through the lens of expectancy, motivation, and the roles of principles and agents (Fred & Slowik, 2004; Lee & Schuler, 1980; Steers, 1976; Tubbs, 1986). Goals have been conceptualized in many different ways, for example, as objectives (Blau & McKinley, 1979; Krouse, 1972), evaluation criteria (Tansik, 1973), effectiveness criteria (Connolly et al., 1980; Hoy & Hellriegel, 1982), and aspiration levels (Lant, 1992). But these prior studies of goals and related constructs have generally focused on the effectiveness of specific goals or goal components in improving organizational performance. The complexity caused by the pursuit of multiple goal types has been largely ignored. Organizations may cope with goal type complexity by satisficing (Simon, 1964) rather than optimizing, but satisficing provides an incomplete picture of how organizations respond effectively to goal complexity. We seek to extend previous research by investigating the relationship between organizations’ pursuit of multiple goal types – goal type complexity – and their success in attaining goal types. More specifically, we propose that the pursuit of multiple types of goals facilitates organizations’ abilities to take advantage of the resources and opportunities available in their environments. We also propose that the more organizations reduce goal type variability, i.e. prioritize their goal types, the more effectively they are able to take advantage of environmental resources and opportunities. If pursuing multiple goal types and prioritizing these goal types facilitates organizations’ exploitation of environmental resources and opportunities, then it is natural to ask whether the pursuit of multiple goal types is itself facilitated by reducing goal type variability; we explore this possibility as well.
Therefore, the ability to understand and influence organizational culture is an important item for managers to have in their tool kit when they are carrying out their controlling function as well as their organizing function to enhance employee performance and promote the realization of the organizational goals. Several researches on how to optimize employee performance with a view to realize organizational goal have taken place in the past two decades. It has been argued that strategic group membership and associated collective behaviours are the primary sources of durable differences in firm profitability and effective employee performance (Caves and Porter, 1977). This implies that the collective behaviour of organization members which culture helps to control is important to its effectiveness. In relation to this argument, Glasister and Buckley (1998) identified organizational culture as one of the factors responsible for organizational effectiveness and employee performance. A strong organizational culture (that is, one in which everyone understands and believes in the firm‘s goals, priorities and practices) that encourages the participation and improvement of all organization‘s members and this has been identified to be one of its most important assets (Denison, 1985).
2.2 THEORITICAL FRAMEWORK
There are numerous theories to back up organizational goals and employee performance. Briefly we can relate this study with structural contingency theory.
Structural contingency theory has described the variety of organizational structures and behaviors since the 1950s. SCT regards organizations as open and adaptive systems. This theory emerged as a result of a range of studies in the 60s and 70s, asserting that the fit between organizational structure and contingencies affects organizational performance. levels. Particularly until the mid-1970s, organizational theory had a temporary theoretical framework around SCT (Üsdiken, 2008). The most prominent and frequently cited studies in SCT come from Britain (Woodward, 1958, 1965; Burns and Stalker, 1961; Pugh, 1973; Pugh et al., 1968, 1969; Emery and Trist, 1965; Child, 1972) and the US (Chandler, 1962, Hage and Aieken, 1967; Lawrence and Lorsch, 1967; Perrow, 1967; Thompson, 1967; Blau, 1970). SCT is research that tested a range of propositions using its own scientific basis. These propositions are: 
1. Organizations are open systems, so they both affect and are affected by their external environment. 
2. Organizational structures are designed in a variety of ways as required by contingencies. In other words, there is a dynamic fit between organizational structure and contingencies. 
3. This fit leads to high organizational performance. Organizational success is a function of the fit between structure and contingencies. 
4.  Change in organizational structure starts with a lack of fit caused by a change in contingencies. 
5. New organizational structure re-creates the fit between new contingencies and organizational structure.
2.3 EMPIRICAL STUDIES
A study conducted by Muhammed Saad 2013, he examined the impact of organizational culture using BUA group of company as a case study.finding from his study revealed that the competitive advantage of an organization is attained through strong association and establishment of culture.in a similar study conducted by
 Richard E. 2016,using 50 respondents from a manufacturing company  Bangladesh. He observed that  organization culture helps in measuring limitation to overcome performance measurement. The limitations shows that culture and employee performance shows negative correlation as employee performance is badly affected by it.
The different values and beliefs based upon employee performance help in organization‘s association. The organizational culture helps in internalizing harmonious management and employee relationship that leads to effective organizational performance. The productivity and culture of organization helps in improving performance. Amah (2009)puts it that in more than 60 research studies‘ 7600 small business units and companies‘ performance from 1999 to 2007 have been evaluated, and the studies indicated that organizational culture and employee performance have a significant relationship. The positive association between culture and performance helps in improving results of an organization. The norms and values of organization, based upon different cultures influence on work force, has increased the output of the work force. In an organization, strong culture enables effective and efficient management of work force. The net profit in an organization helps in enhancing performance of employees. On the basis of some conditions, organizational culture is helpful in improving and providing competitive edge. As it was highlighted earlier that employee commitment and group efficiency help in improving performance based upon organizational sustainability. The nature and power of organization culture and influence upon sustainability are enormous in this contemporary time.



	CHAPTER THREE
RESEARCH METHODOLOGY
3.1	AREA OF STUDY
Domino's Pizza, Inc., branded as Domino's, is an American multinational pizza restaurant chain founded in 1960. The corporation is Delaware domiciled and headquartered at the Domino's Farms Office Park in Ann Arbor, Michigan, having 17,000 locations around the world.
In 2012 Domino’s pizza her first presence in Nigeria, becoming the first pizza company to bring world class pizza in Nigeria with quality ingredient.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled.
3.3	POPULATION OF THE STUDY
According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
This study was carried out to examine the impact of organizational culture on effective employee’s performance towards actualization of organizational goals. Two (2) branches of Domino’s pizza in Abuja  were randomly selected as the population size .60 respondent from the company  were selected in the process. The selected development areas were:
· Domino’s Pizza Gwarimpa, Abuja  
· Domino’s Pizza Apo mall, Abuja 
Statistics derived from Human resources department show that the population of staffs in Domino’s Pizza Abuja is 800 .
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the simple random sampling (srs.) method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
The Taro Yamane (1967:886) provides a simplified formula to calculate sample sizes.
Assumption
95% confidence level 
 P = .5
[image: ]
n=800 /1+800 (0.05)2
n= 800 /1+800 (0.0025)
n= 800 /1+5.5
n=60
Therefore, for this study, the sample size is 60
3.6	SOURCES OF DATA COLLECTION
The research instrument used in this study is the questionnaire. A 10 minutes survey containing 5 questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section inquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions.
3.7	METHOD OF DATA ANALYSIS
The responses were analyzed using the frequency tables, which provided answers to the research questions.The hypotheses were tested using the Pearson Correlation Statistical Tool (SPSS.v23).
3.8	VALIDITY AND RELIABILITY OF THE STUDY
The reliability and validity of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87. 
CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1	DATA PRESENTATION
Table 4.1: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	25
	41%

	Female
	35
	59%

	Religion
	
	

	Christian
	40
	67%

	Muslim
	20
	33%

	Age
	
	

	22-32
	30
	50%

	32-42
	20
	33%

	42+
	10
	17%


Source: Field Survey, 2021
From the above table, 25 respondents of the total population are male, 35 respondents are female. 40 respondent are Christian while 20 respondent Muslim. 30 respondents are aged 22-32 years, 20 respondents are aged 32-42 years. 10 respondent are aged 42 and above years.
4.2	ANSWERING RESEARCH QUESTIONS
QUESTION 1: What are the effects of organizational culture on the employee performance?
Table 4.2
	Options
	Yes
	No 
	Undecided 
	Total 

		Shapes employees perception of the company 
	50
(83%)
	00
	10
(17%)
	60
(100%)

	Shared believes and understanding of goal
	45
(75%)
	00
	15
(25%)
	60
(100%)

	Effective communication and collaboration
	50
(83%)
	00
	10
(17%)
	60
(100%)

	Increase input and level of productivity
	45
(75%)
	00
	15
(25%)
	60
(100%)

	Individual learning and compliance 
	45
(75%)
	00
	15
(25%)
	60
(100%)


Field survey 2021
From the responses obtained as expressed in the table above,50 respondent said yes that organizational culture Shapes employees perception of the company.10 respondent were undecided. There was no record of no. 45 respondent said yes that organizational culture enhances Shared believes and understanding of goal. 15 respondents were undecided. There was no record of no

QUESTION 2: What are the types of organizational culture capable of enhancing employee performance in an organization?
Table 4.3
	Options
	Yes
	No 
	Undecided 
	Total 

		Innovation and risk taking
	50
(83%)
	00
	10
(17%)
	60
(100%)

	Team work and collaboration
	45
(75%)
	00
	15
(25%)
	60
(100%)

	Command structure and stability
	50
(83%)
	00
	10
(17%)
	60
(100%)

	Achievement /result orientation and precision
	45
(75%)
	00
	15
(25%)
	60
(100%)

	Fairness and value of employee
	45
(75%)
	00
	15
(25%)
	60
(100%)

	Setting of clear cut weekly task and report mechanism 
	45
(75%)
	00
	15
(25%)
	60
(100%)


Field Survey 2021
From the responses obtained as expressed in the table above,50  respondent said yes that Innovation and risk taking are capable of enhancing employee’s performance.10 respondent were undecided, there was no record of no.45 respondent said yes that Setting of clear cut weekly task and report mechanism can enhance employees performance. 15 respondent were undecided, there was no record of no.

Question 3: What are the factors hindering the employee performance in an organization?
Table 4.4: Respondent on question 3
	Options
	Yes
	No 
	Undecided 
	Total 

		Poor leadership style and management practices
	50
(83%)
	00
	10
(17%)
	60
(100%)

	Unclear objective and expectations
	45
(75%)
	00
	15
(25%)
	60
(100%)

	Unfit or lack of skill for the job
	50
(83%)
	00
	10
(17%)
	60
(100%)

	Low incentive and poor re numeration 
	45
(75%)
	00
	15
(25%)
	60
(100%)

	Office inefficiency and low motivation 
	45
(75%)
	00
	15
(25%)
	60
(100%)


Field Survey 2021.
From the responses obtained as expressed in table above 50 respondent said yes that poor leadership style and management practice can hinder employees performance. 10 respondent were undecided. There was no record of no. 45 respondent said yes that office inefficiency and low motivation can hinder employees performance. 15 were undecided, there was no record of no.
4.3	TEST OF HYPOTHESIS
H0:  There is no significant relationship between the organizational culture and employee performance in an organization?
Hi:  There is a significant relationship between the organizational culture and employee performance in an organization?
Level of significance: 0.05
Decision Rule: 
In taking decision for “r”, the following riles shall be observed;
i) If the value of “r” tabulated is greater than “r” calculated, accept the alternative hypothesis (H1) and reject the null hypothesis (H0).
ii) If the “r” calculated is greater than the “r” tabulated, accept the null hypothesis (H0) while the alternative hypothesis is rejected
Table 4.3: Correlations between Age of marriage and level of anxiety of women
	
	
	Organizational culture
	Employee Performance

	Organization culture 
	Pearson Correlation
	1
	.922**

	
	Sig. (2-tailed)
	
	.000

	
	N
	60
	60

	Employee Performance
	Pearson Correlation
	.922**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	60
	0


Source: Field Survey, 2021 **. Correlation is significant at the 0.05 level (2 tailed).
In respect to table 4.3 above, since the p-value (0.000) is less than the level of significance, we reject the null hypothesis and conclude that there is a significant relationship between organizational culture and employee performance. This implies that there is a significant relationship between organizational culture and employee performance. 



CHAPTER FIVE
CONCLUSION AND RECOMMENDATION
5.0 Introduction
This chapter summarizes the findings into the “impact of of organizational culture on employees performance toward actualization of organizational goals. The chapter consists of summary of the study, conclusions, recommendations and suggestions for further studies.
5.1 Summary Of Study
In this study, our focus was to examine the  impact of of organizational culture on employees performance toward actualization of organizational goals using Domino’s Pizza Abuja as a case study. The study specifically was aimed at examining how different organizational culture can affect employees performance. It examined different types of organizational cultures prevalent in domino’s pizza.it examines organizational cultures that can hinder employees performance  The study adopted the survey research design and randomly enrolled participants in the study. A total of 60 responses were validated from the enrolled participants where all respondent are current staff of Domino’s Pizza Company Abuja.  The findings revealed that the nature of organizational cultures prevalent in Domino’s Pizza. 
5.2	Conclusion
· The different values and beliefs based upon employee performance helps in organization association. 
· The organization culture helps in internalizing joint relationship that leads to manage effective organization processes. The productivity and culture of organization helps in improving performance. 
·  The positive association between culture and performance helps in improving results of organization. 
· The job performance of organization has a strong impact of strong organization culture as it leads to enhance productivity.
·  The norms and values of organization based upon different cultures influence on work force management. In an organization strong culture enables to effective and efficient management of work force employees. 
· The net profit in an organization helps in enhancing performance of employees. The common path for making perfect use of resources in same cultural association helps in positive development of organization. 
· On basis of particular conditions organizational culture is helpful in improving and providing competitive edge. The employee commitment and group efficiency helps in improving performance based upon organization sustainability. 
· The nature and power of organization culture influence upon sustainability and effective of organization.
5.3	Recommendation
Based on the responses obtained, the researcher proffers the following recommendations:
Organizations should engage in the following:
1. Every organization must understand that organizational culture is the basis upon which employees performs  .
1. Domino’s Pizza Company should continue to strive higher in maintaining standard organizational culture  to promote their organization goals.
1. Management and staffs of Domino’s Pizza should continuously practice stipulated organizational culture and maintain high employee performance.
1.  Organizational culture contribute to better quality of company’s communication and total business results, change of attitude with managers about organizational culture  strategy would certainly lead to a greater achievement of the organization.
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APPENDIXE
QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE (s) ON A QUESTION
SECTION A
PERSONAL INFORMATION
Gender
Male [  ]	Female [  ]
Age 
18-25	[  ]
20-30	[  ]
31-40	[  ]
41 and above [  ]
Educational level
WAEC [  ]
BSC/HND [  ]
MSC/PGDE	[  ]
PHD [  ]
Others……………………………………………….. (please indicate)
Marital Status
Single	[  ]
Married [  ]
Separated [  ]
Widowed [  ]
Duration of Service
0-2 years [  ]
2-5 years [  ]
5 and above [  ]
Section B
QUESTION 1: What are the effects of organizational culture on the employee performance?
	Options
	Yes
	No 
	Undecided 

		Shapes employees perception of the company 
	
	
	

	Shared believes and understanding of goal
	
	
	

	Effective communication and collaboration
	
	
	

	Increase input and level of productivity
	
	
	

	Individual learning and compliance 
	
	
	



QUESTION 2: What are the types of organizational culture capable of enhancing employee performance in an organization?
	Options
	Yes
	No 
	Undecided 

		Innovation and risk taking
	
	
	

	Team work and collaboration
	
	
	

	Command structure and stability
	
	
	

	Achievement /result orientation and precision
	
	
	

	Fairness and value of employee
	
	
	

	Setting of clear cut weekly task and report mechanism 
	
	
	



Question 3: What are the factors hindering the employee performance in an organization?
	Options
	Yes
	No 
	Undecided 

		Poor leadership style and management practices
	
	
	

	Unclear objective and expectations
	
	
	

	Unfit or lack of skill for the job
	
	
	

	Low incentive and poor re numeration 
	
	
	

	Office inefficiency and low motivation 
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