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ABSTRACT 

This thesis examined the effect of organizational culture on firm performance in selected multinational 

companies in South-South Nigeria. Marketing (competition) culture, clan (supportive) culture, hierarchy 

culture and adhocracy culture were employed as the explanatory variables while firm performance was 

applied as the independent variable. The study was anchored on resources based-view theory because it is 

germane in explaining the interaction between organizational culture variables and firm performance. The 

study adopted descriptive survey research design.  The population of this study comprised 17716 

employees of four selected multinational companies in South-South Nigeria. Taro Yamane formula was 

applied to determine the sample size of 391. Questionnaire was applied as the instrument for data 

collection. The instrument was validated using face and content validity while its reliability was 

established using Cronbach Alpha. The research questions were analyzed using frequency tables and 

percentages while the hypotheses were tested using ordinary least square regression technique at 0.05 

level of significance. The study found that marketing (competition) culture and hierarchy culture have 

significant positive effect on firm performance, clan (supportive) culture has significant negative effect 

while adhocracy culture has no significant positive effect on firm performance. The study concludes that 

organizational culture has significant positive effect on firm performance in the selected multinational 

companies in South-South Nigeria. The study recommends that market culture and hierarchy culture 

should be encouraged in multinational companies in South-South Nigeria since they were found to have 

significant effect on firm performance.  
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INTRODUCTION 

The importance of organizational culture in achieving improved firm performance cannot be 

overemphasized.  Organizational culture involves the interaction of people in the workplace and how the 

basic assumptions, values, beliefs, and various philosophies as well as ideologies shape the workplace 

environment. Organizational culture is defined at the attitudes, beliefs, way of doing things (Burnes, 

2004). On the other hand, organizational culture is defined as the system of shared assumptions, values, 

and beliefs that governs how an organization interacts both with internal and external environments 

(Stafford & Miles, 2013). These shared values have strong influence internal organizational actors 

interact with others within the environment. Hofstede and Hofstede (2010) posits that organizational 

culture is unique in different organizations based on different parameters such as achievement, fairness, 

collaboration, teamwork, competitiveness, and rules among others.  

The organization’s internal environment is represented by its culture and is construed by the assumptions 

and beliefs of the managers and employees. Organizational Culture manifested in beliefs and 

assumptions, values, attitudes and behaviors of its members is a valuable source of firm’s competitive 

advantage since it shapes organizational procedures and unifies organizational capabilities into a cohesive 

whole. It also provides solutions to the problems faced by the organization, and, thereby, hindering or 

 International Journal of Business & Law Research 8(4):46-58, Oct-Dec., 2020 

 

         © SEAHI PUBLICATIONS, 2020    www.seahipaj.org       ISSN: 2360-8986 

http://www.seahipaj.org/


47 
 

facilitating the organization’s achievement of its goals (Yilmaz, 2008). Organizational culture provides a 

meaning system for employees who are making sense of their environment. As such, organizational 

culture serves as a vehicle of the organizational influence on the individual’s identity and behavior by 

socializing individuals into specific norms and patterns of behavior and by providing socially shared 

perceptions, which create predictability in the organizational environment (Parker, 2000; Ravasi & 

Schultz, 2006). 

Organizational culture is an essential ingredient of organizational performance and a source of sustainable 

competitive advantage. Organizational culture is an important element to unify various company cultures 

in the corporate group structure (Kenny, 2012). Corporate managers may establish an effective 

organizational culture to integrate the organizational culture and to improve performance. Successful 

cultural integration within the organization is an important element to maintaining successful 

communication and improving performance (Idris, Wahab, & Jaapar, 2015). Establishing an effective 

organizational culture in the corporate group is necessary to improve performance and productivity (Lee 

& Gaur, 2013). 

The greatest interest among many organizations currently is the need to improve performance. In this 

regard, the ability of an organization to improve performance is largely predicated upon the organizations 

interaction with effective and productive culture (Minkov & Blagoev, 2011). In order to increase the 

ability for organizational culture to be effective towards enhancing organizational performance there is 

needs to look at several interrelated dynamics. This includes how employees make the connection 

between what they do, and how they do it; the clarity of understanding on principles and organizational 

values; understanding the locus between individual behavior and performance; and how effective 

planning impacts performance (Mbuvi, 2010). 

Similarly, Barney cited Olu (2015) opined that in order for a organizational culture to provide sustained 

competitive advantages, and thus, by implication, be a source of sustained superior performance, three 

conditions must be met First, the culture must be valuable; it must enable a firm to do things and behave 

in ways that lead to high sales, low costs, high margins, or in other ways add financial value to the firm. 

Because superior performance is an economic concept, culture, to generate such performance, must have 

positive economic consequences. Second, the culture must be rare; it must have attributes and 

characteristics that are not common to the cultures of a large number of other firms. Finally, such a 

culture must be imperfectly imitable; firms without these cultures cannot engage in activities that will 

change their cultures to include the required characteristics, and if they try to imitate these cultures, they 

will be at some disadvantage (reputational, experience, etc.) compared to the firm they are trying to 

imitate. 

Stafford and Miles (2013) had argued that organization needs to be in touch with its culture to be able to 

control its performance. Literally, this means that an organization has to assess its own structure, beliefs, 

values, and assumptions that inform the organizations way of doing things. As such, this will not only 

allow the organization to remain relevant, but to identify precipitous factors inherent within its culture 

that are god for performance, and those that are bad for performance. Equally, Schein (2007) argues that 

in cases where the organization’s culture is aligned with the mission and goals of the company, 

employees are more likely to embrace the culture. The study therefore, investigated organizational culture 

and firm performance with particular reference to selected multinational companies in South-South 

Nigeria.   

Statement of Problem 

Managing organization cultures has been a challenging and ambiguous task for management. Cameron 

and Quinn (2011) argue that organizational culture has a strong association with the organization’s sense 

of uniqueness, its values, mission, aims, goals and ways of building shared values. Therefore, 

understanding the concept of organizational culture is a crucial task for leaders because of its great impact 

on different aspects of organizational behavior. Ignoring organizational culture in plans for any changes 

within the organization would yield unforeseen and negative consequences (Cameron & Quinn, 2011). 

In the developing countries, organization culture is often unnoticed, yet it is the cornerstone to execute the 

strategy to reach the goal of the organizations in significant manner. Liker and Hoseus (2008) states that it 
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is not necessary for people to think in exactly the same way, but it is important that there be shared core 

values and that everyone agrees about how to carry out work. Recent studies on organization culture have 

anchored organization culture on individualism, uncertainty avoidance power distance, masculinity and 

long term orientation, employee longevity, constructive culture, culture intensity, bureaucratic culture, 

innovative culture and supportive culture, This reveal that it remains unknown of organization culture 

based on organizational values, norms, adhocracy culture, marketing (Competition) culture, hierarchy 

culture and clan culture influence organization performance particularly within the Nigerian context.  

Furthermore, the existing empirical studies shows that most studies on organizational culture and firm 

performance were showed that most of the studies were foreign (Owino & Kibera, 2019; Mahrooz & 

Ebrahim, 2016; Gulali, Obura & Mise, 2018; Wee, Aik & Thurasamy, 2018; Poku & Owusu-Ansah, 

2013; O’Reilly, Caldwell, Chatman & Doerr, 2017; Kamau & Wanyoike, 2019; and Waheed, Syed, 

Pervaiz & Altaf, 2017) with only few recent studies within the Nigerian context. Studies in Nigeria 

concentrated on universities (Motilewa, Agboola & Adeniji, 2015), banks (Olu, 2015), National Agency 

for Food and Drugs Administration and Control (NAFDAC) (Mba, 2014) and manufacturing sector 

(Emerole, Kenneth & Edeoga, 2013). The only study (Udegbe, 2012) that covered multinational company 

used firm based data instead of industry wide data and covered city. Similarly, none of the recent studies 

within the Nigerian context made use of the organizational culture variables (clan culture, innovative 

culture, market culture, hierarchy culture and adhocracy culture thereby revealing a knowledge gap. This 

study filled this gap by examining the effect of organizational culture on firm performance using industry 

wide data from multinational companies in South-South Nigeria. 

Objectives of the Study  

The broad objective of the study is to examine the effect of organizational culture on firm performance in 

selected multinational companies in South-South Nigeria. The specific objectives include: 

1. To evaluate the extent to which marketing (Competition) culture affects firm performance in 

selected multinational companies in South-South Nigeria. 

2. To examine the degree to which clan (supportive) culture affect firm performance in selected 

multinational companies in South-South Nigeria. 

3. To find out the degree to which hierarchy culture affect firm performance in selected 

multinational companies in South-South Nigeria. 

4. To determine the extent to which adhocracy culture affects firm performance in selected 

multinational companies in South-South Nigeria. 

Research Questions  

The following research questions guided this study. 

1. To what extent does marketing (competition) culture affect firm performance in selected 

multinational companies in South-South Nigeria? 

2. To what degree does clan (supportive) culture affect firm performance in selected multinational 

companies in South-South Nigeria? 

3. To what degree does hierarchy culture affect firm performance in selected multinational 

companies in South-South Nigeria? 

4. To what extent does adhocracy culture affect firm performance in selected multinational 

companies in South-South Nigeria? 

Hypotheses  

The following hypotheses states in null form guided this study. 

Ho1:  Marketing (competition) culture has no significant positive effect on firm  performance 

 in selected multinational companies in South-South Nigeria. 

Ho2:  Clan (supportive) culture has no significant positive effect on firm performance in  selected 

multinational companies in South-South Nigeria. 

Ho3:  Hierarchy culture has no significant positive effect on firm performance in selected 

 multinational companies in South-South Nigeria. 

Ho4:  Adhocracy culture has no significant positive effect on firm performance in selected 

 multinational companies in South-South Nigeria. 
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REVIEW OF RELATED LITERATURE 

Organizational Culture  

There are various approaches to the conception of organization culture. Prominent among these are 

Integration, Differentiation and Fragmentation approaches (Hill & Carley, 2008). The Integration 

approach views organizational culture as a “set of shared values that help organizational members 

understand organizational functioning and thus guide their thinking and behaviour” (Jaskyte & Dressler, 

2004). The approach focuses on the manipulation of various components of culture to ensure that 

employees adopt management ideas without objection. It asserts that the managerial group creates and 

manages organizational culture. The differentiation approach suggests that the creation and adoption of 

culture is influenced by informal social relationships and occurs at the subgroup level in the organisation. 

According to this approach, culture makes groups of individuals focus on the differences in values, 

practices and organizational priorities. While culture facilitates agreements to occur within groups, it 

makes differences between groups to be salient. The fragmentation approach holds that culture is 

idiosyncratic and is uniquely understood by individuals as a result of their identity, role or position in the 

organisation. The approach asserts that transmission of culture is influenced by interpersonal relationships 

between an individual and another person of similar interests in the organisation (Hill & Carley, 2008). 

In spite of differences in their approaches, a strong agreement has developed among modern scholars in 

the field of Organizational Behaviour on the pervasive influence of organizational culture in 

organizational life. Robbins and Judge (2007:572) argue that culture is an independent variable that 

affects an employee’s attitudes and behaviour. Organizational culture is believed to impact on the 

communications, coordination and cooperation of members in an organisation. It has also been asserted 

that culture is an autonomous variable and determines human nature (Vredenburgh & VanFossen, 2010). 

Kamaamia (2017) view organizational culture as a system of shared assumptions, values, and beliefs, 

which governs how people behave in organizations. These shared values have a strong influence on the 

people in the organization and dictate how they act and perform their jobs. Organizational culture is 

argued to be unique to every organization and is widely agreed to compose of seven key characteristics 

commonly known as the organizational orientations. These include organizational orientations to risk, 

precision, achievement, fairness, collaboration, teamwork, competitiveness, and rules (Stafford & Miles, 

2013). Funda (2012) see organizational culture as the pattern of shared basic assumptions, values, norms, 

and artifacts that the organization members learned as they solved organizations problems of external 

adaptation and internal integration. 

Marketing (Competition) Culture  

Market culture is recognized as being clearly concerned with a goal (or objective) accomplishment culture 

type. Hence, the predominant corporate values inherent to this culture are productivity, effectiveness, 

competitiveness and results optimization. These organizations normally stress gaining prestige, status and 

profitability and their main purpose is to end in transactions (i.e., exchanges, sales, contracts), with other 

parties, in the hope of achieving competitive advantages (Cameron & Quinn, 2011). In market 

organizations, both internal and external transactions (exchanges of value) are viewed in market terms. In 

effective market organizations, value flows between their different members and stakeholders, with 

minimal 

Market culture includes competition and organizational goal achievement (Pinho et al., 2014). A market 

culture is regarded as a results-oriented workplace with emphasis on winning, outpacing the competition, 

escalating share price, and market leadership (Cameron, 2004; Cameron & Quinn, 2006). Staying close to 

one's customer can result in timely market information, joint product development activities, and intense 

brand loyalties, leading to better financial performance (Peters & Waterman, 2002). Having a market 

oriented culture has the advantage that it is very task directed. Such a formation has a very good 

information about their competitors as well as their customers which allows them to adjust to the current 

needs. However, one must be very sure if this type of culture is appropriate for the company because of 

its very regulating nature (Shaw, 2010). 
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Clan (Supportive) Culture 

Clan culture focus on human relations demonstrated through internal cohesiveness, employee welfare, 

loyalty, and employee commitment to the organization. Han (2012) noted that clan culture contains an 

employee-oriented leadership, cohesiveness, participation, and teamwork. Cameron (2004) views clan 

culture as a as homely and family like working environment. The clan culture is characterized with 

loyalty, morale, commitment, tradition, collaboration, teamwork, participation, consensus, and individual 

development (Cameron, 2004; Cameron & Quinn, 2006; Tseng, 2010). Tseng (2010) argued that clan 

culture emphasizes the long-term benefit of human resources development with high cohesion and 

morale, but it is also prudent and conservative. Tseng (2010) further observes that employees in clan 

culture value participatory engagement, teamwork, and consensus building. 

Keskin, Akgün, Günsel and Imamoglu (2005) noted that this culture type is primarily oriented to its 

human capital, emphasizes individuals’ level of wellbeing and fosters a positive working atmosphere over 

optimizing financial ratios and market goals. Clan organizations combine a lower concern for structure 

and control and a greater focus on flexibility. Hence, instead of strict rules and procedures, the firm’s 

members are driven through vision, shared goals, outputs and outcomes. The focus is very internal and 

the emphasis is put on interaction between the people in the firm. This collaboration eliminates individual 

work and takes in on a level where the communication resembles to a family one, it is very team oriented 

with the emphasis on loyalty (OCAI online, 2017).  

Hierarchy Culture 

Hierarchy culture is a set of rules and procedures that are the determinants of what is going to be done and 

how it will be carried out. No space for personal decision making and innovation (OCAI online, 2017). 

These organizations are as well in need of control and the top management makes the crucial decisions 

that are later on communicated to the employees. It is a very hard position for the managers due to the 

fact that once they do not recognize the threats or possibilities, it creates a problem in the system. The 

goal is to create processes which do not cost a lot of money and run accordingly to the plan. Manager's 

ability to predict certain events is one of the top tasks which will determine the faith of the company 

(Tharp, 2009). 

Hierarchy culture is normally described as extremely bureaucratic, rule-driven, by-the-book and top-down 

directed (Zammuto, Gifford & Goodman, 2000). This archetype traditionally embraces an approach that 

highlights structure and control that emanates from a strict chain of command, as in Max Weber’s original 

theory of bureaucracy. This culture stresses the minimization of ambiguity levels and the promotion of an 

intense sense of security, certainty, predictability, effectiveness, stability, formalization and 

standardization. This culture type endorses a long-lasting concern for order and control mechanisms, 

embodied in an explicit and very precise range of norms, rules, instructions and procedures. In 

summation, this culture is mainly focused on efficiency and internal control. 

Adhocracy Culture 

Adhocracy or an entrepreneurial culture includes innovative, creative, and adaptable characteristics 

(Veiseh et al., 2014). This is an environment which thrives on modeling new ideas in an aggressive way 

where risk taking is much appreciated and most importantly encouraged. It is similar to the clan culture 

where individuals have the opportunity to make their decisions (OCAI online, 2017). Goals of such an 

organization is the development of new ideas that could translate into their products or services. It may 

have a chaotic rhythm due to its constant need for innovation however, it as well provides a lot of space 

for growing which is a motivation driver for many employees. Nothing is more important than being 

unique, above all with progress and constantly gaining new ways and resources for future differentiation 

(Tharp, 2009). 

Adhocracy culture is characterized as a dynamic, entrepreneurial, innovative and creative workplace 

(Cameron, 2004; Cameron & Quinn, 2006; Tseng, 2010). It emphasizes new product and service 

development, adaptability, growth, change, productivity, efficiency and experimentation (Cameron, 2004; 

Cameron & Quinn, 2006; Tseng, 2010). These characteristics reflect external orientation and have better 

developed knowledge conversion and corporate performance (Tseng, 2010). 

 

Oboreh.….. ..Int. J. Business & Law Research 8(4):46-58, 2020 

 



51 
 

Firm Performance   

Firm performance is the ability for an organization to fulfill its mission through sound management, 

strong governance and a persistent dedication to achieving specific goals over a given period of time 

(Stafford & Miles, 2013). Performance is equally defined as the achievement of financial and non-

financial goals that enables an organization to remain viable and sustainable both in the short term and in 

the long run (Denison, Haaland, Goelzer & Yilmaz, 2008). Firm performance encompasses ability of an 

organization to realize its potential or targets overtime. As indicated earlier, in defining organizational 

culture, senior managers, usually take the responsibility or guiding and navigating their organizations 

through various goals with aim of achieving specified or desired performance (Minkov & Blagoev, 2011). 

Louise (2012) defines firm performance as the ability of an organization to fulfill its mission through 

sound management, strong governance and a persistent rededication to achieving results, or the 

effectiveness of the organization in fulfilling its purpose. Firm performance is one of the most important 

constructs in management research and without a doubt it is the most important measure of the success in 

any organizations because management is performance driven. Performance refers to the assessment of 

progress, at different organizational levels, toward achieving predetermined goals (Bourne, Neely, Mills 

& Platts, 2003). Organizational performance can be measure through financial and non-financial 

performance. (Avlonitis et al., 2001; Gounaris et al., 2003) asserted that firm performance can be 

measured bearing four major perspectives in mind viz: financial perspective, customer perspective, 

internal processes perspective and employee learning growth perspective. 

Smith and Reece (1999) view firm performance as “the organization's ability to meet the desire result as 

determined by the company’s major shareholders”. On the other hand, it is to determine whether the 

actual output of an organization is as what has been targeted (Al Qudah et al., 2014). Thus, to achieve 

high business performance, organizations need to attain and sustain competitive advantages. For this 

reason, many researchers had argued that strategic planning makes organizations have competitive 

advantages and the ability to stay in business against competitors. They need to know the correct 

performance level is important due to it enable the organization to determine its current position and find 

ways to improve business if necessary. Consequently, the measurement of business performance has 

captured the attention of many scholars due to its complexity (Suklev & Debarliev 2012; Matsoso & 

Benedict, 2014).    

 

Theoretical Framework 

This study is anchored on resources based-view theory as postulate by Barney (1986). The resource-based 

view (RBV) argues that firms possess resources, a subset of which enables them to achieve competitive 

advantage, and a subset of those that lead to superior long-term performance. Resources that are valuable 

and rare can lead to the creation of competitive advantage. Resources based-view theory contends that the 

possession of strategic resources provides an organization with a golden opportunity to develop 

competitive advantages over its rivals. Barney stated that for resources to hold potential as sources of 

sustainable competitive advantage, they should be valuable, rare, imperfectly imitable and not 

substitutable. The resource-based view suggests that organisations must develop unique, firm-specific 

core competencies that will allow them to outperform competitors by doing things differently. 

The resource-based view offers strategists a means of evaluating potential factors that can be deployed to 

confer a competitive edge. A key insight arising from the resource-based view is that not all resources are 

of equal importance, nor do they possess the potential to become a source of sustainable competitive 

advantage. The sustainability of any competitive advantage depends on the extent to which resources can 

be imitated or substituted. Barney point out that understanding the causal relationship between the sources 

of advantage and successful strategies can be very difficult in practice. Thus, a great deal of managerial 

effort must be invested in identifying, understanding and classifying core competencies. In addition, 

management must invest in organizational learning to develop, nurture and maintain key resources and 

competencies. One of such core competences is maintaining a unique organizational culture in order to 

enhance performance.    
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This theory is considered relevant to the study in that in the context of the Resource-Based View (RBV), 

organizational culture has been considered as valuable, rare and imperfectly imitable. Therefore, it can 

serve as a potential resource for creating sustainable advantage. This leads to further arguments that 

organizational culture is one of the key determinants of organizational performance. The key tenet of this 

study is that organizations have different strategic directions in terms of competitive performance and, 

therefore, managers need to understand which specific culture (i.e. content) will support the achievement 

of improved organizational performance. 

 

Empirical Studies 

Owino and Kibera (2019) investigated organizational culture and performance using empirical evidence 

from microfinance institutions in Kenya. Adhocracy culture, market culture, hierarchy culture and clan 

culture were employed as the independent variables while market performance and debt/equity ratio were 

employed as the dependent variable. Secondary data were collected from annual reports by the 

Association of Microfinance Institutions in Kenya and the Microfinance Rating Africa. Data were 

analyzed using factor analysis and hierarchical regression. The study found that clan and hierarchy culture 

as the dominant cultural typologies in the microfinance industry. The results obtained demonstrate that 

organizational culture has a significant influence on non market performance. In addition, market culture 

is inversely associated with debt/equity ratio. The study concludes that organizational culture is a major 

source of sustainable competitive advantage in the microfinance industry. 

Mahrooz and Ebrahim (2016) investigated organizational culture and the financial performance of 

manufacturing firms. The size of 247 firms located at industrial towns/parks in Guilan was selected. Clan 

culture, adhocracy culture, market culture and hierarchy culture were employed as the explanatory 

variables while financial performance was employed as the dependent variable. Spearman’s rank 

correlation coefficient was employed in analyzing the data. The results show that there is a significant 

positive relationship between clan culture, adhocracy culture, market culture and hierarchy culture and the 

financial performance of manufacturing firms.  

Quy (2018) carried out a comparative study between local and foreign companies located in Ho Chi Minh 

City in order to determine the relationship between organizational culture and firm performance. 246 

respondents from foreign companies and 181 respondents from local companies were sampled for the 

study. Supportive culture, bureaucratic culture and innovative culture were employed as the explanatory 

variables while job satisfaction and firm performance were employed as the dependent variable. 

Descriptive statistics and regression analysis were employed in analyzing the data. The results showed 

that both supportive culture and innovative culture have a significant and positive impact on job 

satisfaction and firm performance. The bureaucratic culture has no significant impact. There is no 

difference between local and foreign companies in terms of innovative culture. 

Gulali, Obura and Mise (2018) investigated the effect of organization culture on organization 

performance on public universities in Kenya. 215 management personals from 11 public universities were 

sampled for the study. Pearson Product Moment Correlation and regression analysis were employed in 

analyzing the data. The results indicate that there was a strong positive significant correlation between 

organizational culture and organizational performance. The study further revealed that organizational 

values had the strongest unique contribution to the organizational performance, followed by 

organizational artifacts and finally individual believes. 

Wee, Aik and Thurasamy (2018) investigated organizational culture and performance of Malaysian 

manufacturing firms. Data for the study was collected through a survey of 223 companies registered with 

the Federation of Malaysian manufacturers. In this study, appreciation, cooperation, openness, 

professionalism, quality and success were employed as the independent variables while firm performance 

was employed as the dependent variable. Structural equation modeling was employed in analyzing the 

data. The study found that cooperation, openness and success has significant positive effect on 

performance of Malaysian manufacturing firms while appreciation, professionalism and quality have no 

significant positive effect on performance of Malaysian manufacturing firms.    
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Udegbe (2012) explored the relationship among organizational culture, customer satisfaction and 

performance in multinational corporations in Nigeria. 600 respondents were sampled for the study. 

Descriptive statistics and t- test analysis were employed in analyzing the data. The study found that 

culture influences work practices and that culture has a profound impact on the way customer perceive the 

organisation. The study also found that there is a relationship between organizational culture, customer 

satisfaction and organizational performance. 

Chilla, Kibet and Musiega (2014) investigated the effects of organizational culture on organizational 

performance in the hospitality industry. In this study, control systems, organizational structure, power 

structures, rituals and routines, symbols, stories and myths were employed as the independent variables 

while organizational performance was employed as the dependent variable. Multiple regression analysis 

and correlation analysis was employed in analyzing the data. The study found that organization culture is 

positively and significantly correlated to organizational performance. It also proves that there is strong 

significant correlation and predictability of control systems, organization structure and rituals and routines 

on organizational performance. There is also weak insignificant correlation and predictability on 

organization performance. 

Odhiambo (2016) investigated the influence of organizational culture on employee performance at NIC 

Bank Limited, Kenya. In this study, espoused beliefs and values, rules and policies, artifacts and 

management behaviors were employed as the independent variable while employee performance was 

employed as the dependent variable. A total of 82 respondents were sampled for the study. Descriptive 

techniques of simple percentages and arithmetic mean were employed in analyzing the data. The study 

found that that espoused beliefs and values, rules and policies, artifacts and management behaviors 

influence various aspects of employee performance in a positive way. 

Mba (2014) investigated organizational culture and employees performance in the National Agency for 

Food and Drugs Administration and Control (NAFDAC) Nigeria. Organizational culture was employed 

as the independent variable while employee commitment and employee productivity were employed as 

the dependent variables.  420 respondents were sampled for the study. Data collected were analyzed using 

descriptive and inferential statistics. The finding indicates that significant relationship exists between 

organizational culture and increased employees commitment in NAFDAC. The study also found a 

significant relationship between organizational culture and employee productivity.   

The existing empirical studies shows that most studies on organizational culture and firm performance 

were showed that most of the studies were foreign (Owino & Kibera, 2019; Mahrooz & Ebrahim, 2016; 

Gulali, Obura & Mise, 2018; Wee, Aik & Thurasamy, 2018; Poku & Owusu-Ansah, 2013; O’Reilly, 

Caldwell, Chatman & Doerr, 2017; Kamau & Wanyoike, 2019; and Waheed, Syed, Pervaiz & Altaf, 

2017) with only few recent studies within the Nigerian context. Studies in Nigeria concentrated on 

universities (Motilewa, Agboola & Adeniji, 2015), banks (Olu, 2015), National Agency for Food and 

Drugs Administration and Control (NAFDAC) (Mba, 2014) and manufacturing sector (Emerole, Kenneth 

& Edeoga, 2013). The only study (Udegbe, 2012) that covered multinational company used firm based 

data instead of industry wide data and covered city. Similarly, none of the recent studies within the 

Nigerian context made use of the organizational culture variables (clan culture, innovative culture, market 

culture, hierarchy culture and adhocracy culture thereby revealing a knowledge gap. This study filled this 

gap by examining the effect of organizational culture on firm performance using industry wide data from 

multinational companies in South-South Nigeria. 

 

METHODOLOGY 

This study adopted descriptive survey design. Descriptive survey is a means of collecting information 

about a large group of elements referred to as a population. This study was carried out in South-South 

Nigeria. Primary data were sourced for this study. The population of this study is 17716 employees of 

four selected multinational companies in South-South Nigeria. Taro Yamane was employed to arrive at 

sample size of 391. Questionnaire was adopted as the instrument of data collection. Ordinary Least 

Square regression analysis were employed in analyzing the data.  
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The model used in this study was a modification of the model adopted by Salih and Ahmet (2013), Quy 

(2018) and Owino and Kibera (2019). The modified model is presented in functional form as: 

FP = ƒ(MC, CC, HC, AC) 

Where: 

FP =   Firm Performance  

MC=   Market Culture   

CC =   Clan Culture   

HC =   Hierarchy Culture  

AC =   Adhocracy Culture    

The regression model is presented in econometric form as     

FP = α + β1MC + β2CC + β3HC + β4AC  + ẹ  

Where:  

FP =   Firm Performance  

MC=   Market Culture   

CC =   Clan Culture   

HC =   Hierarchy Culture  

AC =   Adhocracy Culture    

α =   Constant Term  

β=   Beta coefficients  

ẹ =   Error Term  

 

DATA PRESENTATION AND ANALYSIS  

Analysis of the Regression results  

Regression analysis was used to test the hypothesized effect of the independent variables on the 

dependent variable and the coefficient of determination (R
2
) is the most common measure that is used to 

predict and evaluate the predictive accuracy of a structural model. It also shows the combined effects of 

the independent variables on the dependent variable. The R
2
 points of 0 to 1 with the higher points is an 

indicative of a higher level of predictive accuracy, which explains the extent to which the variability of a 

factor can be caused or explained by their relationship with other factors. 

ANOVA enables to examine the main effect of independent variables to dependent variable. The effect 

size (F
2
) is an additional measure that is used to assess the R

2
 for all endogenous constructs to understand 

the significance of their impact. It also assesses the substantive influence of the predictor construct on the 

dependent variable. The regression results are presented in tables below.  

Table 1: Model Summary  

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate Durbin-Watson 

1 .761
a
 .579 .540 2.945 2.961 

a. Predictors: (Constant), Marketing Culture, Clan Culture, Hierarchy Culture, 

Adhocracy Culture   

b. Dependent Variable: Firm Performance 

Table 2 ANOVA RESULT  

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 277.975 4 69.494 18.010 .000
a
 

Residual 3218.767 350 8.676   

Total 3496.742 354    

a. Predictors: (Constant), Marketing Culture, Clan Culture, Hierarchy Culture, 

Adhocracy Culture   
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Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 277.975 4 69.494 18.010 .000
a
 

Residual 3218.767 350 8.676   

Total 3496.742 354    

a. Predictors: (Constant), Marketing Culture, Clan Culture, Hierarchy Culture, 

Adhocracy Culture   

b. Dependent Variable: Firm Performance  

Source: SPSS Version 21.0  

Table 1 recorded R square (R
2
) value of 0.486 indicating that marketing culture, clan culture, hierarchy 

culture and adhocracy culture explains moderately 57.9% of the variations in firm performance. The 

Durbin-Watson statistics value of 2.961 in table 1 showed that the variables in the model are not auto-

correlated and are therefore, reliable for predictions. 

The F-statistics value of 18.010 with a probability value of 0.000 in table 2 indicated that the independent 

variables (marketing culture, clan culture, hierarchy culture and adhocracy culture) has significant 

collective effect on the dependent variable (firm performance). This result showed that marketing culture, 

clan culture, hierarchy culture and adhocracy culture can collectively account for the variations in firm 

performance 

Test of Hypotheses  

The hypotheses earlier formulated at the beginning of the study were empirically tested using t-value and 

probability value in the ordinary least square regression analysis. The result is presented in table 3 below. 

Table 3 Regression Coefficients  

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 16.689 1.786  9.344 .000 

Marketing Culture  .054 .051 .057 2.064 .008 

Clan Culture  -.187 .048 -.203 -3.887 .000 

Hierarchy Culture   .128 .047 .068 2.871 .000 

Adhocracy 

Culture  

.028 .050 .028 .560 .576 

a. Dependent Variable: Firm Performance  

Test of Hypothesis One  

Ho:  Marketing (competition) culture has no significant positive effect on firm  performance 

 in selected multinational companies in South-South Nigeria. 

Hi:  Marketing (competition) culture has significant positive effect on firm performance in  selected 

multinational companies in South-South Nigeria. 

Marketing (competition) culture has a t-value of 2.064 with a probability value of 0.008 which is 

statistically significant. Therefore, we accept the null hypothesis and reject the alternative hypothesis 

which states that marketing (competition) culture has significant positive effect on firm performance in 

selected multinational companies in South-South Nigeria. 

Test of Hypothesis Two  

Ho:  Clan (supportive) culture has no significant positive effect on firm performance in  selected 

multinational companies in South-South Nigeria. 

Hi:  Clan (supportive) culture has a significant positive effect on firm performance in  selected 

multinational companies in South-South Nigeria. 
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Clan (supportive) culture has a t-value of 3.887 and a probability value of 0.000 which is statistically 

significant. Therefore, we reject the null hypothesis and accept the alternative hypotheses and conclude 

that clan (supportive) culture has a significant negative effect on firm performance in selected 

multinational companies in South-South Nigeria. 

Test of Hypothesis Three  

Ho:  Hierarchy culture has no significant positive effect on firm performance in selected 

 multinational companies in South-South Nigeria. 

Hi:  Hierarchy culture has significant positive effect on firm performance in selected  multinational 

companies in South-South Nigeria. 

Hierarchy culture has a t-value of 0.871 and a probability value of 0.000 which is statistically significant. 

Therefore, we reject the null hypothesis and accept the alternative hypotheses which state that hierarchy 

culture has significant positive effect on firm performance in selected multinational companies in South-

South Nigeria. 

Test of Hypothesis Four 

Ho:  Adhocracy (entrepreneurial) culture has no significant positive effect on firm  performance in 

selected multinational companies in South-South Nigeria. 

Hi:  Adhocracy (entrepreneurial) culture has significant positive effect on firm  performance 

 in selected multinational companies in South-South Nigeria. 

Adhocracy (entrepreneurial) culture has a t-value of 0.560 and a probability value of 0.576 which is 

statistically insignificant. Therefore, we accept the null hypothesis and reject the alternative hypotheses 

which state that adhocracy (entrepreneurial) culture has no significant positive effect on firm performance 

in selected multinational companies in South-South Nigeria. 

Summary of Findings  

The findings of the study are stated below:  

1. Marketing (competition) culture has significant positive effect on firm performance in selected 

multinational companies in South-South Nigeria. 

2. Clan (supportive) culture has significant negative effect on firm performance in selected 

multinational companies in South-South Nigeria. 

3. Hierarchy culture has significant positive effect on firm performance in selected multinational 

companies in South-South Nigeria. 

4. Adhocracy (entrepreneurial) culture has no significant positive effect on firm performance in 

selected multinational companies in South-South Nigeria. 

 

CONCLUSION  

The study investigated organizational culture and firm performance in selected multinational companies 

in South-South Nigeria. The study found that marketing (competition) culture, and hierarchy culture have 

significant positive effect on firm performance, clan (supportive) culture have significant negative effect  

while adhocracy culture has no significant positive effect on firm performance. The study concludes that 

organizational culture has significant positive effect on firm performance in the selected multinational 

companies in South-South Nigeria. 

 

RECOMMENDATIONS  

The study recommends the following:  

1. Every individual has different culture and beliefs that he/she works with and when he/she joins an 

organization that has a completely different culture and beliefs from his own, he/she should be 

allowed to internalize himself first with the organization’s culture and values to know whether he/she 

can manage with them or not. 

2. Organizational culture must be binding on all member and employees of the organization as this will 

encourage uniformity among employees of the organization and thus enhance commitment and group 

efficiency. 
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3. When changes in organizational culture becomes inevitable, employees must first of all be notified 

and made to learn the modification of the old culture as this will affect their performance as well as 

the general performance of the organisation. 

4. The management should communicate the organizational culture effectively to the employees 

particularly new entrants so that they will be abreast of the culture of the organization.    
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