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ABSTRACT

The study examined the influence of organizational culture on employees’ behavioural pattern in College
of Education Mosogar, Delta State. The specific objectives of the study were to find out: the
organizational culture and employee’s behavioural pattern that exist in College of Education, Mosogar;
and if organizational culture influences employees’ behavioural pattern in College of Education,
Mosogar. Two research questions were raised and two null hypotheses formulated for the study. A
descriptive survey design was adopted for the study. The population for the study consisted of 381 staff in
College of education, Mosogar as obtained from the Establishment unit of the College. The sample for the
study consisted of 191 respondents, which is 50% of the population for the study, employing the
systematic random sampling technique. An Organizational Culture Influences on Employees Behaviour
Questionnaire (OCIEBQ) was used as the instrument for this study, which was face validated by three
experts. The Cronbach Alpha Reliability Coefficient of 0.82 was obtained for the study. Out of the 191
copies of questionnaire administered by the Researcher, 180 were retrieved and used for the study. The
mean and standard deviation were employed in answering the two research questions, while t-test was
employed in analyzing the two null hypotheses formulated at 0.05 level of significance. The findings
obtained includes: (1) power culture, task culture, role culture, person culture, atomistic culture,
absenteeism, lateness to work, laziness, eye-service and diligence are organizational cultures and
employees behavioural pattern that exist in College of Education, Mosogar; and (2) organizational
cultures influence the behavioural pattern of employees in College of Education, Mosogar. Amongst
others, it was recommended that organizations especially tertiary educational institutions should
endeavour to change or improve on her culture from time to time in consonance with current trends
before it becomes unproductive, stifle initiatives and hinder organizational performance.
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INTRODUCTION

Recent events in the business world nevertheless suggest that understanding organizational culture and its
impact on human behavior in organizations may be of critical importance. Marinova (2005) noted for
instance that having the wrong organizational culture precipitates business failure. However, high
achievement oriented, entrepreneurial employees can reinforce the competitive “survival-of-the-fittest”
culture of the organization. Because of the unreasonably high performance expectations, competitive
behaviour taken to an unethical level became the norm for many managers and employees. Organizations
pursuing internal stability such as large government bureaucracies are likely to seek to instill respect for
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order and rule following as appropriate behaviors in their employees in order to facilitate functioning on
complex tasks.
Organizational culture provides a meaningful 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 behaviour by socializing individuals into specific norms and patterns of
behaviour and by providing socially shared perceptions, which create predictability in the organizational
environment. Only a limited number of studies have examined the influence of organizational culture on
employee’s behavioural pattern, and those have specifically been restricted to studying collectivistic and
individualistic organizational cultural norms as predictors of cooperative employee behavior.
Consequently, there has been a relative paucity of research in this area of study.
Culture encompasses elements of the organization such as artifacts, values, and symbols, which permeate
the organizational environment and provide blueprints for employees of what is expected in their work
environment. Assumptions and values are a major component of organizational culture and this
determines its largely preconscious nature. Organizational culture can also be viewed as a system. The
inputs to this system include feedback from the society, professions, laws, stories, heroes, values on
competition or service, etc. The process is based on the organization’s assumptions, values and norms.
The outputs or effects of culture are employee’s behaviours, technologies, strategies, image, products,
services, appearance, etc. Chukwu, Aguwamba and Kanu (2017) noted that culture are consistent ways
organizations carryout their activities to sustain their existence. However, organizational theories that
have been developed and tested in western cultures and private firms in Nigeria may be inadequate to
explain organizational phenomena in other cultures such as in tertiary educational institutions. Amidst the
foregoing that the researcher embarked on studying the influence of organizational culture on employees
behavioural pattern in College of education Mosogar, Delta State.
Statement of the Problem
Owing to organizational culture differences, same strategies do not yield same results for two
organizations even in the same industry and same location. Supportive and strong culture can stimulate an
average employee to perform brilliantly whereas a negative and weak culture may demotivate an
outstanding employee to underperform. Organizations in Nigeria vis-a-vis tertiary educational institutions
operate cultures that are not consistent and have no pattern and protection for the future. Because of the
manipulative notoriety associated with our culture, people have continued to wonder if anything works in
our organization and society. An organizational culture should define appropriate behaviour and motivate
employees and proffer solutions where there is problem.
This study is thus prompted by the apparent scarce research of the relationship between these concepts
(organizational culture and employee’s behaviour) especially in tertiary educational institutions. This gap
suggests the need for a research that will determine the relationship between the two variables of
organizational culture and employee’s behaviour in the Nigerian and tertiary educational institutions
context. It is against the background of the foregoing, that the researcher is studying the influence of
organizational culture on employee’s behavioural pattern in College of education Mosogar, Delta State.
Purpose of the Study
The purpose of the study is to determine the degree of influence organizational culture has on employee’s
behavioural pattern in College of education Mosogar, Delta State. In order to achieve this purpose, the
study is set to specifically find out:

1. the organizational culture and employee’s behavioural pattern that exist in College of Education,

Mosogar
2. if organizational culture influences employees behavioural pattern in College of Education,
Mosogar
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Research Questions
The following research questions are raised for the study:
1. What organizational culture and employee’s behavioural pattern exist in College of Education,

Mosogar?
2. Does organizational culture influences employees behavioural pattern in College of Education,
Mosogar?
Hypotheses

The following null hypotheses are formulated for the study, which was tested at 0.05 level of significance:
Ho,: there is no significant difference in the mean responses of teaching and non-teaching staff on the
organizational culture and employee’s behavioural pattern that exist in College of Education, Mosogar
Ho,: there is no significant difference in the mean responses of male and female staff on the influence
of organizational culture on employee’s behavioural pattern in College of Education, Mosogar

LITERATURE REVIEW

The literature is reviewed under two sub headings:

Organizational Cultures that Exist in Organizations

Although culture can be said to be unique to each firm in scope and content, some researchers divide
organizational culture into various types (Silvester & Anderson, 1999). This typology of organizational
culture assists in understanding the ideological conflicts that arise within firms and the deep-seated beliefs
that exist about the way in which work should be done. The four organizational types, which are
described by Struwig and Smith (2000), are as follows:

e Power culture. This culture depends on power and influence by a central figure. There are few
rules and procedures; however, the central figure exercises control. Much faith is placed in the
individual and little in committees and teamwork.

e Role culture. This culture is often stereotyped as bureaucracy. Organizational culture is built
around defined jobs, rules and procedures. This culture operates according to logic and
rationality, and its strength lies in its functions or specialists. Top management is characterized by
a small span of control and the organization tends to operate within a stable environment where
creative or innovative behaviour is discouraged as a rule. This culture type is slow to perceive the
need for change and slow to change even if the need is seen. Role cultures offer security and
predictability to the individual. Employees who are orderly, punctual and detail oriented are well
suited to a role culture environment.

e Task culture. This culture is job or project oriented and extremely adaptable. For a particular
problem situation, people and other resources can be drawn from various parts of the firm on a
temporary basis. The matrix organization is one structural form of the task culture. Influence
within the organization is based on expertise rather than personal authority.

e Person culture. The individual is the central point in the person culture. The organization exists
to help the individual rather than the other way around. Groups of professional people, such as
doctors, dentists and architects, are examples of person cultures.

¢ Influence of Organizational Culture on Employee’s Behavioural Pattern
According to Suri (2012) organizational culture helps in predicting human behaviour in the
organizational setting by drawing a clear distinction between individual behaviour and group
behaviour. Organizational culture does not provide solutions to all complex and different
behaviour puzzles of organizations. It is only the intelligent judgement of the manager in dealing
with a specific issue that can try to solve the problem. Organizational culture only assists in
making judgements that are derived from tenable assumptions; judgement that takes into account
the important variables underlying the situation; judgement that are assigned due recognition to
the complexity of individual or group behaviour; judgement that explicitly takes into account the
managers own goals, motives, hang-ups, blind spots and weaknesses.
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Organizational culture integrates these factors to provide simplicity in understanding the human
behaviour. Interpersonal Level: Human behaviour can be understood at the level of interpersonal
interaction. Organizational culture provides means for understanding the interpersonal relationships in an
organization. Analysis of reciprocal relationships, role analysis and transactional analysis are some of the
common methods, which provide such understanding. Group Level: Though people interpret anything at
their individual level, they are often modified by group pressures, which then become a force in shaping
human behaviour, Thus, individuals should be studied in groups also research in group dynamics has
contributed vitally to organizational behaviour and shows how a group behaves in its norms, cohesion,
goals, procedures, communication pattern and leadership. These research results are advancing
managerial knowledge of understanding group behavior, which is very important for organizational
morale and productivity. Inter-group Level: The organization is made up of many groups that develop
complex relationships to build their process and substance. Understanding the effect of group
relationships is important for managers in today's organization. Inter-group relationship may be in the
form of co-operation or competition. The co-operative relationships help the organization in achieving its
objectives. Organizational culture provides means to understand and achieve co-operative group
relationships through interaction, rotation of members among groups, avoidance of win-lose situation and
focusing on total group objectives (Whiting, 2006).

Organizational members are intentionally acculturated into the assumptions and belief systems of their
companies’ culture. One method of transmitting cultural values and beliefs is through group norms.
Norms help to shape the behavior of group members so that it is in accordance with the values and beliefs
of the organization's culture. Culture, acting through institutionalized belief systems and group norms, can
be a very effective means of directing the behavior of organizational members toward activities deemed
important to the goals of the organization.

RESEARCH METHODOLOGY

A survey design was adopted for this study. The population for the study consisted of 381 staff in College
of education, Mosogar. The sample for the study consisted of 191 respondents, The systematic random
sampling technique was employed to arrive at the sample size for the study. An Organizational Culture
Influences on Employees Behaviour Questionnaire (OCIEBQ) was used as the instrument for this study.
It was developed by the researcher and it is a 22-item questionnaire containing three (3) sections (A-C). It
was structured on a five-point rating scale as follows: “Strongly Agree” (5); “Agree” (4); “Undecided”
(3); “Disagree” (2); and “Strongly Disagree” (1). The mean and standard deviation were employed in
answering the two research questions, while t-test was employed in analyzing the two null hypotheses
formulated at 0.05 level of significance.
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RESULTS

Research Question One: What organizational culture and employee’s behavioural pattern exist in
College of Education, Mosogar?

Table 1: Mean Responses of Respondents on the Organizational Culture and Employee’s
Behavioural Pattern that Exist in College of Education, Mosogar

S/IN  Items )2 SD  Decision

1 Power culture were the culture depends the 4.11 1.16 Agree
influence and power of a central figure exist in
College of Education, Mosogar

2 Role culture were the culture is stereotyped as 4.52 .98  Strongly Agree
bureaucracy exist in my college

Task culture were the culture is job or project

3 oriented and extremely adaptable exist in my 366 140 Agree
college
4 Person culture were the individual is the central , 47 10g Agree

point and the organization exists to help the
individual rather than the organization exist in my
College

Atomistic culture that is a decentralized, informal
5 culture and stresses the fact that bonds of respect 3.95 1.05 Agree
and affection often characterize this relationship of
free spirits united by common interests exist in my
College

The College of Education, Mosogar is characterized

6 with absenteeism as an employee behaviour 420 84 Agree
Lateness to work is an employee behaviour

7 exhibited in my College 357 125 Agree
Laziness is an employee behaviour exhibited in my
Institution

8 . . . . 423 .90 Agree
Eye-service is predominantly displayed by
employees in my College

9 Diligence is a watch word among employees in 416 .73  Agree
College of Education, Mosogar

10 291 141 Undecided

Cluster Mean 3.93 1.08 Agree

Since the cluster mean was 3.93, therefore, the respondents agreed to majority of the items as agree
indicating that: power culture, task culture, role culture, person culture, atomistic culture, absenteeism,
lateness to work, laziness, eye-service and diligence are organizational cultures and employees
behavioural pattern that exist in College of Education, Mosogar.
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Research Question Two: Does organizational culture influences employee’s behavioural pattern in
College of Education, Mosogar?

Table 2: Mean Responses of Respondents on the Influence of Organizational Culture on
Employee’s Behavioural Pattern in College of Education, Mosogar

SIN  Items )—( SD  Decision

11  The organizational culture, by providing 4.31 1.10 Agree
information to employee’s impacts on our
assumptions positively

12 The organizational culture influences the attitudes 3-22 .83  Undecided
of employees negatively

The organizational culture in my institution

13 influences the employee’s perceptions about my 413 .76  Agree
College

14 The_power culture in my institution engenders eye- 388 103 Agree
service among employees
The atomistic culture in my College influences

15 employees behavioural pattern towards laziness 396 .99  Agree

16  The task culture of the College influences staff
towards diligence as a behavioural pattern

420 1.31 Agree
The non-emphasis of organizational culture in

17 College of Education, Mosogar influences

absenteeism and truancy among employees
3.60 125 Agree

Organizational culture provides means for
18 understanding the interpersonal relationships
among employees in College of Education,

Mosogar 428 1.13 Agree

The Organizational culture in College of Education,
19 Mosogar influences the behaviour of lateness to Agree
work among employees

. . . 3.86 1.09
The organizational culture in my College influences
20  the non-challant attitude of employees to their Agree
duties
391 1.20
Cluster Mean 3.94 1.08 Agree

The data in Table 2 showed that items 11, 13, 14, 15, 16, 17, 18, 19 and 20 had mean scores ranging from
3.60 to 4.32 which were the boundary limits for agree. However, item 2 showed that the mean scores of
the respondents was 3.22 which is the boundary limit for undecided. The standard deviation values which
ranged from .83 to 1.25 showed that the opinions of the respondents were not too far from the mean.
Since the cluster mean was 3.94, therefore, the respondents agreed to majority of the items as agree
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indicating that organizational cultures influences the behavioural pattern of employees in College of
Education, Mosogar.

Hypotheses

Ho,: There is no significant difference in the mean responses of teaching and non-teaching staff on the
organizational culture and employee’s behavioural pattern that exist in College of Education, Mosogar
Table 3: Two-tailed t-test Result of the Mean Responses of Teaching and Non-Teaching Staff on the
Organizational Culture and Employee’s Behavioural Pattern that exist in College of Education,
Mosogar

s/n Teaching n=60 Non-Teaching Df t-cal t-crit  Decision
n=120
X SD N SD
1 3.79 1.24 4.06 1.04 178 3.60 <196 NS
2 3.39 1.02 4.10 0.90 -289 <196 NS
3 2.72 1.42 2.97 1.35 -282 <196 NS
4 3.93 1.15 4.12 0.97 -282 <196 NS
5 3.87 1.13 4.04 0.95 -242 <196 NS
6 4.12 0.92 4.31 072 -3.64 <1.96 NS
7 3.51 1.28 3.66 1.20 -1.88 <196 NS
8 4.21 0.91 4.15 0.89 0.99 <196 NS
9 4.35 0.75 4.37 0.71 0.33 <196 NS
10 2.90 1.40 2.93 1.43 -0.28 <196 NS
GM 3.74 1.12 3.87 1.11 -057 <196 NS

The grand mean of the calculated t-value of -0.57 at 178 degree of freedom is less than the t-table value of
1.96 at 0.05 level of significance. The null hypothesis of no significant difference in the mean responses
of teaching and non-teaching staff on the organizational culture and employee’s behavioural pattern that
exist in College of Education, Mosogar is therefore accepted. This means that teaching and non-teaching
staff responses on the organizational culture and employee’s behavioural pattern that exist in College of
Education, Mosogar, are the same or similar.
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Ho,; There is no significant difference in the mean responses of male and female staff on the influence of
organizational culture on employee’s behavioural pattern in College of Education, Mosogar

Table 4: Two-tailed t-test Result of the Mean Responses of Male and Female Staff on the Influence
of Organizational Culture on Employee’s Behavioural Pattern in College of Education, Mosogar

s/n Male n=110 Female n=70 Df t-cal t-crit Decision
X SD X SD

1 4.15 1.07 3.97 111 178 2.65 >1.96 S
2 4.22 0.90 4.33 0.74 -2.22 <196 NS
3 431 0.81 4.32 0.84 -0.30 <1.96 NS
4 3.93 1.04 3.96 1.01 -0.46 <1.96 NS
5 4.04 0.95 3.95 1.04 1.42 <1.96 NS
6 3.57 1.33 3.63 1.28 -0.73 <1.96 NS
7 3.00 1.27 3.14 1.23 -1.80 <1.96 NS
8 3.79 1.15 3.92 1.09 -1.81 <1.96 NS
9 3.55 1.07 351 111 0.61 <1.96 NS
10 3.49 1.25 3.49 1.13 1.43 <1.96 NS
GM 3.81 1.08 3.82 111 -0.03 <1.96 NS

The grand mean of the calculated t-value of -0.03 at 178 degree of freedom is less than the t-table value of
1.96 at 0.05 level of significance. Based on the result, the null hypothesis of no significant difference
between the mean responses of male and female staff on the influence of organizational culture on
employee’s behavioural pattern in College of Education, Mosogar is therefore accepted. This means that
male and female staff did not respond to the influence of organizational culture on employee’s
behavioural pattern in College of Education, Mosogar differently.

DISCUSSION OF FINDINGS

From research question one, it was found out that: power culture, task culture, role culture, person culture,
atomistic culture, absenteeism, lateness to work, laziness, eye-service and diligence are organizational
cultures and employees behavioural pattern that exist in College of Education, Mosogar. In supporting
this findings, Silvester and Anderson, (1999) deposed that the typology of organizational culture assists in
understanding the ideological conflicts that arise within firms and the deep-seated beliefs that exist about
the way in which work should be done.

From hypothesis one, it was found out that there is no significant difference in the mean responses of
teaching and non-teaching staff on the organizational culture and employee’s behavioural pattern that
exist in College of Education, Mosogar. This means that the teaching and non-teaching staff responses on
the organizational culture and employee’s behavioural pattern that exist in College of Education,
Mosogar, are the same or similar. In consonance with these findings, Struwig and Smith (2000)
expatiated on some organizational culture that exists in an organization as: Power culture were the culture
depends on power and influence by a central figure. There are few rules and procedures, however, the
central figure exercises control; Role culture were the culture is often stereotyped as bureaucracy.
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Organizational culture is built around defined jobs, rules and procedures; task culture where the culture is
job or project oriented and extremely adaptable. For a particular problem situation, people and other
resources can be drawn from various parts of the firm on a temporary basis. Influence within the
organization is based on expertise rather than personal authority; Person culture is when the individual is
the central point in the person culture.

From the findings in research question two, it was revealed that organizational cultures influence the
behavioural pattern of employees in College of Education, Mosogar. In supporting this findings, Nwugwo
(2011) noted that studies postulating relationships between organizational culture and the behavior of key
organizational actors are based largely on the functionalist view of culture, whereby culture is viewed as
an instrumental apparatus by which organizational members are put in a better position to cope with the
specific problems faced in the course of need satisfaction.

From hypothesis two, it was found out that there is no significant difference in the mean responses of
male and female staff on the influence of organizational culture on employee’s behavioural pattern in
College of Education, Mosogar. This means that male and female staff did not respond to the influence of
organizational culture on employee’s behavioural pattern in College of Education, Mosogar differently.
According to Suri (2012) organizational culture helps in predicting human behaviour in the organizational
setting by drawing a clear distinction between individual behaviour and group behaviour. Organizational
culture does not provide solutions to all complex and different behaviour puzzles of organizations. It is
only the intelligent judgement of the manager in dealing with a specific issue that can try to solve the
problem. Organizational culture only assists in making judgements that are derived from tenable
assumptions; judgement that takes into account the important variables underlying the situation;
judgement that are assigned due recognition to the complexity of individual or group behaviour;
judgement that explicitly takes into account the managers own goals, motives, hang-ups, blind spots and
weaknesses.

CONCLUSION

Organizational cultures influence the behavioural pattern of employees in College of Education, Mosogar;
while male and female staff did not differ significantly in their mean responses on the influence of
organizational culture on employee’s behavioural pattern in College of Education, Mosogar.

RECOMMENDATIONS
Based on the findings and conclusions drawn from the study, the following recommendations were made:

1. Organizations especially tertiary educational institutions should endeavour to change or improve
on her culture from time to time in consonance with current trends before it becomes
unproductive, stifle initiatives and hinder organizational performance.

2. Chief executives, management and employees should not deliberately pull down the cultural
pedestals of tertiary educational institutions, upon which the organization stand; just for selfish
interest; because no tertiary institution will be able to attain excellence without dominant and
coherent culture.
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