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Abstract

The study investigates the influence of organisaticulture on employee retention among private/ensities
in Ghana. From the review of literature, it appeheg the issue of culture in relation to employention has
not been given much research efforts, especiallyranprivate universities in Ghana. The study adbfatisdy’s
cultural model as limited efforts have been geamdard investigating the effect each of the founds of
culture has on employee retention. Based on thishypotheses were developed and tested. To teshéo
various hypotheses, multiple regression technigas used. A total sample size of two hundred angy-tixee
(263) was selected using the multistage samplinthode Findings from the study revealed that, outheffour
pillars/kinds of culture, achievement culture anggort culture had significant and positive effeatsretention
whilst power culture had a significant and nega#tects on retention. Role culture had no sigaiiiceffect on
employee retention. The study recommends that, rderofor private universities to retain their okdl
employees, authorities and policy makers shouldeame the extent of achievement culture and supptittre
and minimize the extent of power culture with ngaml to role culture.

Keywords: Organisational Culture, Support Culture, Powert@el Role Culture, Achievement Culture,
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1. Introduction

The idea that organisations can be thought of dsres, and that culture influences everything eganisation
does, gained broad acceptance by managers, corisudiad academics alike after the publication déReand
Waterman’s (1982) ‘In Search of Excellence’ (Browir§98). Culture is one of the important sources of
competitive advantage and will always be as it cffeorganisational behaviour and performance either
positively or negatively (McDermott & Sexton, 1998)xcording to Senior and Fleming (2006), organiset|
culture will continue to remain a source of comipeti advantage as it has come to embrace much af ish
included in the hidden part of the organisation plays an important role in enhancing or hindetimg process

of change. Organisational researchers have addréisserelationship between cultures and the funiigp of
human groups (Wilkins & Ouchi 1983; Barney, 198@rIBy, Meyer & Gash1988; Saffold, 1988; Ott, 1989),
but have seldom developed explicit theories of oiggtional culture (Seihl & Martin, 1990). Cole (&)
believes that the purpose and goals of the orgémisanitially trigger the kind of culture that tHeunders or
their successors want to see (their vision). Oggitinal culture has a significant effect on emptnorale and
retention. It is not just about being a good emetpyput about having an employee committed to ik,
mission and the strategy of the organisation, as$gssing the will and means to make these ayreaffective
corporate culture therefore engages employeeedtutitdamental level and translates that engageimienhigh
productivity.

Both research and practical observations of sufilessmpanies have established a direct link betwseong
corporate cultures and high employee commitmentratehtion (Denison, 2010; Schein, 2001). According
Brown (1998), the concept of organisational cultaoers every aspect of an organisational life affects
everything an organisation does, but unfortunakelg not been given the needed research effortoasred.
Looking through literature, it is evident that pregs has been made in related areas such as atgaras
socialisation (Chatman, 2001; Van Maanen & Sch2002), organisational change (Kotter & Heskett, 200
Schein, 2001), employee commitment (Hansen, 200dnuii, Gariba & Budu2007), organisational climate
(Schneider, 2009), organisational leadership ($ch&992) but with few exceptions for example, OlRei
(2008) suggests that little attention has beenmgteethe issue of organisational culture in relatio retention.
Again, one limitation of previous research is theganisational culture is regarded in general samklittle
attention has been directed at differentiating leetwthe different kinds of cultures within a funaing
organisation (Hansen & Wernerfelt, 2009; Knowlesciael, Morris, Chi-Yue, Yin-Yi & Hong, 2001).

Private universities of Ghana which contribute gyeto the training and development of the natiohigman
resources also face a great challenge in retavahgable employees (Adams, 2010) and a study caeduxy
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Price and Muller (2007) reveals that approxima@Mb6 of academic staff usually leave one privatevensity
only to join the other. The increase in nhumber ofgie universities might have come as a solutiorthie
problem of the inability of public sector universg to admit all qualified applicants. The privaector
universities however stand to lose their credipiiind continuity if there is the lack of fit betweeheir
appropriate level of cultures and the values hglthkir employees.

It is in view of these that the present study fesusn using the structural model of organisatianddure
developed by Harrison (1972) and modified by Hafti§85) to assess the culture of private univessitie
Ghana in order to determine the level of correspand between their cultures as well as measuraflnence
each of the four kinds of culture has on emplotention among these private universities. The ir@mg parts
of the study therefore capture the following: tletmal and empirical literature, methodology, datalyses,
results, discussions, conclusions and implicatafribe study.

2. Literature Review

2.1. Theoretical Literature

Organisational culture is defined as a patternasidassumptions, invented, discovered or develbgedgiven
group as it learns to cope with its problems oemxl adaptation and internal integration that haweked well
enough to be considered valid and therefore iettabght to new members as the correct way to perdhink
and feel in relation to those problems (Megginddosley & Petri, 2006 Schein, 2001). Previous stsidiave
identified different models of culture. Among theoma prominent models is Handy’'s (1985) cultural elod
which identifies four kinds of organisational cuttuas: Power culture, Role culture, Achievementucaland
Support culture.

Power Cultureis a type of culture which is characterised bytamrand power emanating from the central leader
and usually operates informally with few rules gmdcedures. Handy (1985) noted that this type ofgucsuits
the figurehead and can result in what Hofstede @L98entified as power distance where there is high
willingness on the part of less powerful individsiah a group to accept the unequal distributiorpoiver
without question and to regard it as normable Cultureis a type of culture which is characterised by
bureaucracy as work is coordinated by a managsmatl number of managers at the top. In this celtunles
are seen to be more important than the people iNtibem and people have clearly delegated autiesritvithin

a highly defined structuréchievement Culturis focused on the mission of the organisation andampleting
the job. This engenders a strong sense of purpogsgeimbers which tend to override all other consitiens.
Priority is given to ends rather than means andviddal expertise are highly valueB8upport Culturds a type

of culture which is consensual with limited manageitncontrol. According to Schein (2001), suppotture is
one in which people contribute out of a sense afimdment and solidarity. Relationships are charéxd by
mutuality and trust and the organisation existmprily to serve the needs of its members. In a suppultured
organisations, individuals are expected to infleeeach other through examples and assistance.

2.2.Employee Retention

According to Griffeth and Hom (2001), retentionenef to measures organisations take to encourag®yag
remain in their organisation for the maximum perafdime. To them, highly skilled employees contitd a
great deal towards the success of an organisatidrnance organisations face lots of consequences wiich
key employees quit. Employee retention is alsongefiby Hom (2005) as a process in which employees a
encouraged to remain loyal and stay with their oiggtions for the maximum period of time or untiet
completion of a particular project.

Understandably, the retention and further develapiroé highly skilled employees is often the prigrih terms
of an organisation’s retention strategy (Dibble 99®ibble (1999) suggests “If you think that ithard to retain
your employees now, be aware that in the futuvelitbe worse” (p. 3). Therefore, such organisasionay focus
not only on high achievers at the present time ated on those with the potential of becoming taghievers in
the future. High potential employees are definethase who are recognised by senior managemererasns
with the potential to fill executive functions withthe organisation (Dries & Pepermans, 2008). [tkeature
concerning high potential employees suggests tieset employees have multiple characteristics Higeece,
team spirit, negotiation skills, social skills apbactivity (Lombardo & Eichinger, 2000; Snipes08). These
characteristics can therefore be seen as posdivke aharacteristics of high potential employeesselRech
indicates that employees with high potentials, @neyal, have strong organisational commitment @&e
Pepermans, 2008). This preference causes orgamsdti invest more in these high potential empleyban in
others.
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Allen (2008) identifies three main methods emplsyean use to enhance the retention of their vatuabl
employees for the maximum period without the emeésy showing the intention to leave the organisation
These are: Person-Environment (P-E) Fit, PersoselReP-P) Fit and Perceptual Fit (PPgrson-Environment
Congruencerefers to a harmony between the personal valueheofemployee and corporate culture of the
organisation in which he or she works. Someone witligh P-E congruence feels personally in tuné Wi
company's stated policies and goals. Converseljesae with a low P-E congruence feels a sense of
disharmony between his own values and the statéidiggoand goals of his organisatioRerson — Person
Congruencameasures the extent of solidarity between all nesbf the organisation (co — workers, colleagues,
superiors and subordinates). An organisation wiigh P—P fit indicates a high sense of solidarityhvdne's co-
workers, colleagues, superiors and subordinatésrins of shared values, assumptions and goalswAPld®
congruence on the other hand indicates a high seh&wlation from co-workers, colleagues, superiand
subordinates brought about by the absence of shale@s.Perceptual Fitmeasures the level to which the
values an employee perceives the organisation\e barresponds to the values their co-workers perdhe
organisation to have. A strong PF however suggastirong correspondence between the values that an
employee perceives his company to have (whethapbthe company actually does) and the valueshilsato-
workers perceive the company to have (again, whath@ot it actually does). A weak PF on the othand
implies that an employee's perception of his comisanalues differs significantly from the valuesithco-
workers perceive the organisation to have (All€d(Q8).

In line with the literature on the subject mattbg following hypotheses were developed and tested:
1. H1: Power culture will have a significant and négaeffect on employee retention.

2. H2: Role culture will have a positive and signifit@ffect on employee retention.
3. H3: Support culture will have a positive and sigraft effect on employee retention.
4. H4: Achievement culture will have a positive angngficant effect on employee retention.

5. H5: Organisational culture will have a positive aighificant effect on employee retention.

3. Methodology

3.1.Research Design

The correlational cross sectional survey desigmasen for the study as it is believed to be thetraoitable for
this research because it seeks to establish nethiilos between and among a set of variables Lo2@07(. A
cross sectional research offers the researchepporinity to gather a large amount of data atvergipoint in
time (Osuola, 2001). Also according to Remenyi @98urveys offer the opportunity for researchersdllect
relatively large quantities of data, which can Isedifor statistical analysis that is representativéhe whole
population.

3.2. Research Population

The total population for the study consists ofth# academic and administrative staff of six pelwatowned
religious universities in Ghana — Methodist Univigr£ollege Ghana (MUCG), Pentecost University €g#
(PUC) and Central University College (CUC), CatbolUniversity College of Ghana (CUCG), Islamic
University College (IUC) and Valley View UniversityYVU). The accessible population comprised emp&sy
who have been with their university college for feds than two (2) years. This is because it iebed that
such individuals have had enough experience ingerfrthe way of life of the members of the univigrgind
could therefore provide the needed relevant aridbel information to enhance the study. The stuxblusled
the group of workers in the Sanitation and Grownais due to the nature of the questionnaires whicjuired a
high level of literacy to be able to understand answer the questions which this category of persoay lack.

3.3. Sample Size and Sampling Technique

The study adopted the multi-stage sampling teclnipuselect a sample size of 263 respondents oanh of
accessible population of 876. This is because gkagize of at least thirty percent (30%) of a dapon is
enough to inspire confidence in data collected {Bgikhan, 1994; Blaikie, 2002). Based on this, tesearchers
selected a sample size of 30% from each institutitrst, the simple random sampling is used toctedex
privately owned religious universities in Ghana.PArposive sampling technique is further used tecsel
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employees who have been with their university toleast two years and the stratified proportiorgahgling is
used to select the actual number of respondents éach of the universities under study.

3.4. Research Instrument

The study used the Organisational Culture assedsimt (OCAT) by Harrison and Stoke’s (1992) ane th
Employee Retention Instrument (ERI) by Stone, Léydand Liyanearachchi (2004) to collect primaryadat
These instruments were rated on a five-point lilsgxdle (‘1 = Strongly Disagreed through to 5 = Ggig
Agreed’). Multiple Regression was used to analyse dquestionnaires. All the research instruments vpee-
tested on a similar group of the sample in orderetmninate irrelevant items and avoid issues of
multicollinearity, autocorrelation and heteroscditity in the data collected.

Table 1: Descriptive Statistics of Continuous Vaables
N Mean Std. Deviation Minimum Maximum

Power culture 263 1.8556 .60773 001. 4.00
Role culture 263 2.0486 .64555 01.0 4.00
Achievement culture 263 2.0833 .68064 1.00 4.00
Support culture 263 2.0479 .69410 1.00 5.00
Organisational culture 263 2.0089 w6 1.08 3.42
Employee retention 263 2.1403 .70842 1.00 4.50

Source: Fieldwork, 2015

Table 2 illustrates the intercorrelations amongvgables showing the nonexistence of multicobiriky in data
collected using the correlations matrix.

Table 2: Correlations Matrix Showing the non-existace of Multicollinearity between the Variables

Role Power Support Achievement Durbin-
Culture Culture Culture Culture Watson
Correlations

Role Culture 1.000

Power Culture 176 1.000

Support Culture  .000 -.035 1.000

Achievement -.261 -.363 -.376 1.000

Culture 1.819
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Table 3: Multiple Regression showing the effect otach of the Four Pillars of Culture on Employee
Retention

Model Unstandardised Standardised T P F R R Adjusted R
Coefficients Coefficients Square  Square VIF
B Std. Error Beta

(Constant) 1.378 261 5.271 .000 11.063 .500 .250 .228

Power Culture -.181 .065 -.180 - .006 1.282
2.790

Role Culture .101 .057 .106 1777 .077 1.111

Achievement Culture .339 .063 377 5.399 .000 1.508

Support Culture 178 .056 .202 3.189 .002 1.238

Source: Survey Data,
2015

Table 4: Multiple Regression Showing the impact oDrganisational Culture and Employees’
Demographic Data on Employee Retention

Model Unstandardised Standardised T P F R R Adjusted
Coefficients Coefficients Square R
Square VIF
B Std. Beta
Error
1 Constant .000 11.027 .398 .158 144
1.031 .260 3.960
Organisational .579 .088 403 6.574 .000 1.049
Culture

Source: Survey Data. 2015

4, Discussion of Findings

Multiple regression analyses carried out to testhipothesized relationships and effects betweerifferent
kinds of culture and employee retention are sunwedriin table 4.4. The results of the analyses stiaw
achievement culturgg(= .377,p < 0.05 and support culture(= .202,p < 0.05 have significant and positive
effect on employee retention whilst power cultyse { .180,p < 0.05 showed a negative and significant effect
on employee retention. However, role cultupe=(.106,p > 0.05 showed an insignificant relationship with
retention, hence its effect cannot be acceptedlable.

The findings of the study provide support for hypsis H1 which posited negative and significanéaffof
power culture and employee retention. The findialg® support H3 and H4 which posited that suppalttice
and achievement culture respectively have poséive significant effects on employee retention. hesults
are consistent with the findings made by Cookelafterty (2007) and Enz (2010) which proposed aificant
but negative relationship between power cultureemgloyee retention. Studies by Amacost (2004)@orion
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(2012) demonstrated that employee retention istigebi and significantly affected by support cukuand
Barkmanet al. (2002) and Greenwooet al. (2010) also demonstrated a positive and signifiedfiect between
achievement culture and employee retention.

Table 4.5 is a multiple regression model that shtheseffect of the composite variable (organisatiaulture)
on employee retention. The results of the analgkesv that organisational culturg € .403,p < 0.05 shows a
significant and positive effect on employee retmmtand this supports H5 which posited a significantl
positive effect of organisational culture on em@eyretention. This finding is consistent with tiedings of
Allen (2008) which demonstrated a significant andifive effect between organisational culture angleyee
retention.

5. Conclusions Drawn
Several conclusions are drawn from the study arhoh case, appropriate recommendations are made:

« Organisational culture contributes to the extentasfations in employee retention among private
universities in Ghana (R Square = .156). That gmpisational culture account for 15.6% of variagion
in the extent of employee retention among privatieearsities.

e The issue of corporate culture plays a significat@ in enhancing or hindering staff retention agon
private universities in Ghana.

e There were differences between the four kinds géoisational culture — power role, support and
achievement cultures and each, except role cuttave significant effect on employee retention among
private universities in Ghana.

« Achievement culture and support culture have pasiind significant influence on retention among
private universities in Ghana with achievementuralthaving the greatest influenge=.370),
followed by support cultureb(= .200).

«  Though role culture have a positive relationshithveimployee retention among private universities in
Ghana ff = .113), it is not significant (p >.05), makinguiireliable in the private tertiary education
sector.

6. Implications to Policy Makers
The study has implications to policy makers ofimas private universities in the following ways:

« The authorities and policy makers of private ursitegs need to consider the issue of organisational
culture as key factor that influences staff remmtind hence include it when designing/develogieg t
policy framework of their universities.

* Power culture has a significant and negative efieotmployee retention among private universities i
Ghana and this makes it necessary for authoritidgpalicy makers of these institutions to take
measures to minimize the extent of power cultuthiwitheir universities.

» Based on the research findings, it is imperativate authorities and policy makers of private
universities to develop cultures that are well apfated and consistent with the interest of the
employees in order to gain their commitment andinethem for the maximum periods.

7. Implications to Practice

* Aresearch that seeks to create an awareness lefvidle of an organisation’s culture is in relatton
retaining key organisational members is importanifianagers, authorities and organisational leaders
since one of their tasks is to ensure that theega#ind assumptions around which the culture grosvs a
passed on to their staff.

« Managers also need to be aware of the effectsltfrelon their own work and values. This will erabl
them to suit the level of organisational effecti@ss since they are in a position to bring about suc
changes in the culture around which the organisagiows.

e This research serves as a very useful documettiéaauthorities and policy makers, especially those
private universities as it informs them about thftuence of culture on staff retention. This willable
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them to give a great deal of consideration to tiiutal dynamics when developing the university’s
policy documents.

8. Implications to Future Researchers
Under this section, the researchers have giversteygestions to guide other researchers who mayotigated
to conduct further studies on the subject matteetia

*  Further researchers may also extend the issue tdaferborders of Ghana to find out whether
economic conditions in other countries may alstuarice the findings in one way or the other.

e Further studies may examine the situation on stateed universities in Ghana as this current study
focused solely on private universities. This woelghble researchers find out whether or not the ¢dfpe
ownership would influence the findings in one wayhe other.

e The study serves as a significant addition to ttistiag literature on the subject matter as weldas
reference point to other researchers who wish nalget further research on the subject matter.
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