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ABSTRACT

The inspiration for effective management lies in the performance of an organization, as an
organization's motive is null and void if it fails to meet its predetermined goals and desires.
Organizational overall performance drives success and fosters excellent workplace relationships.
However, many companies face resistance from their personnel while trying to introduce
modifications to the company subculture, ensuing in sizeable turnover. The purpose of this study
was to assess the influence of corporate culture on the organizational overall performance of
CORAT Africa, Kenya. The study specifically focused on the extent to which stewardship,
integrity, accountability, and professionalism influence the organizati erformance of
CORAT Africa, Kenya. As guiding frameworks, the study drew on Edga ulture theory,
the Mc Kinsey 7S Framework, and Systems theory. The study emplo riptive design and
included 60 CORAT Africa employees, using a census approach du all¥arget population.
The study employed a semi-structured questionnaire, and a pilo ducted to determine
the instrument's validity and reliability. The analysis was ¢ the Statistical Package
for Social Sciences (SPSS) and descriptive analysis resul ed in the form of tables and
charts. A multiple linear regression model was use the relationship between the
dependent and independent variables. The result 11 four Corporate Culture factors
(stewardship, integrity, accountability, and ) were positively correlated with
organizational performance, with stewards the strongest correlation. The multiple
regression analysis indicated that thegaredic iables significantly predicted organization
performance, accounting for 72.1% iance in employee performance at CORAT Africa.
The study recommends CORAT a culture of stewardship, integrity, accountability,
and professionalism, by creati itive work environment that empowers employees and
facilitates their success, collective culture, prioritize the establishment and
reinforcement of ethi and provide fair treatment of individuals, develop and
implement policies a at promote fairness, transparency, and accountability, create
mentorship pro s an ular ethics training and provide clear guidelines for her employees
and lastly fo at encourages continuous training and development opportunities,
develops a 0 ling to the profession, and recognizes and rewards dedication and
competence. dy has added to the body of knowledge through unveiling the influence of
corporate culture on organizational performance; will function as a theoretical framework for
future research in the area; and is expected to provide critical insights to the non-profit sector with
the goal of creating empowering environments and providing proactive assistance to improve
organizational performance.

ulture
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CHAPTER ONE
INTRODUCTION

1.1 Chapter Overview

This chapter covers sections that cover background of the study, statement of the problem,
objectives of the study, justification of the study, scope, limitations, study assumptions and

operational definition of terms.

1.2 Background of the Study

The conversion of inputs into outputs to achieve particulariobjectives is referred to as
organizational output. In phrases of content material, overall performance explains the link
among minimal and effective cost (financial systent), efficiency, and output and completed
result (Hurduzeu, 2015). Organizational ovetall performance is at the heart of all
management, as there is no reason for,a business entity to exist if it is not acting in
accordance with its established dreams andigoals. As a result, businesses must strive to
investigate various potentialities tO‘maintain and improve overall performance (Hickman &

Silva, 2018).

The measurement of performanee is defined because the normal dimension of effects and
effects yields reliable facts ‘on the effectiveness and efficiency of packages (Yaghoobi &
Haddadi, 2016). The performance of an organization is crucial for scholars and directors to
assess corpogations and contrast them with competition by way of assessing their actions
and environments. It also encompasses three significant areas of company outcomes:
economic performance (earnings and return on investment); product marketplace overall
performance (sales and marketplace percentage) and shareholder return (for example, total
shareholder returns and financial value delivered (Yaghoobi & Haddadi, 2016). Agencies,
consequently, require performance reviews to decide the application and desirability in
their sports, mainly in complex and dynamic environments. Corporate executives can

create an influential corporate way of life to integrate the tradition and improve overall



performance. Successful cultural integration within the company institution is essential to

preserving effective verbal exchange and performance (Idris, Wahab & Jaapar 2015).

Globally research was performed to determine the effect of company subculture on
performance. In Spain, company culture has been studied extensively in terms of business
enterprise overall performance. Naranjo-Valencia, Jiménez-Jiménez and Sanz-Valle
(2016) found that certain styles of corporate cultures can either enhance or hinder each
innovation and overall performance. Their studies revealed that adhocracy lifestyle, which
emphasizes flexibility, experimentation, and hazard-taking, turned ianto the lifestyle that
high-quality anticipated innovation and overall performance. Apparently, the study also
discovered that the values promoted by the company culture were€titical in determining its
impact on performance. For example, a way of life that eimphasizes hierarchy and stability,
for example, has been discovered to inhibit innovation and overall performance, whereas a
subculture that promotes collaboration, creativity, and, continuous learning has been
discovered to foster them. The findings alsexrecommend that innovation performs a critical
function in connecting precise varieties of organizational cultures to performance. By using
selling a lifestyle that values inmovation and creativity, organizations can doubtlessly

enhance their overall performanee and gain a competitive side of their industries.

Seong (2011) investigated, my Korea how high-performance work systems, resource
management, and entrepreneurship can contribute to sustained outstanding performance in
Korean contexts. Seong's (2011) study additionally discovered that HPWS and
entreprenetrship have statistically substantial relationships with organizational overall
performance. Corporate culture and HPWS interaction were not statistically significant. He
did, however, suggest that more emphasis be placed on other organizational characteristics
as moderators to acquire further accurate insights into the interrelationships among an HR

system, entrepreneurial characteristics, and organizational performance.

Nikpour (2017) investigated the connection between organizational culture, employee
organizational dedication, and organizational overall accomplishment in a schooling

workplace in Kerman province, Iran. The study provided a theoretical framework for



expertise, the relationships between these variables and then investigated the effect of
company lifestyle on organizational overall performance, with a specific cognizance on
employee organizational commitment. The findings also revealed that corporate subculture
had a direct progressive effect on organizational overall performance, which became
amplified when mediated by organizational dedication of personnel. The study also
highlighted the high-quality and significant impact of corporate lifestyle on organizational
overall performance, as well as the possibility that positive cultural characteristics can

serve as important predictors of organizational success.

According to a study conducted by Belias and Koustelios (2014),,corporate lifestyle has
emerged as a critical factor influencing employee commitment, proeess pleasure, and
retention in Pakistan. The influence of corporate culture on these,three variables has been
extensively discussed, as it has been identified as the foundation for any company's overall
performance. A good corporate culture can<increase: employee commitment and job
satisfaction, leading to lower employee turnover and improved organizational overall
performance, whereas a bad one has thejopposite effect, leading to lower employee
dedication, job satisfaction, and higher'@mployee turnover costs. As a result, corporations
must prioritize the development, and maintenance of a positive organizational culture,
particularly for new employees,,to facilitate their integration and provide them with
competitive advantages, within the company. The importance of corporate culture in
shaping employee commitment, job satisfaction, and retention cannot be overstated, and
organizations, must vecognize this fact and take appropriate measures to ensure the

development of aigreat corporate culture.

Mousavi, Hosseni and Hassanpour (2015) conducted research in Iran on the effects of
company culture on organizational overall performance in branches of Iranian country
financial institutions. The study examined four cultural components and their impact on
overall performance indices, revealing a disastrous relationship between culture
components and enablers that will be attributed to the nature of banking strategies. The

study emphasized the significance of upholding public trust in the banking system, and



bank executives were advised to avoid risk-taking and illogical delegation, with adequate

employee information required to make rational decisions.

Chukwu and Aguwamba (2017) carried out a study in Nigeria to examine the impact of
company culture on the overall performance of the banking sector. The study's findings
discovered that regardless of having excessive funding, maximum Nigerian banks are
underperforming because of a loss of a strong company subculture. The research also
observed a vast and effective dating between cultural suit, pillats of existence
reinforcement, organizational effectiveness enhancement, and organizational performance.
However, there is a sizable and inverse courting among steady sample of conduct and
organizational overall performance. The students encouraged thaticorporations need to
strive to create a robust and constant culture so one can help sample their growth and give a
boost to the pillars in their perpetual existence. It is,critical that,groups do not purposefully
undermine the cultural pedestals on which <they, stand for egocentric reasons. This
emphasizes the importance of corporatehculturenas” a primary motivator of overall

organizational performance and success, patticularly in the banking industry.

The relationship between company tradition and overall performance has been studied in
Ghana's banking industry (Poku, Zakari & Soali, 2013). Participants in the survey came
from different backgrounds. departments and positions, and the results confirmed that
while there were notable variations between banks in company lifestyle traits, there were
no significantddifferences’in overall performance. There was a significant link between
corporate culture and overall performance, with mission being the culture trait with the
greatest ability‘impact on performance. Corporations in Ghana must prioritize growing and
retaining successful projects to improve their performance. The elements mentioned above
enable an agency's advanced performance, providing it with a competitive advantage.

There may be a link between corporate culture and employee performance in Kenya.

Mwau (2016) conducted research at Kenya Power and Lighting Company (KPLC) to
investigate the connection between company culture and overall performance. According

to the findings, there is a significant and fine relationship between company culture and



performance. Important determinants of organizational performance, consistency,
involvement, adaptability, and mission were identified. Businesses must focus on
developing a great organizational culture, aligning it with organizational strategies and
policies, and providing employees with education and learning opportunities to help them

adapt to new changes, according to the study.

In a study conducted by Musya (2016), the aim was to gain insights into the factors that
influenced the innovation strategies of Savings and Credit Cooperative Companies
(SACCOs) in Mombasa County, Kenya. The research sought to identify key elements that
contributed to innovation at three levels: managerial, organizational, and environmental.
The findings highlighted that the most significant drivers ofannovation strategies were top
leadership influence, organizational structure, resource availability, and competitive

dynamics within the industry.

The study’s objective was to investigate howsSACCO. managers and policymakers could
improve their innovation strategies and‘overall performance. The study emphasized the
importance of further research into ifidividual-level determinants of innovation, such as the
impact of managerial characteristics such as leadership, age, experience, intellectual
capabilities, and human capitaly Fusthermore, the study advocated for increased research
efforts to investigate the'deéterminants of innovation strategies in the SACCO industry not
only at the national lewel, but also within specific coastal regions, different counties, and

different stages of the industry's development (Musya, 2016).

Njugi and Nickson (2014) investigated the effect of corporate subculture on employee
overall performance in Kenyan non-governmental organizations (NGOs), with a specific
consciousness on world vision. In step with their findings, corporate culture has a great
impact on overall performance with the aid of shaping the organisation's philosophy, work
surroundings, performance objectives, and balance. The researcher also described unique
cultures (aggressive, entrepreneurial, bureaucratic, and consensual), as well as personnel
who prefer a mix of mutual and entrepreneurial or aggressive and business-minded

cultures. According to the study, the company should also help employees set realistic



goals and empower them through delegation to boost self-confidence, promote honest and
practical rules, and include group-building activities to boost team spirit. As a result,

groups must implement all aspects of corporate culture to improve employee performance.

These studies have made significant contributions to their respective lines of research and
have aided in the formation of the study schedule. Organizational Development (OD) is a
process that focuses on increasing organizational effectiveness and efficiency by
strengthening the adaptability of the organization to changing circumstances. It also aims to
foster a culture that promotes excellent attitudes, behaviours, and practices, resulting in
improved overall performance. As a result, if organizations want'to improve their overall
performance, they must prioritize growing and maintaining an exeellent corporate culture.
Numerous studies conducted in various countries haye, highlighted the significance of
company culture in encouraging collaboration, creativity, continious learning, risk-taking,

shaping employee dedication, pride in taking on tasks,iand retention.

A high-quality corporate subculture can)inerease employee commitment and job
enjoyment, leading to lower employee turnover and better overall organizational
performance, whereas a low-quality corporate subculture can have the opposite effect,
leading to lower employee dedication, activity satisfaction, and higher worker turnover
fees. Organizational Development (OD) interventions can also focus on implementing
high-overall performance workystructures that improve employee capabilities, skills, and
job satisfactiongtesultingiin improved organizational overall performance. Groups can gain
a competitive advafitage by improving their performance in their industries by

incorporating a beneficial corporate tradition and implementing OD interventions.
1.2.1 CORAT Africa

CORAT Africa was established with the help of CORAT UK, which was founded in the
1960s to provide professional services in all aspects of church management and
administration, as well as to run special courses for church leaders and church-related
organizations. By the early 1970s, its work in the Third World had advanced so quickly that

plans for an office in Africa were being developed. CORAT Africa was incorporated in



March 1975 as a company limited by guarantee with no share capital under Kenya

Company Laws, Chapter 486.

Consultancy and Research (C&R), Learning and Capacity Development (LCD),
Administration, CORAT Africa Training Institute (CATI), Administration, and Hospitality
are all services provided by CORAT Africa. Since its inception, CORAT Africa has
provided professional consulting, training, and advisory services in areas such as
management, administration, finance, human resources, strategic plamning, healthcare
system management, and development. Through individual and organizational capacity
building, the organization is committed to enabling organizations,to ‘aghieve significant

levels of self-sufficiency in skilled labour and material resources:

According to a review of CORAT Africa's financial performance in the 2020-2024
Strategic Plan, revenues increased 37.87% between 2015 and 2019. CORAT Africa, on the
other hand, has been facing financial difficulties,since 2020, as evidenced by decreased
revenues, strained cash flows, and a decrease in the use of CORAT Africa's services by her
partners and clients. Over the last fiveryears, CORAT Africa has failed to meet the financial
projections set out in the 2020-2024 Strategic Plan. In 2020, for example, the revenue
deficit was 53.22% of the projected budget. In 2021, the revenue deficit was 35.56%, while
in 2022, the revenue deficit was 32:43% of the projected budget. The goal of this study was
to see how corporate culture affects organizational performance at CORAT Africa, with a
special focus ofi the company's core values of stewardship, integrity, accountability, and

professionalism.

1.3 Statement of the Problem

A variety of non-monetary variables have significant impact on the overall performance of
an organization. Human behaviour is an important non-monetary factor that influences
performance. As a result, organizations must define their culture to gain comprehend
human behaviour and to foster a subculture that improves organizational overall

performance through company social responsibility, encourages skill sharing, consensus,



decision-making, employee rewards/popularity, remuneration, attitudes, company values,
verbal exchange, and customer support delivery (Nazarian, Soares, & Lottermoser, 2017;
Jumba, 2013 & Aluko, 2003). Organizations should also create a culture that encourages
verbal communication, customer service delivery, decision-making, worker recognition,
corporate values, and skill sharing, all of which are critical for improving overall
performance (Zakari, 2013). Organizational performance continues to be a key situation for
non-profit organizations (NPOs), despite the notion that they are now not worried with
profitability. Sustainability, lack of green advertising and fundraising techniques,
governance and control issues, and economic difficulties has all dmpacted NPO overall
performance (Wolf, 2012). No matter the importance of company subculture in for-
earnings organizations, there is a dearth of studies on nonfincome,organizations. CORAT
Africa has faced several challenges over the last five yearspaceording to its Strategic Plan
(2020-2024), including the loss of some highly professional émployees to competitors, low
student enrolment due to changes in Kenya'sgedueational system, low bed occupancy, and
stiff competition from rival groups (CORAT Africa, 2020). CORAT Africa's performance
has been hampered by declining cashyflowsywhich have resulted in significant revenue
deficits compared to projected budgets in recent years, making it difficult to meet the
financial targets outlined in the, 202042024 Strategic Plan. Considering these challenges,
CORAT Africa initiated efforts,to change its corporate culture to improve its performance.
However, it remained, unclear whether such efforts had worked as expected. Hence, the
study looked at the influence of corporate culture on organizational performance of

CORAT Africa, Kenya:

1.4 General Objective
This study investigated the influence of Corporate Culture on organizational performance
of the Christian Organizations Research Advisory Trust of Africa (CORAT Africa) in

Nairobi, Kenya, amid the ever-changing landscape of contemporary organizations.



1.5 Specific Objectives

1.

ii.

111

1v.

To assess the influence of stewardship on organizational performance of CORAT
Africa, Nairobi, Kenya.

To assess the influence of integrity on organizational performance of CORAT Africa,
Nairobi, Kenya.

To assess the influence of accountability on organizational performance of CORAT
Africa, Nairobi, Kenya.

To determine the influence of professionalism on organizational performance of

CORAT Africa, Nairobi, Kenya.

1.6 Research Questions

1.

11.

1il.

1v.

What is the influence of stewardship on the organizational performance of CORAT
Africa, Nairobi, Kenya?

What is the influence of integrity influence,on,the organizational performance of
CORAT Africa, Nairobi, Kenya?

What is the influence of accountability onsthe organizational performance of CORAT
Africa, Nairobi, Kenya?

What is the influence of professionalism on the organizational performance of CORAT

Africa, Nairobi, Kenya?

1.7 Justification of the Study

This research'makes a significant input to pertinent research in several ways. To start with,

its findings are extraordinarily important to CORAT Africa's management team because

they gain better information of the cultural elements that influence the corporation's overall

performance. With these facts, they will be better prepared to adopt the corporation's

guidelines and practices to fulfil a variety of demands of their employees and to establish a

workplace that is sensitive to cultural differences and consistent with its core values.

Furthermore, the findings of this study will be critical in understanding how struggling non-

profit organizations can identify and address cultural barriers that impede their



performance. These findings will help to improve their long-term viability and ability to
effectively serve underserved communities. This study also serves as a springboard for
future research into various aspects of corporate culture and organizational performance,
emphasizing the critical role that cultural factors play in shaping employee outcomes and
an organization's overall success. These findings will help expand the body of knowledge
through unveiling the influence of corporate culture on organizational performance, which
will serve as a theoretical framework for future studies in the area; and is expected to
provide critical insights to the non-profit sector with the goal of creating empowering

environments and providing proactive assistance to improve organizational performance.

1.8 Scope of the Study

The research was done in CORAT Africa Nairobi, Kenya<Respondents in the study were
employees from CORAT in all relevant organizational ‘departments, including senior
management, middle-level staff, support staff, and associate consultants from the C&R,
LCD, CATI, Administration and Hospitality departments. Factors selected for this study
were CORAT’s core values which comprise of stewardship, Integrity, Accountability and
professionalism. Data was gatheredrusing questionnaires. The study was conducted from

November 2022 to August 2023.

1.9 Limitations of the Study

Several limitations wete faced while conducting this study. Most respondents at CORAT
Africa were hesitant to participate due to concerns about disclosing sensitive information;
thus, the researcher explained how the records collection technique would be carried out
and how anonymity and confidentiality were going to be preserved to maximize
truthfulness. Furthermore, the organization is a busy working environment, with many
employees almost always out of the office conducting fieldwork and others working in
shifts. This was expected to slow down data collection. To address this, Google form
questionnaires were used, and respondents given ample time to fill and submit their

responses.
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1.10 Assumptions

The research anticipated that the respondents who were sampled were conscious of
CORAT Africa's culture and would voluntarily participate in the study. Furthermore, it was
assumed that management could not hold respondents accountable and would instead use

the study findings to improve the work environment if it was found to be deficient.

1.11 Operational Definition of Terms

Corporate Culture: Relates to the gathering of morals, principles, ethics and approaches

that describe an organization and guide its practices.

Organizational performance: Refers to the means an organization's concrete productivity

as measured against its envisioned yields,(oraims and objectives).

Socio-technical Systems: Refers to the applicationief the social sciences' understanding of
social structures, roles, andyrights to design systems, including

human societies and technology
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter presents a review of the literature on the aspects of corporate culture that affect
performance in organizations. The chapter presents theoretical and empirical reviews as

well as the study’s conceptual framework.

2.2 Theoretical Literature Review

This section delves into the foundational theories and conceptsythat underpin this study,
shedding light on the relevant literature that informs the résearch. By exploring existing
theories and empirical studies, this section aims to build a solid theoretical foundation for
the investigation into the influence of corporate culture onvetganizational performance at
CORAT Africa, Kenya. Furthermore, theoretical literature provides a structured

framework for comprehending and interpreting phenemena.

2.2.1 Edgar Schein’s Theory of Culture

Culture, as stated by Edgar Schein's Theery of Culture, is a collection of collective notions,
values, beliefs, and behavieursithat.influence the way people interact with and interpret
their surroundings. Scheiny(2010) distinguished three stages of culture: artefacts and
behaviours, embracedyvalues, and fundamental assumptions. The visible elements of
culture, such as dress codes, rituals, and symbols, are referred to as artefacts and behaviours
while the values that ‘an organization claims to hold, such as respect, teamwork, and
innovation, areireferred to as the espoused values level. The level of underlying
assumptions denotes to the unspoken with unconscious principles that nature behaviour and

are regularly taken for granted.

The Theory of Culture by Edgar Schein has several strengths, including a comprehensive
and systematic approach to understanding organizational culture. Schein's three-level
model (Schein, 2010) provides a framework for analysing the various deposits of

managerial cultures, such as visible articles, adopted ethics, and underlying assumptions.
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This model can be used to understand and diagnose corporate culture, which can aid leaders
and managers in developing effective organizational change and performance strategies

(O'Reilly & Chatman, 1996).

Schein's theory is notable for emphasizing the function of tradition in shaping employee
behaviour and feelings. According to Schein (2010), subculture is a powerful force that
influences how people interpret and interact with their artistic surroundings, and
knowledge a corporation's culture is essential for creating superb and, powerful work
surroundings. This perspective is supported by research, which has observed that corporate
culture can have a large effect on worker motivation, pleasure, sand commitment

(Ashkanasy et al.2011).

Culture, according to Schein (2010), can significantly amapact an‘organization’s output and
effectiveness. Understanding a given society's culture 1s)c€ritical for leaders to create
efficient methods and create positive work environments. The independent variables of
stewardship, integrity, accountability, and professionalism may be linked to Schein's
theory via the espoused values level of“eulture, which refers to the values that an
organization claims to hold, such as respeet, teamwork, and innovation. Understanding an
organization's culture, includinghits espoused values, is critical for leaders to develop

effective strategies and ereatea positive work environment.

However, Schein's theory has limitations, such as ignoring visible and tangible aspects such
as symbols and rituals (O'Reilly & Chatman, 1996) and being overly focused on a single do
minant cultureswithin an organization (Martin, 2002), which overlooks the existence of
multiple subcultures that may coexist within the same organization. Critics have also
argued that Schein's theory lacks a clear framework for diagnosing and changing corporate
culture (Cameron & Quinn, 2011) and that a more structured approach, such as the
competing values framework, may be required for effectively managing culture change.
Furthermore, the theory fails to account for the impact of power and politics on
organizational culture, necessitating a more comprehensive approach that takes power

dynamics within the organization into account (Ashkanasy et al., 2011).
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Schein's Culture theory emphasizes the importance of understanding underlying
assumptions and values that shape behaviour, aligning with the McKinsey 7-S Framework,
which emphasizes the interdependence and interconnectedness of various components
within an organization. Both frameworks emphasize a comprehensive approach that
considers interior and exterior aspects, the same as the importance of aligning different
components to achieve organizational goals. Integrating these frameworks can help leaders
and managers develop a holistic perspective for organizational development and change,

resulting in positive outcomes.

2.2.2 Mc Kinsey 7-S Framework

The McKinsey 7-S model is a management model that describesseven internal factors that
must be aligned for a company to succeed. McKinsey &!Coucreated the framework in the
late 1970s, and it has since become a widely used\tool for analysing and improving
organizational effectiveness. Plan, organizations, Systems, common values, style, staff, and
skills are among the seven factors. To achieve optimalorganizational effectiveness, these
factors must be aligned and mutually reinforcing. Waterman (1982) discusses the
McKinsey 7-S framework and its application to achieve strategic fit. He observes that the 7-
S model is an effective tool for,assessing an organization's current state and identifying

areas where change may be required to achieve strategic fit.

One of the McKinsey 7S, frameéwork's strengths is that it provides an all-inclusive opinion
of the organization and assists leaders in identifying areas for improvement (Pasmore &
Fagans, 1992). It also emphasizes the significance of alignment among various aspects of
the organization and how changes in one area can have an impact on others. As a result,
when making strategic decisions, leaders must consider the interdependence of all seven
factors. The framework's one limitation is that it can be challenging to put into practice and

measure, especially in large and complex organizations (Armenakis & Bedeian, 1999).

The McKinsey 7-S Framework was criticized by Pascale and Athos (1981) for being too
rigid and mechanistic in its approach to management. They argued that the framework

overlooked the importance of informal networks and relationships within organizations,
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which can often be more influential than formal structures and systems, whereas Waterman
(1982) criticized the framework for being overly focused on structure and process and not
paying enough attention to the human and cultural aspects of organizations. He contended
that businesses that succeed have a motivation and values and that the framework failed to

adequately capture these elements.

Cameron and Quinn (2011) criticized the McKinsey 7-S Framework for focusing too
narrowly on internal organizational factors while ignoring external factogs such as market
conditions and customer needs. They contended that successful organizations ought to be
able to acclimatize to varying external environments and that ¢he framework failed to
address this issue adequately. The McKinsey 7S framework is clesely related to the goals of
stewardship, integrity, accountability, and professionalism. By aligning the seven factors,
leaders can foster a culture that values ethical “behaviour, accountability, and
professionalism. Shared values, for example,.can guide decision-making and promote
ethical behaviour. Leaders can promote prefessionalism and a commitment to excellence

by ensuring that their staff has the necessaty skillsiand competencies.

The McKinsey 7-S Framework can help organizations promote positive values, but it has
limitations and should be use@in eonjunction with other approaches that take into account
external factors. For effective, organizational development, an integrative approach that
incorporates various'petrspectives and frameworks is required. To manage organizational
change and impfeve perfermance, practitioners must address the framework's limitations,
recognize the impertance of informal networks and cultural aspects, and incorporate
multiple perspectives. This is consistent with systems theory, which emphasizes the
significance of allowing for both interior and exterior factors to achieve organizational

goals.

2.2.3 Systems Theory

The structure theory of organization has its roots in biology and structure technological
know-how. However, it is far more commonly used in the context of businesses and various

kinds of groups. Ludwig von Bertalanffy formalized it within the early 1950s, and his ideas
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became the foundation for what we now call the Systems Theory. Systems theory allows us
to understand the link between various organizational parts and how they interact with each
other. Although Bertalanffy is widely credited with the development of systems theory, he
is not the only person who contributed to its creation (Harappa Education, 2021). Many
theorists, including Peter Senge and Donella Meadows, collaborated to understand how an
organization can function effectively and efficiently while also satisfying individual needs
(Meadows, 2008; Senge, 1990). This approach investigates the interactions and
interdependence of a machine's various components to better understand.itand is therefore,

a valuable tool for encouraging corporate stewardship, integrity, duty, and professionalism.

Systems thinking is a managerial discipline that examinessthevinteractions and linkages
among the various components that make up a givendsystemte understand it better. It
assists groups in being more conscious of their interpersonal and team interactions and the
consequences of their actions. At its greatestisimplelevel, a system is a gathering of
interconnected or interdependent pieces that,come together to form a cohesive whole. An
organization is made up of three interlocking systems that are sociotechnical,
administrative and strategic. People,ssoftware, hardware, the organization, and various
other systems all work together,to form Sociotechnical systems (STS). Sociotechnical
Systems are an effective means of connecting people and technology while decreasing risks
and enhancing humafi‘experience with the current technologies. It is easier to grow and
adapt to change when elevating the entire sociotechnical system over controlling a business

in parts.

Administrativeé systems and procedures are a collection of guidelines that business leaders
must adhere to and they are in place to help an organization become more structured,
efficient, and accountable, with the primary goal of achieving organizational objectives.
The system strives to maximize the efficiency of the organizational resources and is likely
to comprise various departments within the organization. Therefore, there is a need to

strengthen interactions between different components by efficiently utilizing these areas. It
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can also operate in a social setting, promote corporate objectives, and establish policies

using a systems viewpoint.

In line with Robbins (1990), one criticism of this approach is that it makes a speciality of
"the method to acquire effectiveness in place of on organizational effectiveness itself."
Measuring the method or manner of a company may be tougher than measuring the precise
end desires of the purpose-attainment method. In terms of stewardship, the structures
wondering approach emphasizes the interconnectedness of an organization's numerous
additives, in addition to the significance of considering the effect of selections at the entire

gadget (Senge, 1990).

Systems theory is considered as an overly bold narrative zwith a feWwassuming that a single
career may be all things to anybody (Hutchinson & Otédal, 2014). The principle also
focuses on the state of society. However, aestheticsy morality, ethics, and how society
"ought to be" are all missing. At best, the théory has a\'weak focus on morals and ethics";
"no stand is taken, and conflicts of interestsharé,not identified" (Hutchinson &Otedal,
2014).

This approach encourages managers toyconsider how their decisions will affect future
generations. It also prioritizes transparency and ethical decision-making and fosters an
understanding of the organization's and its stakeholders' various needs and how they are
interconnected (Meadows, 2008). The strategy also encourages leaders to be open and
honest about their decisions, as well as take into account the consequences of their actions
and decisionsgwhichypromotes accountability. It emphasizes the importance of managers
mentoring, encouraging, and guiding their employees (Senge, 1990). This method helps

leaders identify potential issues and implement necessary changes.

Finally, incorporating the systems thinking approach into organizational development can
help to foster a culture of continuous learning and development that benefits both
employees and the organization. OD practitioners can assist managers in making decisions
that consider the impact on the entire system by recognizing the interconnectedness of

different components of the organization (Meadows, 2008). This all-encompassing
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approach, which emphasizes the importance of fostering stewardship, integrity,
accountability, and professionalism, can assist organizations in adapting to changes and

remaining competitive in their industries.

2.2.4 Neo-Classical Theory

The neo-classical theory, which originated with the Hawthorne studies in the 1920s. This
theory, developed by sociologists and psychologists, delves into topics such as leadership,
morale, and cooperation, all of which are believed to play an essefitial part in shaping
professional behaviour and attitudes and it is different from its‘classi¢al predecessor by
focusing on the emotional and psychological aspects of humanybehaviour within

organizational contexts (Sarker & Khan, 2013).

The term "neo" refers to the uniqueness of this viewpoint, whereas "classical" refers to the
economic theories of 18th and 19th-century eeonemists (Ferdous, 2017). The human
relations approach and the behavioural science approach are the two primary avenues
through which Neo-classical theory develops. Employees are complex beings with social
and psychological dimensions, aceerding to Elton Mayo, a prominent figure in the field

(Hussain et al., 2019).

Promoting positive interactiens between employees and employers, as a result, serves as a
motivator for increased productivity. The behavioural approach, on the other hand,
emphasizes idterpersonal” relationships, focusing on the roles and relationships that
underpin effeetive horganizational functioning. This approach fosters a friendly

environment in‘Which employees' innovative ideas and techniques are welcomed.

Individuals, work groups, and participative management are central to Neo-classical theory
(Townley, 2019). The theory recognizes that everyone has emotions, feelings, hopes,
aspirations, and expectations. Concerning work groups, it emphasizes that workers are not
isolated entities, but rather integral parts of informal organizations, and it encourages
management to integrate these informal structures with formal ones. Finally, participative

management advocates for active employees' involvement in decision-making procedures
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(Townley, 2019). This theory has profoundly influenced the examination of human
behaviour in the workplace and within organizations (Ferdous, 2017). It has underscored
the substantial role of individuals in the production process and has introduced innovative
concepts and practices to better understand human behaviour in terms of group dynamics,
teamwork, culture, leadership, motivation, participation, job environment, and power

dynamics.

The contention at the heart of neo-classical theory is that a sense of belonging and social
acceptance has an enormous effect within an organization ongpositive workplace
performance. Effective leaders, according to Saad and Kaur (2020), understand how group
dynamics can contribute to an organization's overall success..Howeyver, it is critical to
acknowledge the neoclassical theory's limitations. Fer “starterS,Tits assumptions lack
scientific rigor and are susceptible to experimental bias, tésulting in uncertain conclusions
(Ferdous, 2017). Furthermore, its practical “application is difficult, necessitating
fundamental shifts in both administrativesandsworkforce philosophies and approaches
(Sarker & Khan, 2013). Furthermore, the theory is essentially an adaptation of classical
theory and lacks a unified framework. Fhe Hawthorne studies, which began as an attempt
to address lack of human intéraction 4n’ the classical era failed to show a significant

relationship between workplace eonditions and productivity.

The neoclassical theory ‘is pertinent in terms of company performance because it
emphasizes thefieed to recognize that employees are more than just economic actors; they
also includéwsocial @nd psychological aspects (Hussain et al., 2019). As a result,
encouraging positive interactions between employees and employers becomes critical for
increasing productivity. Furthermore, the theory fosters an environment that is conducive
to the introduction of novel ideas and techniques, which aligns with the fundamental

elements that drive organizational performance as discussed in this study.

2.3 Empirical Literature Review
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Culture is a corporation's unwritten social order that shapes attitudes and behaviours in
large and lengthy-lasting approaches. Inside a group, cultural norms define what is
encouraged, discouraged, commonplace, or rejected. When subculture is well aligned with
personal values, drives, and desires, it can channel enormous amounts of energy in the
direction of a common goal and foster an establishment's ability to thrive (Tarallo, 2021).
Overall performance denotes a country of competitiveness, obtained through a degree of
efficacy and productiveness that guarantees its strong presence in the marketplace, taking
into consideration the multifaceted and complex interactions amonggmany components

(Dragomir & Panzaru, 2014).

According to Fekete (2021), the use of overall performancedndi€ators in an agency's day-
to-day operations must be related to the employer's approach, which can be achieved to
measure both organizational and individual overall performance given the external and
internal factors influencing it. Individual performance evaluation is a sensible added value
to organizations and one of the most impottant elements of personal development that is
required for organizations with a monetaryybasis that want to achieve a market position.
Financial metrics also demonstrate ‘the cost of private benchmarking and technological
advancement. The challengesand, individual competency assessments are also extremely

beneficial in breaking down eurrent barriers.

Non-economic performance indicators such as task pride, organizational commitment, and
employee turnover are also indicators of a company's overall performance. Zulkifli and
Jamaluddin (2000)."According to Elena-Iuliana and Maria (2016), groups are now having
difficulty meeting the standards set by society's values, hobbies, and expectations. In the
current climate of globalization, any society's primary goal is to maintain sustainable
growth while considering the higher standards imposed by the imperatives of sustainable
development. Due to the range of definitions currently being used in scientific literature,
performance definitions need more clarity. Performance must be clearly and consistently
defined to avoid being either overly general or overly specific. Scholars believe that when

defining organizational performance, all the activities that take place in a distinct entity as
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well as the diverse interests of the people involved should be considered since the purpose

of an entity can change.

2.3.1 Stewardship and Organizational Performance

The empirical literature indicates that there is a positive affiliation among stewardship
behaviour and organizational performance, even though the findings are relatively
inconsistent. Neubaum et al., (2017) published a study in the Family Business Review to
fill a gap left by earlier empirical studies that used a validated measure of stewardship to
explain sphere of family business results. To expand the scope of a dependable and accurate
Stewardship Climate Scale, the authors surveyed managers and suberdinates from families
of relatives and non-owned family corporations in the USAsand’Australia. Their findings
found out that family companies have a more potentdstewardship climate and that the
stewardship climate and performance relationship) is mediated by innovativeness.
Furthermore, stewardship results are more potént'in a ¢ircle of firms owned by relatives,
confirming the importance of the stewafdship“principle and the authors' measure in

explaining own family enterprise effects.

The researchers made several recommendations for each circle of relatives and non-family
groups based totally on gheirystudies. First, family groups must cultivate a strong
stewardship lifestyle becatise itis linked to higher company overall performance. This is
feasible by instillingin employees a sense of shared purpose and duty, encouraging
participation ift decision-making, and emphasizing long-term thinking. Furthermore, they
advised that nen-citele of relatives’ firms examine stewardship practices from various
family firms. Nen-own family groups may benefit from cultivating a sense of community
amongst employees and encouraging a long-term perspective. Following that, the authors
advocated for additional research to investigate the role of stewardship in various contexts,
as well as the impact of other factors, such as ownership structure, on stewardship climate

and its relationship to firm overall performance.

According to Qiao et al. (2017), powerful CEOs in China exhibited both employer and

stewardship behaviours, incurring self-involved business enterprise charges while

21



appearing as stewards for the company's benefit. The study used data from Chinese
language indexed companies between 2007 and 2016 to show that balancing those
behaviours results in superior short- and long-term company performance. It also
emphasized the influence of cultural factors on CEO behaviour, owing to China's
vulnerable corporate governance, legal institutions, and economic markets. Traditional
Chinese culture, on the other hand, inspires CEOs to be stewards because it is based on
cooperation, paternalism, and positive interpersonal relationships. The findings implied
that Chinese CEOs' demeanours are generally consistent with stewardship behaviour,
which is most likely influenced by national cultural factors such, as the traditional
Confucian value of public service. The study made significant contributionsto the literature
by integrating corporation and stewardship theories and demonstrating their relationship
with CEO strength using a constant measure. It alsoSheddight on the impact of national
lifestyle on firm behaviour, emphasizing the importance of future research into subculture's

specific effects on firm behaviour in variouscountries.

Mucci et al. (2020) studied the relationship-among own family involvement in management
(FIM), family principle, and circleteffamily business (FB) overall performance. Consistent
with the findings of the study, @ stewardship-orientated culture weakens the connection
between a family CEO and FB overall performance, and there was no moderating effect of
stewardship on the cofinectiombetween FIM and FB overall performance. Furthermore, the
study shed light.on variations in FIM within FBs, and implied that a stewardship-oriented
way of life;may be not able to mitigate circle of family employer conflicts within the
presence of acircle of relatives CEO. The findings also revealed that conflicts and tensions
among own manager Sub-groups include family and non-family managers, harmed firm
performance, especially when the top management team (TMT) has almost same
businesses of family and nonfamily managers. The study emphasized the importance of
expertise the complicated courting among FIM and FB performance by way of considering

both circle of relatives’ essence and TMT composition.
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Dzomira (2016) conducted a study in South Africa to research the adoption of the
combined warranty version inside the public sector. Primarily based at the stewardship
principle, which proposed that stewardship is a function of the authorities’ duty for the
welfare of residents, the study used a qualitative technique to analyse facts from preferred
reports on provincial audit results from 2014 to 2015. According to the study, there was a
high level of appreciation for the mixed guaranteed version and assurance provision in
South Africa's public sector. The research further made recommendations that the South
African government improve its tracking of a coordinated and approach,to internal control
systems, risk management, and compliance issues that is all-encompassing. TFhe excellent
valid pastimes and expectations of the 'inclusive stakeholders" was served using a
stewardship technique. It also recommended that the4South African public sector's
governing body strengthen its monitoring of a unified and cemprehensive approach to
internal control structures, risk management, andi«Compliance issues. This would serve the

legitimate interests and key stakeholder expeetations by enforcing the stewardship method.

Afonso et al. (2021) demonstrated in their study that stewardship acts as a moderator in the
relationship between family influence:andfirm performance. They discovered that circle of
relatives-motivated companies that prioritize stewardship behaviour were more likely to
acquire better performance tesults, and the authors emphasize the significance of family
business leaders settingierganizational pastimes in advance of personal pastimes. The study
also highlighted.the significance of stewardship motivation and tradition in explaining why
a few family,corporations outperformed others. The research also implied that individuals
involved in analysing family businesses, such as marketers, managers, and consultants,
should acknowledge the complex blend of familial impact, encompassing both financial
and emotional assets. The ability to balance these elements was crucial for the long-term

sustainability of family enterprises.

Existing empirical studies suggested a positive correlation between stewardship behaviour
and organizational performance. Nevertheless, there remained gaps that required to be dealt

with in order to enhance the comprehensive understanding of this connection. More
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research across industries and nations was required to enhance the generalizability of
findings past contexts. Consequently, the study aimed to investigate stewardship behaviour
and its consequences for productivity in organizations within the non-profit sector, as well
as its implications for governance and accountability. By addressing the said gaps in the
literature, researchers and practitioners would be able develop a more robust understanding
of stewardship behaviour and effective strategies for promoting it in diverse organizational

settings beyond family-owned businesses.

2.3.2 Integrity and Organizational Performance

Several empirical investigations have looked into the relationghip beétween organizational
integrity and performance and discovered that corporations with higher levels of integrity
perform better. Shahid and Azhar (2013) conducted esearch that emphasized the
significance of consideration and integrity in ereating a ‘great workplace at both the
individual and organizational levels. Any employer benefits from integrity, which is earned
over time through consistent behaviour. £he 'study emphasized the importance of integrity
for personal achievement and the enhancementof leadership competencies because people
with integrity foster trust in their interactions with others. Corporate integrity is required to
foster consensus around shared,values,and to foster an integrity way of life, which has an
exceptional impact on company,governance and creates a highly valued work environment.
Corporations with a'strong tradition of integrity outperform their peers and provide strong

long-term financial performance, making them suitable for investment.

Employees igroups with high levels of integrity were also found to be more committed to
the organization and its goals. Furthermore, organizations that prioritized integrity and
interaction were more likely to develop long-term habits that produce better environmental
and social outcomes (Hansen & Schaltegger, 2016). Febrina and Syamsir (2020) conducted
a study in Indonesia that validated the critical role of human resources in determining
organizational goal success. The researchers used associative quantitative studies to
analyse the effect of integrity and organizational dedication on worker overall

performance, both in terms of satisfaction and the amount of work. According to their
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findings, adherence to proper concepts and human resource integrity were closely related to
dedication and were required for organizational success. Their findings revealed that
organizational dedication and integrity had a positive and significant effect on employee

satisfaction.

Isjoni et al., (2019) used a survey with correlational methods to investigate the impact of
integrity on the overall performance of high school teachers in Pekanbaru, Indonesia. The
data was gathered from high faculty instructors at Tenayan Raya Senior High School who
had obtained trainer certification. Consistent with the findings, the%integrity of the
instructors at Tenayan Raya high school unquestionably and significantly improved their
overall performance. Based on these findings, the study recommended that instructors

receive specific training on how to improve performance:

Ajemunigbohun, Elegunde, and Azeez (2020) ¢enductedfa study in Nigeria on the
influence of company integrity on organizationahefficacy within the insurance companies.
The issue of corporate integrity in Nigeria'syinsurance industry had become a source of
concern due to an increase in fraud, economic seandals, bankruptcies, and other unethical
practices. The purpose of the study was to evaluate the effect of corporate integrity on
organizational overall perforfnanee in Nigerian insurance firms. In line with their study's
findings, corporate culture and internal control mechanisms such as compliance systems
had a significant impaction.organizational effectiveness in insurance firms. According to
the findings, imSurance firms should broaden and communicate ethical and integrity
policies, while regulatory organizations should compare each enterprise within the

insurance firms initerms of internal management approaches.

Githui (2014) conducted a study in Kenya titled "An empirical investigation into the
measurement of corruption and integrity within the Kenyan police institutions and the
study's findings demonstrated an important link between ethical principles and corruption
within the Kenyan police force. The study also emphasized the importance of fostering
moral integrity throughout the police administration system to reduce the likelihood of

corruption among the dedicated members of this vital institution, as well as the importance
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of moral standards in public and private businesses, as well as the appalling effect of
ignoring moral issues on society. Understanding police perceptions of violations of
integrity, such as misconduct and corruption, is critical in laying the structural foundation
for stronger regulations governing police integrity not only in Kenya, but in many other

economies around the world.

The existing literature underscored the significance of integrity in enhancing overall
organizational performance. Nonetheless, there was a need for research foeused on the non-
profit sector to gain insights into the unique dynamics of integrity in this'¢ontext. The goal
of this research sought to fill those gaps by seeking to understandthe influence of integrity
on organizational performance and developing strategies for premoting integrity in the

workplace.

2.3.3 Accountability and Organizational Performanece

Accountability is of significance to organizational performance and previous research has
shown that responsibility measures improveyorganizational overall performance (Brown,
2015). However, depending on the type 'of enterprise, the connection between
accountability and performance can vary. Better education institutions in Korea have been
shown to benefit from duty¢mechanisms as recommended by Choi and Chun's (2021)
observation. Monetary aecountability, performance accountability, and transparency were
discovered to have<a substantial impact on the overall organizational performance, as
measured by indicatorsylike scholar satisfaction, research output, and administrative
efficiency. The modeth overall performance evaluation device in Korean higher education
establishments focuses in general on educational research output, while other components
of organizational overall performance, such as teaching pleasure and pupil outcomes, are
not noted. Furthermore, a lack of transparency in decision-making methods and the sharing
of statistics impedes duty and may jeopardize organizational overall performance. As a
result, strengthening responsibility mechanisms, particularly in less evolved areas, can also
bring about stepped forward organizational overall performance in Korean better training

institutions. To make sure the shipping of pleasant schooling and studies outputs, Korean
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better education institutions ought to prioritize duty mechanisms which might be complete,

obvious, and inclusive.

Suykens et al. (2022) investigated the effect of performance-based total duty on how non-
profit directors perceive organizational overall performance. Even though research on non-
profit marketization suggests that such needs can impede non-income overall performance,
research on rational planning indicates a high quality, but indirect, impact. The study
discovered that the use of control tools and overall performance measurement structures is
critical in explaining how overall performance-based accountability affects subjective
overall performance. It was discovered that both output-based and soeial impact-based
control improved non-profit organization overall performance, primarily through the
implementation of a rational management method. Rather thanyimposing accountability
standards on non-profit organizations, the study suggests that\aid recipients should assist
them in adopting management tools to grade their performance in a useful way, which can
reinforce the fundamental aspects of <mon-profit performance and contribute to

organizational intention fulfilment.

Mbithi and Wasike (2019) studied thegeffect of transparency and duty at the long-term
viability of Kenya's bankinghenterprise. According to their findings, transparency,
accountability, equity, andwespensibility all had a widespread high-quality effect on the
banking enterprise's sustainability. To make sure sustainability, the study advocated that
banks put ingforce transparency and duty in all operations carried out by means of
personnel, ‘consisting, of adhering to International Accounting Standards and Generally
Accepted Accounting Principles (GAAPs). Moreover, the study recommended that
industrial banks impose responsibility on all employees to growth sustainability. Overall,
the study emphasized the significance of corporate governance in ensuring the long-term

viability of business operations.

Individual accountability behaviour, according to Trivedi (2013), was critical in improving
organizational performance. Individual accountability was studied for practical reasons

such as assisting team members in identifying appropriate actions, avoiding blame and
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victim thinking, and increasing productivity. According to the researcher, lack of character
responsibility could result to low morale, decreased productivity and extended worker
turnover. The study also discussed the need for organizational leaders to guide and improve
responsibility through establishing clear roles, encouraging open communiqué and
empowering decision-making. The study also emphasized the significance of investigating
the elements that kept humans liable for their movements and reactions and growing
empirical measures to evaluate these characteristics. Ultimately, the study concentrated on
a new type of individual responsibility behaviour that is part of human,values, ideals and
personality development. It argued that organizational rules and methodsidesigned to
control behaviour would not improve individual responsibilify» Therefore, groups must
instead rely on selection methods to assemble a team of workers eapable of taking on

responsibility.

Typically, accountability can improve organizational‘overall performance via growing
employee motivation and commitment to @ecomplishing organizational desires (Simons,
2013). The findings from these studies suggested that measures including transparency,
financial, performance and person, responsibility can undoubtedly affect organizational
overall performance by using enhancing commitment, self-efficacy, engagement and
management effectiveness. Corporate governance was also emphasised as a crucial aspect
in making sure sustainabilitysthrives inside the banking industry. Nonetheless, existing
research found 4gaps in. aceountability practices, indicating a need for development,
particularly.in much Jess advanced countries. Improving duty mechanisms could lead to
improved overall, organizational performance. It was worth noting that none of these
research studies focused on accountability in the context of non-profit organizations
(NPOs). Therefore, the motive of the research was to bridge that gap with the aid of
investigating the connection between accountability as a cultural factor and organizational
overall performance in the non-profit quarter, to gain insight into how duty practices could

contribute to the achievement and effectiveness of non-profit organizations.
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2.3.4 Professionalism and Organizational Performance

Professionalism is an essential element of organizational performance. Personnel who
exhibit excessive tiers of professionalism are extra devoted to their work and are much
more likely to show off behaviours that add to the fulfilment of the organization (Chen, Wu
& Hsu, 2019). Furthermore, professionalism can result in stepped forward service first-
class due to the fact expert personnel are much more likely to provide fine services to
customers, ensuing in accelerated client delight and loyalty (Rudolph et al., 2017).
Professionalism is seemed like an essential component in enhanging organizational

performance (Gordijeh &Aghdaie, 2013).

Professionalism, in line with Kazlauskaite and Buciuniene (2016) ¢an improve team
performance. Professional employees were more likely ‘t0 weork collaboratively and
correctly with others resulting in improved group ‘performance (Leiter et al., 2015).
Furthermore, professionalism can assist corperations: in adapting to change because
professional personnel are more likely€ito" participate in continuous learning and
improvement, which can help groups adapt\to” changing environments and remain
competitive (Wang et al., 2019).<Mor€over, organizations that value professionalism in
their lifestyle and practices haveshigher tiers of worker pride, lower turnover costs and a
higher popularity amongst stakehelders (Cohen, 2016). Professionalism, according to the
literature, can improve, ‘orgamizational overall performance by increasing employee
commitment, provider niceness, team overall performance and organizational adaptability.
However, research,omsthe link between professionalism and organizational performance is

lacking.

In the United States of America (USA), Shapiro et al., (2014) studied the significance of
professionalism in the scientific field. They determined that lack of professionalism and
doubtful behavioural expectations can cause clinical mistakes, unfavourable occasions and
dangerous operating situations. In reaction, Brigham and girls’ clinic (BWH) in Boston
mounted the Centre for Professionalism and Peer help (CPPS) in 2008. CPPS conducted

numerous projects, inclusive of professional improvement training, a system for disclosure
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and apologies, peer and defendant help and health projects. Management assistance, clear
behavioural expectations, conversation and engagement education and a method for
addressing professionalism concerns were credited with the program's success. According
to the study, thousands of health practitioners have received professional development
training to detect, prevent, and control unprofessional behaviour since 2005. The findings
discovered that mandatory schooling sessions were powerful in promoting a stepped
forward professionalism tradition, and the tactics for responding to professionalism issues
had been powerful in addressing and positively changing repetitive \unprofessional
behaviour. Universal, the consequences of the have a look at suggest thatyenforcing a
comprehensive professionalism program can bring about improvedypatient safety and a

more positive work environment within the medical field.

Hussin et al. (2018) conducted a study to evaluate the relationship among instructors'
professionalism and task satisfaction. The authérs cevered research from Malaysia, China,
and Saudi Arabia amongst others. Thefistudy sought to provide a comprehensive
understanding of the subject by reviewing literature from a variety of countries with distinct
educational structures and cultutalcontexts. By incorporating research from various
countries, the authors were able to provide a broader perspective on the relationship
between professionalism,andiproeess pride in the teaching profession. The study observed
a link between teachets' professionalism and job satisfaction. According to the study,
teachers who exhibited highlevels of professionalism as well as knowledge and abilities,
moral behayiour and acommitment to lifelong learning were more likely to be content with
their jobs. The'study emphasized the significance of providing instructors with professional

work environment to improve their professionalism and job satisfaction.

According to Agustina and Saxena (2022) study in Indonesia, teacher professionalism and
major supervision had a significant impact on trainer overall performance as evidenced by
an analysis of statistics gathered from 31 trainer respondents using an SPSS application.
The study found that teacher professionalism and principal supervision both had a

substantial effect on the performance of teachers at a senior high school (SMA Negeri 2).
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Control competence, democratic supervision and optimistic supervision all had a
significant effect on instructor performance according to the findings. The authors
emphasized that instructors were expected to be experts who prepared and administered the
learning method, investigated studying outcomes, established that the basic supervision
variable had an impact on trainer performance. The study concluded that expert heritage,
improvement of learning resources, character competency, ICT and research skills, social
competence, professional publishing and mirrored image all influenced teacher
performance. Based entirely on the analysis and findings, the study concluded that trainer
professionalism and primary supervision influence teacher performance. The higher a
teacher's overall performance, the more professional they gwere in catrying out their
responsibilities and the more emphasis the principal placed on supervision. Control
competence, principals as supervisors, democratic, cemparative and constructive
supervision were all found to have a significant impact on teacher performance in the

classroom.

In Uganda, Kaawaase et al. (2020) evaluated the joint results of professionalism on the
connection between intellectual eapital (IC) and the overall performance of small and
medium audit practices (SMPs)in Uganda. According to the findings, IC is a significant
predictor of SMP performance in'Uganda, whereas professionalism alone is not. However,
the observer discovered that professionalism interacted with IC to improve SMP
performance and identify barriers, such as a lack of publicly available published economic
statements for SMPs,awhich could make the facts less objective. Moreover, the study was
restrained t0'SMPs in Uganda, which may have limited the findings' generalizability. The
study provided significant empirical evidence relating to the relationship between
professionalism, IC and SMP overall economic performance in developing countries,
indicating that while IC affected firm overall performance independently and its interaction

with professionalism improved firm overall performance.

In Tanzania, Mrope (2017) conducted a study to investigate the influence of procurement

professionalism on the performance of the public procurement function. According to the
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findings, adherence to procurement professionalism aided the overall performance of the
procurement feature in Tanzanian public entities significantly. To that end, the study
recommended that Tanzanian procurement departments be staffed with properly and
professionally certified personnel. The study also recommended additional research to
identify other factors influencing the performance of government entities' procurement
capabilities. The study emphasized the critical role of procurement professionalism in

public procurement departments in public entities.

These studies indicated that professionalism could enhance ofganizational overall
performance. However, several gaps were noted in those relationships, and the role of
management in fostering professionalism that needed to bedfilled. To begin, most studies
had focused on specific industries such as banking, health, education, coverage, auditing,
procurement, media, and entertainment, limiting their, findings" generalizability to other
industries. More research in various fields was@eeded to investigate how professionalism
influenced organizational overall performance across a wide range of industries to close
this gap. This study aimed to bridge this. gap by looking into the connection between

professionalism and performancen the nen-profit making sector.
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2.4 Conceptual Framework

In this study, the graphic illustration of the variable conceptualization is shown in Figure
2.1 below.

Stewardship
Empowerment
¢ Employee Commitment
e Teamwork

Integrity
e Sustainable practices
e Building Trust
e Job Satisfaction

\4

Organizational

Accountability Performance
e Expectations e Productivity
e Performance Evaluation > > e Profitability
e Consequences e Employee
e Transparency Satisfaction

e  Quality

Professionalism Assurance

e Continuous Learning &
Improvement
e Competence
e Standards |
e Problem-solving "
Independent Variables Dependent Variable

Figure 2.1: Conceptual Model

Four dimensions of corporate culture have been identified as independent variables that
were likely to influence organizational overall performance as the established variable:

stewardship, integrity, accountability and professionalism. These dimensions appeared to
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be key elements of corporate culture, and their influence on organizational performance at

CORAT Africa would be investigated.

According to the proposed framework, organizations that prioritized those dimensions
were more likely to have an excellent corporate lifestyle and achieve better performance
results. The study's goal was to investigate the relationships between these variables and
offer suggestions on how organizations would optimize them to improve overall

performance.

2.5 Summary and Research Gaps

Empirical research demonstrates a strong link between stewardship behaviour and
organizational overall performance, as evidenced by the literatured4eviewed in this chapter
(Furu & Ahlstrom, 2010; Cetindamar et al., (2007). Numeérous studies in various contexts
have consistently demonstrated that adoptingstewardship behaviour can result in
enormous benefits such as improved performance, expanded innovation and monetary
fulfilment. These findings were discovered, in‘a, variety of settings, including public sector
agencies, small and medium-sized (groups, family businesses and the impact of cultural

influences on CEO behaviour (Qiao et al; 2017).

Shahid and Azhar (2013 )eonducted research that emphasized the importance of integrity in
creating a great workplaee at both the individual and organizational levels. Integrity is an
asset for any employer-and 1s earned over time through consistent behaviour. Because
people withintegrity foster trust in their interactions with others, the study emphasized the
importance of  integrity for personal achievement and the improvement of leadership
competencies. Corporate integrity is required to foster consensus around shared values and
to foster an integrity way of life, which has an exceptional impact on company governance

and creates a highly valued work environment.

Accountability is required to improve organizational overall performance. According to
research, implementing accountability measures can improve performance (Brown, 2015)

though the nature of this courting varies depending on the type of organization. Financial
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accountability, performance responsibility and transparency were shown to have an impact
on indicators such as scholar pleasure and research output. Transparency and
accountability had a positive impact on sustainability, emphasizing the importance of good
corporate governance (Choi & Chun, 2021). Individual accountability behaviour was
critical for improving organizational performance and leaders would help by establishing

clear roles and encouraging open communication to support an accountability culture.

The value of professionalism in organizational performance cannot be ovetstated because it
has a significant impact on employee commitment, quality of serviee provision, group
overall performance and the organization's adaptability (Leiter et'al., 2015). According to
research, professional conduct was linked to improvedsprocess satisfaction, client
satisfaction, safety in industries such as healthcare and training; Providing management
support, setting clear expectations and enforcing professional, development programs all
helped to develop a professional culture. These effotts, contributed to the enterprise's
professionalism which had wonderful resul€s,in terms of employee satisfaction, client pride

and ordinary organizational performance.

Previous studies on the effects of corporate culture on performance have frequently focused
on unique factors such gas “attitudes, beliefs, values, conversation and supportive
environments with most studies,focusing on specific industries such as banking, health,
education, insurance,,auditing, procurement, media, and entertainment. However,
empirical evidence from the non-profit sector is limited, emphasizing the need for more
research to improve organizational performance through method and function reflection

and benchmark'eéomparison.

Furthermore, recent findings are limited to a single country, limiting their generalizability.
More global research is needed to solve this problem. This broader scope may enable us to
broaden effective strategies that can be implemented in a variety of organizational settings,
considering the unique contexts in which groups operate. Furthermore, the findings

concerning the link between stewardship behaviour and organizational performance are
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inconsistent. Because of these inconsistencies, additional research is required to better

comprehend the impact of stewardship behaviour in contexts other than family businesses.

Addressing those research gaps may result in more complete understanding of how
organizational culture affects overall organizational performance. It may also make it
easier to develop effective techniques that can be implemented across industries and
nations, providing businesses with informed choices and strategies to improve their overall
performance. Therefore, the purpose of this research is to fill research gaps by investigating
the influence of company culture on the overall performance of CORATAfrica in Kenya.
This study intends to make a significant theoretical contribution’to the, existing body of
literature by investigating the relationship between the chosen variables,and organizational

overall performance.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This section examined the strategies as well as the techniques that were employed to
perform the study. Specially, the research design, target population, sample size
determination and sampling technique. It also encompassed the data collection instruments
used and a pilot study which was conducted to assess the validity and{eeliability of the
research instruments. Data collection procedures and methods used to analyse data and
presentation of findings were also discussed. The chapter concludes by, deliberating on

ethical issues that the study considers.

3.2 Research Design

A descriptive design was used for the study..The deseriptive design sought to collect
information that could be analysed to previde,a\foundation for decision-making. The
descriptive design allowed the researcher toninvestigate and describe the connection
between corporate culture and organizational performance. According to Babbie (2016),
the descriptive design was andappropriate method for collecting data that could inform
decision-making. This deSign helpéd” describe and analyse the relationships between
variables, and thus, facilitate;understanding and inform decision-making. The quantitative
data gathered facilitated the analysis and concluded the variables. The design was also
suitable becadse it allowed the researcher to formulate important knowledge principles.
Therefore, usiigithe descriptive design for investigating the relationship between corporate
culture and organizational performance was justified as it allowed for the collection of

relevant data and facilitated decision-making (Rubin & Babbie, 2016).

3.3 Study Site
The research was conducted at CORAT Africa, located along Bogani East Road in Karen,
Nairobi. The organization works with churches and church related organizations with the

purpose of helping them improve their management capabilities. The research sought to
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understand how corporate culture influences the performance of organizations, mainly

non-profit organizations.

3.4 Target Population

The target population was 60 employees in the organization who included the senior
management, middle-level management, support staff and associate consultants from the
C&R, LCD, CATI, Administration and Hospitality Departments. The targeted population
of the study was believed to have technical experience and knowledge insthe area of study
and would aid in determining the influence of Corporate Culture on the Performance of the

Christian Organizations Research Advisory Trust of Africa, Kenyas

3.5 Census Approach
Since the target population was small, the study employed the census approach which

entailed involving all members of the target population,in the information gathering course
(Cooper & Schindler 2011). The study sought,torcollect data from all 60 employees in
CORAT Africa. Table 3.1. below presents, ajsbreakdown of CORAT staff in the

organization.

Table 3.1: Target Population

Staff Classification Number of Staff
Senior Management 6
Middle-level, Managément 14
Support Staff 25
Associate Consultants 15
Total 60

Source: CORAT Africa (2022).

3.6 Data Collection Instrument
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A survey was used with open and closed-ended questions. The open and closed-ended
questions were used to gather both qualitative and quantitative data resulting in data
triangulation that aided in answering the research questions concerning stewardship,
integrity, accountability, and professionalism. Open-ended questions were used to collect
qualitative data that provided detailed information about organizational performance in
terms of stewardship, integrity, accountability, and professionalism. Closed-ended
questions were used to collect quantitative data for statistical analysis of the relationship
between study variables, whereas open-ended questions were analysed by coding and
categorizing the responses into meaningful themes. The closed-ended questions primarily
used Likert scales. The questionnaire was adopted for data collection because it offers a
standardized and structured format that generates quantitative data, facilitating efficient
data collection, rigorous statistical analysis, and comparability ‘dcross participants and
studies, making it a valuable instrument for assessingattitudes and opinions in a systematic

and objective manner

3.6.1 Questionnaire Construction

The questionnaire's items were derived from a variety of sources identified in literature as
valid and reliable measures. Dibtell and Moeller (2011) study on the effects a service-
focused impact of strategyandistewardship culture on organizational innovation in family-
owned businesses inspired the stewardship questions. The integrity dimension was
developed using the standards established by Hon and Grunig (1999) for evaluating public
relations relationships.'The accountability dimension was inspired by Kim and Lee (2010)
research on hew competing accountability requirements affect employee performance
while the professionalism questionnaire items were adapted from Hall (1968)

professionalism scale.

Financial performance was a measure developed by (Tayles et al., 2007) and inspired
several researchers including Givoly et al., (2017), Nkundabanyanga (2016), Al-Matari et
al., (2014), Azubuike (2013), Clarke et al., (2011), Neely (2003), and Ittner and Larcker
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(1998a, b). It included indicators that are both financial and non-financial, reflecting the

emphasis on intellectual capital firms' preferences for such measures.

3.6.2 Pilot Testing

To ensure data accuracy, a pilot test was carried out. In the pilot test, 6 respondents were
used in the study from Church World Services (CWS) offices. This was done to prevent
data contamination. The number was chosen because it met the 10% threshold and was
suitable for piloting. The selected respondents were given the questionnaires to answer, and

their responses were used to test the validity and reliability of the research.
3.6.3 Instruments Validity

Validity of the instrument was done through establishing a clear conceptual framework by
ensuring a clear and well-defined conceptual framework, for the construct measured. This
included a thorough understanding of the consttuct, and its key dimensions. The
questionnaire was also checked and reviewed by my supervisors who made certain that the
items were pertinent and thorough. Convergent, Validity was also done to assess the
correlation between Likert scale quéstionnaireiand other established measures of the same
construct. A strong positive correlation indicated convergent validity. The correlation
between all the variable items with the eorresponding totals gave a p-value (0.028) that was

less than 0.05. This confirmed that the data from the items was valid.

3.6.4 Instruments Reliability

The Cronbaeh™ alphasmethod was used to analyse the pilot test data to ascertain the
questionnaire's reliability. According to Taber (2018), this test computed the internal
consistency of the scale measuring a particular variable and gives a consistency coefficient
between 0 and 1. A coefficient that is equal to or greater than 0.7 suggests that the scale has
a high level of consistency, while a lower alpha indicates that the instrument needs
adjustment. The Cronbach alpha coefficient was suitable for the study because the
questionnaire comprised a Likert scale for each variable. An alpha was computed for each
scale; thus, 4 dominant coefficients was reported. The Cronbach alpha coefficient was

conducted using the Statistical Package for Social Science (SPSS).
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3.7 Data Collection Procedures

A research authorization letter from the Postgraduate Office at St. Paul University was used
to secure a research permit from the National Commission for Science, Technology and
Innovation (NACOSTI). Thereafter the researcher approached CORAT Africa, informed
them about the study, and requested for permission to collect data from staff members.
Upon receiving the approval, the researcher informed the staff about the study,

administered the questionnaires and received the submissions after one, week.
3.8 Data Analysis and Presentation

Data gathered from the survey was sorted out through cleaning and coding into a computer
for analysis in the form of descriptive statistics and inferential with the help of Statistical
Package for Social Sciences (SPSS). Descriptiveéystatistics' was in the form of central
tendencies and variability measures (Bryman ‘&, Bell, 2015). Descriptive analyses were
vital since they offered the basis which led to,correlational and experimental studies They
also provided guidance concerning the.issuesithat would be engrossed on, leading to further

studies (Mugenda & Mugenda, 2019).

The study used Pearson correlation to check if the independent variables were highly
correlated and to cheek how they are related with the dependent variable. This was
necessary before performing regression. The study also used a multivariate regression
model to study the influence of corporate culture on the Performance of CORAT Africa,
Nairobi County:Bothrdependent and independent variables were all measured in an ordinal
scale. The five ranks of the dependent variable (performance) facilitated the adoption of the
multiple linear models in determining the influence of corporate culture on performance.
The results of the analysis were presented in frequency tables which were user-friendly and

gave a graphical representation of the varied responses from the respondents.
The following multiple linear regressions model used is presented below:

Y=BotBiXi+BXo+B:X5+PaXste
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Where,

Y = Organizational Performance
X, = Stewardship

X, = Integrity

X5 = Accountability

X4 = Professionalism

o= constant term

B to B4 = Beta coefficients

¢ = Error Term.

Organizational performance (Y) was the dependent variable in, the multiple linear
regression model presented above, while stewardship (X), integrity. (X-), accountability (X
3), and professionalism (X4) were independent variables teprésenting different aspects of
corporate culture. Data for these variables weré eollected through questionnaires in which
respondents rated the organization's attributes in relation to each cultural aspect. Data was

collected on Likert scales were then treated as numerical values for analysis.

3.9 Ethical Considerations

The researcher requested permissionfrom all the required institutions including St. Paul’s
University, NACOSTI, andyCORAT Africa. All respondents were informed about the
study, its benefits and potential risk, their right to decide whether to participate, and asked
to participate 6n avoluntary basis. No respondents were coerced or pressured to participate.
To promote privacy, the researcher collected the questionnaires from the respondents who
were advised not to write any information on the questionnaire that could reveal their
identity such as names, position in the organization, telephone number, or staff number.
Codes were used in the reporting of qualitative data to keep the respondents anonymous.
All information obtained from external sources were cited inside text and the complete
bibliographic details about the source of the information provided in the list of references to
avoid plagiarism. The document was also subjected to plagiarism check. Further, the

researcher-maintained objectivity throughout the study.
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3.10 Chapter Summary

This chapter has deliberated the process, procedures, and methods that were used to carry
out the study. The research made use of the descriptive research design and the target
population of staff working at CORAT Africa in Nairobi County. Data was gathered using
semi-structured questionnaires that were piloted at the Church World Services (CWS)
offices, in Nairobi County, to evaluate their validity and reliability. Quantitative data was
examined in the form of descriptive and presented using tables and figures: Qualitative data
was analysed in the form of the thematic content analysis technique and presented using

illustrative quotes.

CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND DISCUSSION OF FINDINGS

4.1 Introduction

This study investigated the influence of Corporate Culture on the performance of the
Research Advisory Trust of), Africa, (CORAT Africa), Kenya. This was in light of
performance challengesythat, non-profit organizations are struggling with. The data
collected was analysed in theyform of descriptive statistics and multiple regression in
determining thednfluence of Corporate Culture on the performance. This chapter presents

the results and interpretations of the analyses.

4.2 Response Rate

A total of 60 questionnaires were administered to employees of CORAT Africa and all the
questionnaires were returned for analysis. This equates to a 100% response rate, which was

sufficient for analysis and drawing conclusions (Groves et al., 2009).

4.3 Pilot test results

43



4.3.1 Reliability tests

Cronbach Alpha (a), internal consistency measure was used to evaluate the instrument’s
reliability. Table 4.2 shows individual Cronbach’s alpha for each objective which was
above the acceptable value of 0.7. This confirmed that reliability and internal consistency

of the research instrument items was high.

Table 4.2: Reliability Tests

Variable Cronbach’s Cronbach’s AlphaBased No of
Alpha on Standardized Ttems items
Stewardship 782 724 4
Integrity 831 .803 4
Accountability 789 .768 5
Professionalism .834 817 6

Source: Research Data (2023).

4.3.2 Validity tests

To ensure that all items were#alid, a validity test was performed with the assistance of the
supervisor. Similarly, the, cotrelation between all variables and the total was significant,
with a p-value (0.034) less than0.05. The two processes were sufficient to validate the data

from the items,
4.4 Demographic Analysis

4.4.1 Gender of Respondents

The researcher tried to determine the distribution of respondents of CORAT Africa in terms

of gender. The results are as summarized in figure 2 below.
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Figure 4.1: Gender Distribution of Respondents

Figure 4.1 shows that 55% of the respondents were'male while female were 45%. This

demonstrates that the ratio between males and females‘is almost equal and not statistically

significant which implies that gender disparity did not’have any effect on the findings of

this study.

4.4.2 Level of Education

At CORAT Africa, the study also sought to ascertain the respondents' educational level.

The obtainedfésults were analysed and are shown in table 4.3.

Table 4.3: Highest Level of Education

Respondent Education Level Frequency Percent
Secondary 2 33
Certificate 3 5.0
Diploma 17 28.3
Degree 18 30
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Masters 17 28.3

PhD 3 5.0

Total 60 100.0
Source: Research Data (2023).

According to the findings in table 4.3, 5% of respondents in CORAT Africa had a PhD and
the same percentage had a certificate education. Degree education was the most common
(30%), followed by diploma and master's degrees (28.3%), and only 3.3%have a secondary
school education. This implies that most of CORAT Africa employeés whoteok part in the
study had at least a diploma level of education, indicating that they:were:more literate and
conversant with research languages, and thus capable of prowiding reliable specifics that

met the research objectives.

4.4.3 Age of Respondents

The researcher wanted to establish the age bracket of the respondents. The results were

summarized and presented in table 4.4.

Table 4.4: Age of Respondents

Age bracket Frequency Percent
21-30 years 22 36.7
31-40 years 19 31.7
41-50years 9 15.0
Above 50 years 10 16.7
Total 60 100.0

The descriptive analysis in table 4.4 above shows that majority of the respondents ranged
from the age of 21 years to 30 years at 36.7% whereby 31.7% were between the age of 31 to
40 years, 15% respondents were between 41-50 years while 16.7% were of the age above

50 years of age.
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4.4.4 Period Worked

The study also sought to determine the number of years the respondents have been working

at CORAT Africa. The obtained results were and presented in table 4.5.

Table 4.5: Period Worked

Period Frequency Percent
Less than a year 9 15.0
1-3 years 23 38.3
4-6 years 15 25.0
Above 7 years 13 21.7
Total 60 100.0

Findings in table 4.5 indicate that majority of respondents at CORAT Africa 38.3% have
worked there for a period between one and threeyears followed by 25% who had worked
for the past four to six years and a significantmumber has worked for over 7 years at 21.7%
and 15% had only worked for a period of less than a year. This implies that the majority of
CORAT Africa respondents had the information sought by the researcher.

4.5 Analysis of Study Variables

The study investigated four influence of Corporate Culture factors and their influence on
the performance of the Christian Research Advisory Trust of Africa (CORAT Africa),
Kenya namely, stewardship, integrity, accountability, and professionalism. This section

presents the descriptive statistics for the four predictor variables.
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4.5.1 Stewardship and Performance of CORAT Africa

The study assessed the analysis of stewardship on performance of CORAT Africa. The
scale of 1-5, Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree and 1= Strongly Disagree
indicated the level of agreement regarding stewardship statements on the influence

performance of CORAT Africa. The results are shown in Table 4.7.

Table 4.6: Stewardship and Performance of CORAT Africa

Statement 5 4 3 2 1 Median

The leadership allows employees to reach their full 15 200,16,9 0 4
potential

The leadership fosters a professionally orientated » IS¢ 20 14 10 1 4
workplace

The leadership inspires employees care and loyalty: 14 19 13 12 2 4
The leadership encourages a collectivist father thanan 16 21 12 10 1 4

individualistic culture

From Table 4.7 above, stewardship variable was operationalized into four sub-variables.
Descriptive statistical analyses 'showed that 58.3% of the respondents agreed that
leadership allows employees torreach their full potential while also the same proportion
58.3% agreed that leadership fosters a professionally orientated workplace similarly 55%
of the respondentstagreed that leadership inspired employees care and loyalty and 61.7%
agreed that leadership encouraged a collectivist as opposed to an individualistic culture.
This implied that employees at CORAT Africa preferred improving their stewardship as it
had a direct positive influence on their performance at work. The findings affirmed earlier
studies by Neubaum et al. (2017) who reported that family companies have a more potent
stewardship climate and that the relationship between stewardship climate and
performance is mediated by means of innovativeness. Moreover, stewardship results were
more potent in circle of relatives’ firms, confirming the significance of stewardship

principle and the authors' scale in explaining own family enterprise effects.
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4.5.2 Integrity and performance of CORAT Africa

The study assessed the analysis of integrity on performance of CORAT Africa. The scale of
1-5, Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree and 1= Strongly Disagree
indicated the level of agreement regarding integrity statements on the influence

performance of CORAT Africa. The results are shown in table 4.8.

Table 4.7: Integrity and Performance of CORAT Africa

Statement 5 4 3 2 1 Median

My organization treats people like me fairly and 12 14 20 9, 5 3
justly.

There are sound principles to guide the I 2591377 4 4
organization’s behaviour

My organization takes the opinions of peoplediken, 8 18 17 13 4 3
me into account when making decisions

My organization is committed to delivering 19 21 17 3 0 4
excellent service and will not compremise on its

standards when dealing with, Clients.

From table 4.8 abowvey, integrity variable was operationalized into four sub-predictor
variables. Descriptive statistical analyses showed that 43.3% agreed that their organization
treated people fairly and justly similarly at 43.3% of the respondents agreed that there were
sound principles to guide the organization’s behaviour. On the other hand, 60% of the
respondents agreed that their organization took the opinions of people like them into
account when making decisions and 66.7% agreed that their organization is committed to
delivering excellent service and would not compromise on its standards when dealing with
clients. The findings support prior research by Febrina and Syamsir (2020), which
confirmed the critical importance of human resources, including both quality and quantity,

in shaping organizational objectives. According to their findings, adherence to proper
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concepts and integrity in human resources were closely related to dedication and were

required for achieving organizational goals.
4.5.3 Accountability and performance of CORAT Africa

The study gauged the analysis of accountability on performance of CORAT Africa. The
scale of 1-5, Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree and 1= Strongly Disagree
indicated the level of agreement regarding accountability statements on the influence

performance of CORAT Africa. The results are shown in table 4.9.

Table 4.8: Accountability and Performance of CORAT Africa

Statement 5 4 3 2 1 Median

My organization follows administrative 12 .21 221, 5 1 4

procedures and rules

We are dedicated to the mission of the 7027 11 4 1 4
organization
My organization fulfils documentation 19 34 5 2 0 4

requirements of the state

We observe the organizations ethicspolicy 21 23 11 2 3 4
in providing services to ¢lients

My organization works towards improving 12 32 12 4 0 4

quality of services and best practices

From table 4.9 above, accountability variable was operationalized into five sub-predictor
variables. Descriptive statistical analyses showed that 73.3% agreed that they were
dedicated to the mission of the organization, in providing services to clients, they adhered
to the organization's ethics policy and their organization worked towards improving quality
of services and best practices. On the other hand, 88.4% of the respondents agreed that their
organization fulfilled documentation requirements of the state while 55% agreed that their

organization followed administrative procedures and rules. This implied that integrity in an
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organization was considered to have a significant aspect of corporate culture that might
possibly influence organization performance. The findings affirmed earlier studies by
Mbithi and Wasike (2019) which found that transparency, accountability, equity, and
responsibility all had a widespread high-quality effect on the banking enterprise's

sustainability.

4.5.4 Professionalism and performance of CORAT Africa

The study evaluated the analysis of professionalism on performancé,0f 'CORAT Africa.
The scale of 1-5, Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree,and 1= Strongly
Disagree indicated the level of agreement regarding professionalismystatements on the

influence performance of CORAT Africa. The results aréshownyin Table 4.10.

Table 4.9: Professionalism and Performance of CORAT Africa

Statement 5 4 3 2 1 Median
My organization encourages continued training 14 18 20 5 3 4

I feel a real ‘calling’ to my profeSsion 25 24 6 5 0 4

The dedication of people inday organization is 13 31 10 5 1 4
gratifying

My fellow colleagues havea pretty good idea about 11 25 14 8 2 4
each other's competence

In my organization when problems arise at work, we 7 18 23 7 5 3
are given the opportunity to use own intellect

Any employee who violates professional standards 13 15 13 13 6 3

faces fairly severe penalties

From table 4.10 above, professionalism variable was operationalized into six sub-predictor
variables. Descriptive statistical analyses showed that 53.3% agreed that their organization

encouraged continued training while many of them at 81.7% felt real a real calling to their

51



profession. While 73.4% of the respondents agreed that the dedication of people in their
organization was gratifying while at the same time 60% of them felt that their fellow
colleagues had a pretty good idea about each other's competence. 41.7% of the respondents
agreed that their organization gave them an opportunity to use own intellect when problems
arise at work and similarly 43.3% agreed that in their organization, any employee who
violated professional standards faced severe penalties. This implied that professionalism in
an organization was considered an important Corporate Culture facet that influenced
organization performance. The findings confirmed earlier studies by Agustina and Saxena
(2022) which found that, teacher professionalism and principal supervision, both had a

significant impact on teacher performance at a senior high school:

4.6 Analysis of study Variables

4.6.1 Correlation matrix of the Corporate“Culture’ factors and organization
performance

Table 4.10: Correlation Results

Organizati___Stewardsh Integrit Accountabil Professionali

onal ip y ity sm
Perfotmanc
e
Organization Pearson 1.00 841 702 .692 .669
al Correlati 017 .006 .005 017
Performance on
Sig. (2- 60 60 60 60 60
tailed)
N
Stewardship &Pearson 841 1.00 0211 176 .146
Correlati
on 017 60 071 .072 .042
Sig. (2-
tailed) 60 60 60 60
N
Integrity Pearson 702 0211 1.00 332 379
Correlati .056 .066
on .006 071
Sig. (2-
tailed) 60 60 60 60 60
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N

Accountabili Pearson .692 176 332 1.00 302
ty Correlati
on .005 .072 .056 .086
Sig. (2-
tailed) 60 60 60 60 60
N
Professionali Pearson .669 146 379 302 1.00
sm Correlati
on .017 .042 .066 .086
Sig. (2-
tailed) 60 60 60 60 60
N

The findings in table 4.11 indicate that all the four study predietor.variables had a positive
correlation with organization performance. Stewardship.had the sttongest correlation with
organization performance (r=0.841), followed by integrity (r=0.702) with accountability
having a correlation of r=0.692 with organization‘performance while professionalism had a

robust positive correlation of (r=0.669).

4.7 Influence of Corporate Culture factors on Organization Performance

4.7.1 Multiple Regression Analysis Results

Table 4.11: Model Summatry
Model Summary
Model R R Square Adjusted R Square Std. Error of the
Estimate
1 .849° 721 .699 .685

a. Predictors: (Constant), Stewardship, integrity, accountability, professionalism

Table 4.12 shows that the R square value of 0.721 was obtained signifying that the study
predictor variables, stewardship, integrity, accountability, professionalism significantly
predict organizational performance. The four predictor variables accounted for up to 72.1%

of the variations in the performance of CORAT Africa. This means that 72.1% of the total
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variations in organizational performance of CORAT Africa was explained by the corporate

culture factors of stewardship, integrity, accountability, professionalism.

4.7.2 Analysis of Variance (ANOVA)

From the ANOVA Table 4.12, shows that multiple regression model was statistically

significant in determining the influence of Corporate Culture on organizational

performance of CORAT Africa, Kenya. This is because the p-value was 0.00<0.05 at 95%

confidence level which means that the combined effect of the indepéndent variables was

statistically significant.

Table 4.12: Analysis of Variance Table

Model Sum of df Mean Square F Sig.
Squares
Regression 20.458 4 5.114 10.001 .000°
1 Residual 28.126 55 Sl11
Total 48.583 59

a. Dependent Variable: Organization performance

b. Predictors: (Constant), Stewardship, integrity, accountability, professionalism

4.7.3 Regression Coefficients of Corporate Culture on Performance

The results”of multiple regression model of corporate culture factors on employee

performance 0f CORAT Africa are summarized in table 4.13.

Table 4.13: Regression Coefficients of Corporate Culture on Performance

Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant) 508 490 1.035 .005
1 Stewardship 310 112 347 2.767 .008
Integrity 135 121 168 1.118 .029

54



Accountability 175 133 182 1.315 034
professionalism .169 .097 195 1.747 036

a. Dependent Variable: Organization performance

From the results in Table 4.13, all the independent variables (stewardship, integrity,
accountability, professionalism) were discovered to have a positive influence on
organizational performance. This can be seen by their positive values of beta. Similarly, all
the four predictor variables of stewardship, integrity, accountability, professionalism were
statistically significant in predicting organization performance since. their respective p-
values were less than 0.05 at 95% confidence level. From the betatvalues, one unit increase
in stewardship leads to 0.31 rise in organization performance. Simultaneously, holding all
other variables constant, one unit increase in integrity deads 'an ifncrease in organization
performance by 0.135 units, as well as holding all\other variables constant, one unit
increase in accountability leads an increase in,organization performance by 0.175 units.
Lastly, holding all variables constant, one unitifiereéasein professionalism leads an increase
in organization performance by 0.169 unitsy The constant also had a p-value of 0.005 which
is less than 0.05 which means that apart from the four independent variables there are other
factors that were not includedyin this tudy that can positively increase organizational
performance by 0.58 units!

In summary, stewardship had the highest influence on organization performance by 0.310
units followed by aceountability by 0.175 units on organization performance and the
professionalism by 0.169units on organization performance and lastly integrity by 0.135
units on organization performance. In addition to that, the total influence as per the multiple
regression due to the study predictor variables, stewardship, integrity, accountability,
professionalism was 72.1% in the performance of CORAT Africa. This means that 72.1%
of the total variations in organizational performance of CORAT Africa is accounted for by

the corporate culture factors of stewardship, integrity, accountability, professionalism.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter provides a summary of the main findings of this study on Corporate Culture
factors and organizational performance at CORAT Africa. It describes how stewardship,
integrity, accountability, professionalism influence organizational performance. Based on
the findings, the chapter connects the findings, draws conclusions, and makes

recommendations and suggestions for future research.

5.2 Summary of findings

For the stewardship aspect of Corporate Culture, the findings showed that leadership at
CORAT Africa allows employees to reach their full,potential, fosters a professionally
oriented workplace, inspires employee care and loyalty, and encourages a collectivist
culture. These results align with previous research thathighlight the positive influence of

stewardship culture on performance.

Regarding integrity, the analysis tevealed that employees agreed that their people are
treated fairly and justly by théorganization, adheres to reasonable principles, involves them
in decision making, and i§,committed to delivering excellent service without compromising
standards. These findings support previous research that emphasizes the role of integrity in

human resources and its'€onnection to commitment and organizational success.

In terms of'aecountability, respondents agreed that they are dedicated to the organization's
mission, observe ethical policies, work towards improving service quality, fulfil
documentation requirements, and follow administrative procedures. This indicates that
accountability is considered a significant aspect of Corporate Culture that can influence
organizational performance. Prior research has also shown the positive impact of
transparency, accountability, equity, and responsibility on sustainability in different

industries.
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Regarding professionalism, employees reported that their organization encourages
continued training, promotes a sense of calling to their career, finds fulfilment in
dedication, values competence among colleagues, allows the use of intellect in problem-
solving, and imposes penalties for violations of professional standards. These findings
feature the significance of professionalism as a Corporate Culture facet that influences
organizational performance. Similar research has demonstrated the significant impact of
Professionalism among teachers and principal oversight of teacher performance in

educational settings.

Furthermore, the correlation analysis showed that all four Ceorporate Culture factors
(stewardship, integrity, accountability, and professionalism) were, positively correlated
with organizational performance, with stewardship exhibiting.the'strongest correlation.
The multiple regression analysis indicated that the ‘predictor variables significantly
predicted organizational performance, accountingfor72:1% of the variance in employee
performance at CORAT Africa. The ANOVA results further confirmed the significance of
the Corporate Culture factors in forecasting organizational performance. The regression
coefficients demonstrated that all, Corperate Culture factors had a positive influence on
employee performance. Stewatdship, integrity, accountability, and professionalism were
statistically significant predietors,of 0rganizational performance, with specific beta values

indicating the magnitude of their influence.

5.3 Conclusion of the Research Study

In conclusiony thisistudy explored the influence of Corporate Culture factors, including
stewardship, integrity, accountability, and professionalism, on organizational performance
in relation to CORAT Africa, Nairobi, Kenya. The findings of the data analysis have shed

light on the link between these cultural dimensions and organizational performance.

The results of the study demonstrate the significance of stewardship as a powerful factor
impacting organizational performance at CORAT Africa. Leadership practices that enable
employees to reach their full potential, foster a professionally oriented workplace, inspire

care and loyalty, and encourage a collective culture were discovered to have a positive
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influence on performance. These findings align with prior research, highlighting the
importance of cultivating a stewardship climate within organizations for improved

outcomes and performance.

Integrity, another vital component of Corporate Culture, was identified as a key driver of
organizational performance at CORAT Africa. The organization's commitment to treating
individuals fairly and justly, adhering to sound principles, considering diverse opinions in
decision-making, and upholding excellent service without compromising standards were
all associated with enhanced performance. reinforcing the idea that integtity.is a key driver

of commitment and success.

The analysis of accountability as a Corporate Culture factorrevealedits substantial impact
on organizational performance. Dedication to the organization'symission, adherence to
ethics policies, efforts to improve service quality, fulfilment of documentation
requirements, and compliance with administrative procedures were all found to positively
influence employee performance. These ) findings resonate with previous studies
emphasizing the positive effects of transpareéncy, accountability, equity, and responsibility

across various industries.

Furthermore, professionalism emerged as a crucial facet of Corporate Culture that
significantly influenced' organizational performance at CORAT Africa. Encouraging
continuous training, ‘instilling a sense of calling to the profession, valuing dedication,
recognizing eompetence ramong colleagues, providing opportunities for intellectual
problem-solving, and enforcing professional standards were all found to contribute to

improved perfétmance.

These findings corroborate existing research emphasizing the impact of professionalism,
principal supervision, and adherence to professional standards on employee performance,
particularly in educational settings. The correlation analysis further established a positive
relationship between all Corporate Culture factors (stewardship, integrity, accountability,
and professionalism) and organizational performance, with stewardship demonstrating the

strongest correlation. The multiple regression analysis confirmed the significant predictive
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power of these factors, collectively accounting for a substantial proportion of the variance

in employee performance at CORAT Africa.

Therefore, the study's findings emphasize the critical importance of Corporate Culture in
moulding CORAT Africa's performance. They provide tangible evidence of the positive
impact of stewardship, integrity, accountability, and professionalism on organizational
performance, emphasizing the importance of cultivating and maintaining a supportive

corporate culture in order to achieve desired results.

5.4 Recommendations of the Study

The research findings suggest that leadership practices associated with stewardship have a
positive influence on employee performance. Therefore, Organizations should focus on
developing leadership capabilities that foster employees' fully potential, promote a
professionally oriented workplace, inspire care afid loyaltys and encourage a collective
culture. Leadership training programs and mentoring mitiatives can help cultivate these
qualities among leaders inside the organization. The study highlights the significant effect
of integrity on organizational performance. Organizations should prioritize the
establishment and reinforcement ofiethicalprinciples and fair treatment of individuals. This
includes developing and implementing policies and practices that promote fairness,
transparency, and accountability.\Regular ethics training and clear guidelines can help
employees understand and<adhere to these principles, creating a culture of integrity

throughout the otganization.

There is needgto strengthen accountability mechanisms. This is because the findings
demonstrate the positive influence of accountability on organizational performance.
Organizations should emphasize the importance of dedication to the organization's
mission, adherence to ethical policies, and continuous improvement in service quality.
Establishing clear documentation requirements, reinforcing administrative procedures and
rules, and implementing performance evaluation systems that align with organizational

goals can contribute to enhancing accountability within the organization.
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There is need to strengthen promote professionalism: This is due to the fact that the study
highlights the significance of professionalism in driving employee performance.
Organizations should foster a culture that encourages continuous training and development
opportunities, instils a sense of calling to the profession, and recognizes and rewards
dedication and competence. Providing platforms for knowledge sharing, creating
mentorship programs, and establishing a system of fair and consistent consequences for
violating professional standards can contribute to strengthening professionalism within the
organization. There is also a need to regularly have assessment .and\ monitoring of
Corporate Culture: Organizations should conduct periodic assessments of their Corporate
Culture to evaluate the alignment with desired values and identify ateas for improvement.
This can be done through employee surveys, focus groupsg or other feedback mechanisms.
By regularly monitoring the Corporate Culture and addressing any gaps or inconsistencies,
organizations can ensure that the desired culturalyvalues are embedded and actively

practiced throughout the organization.

Additionally, there is also a need to emcourageé open communication and employee
participation. Open and transparent'comununication channels can help to foster a positive
corporate culture. Employees<should be’given opportunities to express their thoughts,
ideas, and concerns in their workplaces. Employee involvement in decision-making
processes, such as solieiting'input during key organizational initiatives, can contribute to a
sense of ownership and‘engagement, ultimately enhancing performance. Finally, there is a
need to creaté reeognition and reward programs. Recognizing and rewarding employees
who demonsttate, the desired Corporate Culture can reinforce positive behaviours and
motivate others to perform well. Organizations should think about implementing
recognition programs that recognize individuals or teams who exhibit stewardship,
integrity, accountability, and professionalism. This can include incentives, awards, or

career development opportunities that align with the cultural values of the organization.

5.5 Areas for Further Studies
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Future research should concentrate on exploring the influence of Corporate Culture on
other organizational outcomes. While this study concentrated on the influence of Corporate
Culture on employee performance, future research could examine its influence on other
important organizational outcomes. For example, investigating the relationship between
Corporate Culture and employee engagement, organizational commitment, job
satisfaction, or innovation could provide further insights into the broader effects of cultural

dimensions within an organization.

There is also a need to compare different industries or organizational contexts: This
research study focused on CORAT Africa in the Kenyan context.<Fo improve the findings'
generalizability, future research should explore the influence,ofyCorporate Culture on
organizational performance in different organizational, contexts: Comparing findings
across various sectors and cultural settings can provide valuable perceptions into the

universalities and nuances of these relationships.
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APPENDICES

Appendix I: Consent Form for Participants

Dear Participant,

My name is Annette Adhiambo Oloo and I am currently‘putsuing a Master’s degree in
Development Studies with a specialization in Organizational \Development at St. Paul’s
University, Kenya. As part of the requirements to ‘completeithe degree, I am conducting a
study on “The influence of Corporate Culture Organizational Performance of Christian
Organizations Research Advisory Trust.ef Africa (CORAT Africa), Kenya. Specifically,
the study focuses on factors sueh, as stewardship, Integrity, accountability and
professionalism. I would thereforelike'to tequest you to participate in the study to enable

me to fulfil the school’s requirements:

Kindly note that participation irthe study will not expose you to any known deceptions or
risks. The questionnaire will take approximately 20 minutes to complete and a period of
one week will’'be ptevided to ensure that you have ample time to fill in the questionnaire. I
will pick up the,questionnaire after the lapse of the one week. I would like to assure you that
the answers that you provide will be confidential and private. As such, you should not
provide any potentially identifying information such as your name. The answers will be
used for the academic purposes of this paper and will not be used for any other purpose.
Participation in this study will be entirely voluntary and you have the right to withdraw
from participating in this study at any time. You will not be penalized for not participating

in the study. Also, no monetary compensation will be provided for your participation.
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Consent: I have read and understood the above information. Any questions on the study
that I had have been satisfactorily answered. I am willing to participate in the study and if

have any queries about the study, I will contact AUGUST F 2023.

Signature: Date:

Appendix II: Research Questionnaire
This research is for academic purposes only. You are kindly requested to provide honest
answers to the questions asked and freely express your opinions.andfeelings. Your identity
will remain anonymous. Please respond by either writingga statement or a tick (V) as

required.

Section A. RESPONDENTS DETAILS
1. What is your gender?

a) Male O
b) Female [J

2. What is your age category ?
a) 21-30 years L] c) 41-50 years [J

b) 31-40 years O d) Above 50 years [

3. What is your highest academic Qualification?
a) Diploma [
b) Degree [J
c¢) Masters [
Others (Specify)



4. How long have you been working in the department?
a) Less than a year [
b) 1-3 years [J
c) 4-6 years [
d) Over 7 years [J

SECTION B: STEWARDSHIP
7. On a scale of 1-5, where Strongly Agree, 4= Agree, 3= Neutral, 2=\Disagree and 1=
Strongly Disagree, indicate the level of agreement regarding the fellowing statement on

the influence of stewardship in your organization.

Statement 5 (4131211

The leadership allows employees to reach their fullpotential

The leadership fosters a professionally orieéntated workplace

The leadership inspires employees, care and loyalty

The leadership encouragés “'a collectivist rather than an

individualistic culture

7.1  Make reéemmendations on what you believe should be done differently to
improve stewardship in your organization.

SECTION C: INTEGRITY
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8. On a scale of 1-5, where Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree and 1=
Strongly Disagree, indicate the level of agreement regarding the following statement on

integrity in your organization.

Statement 5 413 (2 |1

My organization treats people like me fairly and justly.

There are sound principles to guide the organization’s behaviour

My organization takes the opinions of people like me into

account when making decisions

My organization is committed to delivering excellent service and

will not compromise on its standards when dealing with clients.

8.1  Make recommendations on what.,yowbelieve)should be done differently to
improve integrity in your organization.

SECTION D: ACCOUNTABILITY
9. Onascale of 1-5, indicate the level of agreement regarding the following statements on
the influence of accountability in your organization. Where Strongly Agree, 4= Agree,

3= Neutral, 2= Disagree and 1= Strongly Disagree.

Statement 5 4 3 2 1

My organization follows administrative procedures

and rules
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We are dedicated to the mission of the organization

My organization fulfils documentation

requirements of the state

We observe the organizations ethics policy in

providing services to clients

My organization works towards improving quality

of services and best practices

9.1 Make recommendations on what you believe should be done differently to
improve accountability in your organization.

......................................................................................................

SECTION E: PROFESSIONALISM
10. On a scale of 1-5, where,Strongly. Agree, 4= Agree, 3= Neutral, 2= Disagree and 1=
Strongly Disagreeg,indicatedthe level of agreement regarding the following

statement on professionalism in your organization

Statement 5 (4 |3 2 |1

My organization encourages continued training

I feel a real “calling’ to my profession

The dedication of people in my organization is gratifying

My fellow colleagues have a pretty good idea about each other's

competence

In my organization when problems arise at work, we are given the

opportunity to use own intellect

Any employee who violates professional standards faces fairly
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severe penalties

10.1 Make recommendations on what you believe should be done differently to
improve professionalism in your organization.

SECTION F: ORGANIZATIONAL PERFORMANCE
11. On a scale of 1-5, where Strongly Agree, 4= Agree, 3= Neutral, 2= Disagree and 1=
Strongly Disagree, indicate the level ‘of agreement regarding the following

statement on organizational performance,inyyour organization.

Statement 5 |4 3 2

The organization expenses are less than,the income

The organization operates usifig internally generated funds

The organization efficiently, manages its operating costs

The overall activity of the organization is satisfactory

Clients are satisfied with our services

Clients refer other clients to our firm

11.1 Make recommendations on what you believe should be done differently to
improve performance in your organization.
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Appendix III: Research Recommendation Letter

ST. PAUL’S UNIVERSITY

Tel Cffice: +234 () 20- 2020505710
Mabile: +254 (0) T2E - G600
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BOARD OF POSTGRADMIATE STUDIES
A% July, 2023
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Appendix I'V: Research License
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Appendix V: CORAT Africa Authorization

Dhapans | aet Bomal | sagee
% PO Ban 4340500088 S ATRONL Kewss
:l-tl-: LA ALT) S,
Christian Orgasizations Rescarch and Advisory Trust of Africa
Tmal costaw sialrsscen. slmasssas T ey e fria e rows 1 frw e row

el re-

09062023,

The Darector
Postgraduate Studies
St Paul's Uneversity
Private Bag 00217
Lamuru

RE: PERMISSION TO CONDUCT ACADEMIC RESEARCH
Receive Christaan Greetings.

This 15 to notify you that CORAT Africa has granted ANNETTE ADHIAMBO OLOO
permission 10 comduct an academic rescarch in our institution tutled “The Influence of
Corporate Culture on Organizational Performance: Case Study - CORAT Africa’

At CORAT Afnca, we place significant emphasis on fostering Chnistian valucs, a culture of
innovation, continuous learneng, and professiomal growth. It is our great pleasure to grant
Annette the permission to undertake this rescarch progect, s it perfectly aligns with our
commitment 1o academic excellence and advancement. We are confident that the findings of
this rescarch will not only benefit our orgamization but also other similar institutions

We request that St Paul's University share the rescarch findings with ws in order for us 1o
improve our internal processes and contribute 10 the broader body of knowledge in our field

Yours Sincerely,

.

Oliver Kisaka Simiyw, PhD
Masaging Director - CORAT Africa,
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