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ABSTRACT
This study examines the impact of organizational cultural practices and sustainability on business performance, with a focus on Kwara State University, Malete. The research investigates how organizational culture, employee retention, and commitment influence performance and productivity in higher educational institutions. Using a quantitative survey design, data was collected through structured questionnaires administered to 295 respondents, out of which 155 were validly returned and analyzed using descriptive and inferential statistics, including regression analysis. The study found a significant positive relationship between organizational culture and business performance, employee retention and output, and employee commitment and productivity. The results affirm that a strong, inclusive culture that promotes teamwork, sustainability, innovation, and ethical behavior significantly enhances performance. The study recommends that organizations adopt participatory leadership, sustain cultural diversity, and embed sustainability practices into their core strategies to improve institutional performance and reputation.
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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND OF THE STUDY
The organizational culture concept has become popular within the sustainability literature as it provides an access point for the fields of Human Resources and Organizational Behavior to enter as explanations for an organization's sustainability performance. However, there is little theoretical underpinning on what actually constitutes a sustainability-oriented organizational culture. Furthermore, there exist only generic prescriptions on how organizations can realize and implement sustainability-oriented culture change. However, though organizational culture may reside in the collective minds of organization (Detert, Schroeder and Mauriel, 2020).
In order to increase the ability for organizational culture to be effective towards enhancing organizational performance there is needs to look at several interrelated dynamics. This includes how employees make the connection between what they do, and how they do it; the clarity of understanding on principles and organizational values; understanding the locus between individual behavior and performance; and how effective planning impacts performance (Mbuvi, 2020). Burke and Litwin (2020) argue that organizational culture can sometimes be chaotic a nonproductive. For instance, as many organizations try to bring more people into the corporate decision process, lack of a cohesive collective organizational vision can reduce organizational effectiveness. This means that, conflict between perceived culture, desired culture, real culture, and informal culture can reduce an organizations" performance potential (Kamugisha, 2021). The relationship between organizational culture and performance has been examined by many researchers, however, most of this studies have mainly focused on western developed nations (Ogbonna& Harris, 2020; Rousseau, 2021; Kotter &Heskett, 2021 Marcoulides & Heck, 2021; and Magee, 2022). This means that there exists very, little research on effects of organizational culture in the context of developing countries (Farashahi et al.,2021). Studies conducted by Denison et al., (2022) have recommended further research to investigate the phenomenon of organizational culture in different cultural context particularly in non-western nations.
1.2	STATEMENTS OF PROBLEM
Employee creativity, in relation to organizational culture has received little attention a lot of the academic researchers in the area have focused on business performance in relation to organizational culture. Many researchers concur on the fact that there is no agreement on the precise nature of the relationship between organizational culture and business performance. Despite the study on organizational culture in the last few decades, there is no widely accepted causal relationship between organizational culture and business performance.
Because of the contradictory results, the question of whether organizational culture improves or worsens employee creativity is still worthy of further research such as the one which was undertaken in this study. Research on the link between culture and performance is sparse and has been constrained to academic settings (Gilson, 2020). For example, Chamorro-Premuzie(2021) found a positive relationship between creative thinking and final dissertation grades in a sample of students. Is there any relationship between organizational culture and business performance? These question, which need better. explanation. And thus, this study sought to provide empirical answer to the question. For this enhances the smooth running of the business by the organization and maximum support by the society. In order to the maximum support by the society the organization has to employ the following strategies reducing population, plans to educate the people, institute as public health care, employ the people of the area, it should also engage herself in environmental protection programs and see the welfare of the people at large.
1.3 	OBJECTIVES OF THE STUDY
This research was conducted to achieve the following objectives, which are as follows
i. To examine how organizational culture affects business performance
ii.  To determine the effect of employee retention on output
iii. To examine the relationship between commitment and productivity.
1.4   RESEARCH QUESTIONS
i. To what extent does organizational culture affects business performance? 
ii. What is the effect of the employee retention on output?
iii.  What is the relationship between commitment and productivity?
1.5 	RESEARCH HYPOTHESES
Hol:  Organizational culture does not affect business performance
Ho2:  There is no significant relationship between employee retention and output 
Hos There is no significant relationship between employee commitment and productivity
1.6 	SIGNIFICANCE OF STUDY
This study examine the concept of organizational culture and the role it plays in an organization, to know if it is regarded as a compulsory or voluntary act in the society.In the academic world, this study will increase the store of knowledge. It will also help the students to the opportunity to gain knowledge in areas of social responsibility of the organization. This study will also help to indicate which areas or aspects of effective relationship be maintained between the organization and its immediate environment, excluded or improved in order to achieve organizational performances.
1.7 	SCOPE OF STUDY
This study will focus on issue related to organizational culture and it relation to business performance. This study will also focus on the performance of the staff of  kwara state University. And this will also identifies the impact and contribution of organizational culture and how it can be better improved to promote the business performance.
1.8 	DEFINITION OF TERMS
ORGANIZATIONAL CULTURE: Organizational culture is defined as the underlying beliefs, assumptions, values and ways of interacting that contribute to the unique social and psychological environment of an organization.
BUSINESS PERFORMANCE: This is the measurement of a successful and unsuccessful organization.
EMPLOYEE RETENTION: An effort by a business to maintain a working environment which supports current staff in remaining with the company. Many employee retention policies are aimed at addressing the various needs of employees to enhance their job satisfaction and reduce the substantial costs involved in hiring and training new staff.
EMPLOYEE COMMITMENT: This refers to it as the attachment that an employee has on their organization due to their experiences. It can indicate the level of satisfaction, and engagement among employees. It is crucial to assess employee commitment since it is a key element in organizational success.























CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION
The literature review includes syntheses of the relevant literature concerning the role of organizational culture in enhancing performance and productivity in the organization. Syntheses of existing literature on the area of organizational culture include a foundation to demonstrate knowledge of the current state of the organizational culture (Callahan, 2022). The purpose of the was to explore successful strategies that senior company managers use to establish an effective organizational culture to improve performance in the corporate group. To provide the foundation for the purpose of this study and to support the findings, the review begins with an examination of literature in the field of organizational culture and business performance.
The literature review included various published sources on the role of organizational culture, such as journals, periodicals, seminal books, and other published materials (Callahan,2022). The published sources are available in different online library databases including Academic Search Premier (EBSCO Host), Business Source Complete, Business Insights Essentials, Directory of Open Access Journals and various public university library electronic databases. Additional published sources are also available from Emerald Management Journal, ERIC, Google Scholar, JSTOR, LexisNexis Academic, ProQuest, Sage Journals, Science Direct, and Wiley Online Library databases.
2.1	CONCEPTUAL FRAMEWORK 
2.1.1 	THE CONCEPT OF ORGANISATIONAL CULTURE
Culture can be defined as a combination of values, sets, beliefs, communications and simplification of behaviour which gives direction to peoples. The basic idea of culture arrives through sharing of learning processes which is based on the proper allocation of resources.(Titiev, 2020) In simple we can say that culture is knowledge, explanations, values, beliefs, communication and behaviors of many people, at the right time and right place.In present era the concept of culture is used as a concept of organization (Kotter &Heskett,2021). 
2.1.2 	DEFINITION OF ORGANISATIONAL CULTURE
A basic definition of organisational culture is necessary to provide a point of departure in the quest for an understanding of the phenomenon. Harrison (2021:11) defines organisational culture as the distinctive constellation of beliefs, values, work styles, and relationships that distinguish one organization fröm another.
Martins and Martins (2020:380) share the view of organisational culture as a system of shared meaning held by members, distinguishing the organisation from other organisations. 
2.1.3 	DETERMINANTS OF ORGANISATIONAL CULTURE
Martin (2021:601) points out that organisational culture previously depended heavily on the founders of the organisation, their personalities, and their preferred way of doing things.
i. HISTORY AND OWNERSHIP: Organisational culture depends on the history of the organisation, as well as key decision makers because organisations mature and incorporate the cultures of their founders, key executives and dominant groups (Greenberg and Baron, 2020:522; Handy,2021:183; Rowe et al., 2021:472). 
ii. SIZE: The organisation's size is often the most important influence on the type of organisational culture (Handy, 2021)
 iii. TECHNOLOGY: An organisation will emphasise employees' technical skills in the values that govern its culture, if the organisationspecialises in the use of advanced technology within its operations (Martin, 2021)
iv. GOALS AND OBJECTIVES: Culture can be influenced by what the organisation sets out to achieve, yet the culture can also influence objectives that the organisation seeks (Handy, 2021:195)
Vi. ENVIRONMENT: The external environment is made up of a number of dependent and independent elements, and the way in which the organisation interacts with these elements alters the culture of that organisation (Martin, 2021:603-604). The nature of the environment is often taken for granted by the employees of an organisation within that environment, but it is important in determining the organisational culture, for example, different nationalities prefer different cultures; changing environments require sensitive and flexible cultures; and diversity in the environment requires diversity in the organisations structure (Handy, 2021:195- 196).
vi. THE PEOPLE: A fit between the organisation, its culture, and its individual employees should result in a satisfied employee (Handy, 2021:199). The individual orientations of key leaders in the organisation will have a significant impact in determining the dominant organisational culture, regardless of what it should be (Handy, 2021:199). Having identified how organisational culture is determined.
2.1.4 	FUNCTIONS OF ORGANISATIONAL CULTURE:
 Brown (2020) identifies a large number of functions that can be, attributed to organisational culture. Some of the most significant functions are said to include: conflict resolution, coordination and control, motivation and competitive advantage (Brown 2020:57-59; Greenberg and Baron (2020:518) They state that culture plays several important roles within an organisation, such as, that it provides a sense of identity; generates organisational commitment, as well as commitment to the organisation's mission; and clarifies and reinforces standards of behaviour. Greenberg and Baron (2020:518) further state that if organisations serve these three important roles, then it will be clear that culture is an important force that influences employee attitudes and behaviours within organisations. This will result in the employees being more committed to their organisation, and therefore they will deliver higher standards of service.
2.1.5	ORGANIZATIONAL PERFORMANCE
The notion of organizational performance is affiliated to the endurance and success of an organization. In service organization as well as in manufacturing organizations the computation of the organization performance is critical (Brynjolfson, 2021). A balance score card proposed by (Kaplan & Norton, 2021) is used to measure the organization performance. The dimensions of the balance score used in this study are financial perspective; customer perspective; internal business perspective and learning perspective. Performance is a comprehensive measure that can include productivity, quality, consistency, and so on. On the other side, performance indicators may also involve (criterion-based) results, behaviors and (normative) relative measures, concepts of education and training and instruments, involving management development and leadership training for developing attitudes of performance management and essential skills. (Richard,2020) . Balance Scorecard is the one of most critical tool which provides help or frame work to ensure that the strategy is translated into rational set of performance measurement (Kaplan & Norton, 2021).The performance measurement system assist in enhancing organization association to achieve goals and objectives in a successful manner. (Ittner&Larcker, 2020) The strategic planning that is based on development of objectives assist organization to emphasize on non-financial or intangible assets. The quality, performance and services associated with customers have financial features. The financial and non financial reward management system is possible through the measurement and evaluation of performance measurement system (Kaplan & Norton, 2021). According to (Chavan, 2020), (Johnsen, 2021) said that an essential element of the Balance Scorecard technique is the feedback and learning part, where an organization is able to measure ,where organization is building its strategic capability, in the scenario of its current performance, and possible dynamic business situations. This data makes the leadership capable to analyze that whether the organization is on right track, and what, if there is need of any change. If there is need of change, these need to be in the definition of the objectives, the path of the journey, or to rebuild the initiatives developed to enhance the capability. Perspectives of balance score card are discussed below (Chavan, 2020)
i. FINANCIAL PERSPECTIVE
How should we appear to our shareholders to succeed financially? Measures are: return on capital; improved shareholder value; and asset utilization.
 ii. CUSTOMER PERSPECTIVE
How should we appear to our customers to achieve our vision? Measures are: Product/service qualities; customer relations; Image and repute.
 iii. INTERNAL BUSINESS PROCESSES
At what business processes must we excel to satisfy our shareholders and customers measures are: produce products and services; deliver products and services; and "after-sales" services.
 iv. LEARNING AND GROWTH PERSPECTIVE
How will we maintain our ability to change and improve to achieve our vision? Measures are: employee capabilities; information system. capabilities; motivation, empowerment and alignment.
2.1.6 UNDERSTAND ORGANIZATIONAL CULTURE AND ORGANIZATIONAL PERFORMANCE
In the organizations Culture can be learned and shared (Titiev, 2020). According to (Pettigrew, 1979) cultures of an organization is based on the systems that may help to define how employees take decision and think. He also noted the different level of culture based on the multifaceted set of beliefs, values and assumptions may define ways to organizátions to do its business. Organizational culture is the combination of values, beliefs, and norms which may impact the way employees behäve, think and feel in the organization (Schein, 2020). There are 4 functions of organization culture: providing sense of identity to members, enhancing the commitment, strengthening organizational values, and shaping behavior through a control mechanism (Nelson & Quick, 2020). Performance is a measure that involves productivity, quality, consistency, and so on. On the other side, performance indicators involve results and behaviors (criterion-based) and education and training concepts and instruments involving management development and leadership training for developing essentials skills and attitudes of performance management, relative (normative) measures (Richard, 2020). The organization's  performance is the function of basic return to the institution of strong culture in the organization system which enable it to perform 10s routines undoubtedly. This concept is important in permitting researchers and managers to access firms performance with the competitors. In simple word, organization performance is the most essential criterion in managing and assessing the action and environment of organization

2.1.7 	METHODS OF LEARNING ORGANIZATIONAL CULTURE
Brown (2020) has identify the following method of  learning the organization culture:
i. ARTE FACT:  it refers to the total social and physically developed environment of an organization for example office space, equipments, rules, systems and procedures.
ii. LANGUAGE: it refers to basic ways in which the organization understands its world for example jokes, stories, myths and legends.
iii. BEHAVIOR PATTERNS: these are repetitive patterns of behavior which are characteristics of organizational life. It includes rites, rituals, ceremonies and celebration.
iv. NORMS AND BEHAVIOUR: it refers to the rule of behavior that determine what are considered to be suitable and unsuitable responses from employees in different conditions. These norms grow over when several person make a discussion with each other in order to reach a decision on how they can handle the organization issue
v. HEROES: it help to attain success present role models and represent the organization to the people outside of the organization. Heroes are the person who influence other employees
vi. SYMBOLS AND SYMBOLIC ACTION : these may be define as word, object, condition, act or features of the organization that are important to organization member. It includes policies and products. 
vii. BELIEVES, VALUES AND ATTITUDES: Values are closely attached with moral standards and ethical standards; they examine what people think should be done. Beliefs on the other side are what is true and what is not. Attitudes relate belief and values to emotions and feelings; they may be thought as a learned inclination of responding consistently in a suitable and unsuitable way
viii. HISTORY:  Culture is considered as a result of the historical process.
2.1.8 	DIMENSIONS OF ORGANIZATIONAL CULTURE
The four dimensions of organization culture are as followed:
i. POWER DISTANCE: It refers to the extent to which people of a society accept the unbalanced distribution of power frequently. Power distance refers to the extent in which a nation accepts the factors that dissimilarity in its citizens' mental and physical capabilities increase the inequalities for their welfare.
ii. INDIVIDUALISM VERSUS COLLECTIVISM
Individualism: It is a national culture quality that defines a flexible social framework in which people stress on the protection of themselves and their family.
Collectivism: A national culture quality which define a close knit social framework in which people require from the others people of the group to take care of them and protect them.
 iii. MASCULINITY/FEMININITY
The masculinity represents a preference for achievement, heroism, assertiveness and material reward for success. While femininity, stands for a preference for coordination, emotions, caring for the weak and quality of life
 iv. UNCERTAINTY AVOIDANCE
A national culture quality that describes the extent to which a society feels threatened by  unknown situations and try to avoid them;
v. LONG-TERM VERSUS SHORT-TERM ORIENTATION
LONG-TERM ORIENTATION: A national culture quality which stresses the future, parsimony, and patience.
SHORT-TERM ORIENTATION: A national culture quality which stresses the present and past, fulfilling social responsibilities and respect for customs. Hofstede and Bond determined fifth dimension in which 23 countries long and short term orientation have been analyzed in 2020.The organizational behaviour is associated to professional values and beliefs based on culture factors and norms which influence personality and productivity 17of organization.


2.1.9 EFFECT OF ORGANIZATIONAL CULTURE ON ORGANIZATIONAL PERFORMANCE
Organizational culture has ability to increase job satisfaction, and awareness about problem solving and organization performance (Kotter, 2020). If the organizational culture becomes incompatible with the dynamic expectations of internal and/or external stakeholders, the organization's success will decrease as it has happened with some organizations (Ernst, 2021).Organization performance and organization culture are clearly affiliated (Kopelman, Brief, & Guzzo, 2020), though the confirmation concerning the perfect nature of this relationship is miscellaneous. Research shows that the relation between many cultural qualities and high performance are not persistent over time (Dension& Sorenson, 2020, 2020) We can say that the impact of organizational culture on employee behavior and performance is based on 4 important ideas (Bulach, Lunenburg, & Potter, 2020). Firstly; having knowledge of the organization culture permits employees to understand the history and functioning of the organization. Phis knowledge provides information about projected future behaviors. Secondly, organizational culture raises devotion to the organization's philosophy and values. This commitment creates shared feelings of achieving common goals. It means organizations can achieve greater success only when employees share values. Thirdly, organizational culture, with its norms, deal as a control mechanism to direct behaviors toward expected behaviors and away from unfavorable behaviors.
This can also be achieved by recruiting, selecting, and retaining employees whose values match  with the values of the organization. This type of organizational culture may be linked directly to greater efficiency and performance than others
2.1.10 	GEERT HOFSTEDE APPROACH TO ORGANIZATIONAL CULTURE
This approach to analyzing organizational culture is attributed to Hofstede (2021), who characterizes organizational culture as the aggregate programming of the brain that recognizes the individuals from one gathering or classification of individuals from others. It considers a model of culture that has eleven measurements, including main and minor ones. The main measurements are low versus high power distance, individualism versus collectivism, masculinity versus femininity, long-term versus short-term orientation, uncertainty versus certainty avoidance. The other minor measurements are: - means oriented vs. goal-oriented, employee-oriented vs. work-oriented, local vs. professional, open systems versus closed systems, easy going work discipline versus strict work discipline.
2.1.11  EFFECT OF ORGANIZATIONAL CULTURE ON CUSTOMER SERVICE	
Ooncharoen and Ussahawanitchakit (2021) and Gebauer, Edvardsson and Bjurko (2021) argue that service culture is a prerequisite for organizational excellence + and business
performance. Several perspectives can be used to explain why service culture may lead to better service quality. First, based on the resource-based view theory of the firm (Bamey, 2021), Service-profit chain theory (Heskett & Schliesinger, 2021). Based on the resource-based view theory of the firm (Barney, 2021; Barney, Wright & Ketchen, 2021; Yang, 2021), service culture is regarded as a crucial firm resource that is valuable and inimitable by competitors, thus is likely to lead to positive outcomes. Social exchange theory, (Blau, 1968; Sierra & McQuitty, 2021) provides further insights into how service culture may influence customer based service quality evaluation. A supportive service culture encourages service employees to go extra mile to serve the customers" needs which in turn affect customers" perception of service quality (Sierra &McQuitty, 2021). Some of the aspects of organizational culture that affects organizational performance include reliability, responsiveness, quality of service, assurance of service and tangibility.
2.1.12 ORGANIZATIONAL CULTURE, PERFORMANCE AND COMMUNICATION
In an environment of change, Hollins (2022) recommends that there should be continuous communications to manage expectations and shape behaviors in the organizations. Companies that communicate most effectively use a combination of methods to reach employees, including messages specifically from the chief executive officer and from human resources, email updates, press releases, one-on-one meetings and employee surveys. In order to ensure that organizational changes strongly impact on performance, it is recommended that a culture web is used. Developed by Johnson & Scholes (2021), the culture web provides an approach for analysing and changing the organization's culture in a way that can improve performance. By using it, one can expose cultural assumptions and practices, and set to work aligning organizational elements with one another, and with organization strategy. It identifies six interrelated elements which include stories, rituals and routínes, symbols, organizational structure, control systems and power structures. When these elements are analyzed, they help in clearing describing the organizational culture in terms of what is (or not) working and what needs to be changed (Hewitt, 2020).
It has been claimed that, "an organizational culture is so important to the organization that, in the long run, it may be the one decisive influence for the survival or fall of th organization" (Hofstede,2020), and that a "Culture matters because decisions made without awareness of the operative cultural forces may have unanticipated and undesirable consequences" (Schein, 2020). Further, Schein (2020) has cautioned that researchers have underestimated the extent to which culture contributes to the performance of an organization, as either an asset or a liability. 
2.2      THEORETICAL REVIEW	
Several theories have been formulated to show the inherent connection between organizational practices and performance. Some theoretical models assert that organizational culture create a positive impact on employees' attitudes and behaviors which in turn influence their performance (Ferris, 2020). In this study, the theories that informed the study and helped to describe, explain, predict and control the problem under investigation included Schein's theory and the theory of organizational excellence.
2.2.1    SCHEIN'S THEORY OF ORGANIZATIONAL CULTURE
The theory consists of three domains: basic underlying assumptions, espoused values, and artefacts. Artifacts are the surface level of an organizational culture, tangible, easily seen and felt manifestations such products, physical environment, language, technology, clothing, myths and stories, published values, rituals and ceremonies (James & Jones, 2021). 

2.2.2     THE THEORY OF ORGANIZATIONAL EXCELLENCE
The theory maintains that the culture that an organization adopts is directly linked to its success. Therefore, successful companies are characterized by cultural practices which put emphasis on action, closeness to customers, entrepreneurship, productivity, value based effort, simplicity, lean staff and economic utilization of resources. This implies that organizations are likely to stay in businesses if their cultural values provide individuals associated with the organization room to perform.
Maintaining a healthy working culture in the organization is important to promote a vision of excellence (Fusch & Gillespie, 2020). 
2.2.3 EQUITY THEORY
This theory was developed by Stacey Adams (1845). The equity theory points out that people are encouraged by their beliefs about the fairness of the reward structure in their organization. Generally, workers tend to use prejudiced judgment to balance their contribution and benefit in the relationship to compare themselves with other employees. If they perceive that they are not justly compensated they either lessen the quantity or quality of work or quit their present organizations. On the hand, when they perceive that they are favourably rewarded, they may be encouraged to become committed (Reiss,, 2020).
2.3	EMPERICAL REVIEW 
Empirical review focus on analysis finding from previous studies based on real-word data. This section examine past research that investigate the relationship between organizational culture and, sustainability practice and business performance 
Ojo (2010) conducted a study on selected Nigeria companies to examine how organizational culture influence performance. The study use a quantitative survey approach and found a significant relationship between strong culture value and improved employee productivity and organizational output. 
Eze el at (2021) analyzed how sustainability practice, such as environmental responsibility, social inclusion and ethical governance affect business in Nigeria  
Denison and Mishra (1995) studied the topic "Toward a Theory of Organizational Culture and Effectiveness" using a survey-based methodology involving over 700 companies across industries. The study assessed the relationship between organizational culture traits—such as involvement, consistency, adaptability, and mission—and organizational performance. The findings revealed that companies with strong cultural characteristics recorded superior sales growth, return on equity, and customer satisfaction, establishing that effective cultural practices positively influence business performance.
Kotter and Heskett (1992) examined "Corporate Culture and Performance" through a longitudinal study of 200 firms over 11 years, using both quantitative financial data and qualitative cultural assessments. The methodology involved analyzing financial performance metrics and employee engagement practices. The findings showed that firms with adaptive, customer-focused, and employee-oriented cultures significantly outperformed those with rigid or inward-looking cultures, highlighting the role of culture in long-term financial success.
Barney (1986) investigated the topic "Organizational Culture: Can It Be a Source of Sustained Competitive Advantage?" using a conceptual and case-based methodology. He analyzed the characteristics of organizational culture and its alignment with firm strategy and external environment. The findings concluded that cultures that are valuable, rare, and difficult to imitate can serve as a sustained competitive advantage, especially when linked to ethical values and sustainability initiatives.
Lo and Sheu (2007) explored "Is Corporate Sustainability a Value-Increasing Strategy for Business?" using regression analysis on sustainability reports and financial performance indicators from publicly listed firms. The methodology involved collecting and analyzing data from global sustainability indexes and financial statements. 
2.4	RESEARCH GAP 
LIMITED INTEGRATION OF CULTURE AND SUSTAINABILITY 
Most existing research focus on either organizational culture or sustainability independently. There is lack of comprehensive studies that examine how these two factors interact and jointly influence business performance especially in the Nigeria context.
CONTEXTUAL RELEVANCE TO NIGERIA 
Many of the available studies are based on developed country with more advance business environment. The unique cultural economic and infrastructural challenges in Nigeria require located research that considers 
LACK OF LONGITUDINAL STUDIES 
More studies use cross sectional data making it difficult to understand the long term impact of cultural and sustainability practice on business performance overtime 




















CHAPTER THREE
METHODOLOGY
3.0 	INTRODUCTION
The purpose of this study was to investigate the impact of Organization culture practice on sustainable of business performance. This chapter sets out the methodology that was used to achieve the objectives of the study. The methodology includes the design, target population, Sampling techniques, research instruments and data collection and data analysis techniques.
3.1 	RESEARCH DESIGN
The researcher used survey design using quantitative approaches. Specifically, the study adopted a descriptive survey design to represent the opinion of participants from large population in an accurate way due to the qualitative nature and case study. The quantitative approach was used to quantify the hypothesized relationship between dependent variable (organization culture practice) and the independent variable (Business performance).
3.3 	POPULATION OF THE STUDY
The population of the study is 1287 comprises of both teaching and nonteaching staff of Kwara State University, Malete Kwara State Nigeria. The staff strength of 1287 employees are the main target population for the study. The staff list was obtained from the staff of the university under strict confidentiality. Including management team and the securities.
3.4 	SAMPLE SIZE AND SAMPLING TECHNIQUES
However, the study adopted two (2) sampling techniques which include Purposive stratified sampling and simple random techniques. The first stage employed purposive selection in accessing data from the Head of operations of each department. The second stage employed stratification to ensure biasness is removed or is minimized and a fair representation is obtained from each section/department, this was followed by Simple Random Sampling technique in selecting equal number of respondents from each department to be included in the study as reported by Asika, (2010) that equal chance of selecting respondents and sample size is important to research reliability, validity and for complete enumeration of survey research design. Hence the study were able to poll opinion responses from 190 employees of the  commission in the final selection obtainable through the use of the following statistical formula adopted and adapted from Kreijcie & Morgan, (1970).
(P = 50%, d = degree of accuracy expressed as a proportion, 0.5).
N = Population size = 1287
Xt2 = table value of chi-square at degree of freedom of 1 for 5% confidence level i.e. (0.05 = 3.84)
e = level of significant i.e. 5%
The Statistical formula is
          X2 NP (1 - P)
n = e2 (N - 1) + p(1 - p) x2
          3.84 x 1287 x 0.5 (1 - 0.5)    
0.05 x 0.05 x 1286 + 0.5 x 0.5 x 3.84
    1235.52
       4.2
   N=295
Because of the homogeneity of staff within a job classification and difference between geographic location and job assignments, stratified random sampling is adopted. The selection of staff from each job classification was made following proportional allocation of simple random sampling techniques.
3.4 	METHOD OF DATA COLLECTION
Primary data will be employed in this study. The reason behind the use of primary data was simply because of interpretive research philosophy which requires inquiring into what individual participants or elements say about leadership styles in study areas, with respect to organizational performance and the study solicit for secondary data to complement the search for more information that can't be collected through questionnaire.
3.5 	INSTRUMENT FOR DATA COLLECTION
The study used a well structured questionnaire as data collection procedures. Likert scale of five (5) points was used to enable the respondents give their opinions to 15-items in the questionnaire based on the following grades: Strongly Agree (SA) = 5, Agree (A) = 4, Undecided (UN) = 3, Disagree (D) =2, and Strongly Disagree (SD) = 1.
3.6 	METHOD OF DATA ANALYSIS
Data collection will be analyzed using both inferential and descriptive statistics. Inferential statistics shall made use of Pearson Moment correlation and regression analysis with the aid of statistical package for social sciences (SPSS, version 25.0), to test the hypotheses formulated for the study. Descriptive statistics will explain Socio-demographic characteristics by using frequencies tables and percentage.
The rationale for using correlation and simple regression analysis was because it is a statistical tool that does not only explores the relationship between two variables (dependent and independent variables) but also indicate the direction of the result and the degree of variability changes in the level of dependent variable as a result of regressed factors of independent variables. Analysis of variance (ANOVA) will be further used to test for the overall significance of the estimated regression. That is to know perhaps whether or not the proportion of the total variation in the dependent variable as explained by the whole model is significant.
3.7 	LIMITATIONS OF THE STUDY
The study did not include an assessment of influence of leadership style on emotional intelligence of staff in demographic data. Therefore future researchers should include an assessment of leadership influence on employee intelligence of staff and experience in other private sector economy as this may yield a direct impact on staff contribution to the organization and staff personal development.




CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.0 	INTRODUCTION
This chapter described the design used and presented the collected data with a good response rate of 155 questionnaires retrieved for the data processing, presentation and analysis of the research hypotheses in the study. Therefore, the focuses in this section were on the processing of collected data, analyses of the data, presentation and validation of hypotheses already stated in previous chapters.
Table 1: Number of questionnaire administered and collated
	Questionaire
	Frequency
	Percentage

	Returned
	155
	52.5%

	Not – returned
	140
	47.5%

	Total
	295
	100%


 'Source: Author's computation, 2025
Therefore, table 1 show that out of the 295 copies of questionnaire administered at the selected organizations all that is 52.5% (155) were returned as duly completed and used for further statistical analysis and by implication the response rate was good to further enhance the accuracy of the findings. This rate of collated questionnaires cut across the management and the employees of the public complaints commission in the south west Nigeria. This response rate was achieved to be average due to the fact that the researcher administered the questionnaires directly, personally and closely follow-up the responses rate, as they were highly ready to cooperate with the researcher. 
4.1. DEMOGRAPHIC INDICES.
In an attempt to provide  empirical evidence in leadership management and roles, the following frequencies distribution were generated in the socio – economic background of the employees in the selected organization   



4.1.1: Distribution of Respondents by Gender.	
Table 4.1.1 Gender.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid Male
	95
	61.3
	61.3
	61.3

	Female
	65
	38.7
	38.7
	100

	Total
	155
	100.0
	100
	


Source: Author's computation, 2025
Table 4.1.1 presents the distribution of the respondents by gender. It is clear that the majority of the respondents, 95 (61.3%), were male as opposed to females who were 60 (38.7%). This presupposes that generally, the margin between males and females in the selected organization is 3.2 This implied that there was fairly equal representation of the male and female employees in the sampled area. Also, there were more males than females in all the departments sampled.
4.1.2: Distribution of Respondents by Age
Table 4.1.2 Age
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid under 30
	19
	12.3
	12.3
	12.3

	31-40
	80
	51.6
	51.6
	63.9

	41-50
	48
	31.0
	31.0
	94.8

	51 & above
	8
	5.2
	5.2
	100.0

	Total
	155
	100.0
	100.0
	


Source: Author's computation, 2025
Table 4.1.2 presents the frequency distribution of the respondent's age in chronological order. It is clear that the majority of respondents, 80(51.6%) were in the age range of 31-40 years, this  was followed by 48 (31.0%) in the age range of 41-50, followed by 19(12.3%) in the age range of  below 30, and lastly 8(5.2%) in the age range of 51 years and above. This meant that the majority of respondents (who took part in leadership management roles) were in the age bracket of 31-4Oyears in their early young generations and by implication the work force is still young and energetic. Therefore most members of the work force are within the productivity age. 
4.1.3: Distribution of Respondents by Marital status
Table 4.1.3 Marital status
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid Single
	57
	36.8%
	36.8
	36.8

	Married
	98
	63.2
	63.2
	100

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
Table 4.1.3 presented the result of marital status in sub-classes of singled and married divisional. The singled respondents are 57 (36.8%) and married respondents are 63.2%. This statistics claimed that married respondents are the majorities and by implication they are responsible for leadership management roles in the sampled organization.
4.1.4: DISTRIBUTION OF RESPONDENTS BY ACADEMIC QUALIFICATION
	
	Frequency	
	Percent
	Valid Percent
	Valid Percent

	Valid NCE/OND
	32
	20.6
	20.6
	20.6

	HND/BSC
	92
	59.4
	59.4
	80

	MSC
	31
	20
	20
	100

	Total
	100
	100.0
	100.0
	


Source: Author's computation, 2025
This table deals with the academic qualification of the staff in the organization. The respondents with NCE/OND are 32 (20.6%) and the HND/BSC are 92 (59.4) while the MSC are 31(20%). This shows that the most qualification is HND/BSC and the distribution is constituent with the geographical setting of the sample organization.  





4.2 	DATA ANALYSIS ACCORDING TO THE RESEARCH QUESTIONS
4.2.1 Research Question 1: Our Organization encourage team work and collaboration among staff.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	15
	9.7
	9.7
	9.7

	Disagree
	17
	11.0
	11.0
	20.7

	Undecided
	25
	16.1
	16.1
	36.8

	  Agree
	67
	43.2
	43.2
	80.0

	Strongly  agree
	31
	20.0
	20.0
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
No fewer than 63.2% were in affirmation that the organization encourage team and collaboration among staff. 16.1% of respondents undecided and 20.7% disagreed on the statement. This implies that there is enough evidence to support the claim that the organization encourage team work and collaboration among staff. 
4.2.2	Research Question 2: The university promote a culture  of continuous learning and improvement.
	
	Frequency

	Percent

	Valid Percent

	Cumulative Percent


	Strongly Disagree
	8
	5.2
	5.2
	5.2

	Disagree
	27
	17.4
	17.4
	22.6

	Undecided
	21
	13.5
	13.5
	36.1

	  Agree
	46
	29.7
	29.7
	70.3

	Strongly  agree
	53
	34.2
	34.2
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
63.9% of respondents agreed that the university promote a culture of continuous learning and improvement, 13.5% of respondents reserved their comment on the statement and 22.6% disagreed. This implies that close to two-third of the staff in the selected organization agreed that the university promote a culture of continuous learning and improvement ,
4.2.3 Research Question 3: Employers at all level are involved in decision making process.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent


	Strongly Disagree
	8
	5.2
	5.2
	5.2

	Disagree
	27
	17.4
	17.4
	22.6

	Undecided
	21
	13.5
	13.5
	36.1

	  Agree
	53
	34.2
	34.2
	70.3

	Strongly  agree
	46
	29.7
	29.7
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
63.9% of respondents agree that employees at all level are involved in the decision making processes and by extension strengthening the relationship so high to some extent, 13.5% of respondents were undecided, and 22.6% disagreed. This implies that close to the whole staff agree that employees at all level are involved in decision making processes. 
4.2.4 Research Question 4: There is mutual respect and trust among staff and management
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	12
	7.7
	7.7
	7.7

	Disagree
	22
	14.2
	14.2
	21.9

	Undecided
	25
	16.1
	16.1
	38.1

	  Agree
	47
	30.3
	30.3
	68.4

	Strongly  agree
	49
	31.6
	31.6
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
61.9%  agree that there is mutual respect and trust among staff and management, while 16.1% where undecided and 21.9% disagreed on the statement. This implies that the majority agreed on the statement.
4.2.5 Research Question 5: The university maintains clear communication of  its vision and values
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	2
	1.3
	1.3
	1.3

	Disagree
	23
	14.8
	14.8
	16.1

	Undecided
	38
	24.5
	24.5
	40.6

	  Agree
	52
	33.5
	33.5
	74.2

	Strongly  agree
	40
	25.8
	25.8
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
   25.8% of respondents strongly agreed, 33.5% of respondents agreed, 24.5% undecided, 14.8% disagree and a negligible 1.3% strongly disagreed on the claim that the university maintains clear communication of its vision and value. With this statistics, inference can be drawn that majority support the claim.
4.2.6  Research Question 6: Culture diversity is recognized and appreciated in the work place.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	20
	12.9
	12.9
	12.9

	Disagree
	18
	11.6
	11.6
	24.5

	Undecided
	11
	7.1
	7.1
	31.6

	  Agree
	44
	28.3
	28.3
	58.9

	Strongly  agree
	62
	41.1
	41.1
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
24.5% disagreed in totality on the statement that cultural diversity is recognized and appreciated in the work place, 7.1% were undecided and 69.4 agreed. It implies that cultural diversity is recognized and appreciated in the work place.
4.2.7  Research Question 7: The institution rewards innovation and creative ideas from staff.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	10
	6.5
	6.5
	6.5

	Disagree
	28
	18.1
	18.1
	24.5

	Undecided
	24
	15.5
	15.5
	40.0

	  Agree
	32
	20.6
	20.6
	40.6

	Strongly  agree
	61
	39.4
	39.4
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
60.0% of respondents are fully in support that the institution innovation and creative idea from staff, 15.5% were undecided and 25% disagreed. This implies that majority of the staff agreed that the institution rewards innovation and creative idea from staff. 
4.2.8 Research Question 8: Ethical behavior is constantly encourage and enforced in all operations.
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	44
	28.4
	28.4
	28.4

	Disagree
	28
	18.1
	18.1
	46.5

	Undecided
	33
	21.3
	21.3
	67.7

	  Agree
	11
	7.1
	7.1
	74.8

	Strongly  agree
	39
	25.2
	25.2
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
45% of respondents aren’t in full agreement & support that ethical behavior is constantly encourage and enforced in all operations, 21.3% were undecided and  32.3% of respondents agreed. With the proportion of agreement very close to disagreed, it shows that the sampled institution does not constantly encourage ethnical behavior. 
4.2.9 Research Question 9: Management sets a good example by practicing the value it preaches
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	15
	9.7
	9.7
	9.7

	Disagree
	17
	11.0
	11.0
	20.7

	Undecided
	25
	16.1
	16.1
	36.7

	  Agree
	67
	43.2
	43.2
	80.0

	Strongly  agree
	31
	20.0
	20.0
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
No fewer  than 63.2% were in affirmation that management sets a good example by practicing what it preaches. And 16.1% were undecided and 20.7% disagreed on the statement. This implies that there is enough evidence to support the claim that management sets a goal example by practicing the value it preaches.
 4.2.10 Research Question 10: Organizational culture positively influences employee commitment and motivation
	
	Frequency	
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	8
	5.2
	5.2
	5.2

	Disagree
	27
	17.4
	17.4
	22.6

	Undecided
	21
	13.5
	13.5
	36.1

	  Agree
	53
	34.2
	34.2
	70.3

	Strongly  agree
	46
	29.7
	29.7
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
63.9% of respondents agreed that organizational culture positively influences employee commitment and motivation,  13.5% of respondents were undecided and 22.6% disagreed. This implies that affirmatively, organizational culture positively influences employee commitment and motivation. 
4.2.11 Research Question 11: kwara state university is committed to environmental sustainability.
	
	Frequency	

	Percent

	Valid Percent

	Cumulative Percent


	Strongly Disagree
	12
	7.7
	7.7
	7.7

	Disagree
	22
	14.2
	14.2
	21.9

	Undecided
	25
	16.1
	16.1
	38.1

	  Agree
	47
	30.3
	30.3
	68.4

	Strongly  agree
	49
	31.6
	31.6
	100.0

	Total 
	155
	100.0
	100.0
	


 Source: Author's computation, 2025
61.9% of  the respondents were in affirmation that kwara state university is committed to environmental sustainability, 16.1% were undecided, while 21.9% disagree. Majority respondent were aware that kwara state university is committed to environmental sustainability.
   4.2.12 Research Question 12: Energy saving practices are actively encouraged.
	
	Frequency	
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	2
	1.3
	1.3
	1.3

	Disagree
	23
	14.8
	14.8
	16.1

	Undecided
	38
	24.5
	24.5
	40.6

	  Agree
	52
	33.5
	33.5
	74.2

	Strongly  agree
	40
	25.8
	25.8
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
59.3% agreed, 24.5 were undecided, 14.8% disagree and 1.3% strongly disagree on the claim that energy saving  practices  are actively encouraged. With this statistics, inference  can be drawn that majority support the claim.
   4.2.13 Research Question 13: Waste reduction and recycling are part of the university’s  daily operation.
	
	Frequency	
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	7
	4.5
	4.5
	4.5

	Disagree
	18
	11.6
	11.6
	16.1

	Undecided
	41
	26.5
	26.5
	42.6

	  Agree
	68
	43.9
	43.9
	86.5

	Strongly  agree
	21
	13.5
	13.5
	100.0

	Total 
	155
	100.0
	100.0
	


 Source: Author's computation, 2025
The result indicate that 57.4% of  respondents fully agreed that waste reduction and recycling are part of the university daily operation, while 26.5% undecided and 12.1% disagreed on the statement. This implies that waste reduction and recycling are part of the university daily operations.
  4.2.14 Research Question 14:  The university supports sustainability through community engagement.
	
	Frequency	
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	20
	12.9
	12.9
	12.9

	Disagree
	18
	11.6
	11.6
	24.5

	Undecided
	11
	7.1
	7.1
	31.6

	  Agree
	44
	28.3
	28.3
	58.9

	Strongly  agree
	62
	41.1
	41.1
	100.0

	Total 
	155
	100.0
	100.0
	


 Source: Author's computation, 2025
24.5% disagreed totally on the statement, whole 7.1% were undecided and 69.4% agreed that the university supports sustainability through community engagement.


  4.2.15 Research Question 15: Staff and student are educated about sustainable practices.
	
	Frequency	
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	10
	6.5
	6.5
	6.5

	Disagree
	28
	18.1
	18.1
	24.5

	Undecided
	24
	15.5
	15.5
	40.0

	  Agree
	32
	20.6
	20.6
	60.0

	Strongly  agree
	61
	39.4
	39.4
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
60.3% of  respondents fully satisfied with the statement that says, staff and student are educated about sustainable practices 21.3% were undecided and 24.6 % disagreed. This implies that majority of the staff agreed that staff and student are educated about sustainable practices.
  4.2.16 Research Question 16:  long-term goal of the university includes sustainability and responsibility
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	15
	9.7
	9.7
	9.7

	Disagree
	17
	11.0
	11.0
	20.7

	Undecided
	25
	16.1
	16.1
	36.7

	  Agree
	67
	43.2
	43.2
	80.0

	Strongly  agree
	31
	20.0
	20.0
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
No fewer  than 63.2% were in affirmation long-term goal of the university includes sustainability and responsibility.  16.1% were undecided and 20.7% disagreed on the statement. Therefore majority is in support . 
4.2.17 Research Question 17: Resources are managed efficiently for long-term performance 
	
	Frequency	
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	8
	5.2
	5.2
	5.2

	Disagree
	27
	17.4
	17.4
	22.6

	Undecided
	21
	13.5
	13.5
	36.1

	  Agree
	53
	34.2
	34.2
	70.3

	Strongly  agree
	46
	29.7
	29.7
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
63.9% of respondents agreed that resources are managed efficiently for long-term performance,  13.5%  reserved their comment, while  22.6% disagreed. This implies that close to two-third of the staff in the selected organization agreed that resources are managed efficiently for long-term performance.
4.2.18 Research Question 18: The university integrates sustainability into curriculum and research.
	
	Frequency	
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	12
	7.7
	7.7
	7.7

	Disagree
	22
	14.2
	14.2
	21.9

	Undecided
	25
	16.1
	16.1
	38.1

	  Agree
	47
	30.3
	30.3
	68.4

	Strongly  agree
	49
	31.6
	31.6
	100.0

	Total 
	155
	100.0
	100.0
	


 Source: Author's computation, 2025
61.9% of  the respondents were in affirmation that the university integrates sustainability into curriculum and research, 16.1% were neutral about the decision, while 21.9% disagree on the statement.

4.2.19 Research Question 19: Organizational culture and sustainability practices have improved staff productivity.
	
	Frequency		
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	7
	4.5
	4.5
	4.5

	Disagree
	18
	11.6
	11.6
	16.1

	Undecided
	41
	26.5
	26.5
	42.6

	  Agree
	68
	43.9
	43.9
	86.5

	Strongly  agree
	21
	13.5
	13.5
	100.0

	Total 
	155
	100.0
	100.0
	


 Source: Author's computation, 2025 
 57.4% of  respondents fully agreed that Organizational culture and sustainability practices have improved staff productivity, while 26.5% undecided and 12.1% of the respondent  disagreed on the claim. This means majority agreed  that Organizational culture and sustainability practices have improved staff productivity.
 4.2.20 Research Question 20: Cultural and sustainability initiatives contribute to university performance and reputation.
	
	Frequency	
	Percent
	Valid Percent
	Cumulative Percent

	Strongly Disagree
	2
	1.3
	1.3
	1.3

	Disagree
	23
	14.8
	14.8
	16.1

	Undecided
	38
	24.5
	24.5
	40.6

	  Agree
	52
	33.5
	33.5
	74.2

	Strongly  agree
	40
	25.8
	25.8
	100.0

	Total 
	155
	100.0
	100.0
	


Source: Author's computation, 2025
25.8% strongly agreed, 33.5% agreed, 24.5 were undecided, 14.8% disagree and negligible 1.3% strongly disagree. With  this statistics, majority agreed.



4.3 TESTING OF HYPOTHESES 
Hypothesis 1: Organizational Culture Does Not Affect Business Performance
Table 4.3.1: Model Summary
	Model
	R
	R Square
	Adjusted R
	Std. Error of the Estimate

	1
	.8849
	.782
	.781
	.63417


a. Predictors: (Constant), Organizational training
The model summary in table 4.3.1 indicate the degree of relationship between Organizational training and business performance with R=0.884; R'=0.782 and adjusted R'=0.781. The result implies there is strong positive relationship between  Organizational training and business performance at  5% level of significant. The R' value and the adjusted-R' which is just very close imply the sample is a true reflection of the total population as the difference (0.782-0.781=0.0001) is very negligible and small. Therefore, it is posited that 78.2% of  business performance is caused by a unit increase in Organizational training and the remaining 21.8% is accounted for other factors not explained in this model.
Table 4.3.2: ANOVAa 
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig

	Regression
	220.765
	1
	220.765
	548.937
	.000b

	Residual
	61.532
	153
	.402
	
	

	Total
	282.297
	154
	
	
	


a. Dependent Variable: Business Performance
b. Predictors: (Constant), Organizational training
The ANOVA summary table double check through a diagnostic test by carrying out overall significant of the relationship, the result indicate that the ratio of regression sum of square (220.765) to the total sum of square (282.297) gives an adequacy that the model is perfectly fit (i.e. R2=0.782); and that there is significant relationship between business performance and organizational training at 5% level (F=548.977; P-0.000<0.05).

Table 4.3.3: Regression Coefficientsa
	Model 
	Unstandardized 
Coefficients 
	Standardized 
Coefficients
	
	

	
	B
	Std. error
	Beta 
	T
	Sig

	1( constant)
	.127
	.158
	
	.806
	.421

	Organizational training 
	.991
	.042
	.884
	23.429
	.000



The regression table indicates the direction and the degree of the effect of leadership training on business performance. The fitted regression equation Is "Productivity=0.127+0.991 organization training"; which means that 99.1% increase in business performance  is caused by 1% change in organizational training adopted in the sampled organization. If Peradventure the Leadership training is zero (i.e 0) the business performance will struggle to increase by 12.7% as shown in the constant (0.127) of regression line. Therefore it is posited that there is significant impact of organizational training on employee commitment at 95% confidence level (p=0.000<0.05).
Hypothesis 2: There is no significant relationship between employee retention and output in organizational performance.
Table 4.3.4: Model Summary.
	Model
	R
	R Squares
	Adjusted R Squares
	STD Error of the estimate

	1
	.955a
	.912
	.911
	.36400


a. Predictors: (constant), significant relationship
To assess the extent of impact of significant relationship on organizational performance, multiple regression analysis was carried out. The result of the model summary shown in the table above indicates the value of the joint correlation coefficient R=.955 and the adjusted R-square =911 give us some idea of how well our model generalizes and ideally we would like it value to be the same, or close to the value of R-square (o.912). in the above summary, the difference for the final model is fair bit. Thus, the aggregated effect of  the significant relationship on employee retention and output is explained by the value of the R-square, which indicates that 91.2% of the organizational performance is accounted specifically by the relationship style adopted in sample organization.  
Table 4.3.5: ANOVAa
	Model
	Sum of Squares
	Df
	Mean Square
	F
787.715
	Sig.
.000°

	1Regression
	208.738
	2
	104.369
	
	

	Residual
	20.139
	152
	.132
	
	

	Total
	228.877
	154
	
	
	


a. Dependent Variable: Organizational performance
b. Predictors: (Constant), significant relationship
The analysis of variance (ANOVAs table above) tests whether the model is significantly better at predicting the outcome than using the mean as a 'best guess'. Specifically, the F-ratio represents the ratio of the improvement in prediction that the results from fitting the model (labeled 'Regression=208.738' in the table), relative to the inaccuracy that still exist in the model (labeled 'Residual=20.139' in the table). And by dividing the regression sum of square value by the Total sum of square (228.877) in the table, indicating a significant relationship by returning the value of R'=0.912, and the fact that the final model is significantly improve precision ability to predict the employee retention and output perfectly. However, the significant value of P (0.000) is smaller than (0.05) which means that the independent variable (significant relationship) is positively related with the dependent variable (Organizational performance). Hence, it is posited that there is significant relationship between Organizational performance and employee retention and output at 5% level of significant.
Table 4.3.6: Regression Coefficientsa
	Model 
	Unstandardized 
Coefficients 
	Standardized 
Coefficients
	
	

	
	B
	Std. error
	Beta 
	T
	Sig

	1( constant)
	.617
	.140
	
	4.413
	.000

	Significant relationship 
	.908
	.023
	.949
	39.342
	.000


a. Dependent Variable: Organizational performance
From the above regression table, it can be learnt that the greater the adoptions-of significant relationship  style the higher the organizational performance (Beta= 0.908). The t-value (39.342) or P-value (0.000 sig) indicate the level of contribution of significant relationship  styles in organizational performance and the fact that that the t-value fall outside the acceptance region(-3.86 and 3.86) or P-value<0.05 respectively. Therefore the regression coefficient (Beta=0.908) for significant relationship  style is significant. Therefore, it is posited that there are significant impact of significant relationship  styles on organizational performance at 5% level.
Hypothesis 3: There is no significant relationship between employee commitment and productivity.
Table 4.3.7: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	870ª
	.758
	.754
	.63121


a. Predictors: (Constant), employee commitment.
To assess the extent of relationship on employee commitment, multiple linear regression analysis was carried out. The result of the regression model shown in table above indicates the value of the correlation coefficient R= 870 and the adjusted R- square = 758 gives idea of how well the model fitted and would like its value to be the same, or close to the value of R-square. In the above summary, the differençe for the final model is a fair bit (0.758-0.754=0.004 or 0.4%). This shrinkage means that if the model were derived from the population rather than a sample it would account for approximately 0.4% less variance in the outcome. Thus, the joint effect of significant relationship on employee commitment is high at 5% level of significant.

Table 4.3.8: ANOVAa
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1 Regression
	189.208
	2
	94.604
	237.447
	.000b

	Residual
	60.560
	152
	.398
	
	

	Total
	249,768
	154
	
	
	


a. Dependent Variable: productivity.
b. Predictors: (Constant), employee commitment
The Anova table above shows regression sum of square value of 189.208) which is higher than the residual sum of square value of (60.560). This implies that the model accounted for most of the variations in the dependent variable. More so, the F-calculated value of (237.447) is greater than the tabulated value of (3.84) indicating a significant relationship. Hence, the significant value of (P=0.000<0.05) means that the independent variables (employee commitment) are positively related with the dependent variable (productivity). Therefore, it is posited that there is significant relationship between employee commitment and productivity at 5% level.
Table 4.3.9: Regression Coefficientsa
	Model 
	Unstandardized 
Coefficients 
	Standardized 
Coefficients
	
	

	
	B
	Std. error
	Beta 
	T
	Sig

	1( constant)
	.582
	.150
	
	3.869
	.000

	employee commitment
	.868
	.048
	.905
	18.175
	.000


a. Dependent Variable: productivity
From the regression table 4.3.9, it can be learnt that the greater the adoptions of employee commitment style the higher the productivity (Beta= 0.868). The t-value (18.175) or P-value (0.000<0.05 sig) indicate the level of contribution of employee commitment  in productivity and the fact that that the t-value fall outside the acceptance region (-3.86 and 3.86) or P-value<0.05 respectively. Therefore the regression coefficient (Beta=0.908) for employee commitment is significantly contributed to the productivity at 5% level.
4.4 	DISCUSSION OF FINDINGS
The regression summary in hypothesis 1 indicates there is direct positive impact of organizational training on business performance. The null hypothesis 1 is rejected and alternative hypothesis is accepted. Therefore R2  report that 78.2% of employee commitment is caused by a    unit increase in leadership training and the remaining 21.8% is accounted for other factors not explained in this model.
Also, in hypothesis 2, the graphical view of marginal means of the more adopted significant relationship style the higher the organizational performance (Beta= 0.908). The t-value (39.342) or P-value (0.000 sig) indicate the level of contribution of significant relationship styles in organizational performance and the fact that that the t-value fall outside the acceptance region (-3.86 and 3.86) or P-value<0.05 respectively. Therefore the regression coefficient (Beta=0.908) for significant relationship style is significant. 
Lastly, the findings in hypothesis 3 revealed that the greater the adoptions of employee commitment style the higher the productivity. (Beta= 0.868). The t-value (18.175) or P-value (0.000<0.05 sig) indicate the level of contribution of employee commitment styles in productivity and the fact that that the t-value fall outside the acceptance region (-3.86 and 3.86) or P-value <0.05 respectively. Therefore the regression coefficient (Beta=0.908) for employee commitment style is significantly contributed to the productivity at 5% level.







CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1         SUMMARY OF FINDINGS
In the light of the discussion above, all null hypotheses already stated are rejected and the alternate hypotheses are accepted. The study hereby summarized at 95% confidénce level that leadership styles contribute immensely to employee productivity, promote employee motivation and commitment and contribute significantly to employee performance at 5% level of significant.
5.2       CONCLUSION
The study revealed that democratic leadership styles were demonstrated by the public complaints commission in selected region. Though when it comes to policy issues in the organization, the management were selective in the leadership approaches to build consensus and ensuring that decision taken represents the collective view of the subordinates, It was equally found from the study that leadership styles at the selected organizations in some situation exhibited autocratic leadership style when the democratic (participative) leadership style reach the bulk-load limiting point as shown in the graphical view in hypothesis 2. Although autocratic leadership is sometimes brought to correct some lapses and challenges and to instill discipline on the part of employee but this was not necessarily abuse in the sampled organization due to resentments on the parts of employees. It is also found in the study that it negatively affects the relationship between management and employees though insignificant and cannot be used to drawn inference at 5% level in hypothesis 3. Therefore the study concluded on a very limited scale that leadership styles at public complaints commission in south-eastern region demonstrated democratic leadership traits by entrusting organization with some responsibilities and giving them the needed authority to increase employee performance at a desired rate.
5.3      RECOMMENDATIONS
In the light of the findings and conclusion above, the following recommendation were made:
1. Management should work to ensure that autocratic behavioral traits such as failing to consult with employees and subordinates during decision makings is totally discouraged in all departments. This is because when leadership takes unilateral decisions, it does not ensure representatives and it negatively affect employee morale as found in this study.
2. Leadership should continue to ensure consensus building by encouraging divergent views through democratic principle when it comes to policy and decision makings in the industry
3. Organization should be adhering to democratic behavioral traits in the industry to ensure employees buy in to the policies that would increase performance. This is because employee morale and commitment increase when their views or suggestions are sought during decision makings and considered implementing decisions.
4. More importantly, organization should try as much as possible to avoid autocratic leadership style, task-oriented or laissez faire leadership styles as they do not contribute to organizational performance
5. To encourage employee performance, organization should endeavor to exhibit democratic, people-centered leadership style for business transformation and to improve organizational performance
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Instruction: Tick As Appropriate
Section A
1. Name (optional ) ___________________________________
2.	Gender :  Male [    ]	Female [    ]
3. 	Age : under 30 [    ] 31-40 [    ] 41-50 [    ] 51 and above [    ]
4. 	Marital status : Single [    ] Married [    ] Widow [    ]  
5. 	Academic Qualification; NCE/ND [    ] HND/BSC [    ] M.SC [    ]

SECTION B: Socio Economic Data
Instruction:
Please kindly indicate your level of agreement with each of the following statements by ticking (✓) the appropriate option using the scale below:
1 – Strongly Disagree | 2 – Disagree | 3 – Neutral | 4 – Agree | 5 – Strongly Agree
Section A: Organizational Cultural Practices
	S/N
	Statement
	1
	2
	3
	4
	5

	1
	Our organization encourages teamwork and collaboration among staff.
	
	
	
	
	

	2
	The university promotes a culture of continuous learning and improvement.
	
	
	
	
	

	3
	Employees at all levels are involved in decision-making processes.
	
	
	
	
	

	4
	There is mutual respect and trust among staff and management.
	
	
	
	
	

	5
	The university maintains clear communication of its vision and values.
	
	
	
	
	

	6
	Cultural diversity is recognized and appreciated in the workplace.
	
	
	
	
	

	7
	The institution rewards innovation and creative ideas from staff.
	
	
	
	
	

	8
	Ethical behavior is consistently encouraged and enforced in all operations.
	
	
	
	
	

	9
	Management sets a good example by practicing the values it preaches.
	
	
	
	
	

	10
	Organizational culture positively influences employee commitment and motivation.
	
	
	
	
	


Section B: Sustainability Practices
	S/N
	Statement
	1
	2
	3
	4
	5

	11
	Kwara State University is committed to environmental sustainability.
	
	
	
	
	

	12
	Energy-saving practices are actively encouraged.
	
	
	
	
	

	13
	Waste reduction and recycling are part of the university’s daily operations.
	
	
	
	
	

	14
	The university supports sustainability through community engagement.
	
	
	
	
	

	15
	Staff and students are educated about sustainable practices.
	
	
	
	
	

	16
	Long-term goals of the university include sustainability and responsibility.
	
	
	
	
	

	17
	Resources are managed efficiently for long-term performance.
	
	
	
	
	

	18
	The university integrates sustainability into curriculum and research.
	
	
	
	
	


Section C: Business/Institutional Performance
	S/N
	Statement
	1
	2
	3
	4
	5

	19
	Organizational culture and sustainability practices have improved staff productivity.
	
	
	
	
	

	20
	Cultural and sustainability initiatives contribute to university performance and reputation.
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