
Finance & Management Engineering Journal of Africa (https://damaacademia.com/fmeja/) 
Volume 1, Issue 6, pp.147-170, June 2019 

Published by: Dama Academic Scholarly & Scientific Research Society (www.damaacademia.com) 

ISSN: 2676-2749 (Online) | Impact Factor (IF): 7.807 | Journal DOI: 10.15373/22501991                                      147 

 

 

Analysis of Organizational Culture and Employee Turnover in Private 

Universities in Ghana 
1Isaac Kofi Yornu | 2Dr. David Ackah, PhD. 

1Lecturers, Procurement Department, Accra Technical University 
2President, Institute of Project Management Professionals, Ghana 

Email: ikyornu2000@gmail.com | drackah@ipmp.edu.gh 

Abstract 

The study focused on the effects of the types of organizational culture on employee turnover. The current 

study was limited to the administrative and teaching staff of some private universities in Ghana. The study employed 

quantitative research design with a convenience sampling technique for the selection of 203 respondents in the study. 

Correlation and regression analysis were done to test the relationship between the types of organizational culture and 

their impact on employee turnover. The study found that Bureaucratic Culture (BC) significantly influences employee 

turnover (B=. 406; t-test=10.483; p<0.01). Also, the study revealed that Clan Culture (CC) significantly influences 

employee turnover (B=0.141; t-test=-2.362; p<0.02). Again, it was found from the study that Entrepreneurial Culture 

(EC) has a positive significant effect on employee turnover (B=.679; t-test=-13.154; p<0.01). Finally, the study 

revealed that Power Culture (PC), though, has a positive impact, does not significantly influence employee turnover 

(B=.0519; t-test=-1.184; p>0.05). The study recommends that the management of the organizations should strengthen 

formal hierarchical rules as they are significant values of bureaucratic culture that influence employee turnover. 
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1.0 INTRODUCTION 

Every organization wants to obtain the commitment of its employees and vice versa. Management would like 

its employees to identify with the traditions, values and procedures of the organization. This is known as the culture 

of the organization. Management needs to layout, explain and imbibe its culture in its employees; this will enable the 

employee to get familiar with the organizational system. The employee thus learns about the organizational culture 

and decides whether he or she can cope with it or not. This makes every organization a learning environment. 

Subsequently, a proper appreciation of the organizational culture has an overall effect on the performance of the 

employee in the organization. The capacity of positive work performance or the rate of complete work done by any 

staff in an organization will only be achieved if the employees are satisfied by the internal environment of an 

organization.  

Employee turnover in organizations is one of the main issues that extensively affect the overall performance 

of any organization. Studies have shown that organizational culture negatively affects employee turnover thus 

affecting the overall efficiency of the organization. Other studies have also found a positive relationship between 

organizational culture and employee turnover affecting organizations’ efficiency and concluded that there is 

insignificant negative relationship between organizational culture, employee turnover and organizational 

performance. This study seeks to find out the extent to which organizational culture affects employee turnover with 

evidence from Ghana employing some staff of some private universities in Ghana.  

 

1.1 Background of study 

Organizational culture is one of the key sources of competitive advantage of organizations today (Lubit, 

2001).This is partly due to its influence on organizational development, growth and sustainability. The process through 

which an organization develops its internal capacity to be the most effective one begins with having a winning culture 

that defines best ways of functioning without creating any unhealthy working environment (Kotter, 2008). 

Organizational culture comprises the attitudes, experiences, beliefs, and values of the organization; these could be 

acquired through social learning, and they control the way individuals and groups in the organization interact with one 

another and with parties outside it (Bloor and Dawson, 1994).Organizational culture guides the way individuals and 

groups in an organization interact with one another and with parties outside it. It is the premier competitive advantage 

of high-performance organizations. However, organizational culture is the most difficult attribute to change, once it 

is embedded in the organizational setting; hence formulating the culture should be very crucial so it does not create 

an unhealthy working climate which can result in employee turnover (Harris, 1994). A couple of studies have 

confirmed the influence of organizational culture on job satisfaction and employee commitment (Johnson et al., 2009, 

San Park et al., 2009). This suggests that much is needed in the area of organizational culture and employee turnover, 

since it has been an issue, especially in the public institutions which are mostly characterized by bureaucracies, 
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nepotism and favouritism. Many employees leave organizations, partly, due to the fact that equal opportunities are not 

offered or are difficult to be recognized due to the culture of the organization. 

Organizational culture can play in generating competitive advantage (Scholz, 1987). Krefting and Frost 

(1985) suggest that the way in which organizational culture may create competitive advantage is by defining the 

boundaries of the organization in a manner which facilitates individual interaction and/or by limiting the scope of 

information processing to appropriate levels. Similarly, it is argued that widely shared and strongly held values enable 

management to predict employee reactions to certain strategic options thereby minimizing the scope for undesired 

consequences (Ogbonna, 1993).  

Theorists also argue that sustainable competitive advantage arises from the creation of organizational 

competencies which are both superior and imperfectly imitable by competitors (Reed and DeFillippi, 1990). To this 

end, it is argued that the uniqueness quality of organizational culture makes it a potentially powerful source of 

generating advantage over competitors. Indeed, many commentators have advised organizations and researchers to 

exploit the multiple advantages which could be offered by culture rather than focusing on the more tangible side of 

the organization (Johnson, 1992; Prahalad and Bettis, 1986). Moreover, the culture of an organization must not only 

be strong and widely shared, it must also have unique qualities which cannot be imitated. The culture of the 

organization should be developed to support continuous improvement, improve employees’ style of performing their 

job and thus develop quality awareness. Organizational culture finds expression through the thoughts, intentions, 

actions and interpretations of members of the organization (Hallett, 2003). 

Employee turnover is one of the most crucial issues for organizations, and one that needs special attention. 

It has some significant effects on organizations’ sustainability, growth and profitability (Harter et al., 2003). Staff’s 

turnover is a warning sign of low morale, and it is the amount of employee movement in and out of an organization 

(Bevan, 1997). It is a sign of low morale when they leave as a result of poor working conditions. In general, employees 

either leave their jobs voluntarily by their own decision or forced to leave due to the organizational climate they find 

themselves in which may not be favourable. Employee turnover is one of the factors which affect the organization’s 

productivity due to operational disruptions that may arise (Bevan, 1997).  

The subject of organizational culture has attracted a great attention in the 21st century, as organizations are 

mostly depending on the experienced employees to be more efficient and transfer knowledge to new recruits which 

serves as a source of asset to efficiency and higher productivity. An organization’s culture is considered to be an 

important factor affecting organizational success or failure (Mullins, 2007). It is frequently held accountable for 

organizational ills and, on occasions, praised for creating positive qualities. In addition to organization-level effects, 

the impact of organizational culture on key employee attitudes is well noticed by management.  

 

1.2 Problem Statement 

Organizations invest a lot in their employees in terms of induction and training, development, maintaining 

and retaining them in their organization; therefore, the loss of a resourceful employee is costly to the organization 

(Harter et al., 2003). Thus, managers must at all costs, minimize employee turnover. Although, there is no standard 

framework for understanding the employees’ turnover process as a whole, a wide range of factors has been found 

useful in interpreting employee turnover; these include organizational conflicts and poor working conditions (Ojo, 

2010). Therefore, there is the need to develop a fuller understanding of the employee turnover, more especially, the 

sources, what determines employee turnover, effects and strategies that managers can put in place to minimize 

turnover.  

Employees are extremely crucial to the organizations since their value to the organization is essentially 

intangible and not easily replicated. As a result, managers must recognize that employees are major contributors to 

the efficient achievement of the organization’s success (Suppiah and Singh, 2011). Managers should control employee 

turnover for the benefit of the organization’s success. Therefore, managers must at all costs, minimize employee 

turnover. Though, there is no standard operating procedure for understanding the employees’ turnover process in the 

Ghanaian context, little consideration has been given. The existing studies on organizational culture and its effects on 

employee turnover by (Ongori, 2007) and (Dwirantwi, 2013) demonstrate a positive relationship. However, (Luu and 

Hatrup, 2010) studies on same topic reveal no relationship at all. These two contradictory findings call for another 

study on this topic in a different context to either confirm or nullify the previous arguments in the existing literature. 

 

2.0 LITERATURE REVIEW 

This chapter presents an intensive review of literature according to the subject matter, organizational culture 

and employee turnover. A literature review is a methodical and critical analysis of the most significant academic 

literature published on a particular subject. Therefore, the purpose of this chapter is to acquaint the reader with existing 

reviews, points of view and also an attempt to summarize the important works of other intellectuals, scholars 
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associated with the subject. In addition, it investigates a varied range of relevant publications related to the subject of 

the study (Leedy, 2010). This chapter defines formal organizational structure, organizational culture, employee 

turnover and the relationships between organizational culture and employee turnover from reported literature. The 

purpose of the review of related literature in a study is to discover facts and findings concerning the area of study and 

how they can propel the researcher to explore the unknown (Leedy, 2010).  

 

2.1 Organization defined 

Classical thoughts on organization has been in terms of its purpose and formal structure. Individuals and 

groups interact within the structure of the formal organization. In the corporate structure, an organization is the 

persons, committees or departments etc. who make up a body or a constitution for the purpose of administering 

something (Robbins and Judge, 2009). It can also be defined as a group of people or businesses, etc. who work together 

for an explicit purpose, with organized rules and structure. It is also an ordered manner; orderliness by virtue of being 

methodical and well organized. The formal organization has been defined by Schein (1988) as the planned 

coordination of the activities of a number of people for the achievement of some common explicit purpose or goal, 

through division of labour and function, and through a hierarchy of authority and responsibility. An organization is a 

pattern of roles and a blueprint for their coordination. The object of coordination is activities, not people. The formal 

organization can exist independently of the membership of particular individuals. The formal organization is; 

1. Deliberately planned and created 

2. Concerned with the coordination of activities 

3. Hierarchically structured with stated objectives and  

4. Based on certain principles such as the specification of tasks and defined relationships of authority and 

responsibility.  

Other examples of the formal organization are rules and regulations, policy manuals, standing orders and job 

description (Mullins, 2010). A clear understanding of the purpose of an organization is seen as essential to 

understanding how the organization works and how its methods of working can be improved (Ridderstrale, 2001, 

Argyris, 1964, Weber, 1964). Identification of general objectives would lead to the clarification of purposes and 

responsibilities at all levels of the organization and to the most effective structure. In the organizational model, special 

attention is given to the division of work, the clear definition of duties and responsibilities and maintaining 

specialization and coordination (Mullins, 2010). Emphasis is also on the hierarchy of management and formal 

organizational relationships (Silverman, 1970).  

Structure is created to establish relationships between individuals and groups, to provide order and systems and 

to direct the efforts of the organization into goal seeking activities. It is through the formal structure that people carry 

out their organizational activities to achieve aims and objectives. Organizations are influenced by patterns of structure, 

technology, styles of leadership and systems of management through which organizational processes are planned, 

directed and monitored (Mullins, 2010). The focus of attention of this research is on the impact of organizational 

structure on employee turnover. This is important because of the growth in the nature and importance of organizational 

structures and their essence and for greater emphasis as part of insight into employee turnover. The increasing rate of 

change in environmental factors has highlighted the need to study the total organization and the processes by which 

the organization attempts to adapt to the external demands placed upon it.  

 

2.2 Organizational Culture 

The concept of organizational culture has attracted a significant amount of research since the 1980s. Before 

the concept surfaced in the literature, the concept of organizational climate was common in the organizational and 

management literature in the 1960s and 1970s (CIPD, 2008). The term ‘climate’ and ‘culture’ was used 

interchangeably until the concept of organizational culture established itself as a distinctive field of research (CIPD, 

2008). There is no single definition of organizational culture. The topic has been studied from a variety of perspectives, 

ranging from disciplines such as anthropology and sociology, to the applied disciplines of organizational behavior, 

management science, and organizational commitment (Moela, 2016).  Organizational culture includes the habits, 

attitudes and deep-seated values of the organization. Culture involves interrelated components commonly referred to 

as cultural web. A cultural web consists of paradigms, control systems, organizational structure, power structures, 

symbols, rituals, routines, stories and myths (Moela, 2016). Managers of organizations have to indicate the climate 

and practices that govern the way employees are going to be handled. Greenberg and Baron (2010) suggested that 

culture is group-based and is a pattern of basic shared assumptions that the group learned as it solved its basic 

problems. 

External adaptation and internal integration have worked well enough to be considered valid and, therefore, 

to be taught to new members as the correct way to perceive, think and feel in relation to those problems. Organizational 
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culture was defined as the collection of traditions, values, beliefs, policies, and attitudes that constitute a pervasive 

context for everything one does and thinks in an organization (Mullins, 2010). Culture as a complex whole which 

includes knowledge, belief, art, morals, law, custom, and other capabilities and habits acquired by man in a society 

(Dwirantwi, 2012). Luthans (2012) posits that organizational culture refers to a system of shared meaning held by 

members that distinguish one organization from other organizations. They believe that these shared meanings are a 

set of key characteristics, and that the organization’s values and the essence of an organization’s culture can be 

captured in seven primary characteristics. These characteristics are: innovation and risk-taking, attention to detail, 

outcome orientation, people orientation, team orientation, aggressiveness and stability. Mullins (2010) said that the 

first characteristic that captures an organization’s culture is the degree to which employees are encouraged to be 

innovative and take risks. 

Organizational culture is a central and cardinal topic in Human Resource Management. It encompasses the 

range of thought and actions as they are reinforced in the corporate setting, and so underlies many of the specific 

issues of people management. It provides the social framework for the relationship between managers and employees 

and as such is an influencing factor on the psychological contract, employees’ willingness to accept change and the 

ability of the organization to be open about and learn from its experience (McKenna and Beech, 2008). All 

organizations have their unique culture and working environment and no two organizations are the same. Managers 

are concerned only with what takes place in their own organization so generalized models or theories of organization 

serve no useful purpose.  

 

2.3 Types of Organizational Culture 

There are a number of ways to classify different types of organizational culture. Developing the ideas of 

Harrison (1972), Handy (1993) describes four main types of organizational cultures. 

 

2.3.1 The Bureaucratic Culture 

An organization that values Formality, Rules, Standard Operating Procedures (SOPs), and Hierarchical 

coordination have a bureaucratic culture (Hofstede, 2011). It is also called role culture. Long-term benefits of 

bureaucracy are predictability efficiency, and stability. Its members highly value standardized measures of 

performance. The behavioural norms of such organizations support formality over informality. Managers view their 

role as being good co-coordinators, organizers, and enforcers of rules and standards. The organization’s rules and 

processes are spelled out in thick manuals and employees believe that their duty is to go by the book and follow 

legalistic processes (Mullins, 2010). 

Bureaucracy is founded on a formal, clearly defined and hierarchical structure. However, with rapid changes 

in the external environment, de-layering of organizations, empowerment and greater attention to meeting the needs of 

customers, there is an increasing need to organize for flexibility. It applies to certain structural features of formal 

organizations. Bureaucracy can be found in many large-scale organizations. Weber (1964) suggested that the decisive 

reason for the advance of bureaucratic organizations has always been its purely technical superiority over any other 

form of organization. Weber, pointed out that, the definition of tasks and responsibilities within the structures of 

management gave rise to a permanent administration and standardization of work procedures notwithstanding changes 

in the actual holders of office. He saw the development of bureaucracies as a means of introducing order and rationality 

into social life.  

 

2.3.1.1 Characteristics of Bureaucratic Organizations (Blau and Scott, 1966) 

1. The tasks of the organization are allocated as official duties among the various positions. 

2. There is an implied clear-cut division of labour and a high level of specialization. 

3. A hierarchical authority applies to the organization of offices and positions. 

4. Uniformity of decisions and actions is achieved through formally established systems of rules and 

regulations. Together with a structure of authority, this enables the co-ordination of various activities within 

the organization. 

5. An impersonal orientation is expected from officials in their dealings with clients and other officials. This is 

designed to result in rational judgments by officials in the performance of their duties. 

6. Employment by the organization is based on technical qualifications and constitutes a lifelong career for the 

officials. 

 

2.3.1.2 Features of Bureaucracy (Stewart, 1999) 

The four main features of bureaucracy are summarized by Stewart as specialization, hierarchy of authority, system 

of rules and impersonality. Specialization applies more to the job than to the person undertaking the job. This makes 
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for continuity because the job usually continues if the present job-holder leaves. Hierarchy of authority makes for 

sharp distinction between administrators and the administered or between management and workers. Within the 

management ranks, there are clearly defined roles of authority. This detailed and precise stratification is particularly 

marked in the armed forces and in the civil service. System of rules aims to provide for an efficient and impersonal 

operation. The system of rules is generally stable, although some rules may be changed or modified with time. 

Knowledge of the rules is a requisite of holding a job in a bureaucracy. Impersonality means that allocation of 

privileges and the exercise of authority should not be arbitrary, but in accordance with the laid down system of rules. 

In more highly developed bureaucracies, there tend to be carefully defined procedures for appealing against certain 

types of decisions. Stewart sees the characteristic of impersonality as the feature of bureaucracy which most 

distinguishes it from other types of organizations. A bureaucracy should not only be impersonal but be seen to be 

impersonal. 

 

2.3.2 The Clan Culture 

Tradition, loyalty, personal commitment, extensive socialization, teamwork, self-management, and social 

influences are attributes of clan culture (Mullins, 2010). Its members recognize an obligation beyond the simple 

exchange of labour for a salary. The members understand that their contributions to the organization may exceed any 

contractual agreements. The individual’s long-term commitment to the organization is exchanged for the 

organization’s long-term commitment to the individual. Individuals believe that the organization will treat them fairly 

in terms of salary increases, promotions, and other forms of recognition. Moreover, employees in such cultures hold 

themselves accountable to the organization for their actions. Management hierarchies and control mechanisms are 

possible only by mutual consent. Individuals have almost complete autonomy and any influence over them is likely 

to be on the basis of personal power.  

 

2.3.3 The Entrepreneurial Culture 

Ojo (2010) argued that high levels of risk-taking, dynamism, and creativity characterize an entrepreneurial 

culture. There is a commitment to innovation, experimentation, and being on the leading edge. This culture does not 

just quickly react to changes in the environment; it creates change. Individual initiative, flexibility, and freedom of 

expression which fosters growth, are encouraged and adequately rewarded in this culture. This is also known as task 

culture. Task culture seeks to bring together the right resources and people and utilizes the unifying power of the 

group. Influence is widely spread and based more on expert power than on position or personal power (Mullins, 2010).  

 

2.3.4 The Power Culture 

A power-oriented organization is based on inequality of access to resources. In other words, the people in 

power use resources to either satisfy or frustrate the needs of others, and, by so doing, they control the behavior of 

others (San Park, 2009). Leadership resides in the person who is in charge, and rests on the leader’s ability and 

willingness to administer rewards and punishments. At best, the power-orientated leader is firm, fair and generous, 

and has loyal subordinates (San Park, 2009). A power culture is frequently found in small entrepreneurial 

organizations and relies on trust, empathy and personal communications for its effectiveness. It is sometimes a political 

organization with decisions taken largely on the balance of influence (Mullins, 2010).  

 

2.4 Aspects of Organizational Culture 

The culture of an organization is described as consisting of four major aspects as outlined by Trice and Beyer in 

1984. They include; Rites and ceremonies, Stories, Symbols and Language 

 

2.5 Rites and Ceremonies 

Rites and ceremonies help employees identify with the organization and its successes and provide vivid 

accounts of what a company value. They can be considered special occasions that reinforce special values (McKenna 

and Beech, 2008). This creates a bond between people to foster common understanding and honour heroes who stand 

for important beliefs or achievement in a particular organization. Some examples of rites and some ceremonies in 

some organizations are rites of passage which facilitate the entry of employees into new job responsibilities, job 

assignments, roles and responsibilities. It can also be performed to mark the increase in the status of an employee. 

Others include rites of enhancement, rites of renewal etc. 

 

2.5.1 Stories 

This is a form of communication that focuses primarily on vignette and anecdotes about the dedication and 

commitment of corporate heroes and managers or the devotion of ordinary employees (McKenna and Beech, 2008). 
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These are told to new employees to inform them about the organization. They are true stories founded on 

events showing employee or employers displaying acts of heroism or adhering to high quality of standards in the 

organization. E.g. the great achievements of the leadership of the organization at the inception of the company could 

be highlighted, as could account of great career achievements, how the organization coped with a major crisis or how 

the restructuring of the organization was carried out (Boye, 1991).  Stories keep alive the primary values of the 

organization and provide employees with a shared understanding (Brown, 2006).  

 

2.5.2 Symbols 

Rites, ceremonies and slogans are all symbols of an organization. They symbolize the deeper values of an 

organization. They convey something distinctive about the organization  

(McKenna ad Beech, 2008). They could range from the physical layout and décor of the offices in an organization to 

the nature and type of office furniture. Open plan offices with common areas may indicate a certain degree of 

informality and may convey something about the social and psychological climate of the organization. Also, material 

symbols, such as logos, such of the office and quality of its furnishings, location, apartment building and style indicate 

a certain aspect of status and importance and management culture (McKenna ad Beech, 2008). 

 

2.5.4 Language 

Organizations develop distinctive terms such as jargons, slogans, acronyms, metaphors to describe people, 

buildings, events etc. The use of language can have a unifying effect within the organization. However, these could 

be alien to new recruits. Thus, in the culture of an organization, new recruits are taught these organizational languages 

to foster identification and cohesion in their new-found employment (Handy, 1985, Hofestede, 1980). 

 

2.6 The Concept of Employee Turnover 

According to Yang, Wan and Fu (2012), employee turnover can be explained as the rotation of employees 

around the Labour market; between firms, jobs and occupations; and between the states of employment and 

unemployment. The term turnover is defined by Ongori, (2007) as the ratio of the number of organizational members 

who have left during a period of time, mostly a year, divided by the average number of employees in that organization 

during the same period. In most cases, managers refer to employee turnover as the entire process associated with 

filling a vacancy. Each time a position is vacated, either voluntarily or involuntarily, a new employee must be hired 

and trained. This term is also often utilized in efforts to measure the relationships of employees in an organization as 

they leave, regardless of reason. There exist many reasons why a member of an organization may quit existing job.  

This has been studied and model of employee turnover has been developed, known as image of decision 

making (Ongori, 2007). The image theory describes the process of how individuals process information during 

decision making. The underlying premise of the model is that people leave organizations after they have analyzed the 

reasons for quitting. This presupposes that individuals leaving an organization are based on a critical analysis of 

existing conditions of work relative to competing conditions elsewhere. It is also a fact that some leave their 

organizations for personal reasons.Turnover is always being a special challenge for organizations. Compdata Surveys, 

based on survey on more than 30,000 employees, found that turnover rate is increasing every year since 2011. 

Turnover is classified into voluntarily turnover and involuntary turnover. Involuntarily turnover, such as downsizing, 

poor performance, or disability, is not included as turnover. Turnover includes all employees who leave the job 

voluntarily, for example leaving for better job (Dessler, 2011). Researchers found that employees who have short 

length of tenure in an organization are most likely to have turnover intention (Tews et al., 2013, Gerhart, 1989; Mobley 

et al., 1979). In 2016, Compdata Surveys showed that voluntary turnover rate reached 17.8%, the highest percentage 

since 2011. 

Turnover is avoided as much in companies because the cost to employer of turnover are high. Tangible costs 

of turnover include advertising fees, employment agency fees, referral bonuses, recruitment travel costs, salaries and 

benefits associated with the employee, time spent recruiting, screening, interviewing, and testing applicants, as well 

as the cost of wages while the new employee is oriented and trained (Dessler, 2011). Intangible costs include decreased 

productivity because of the vacant position and the lower productivity because new employee has not adapted yet and 

more likely to make errors. Overtime pay for employees who cover up the vacant position and training cost can be 

included as intangible cost too. Based on survey conducted for 330 companies in 50 countries, employees tend to 

leave the jobs when their skills, talents are not properly developed or when the managers fail to promote their career 

development, and unsatisfied with the boss or management (Hayes, 2015). All those reasons reflect how satisfied the 

employee is with their jobs or otherwise and it can be called job satisfaction. To be precise, job satisfaction is the 

attitude an employee has towards his/her job (Hayes, 2015). It influences employee to behave in many ways, including 
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turnover intention. Employees who are satisfied with their jobs are most likely to commit and stay loyal to the 

company. 

 When employees start to think about leaving their jobs, there is a big chance they also start to look for other 

opportunities outside the company. If better opportunities present, they will leave the company. If the opportunities 

aren’t presented yet, they are already emotionally withdrawing from the organization, leading to higher absenteeism 

and lower enthusiasm and effort (Rahman et al., 2008).Employee turnover is the largest predictive factor for voluntary 

turnover (Lambert et al., 2012). Identifying employee turnover intention as early as possible will help organization to 

prevent the turnover. The correlation between organizational culture and employee turnover has been an interest in 

the human resource research field for years as organizational cultures and commitment becomes one of direct causes 

of employee turnover (Lambert et al., 2012). Before employees withdraw from the company, employees have already 

had intention to do turnover. This is known as turnover intention. Internal and external factors can be the reasons why 

employee has turnover intention. The factors that are common is employee’s thought to job alternatives and present 

economic conditions. Turnover intention is a cognitive act and happens before voluntary turnover (Lambert et al., 

2012). Turnover intention is related to desires to quit, plans to leave, or searching for alternative jobs. Turnover 

intention is the largest predictive factor for voluntary turnover (Lambert et al., 2012).  

According to Zhao et al., (2013) turnover intention is defined as a conscious and deliberate willingness to 

leave the organization. They explained turnover intention as workers’ self-reported intentions to leave their jobs. Based 

on those definitions, it can be concluded that turnover intention is employees’ self-willingness to leave their jobs 

consciously. However, most of employees who have the intention may not actually leave their jobs. Turnover itself is 

an important decision that need to be considered properly because it may include risk uncertainty about alternative 

employment, unstable financial income, transaction costs, and psychological costs. Even though turnover intention 

may not turn into actual employee turnover, it is important to be noticed by organizations. When employees have 

turnover intention, they are not only thinking of quitting the jobs but also intending to look for alternative employment. 

These kinds of behavior bring disadvantage to company since it will decrease employees’ productivity; employees 

tend to focus on looking for new employment rather than doing their jobs with best effort. The cost is even higher 

when companies lose their most productive and valuable employees. 

 

2.6.1 Factors affecting Employee turnover 

2.6.1.1 Employee age 

Employees’ age becomes one of important factors in deciding whether the employees should remain in an 

organization or not. Lambert et al., (2012) concluded in their research that age was inversely related to turnover intent. 

In their study, they found out that, older aged employees felt they had fewer employment opportunities and thus they 

were more satisfied with their jobs so they tended to stay in the organization. Older aged employees also have long 

tenure which led them also to stay in their organization because investments that they had made were too costly for 

them to leave. 

Hayes (2015) found that employees’ age has significant relationship with turnover intention. Nowadays, the 

employees consist of Baby Boomer generation (born 1946-1964), Generation X (born 1965-1981) and Generation Y 

(born 1982-1999). Every generation creates their own traditions and cultures by shared a collective field of emotions, 

attitudes, preferences, and dispositions (Arsenault, 2004). Generation Y has strong interest in training, career 

advancement and work-life balance. Along with Generation X, they are less loyal to employers and more 

individualistic, compared to Baby Boomers. The Baby Boomers are the post-World War II generation, so they were 

more easily satisfied and less likely to quit. Generation X and Y tend to turnover when they feel there is no chance for 

promotion or increased pay (Hayes, 2015). Generation X and Y averaged staying less years in an organization while 

older generation have 15 years length of tenure (Hokanson et al., 2011). 

 

2.6.1.2 Level of Income 

Another factor that influences employees to do turnover is level of income. Khatri et al., (2001) studied about 

employee turnover rates in Asian context by examining companies in Singapore. The result showed that level of 

income influence turnover in the food and beverage and marine and shipping industries. It means the higher level of 

income, the less likely to have turnover. But turnover was unrelated with level of income in the retail industry. Studies 

of employees in United States revealed that employees in the lowest income quartile have lower job satisfaction 

compared to those in upper income quartile (Medina, 2012). They also were reported to have the highest intention to 

seek new job opportunities with better-pay status. 
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2.6.1.3 Workplace Characteristics 

The nature of the workplace environment has characteristics that affect employees’ perception of the 

organization where they work at. McKnight et al., (2009) found that workplace characteristics such as structural 

fairness, trust in senior management, employee information sharing, and job security affected turnover intentions and 

employee turnover. Trust in senior management may lead to employees’ satisfaction because they believe that 

management will run the organization effectively. Organizations that failed to promote accommodating and cordial 

workplace characteristics and environment for employees might increase employees’ emotional exhaustion and lead 

employees to quit. 

 

2.6.1.4 New employees 

Being a newly hired employee in any organization means you have to adapt with your job responsibilities 

and your working environment. The adapting and socializing process might burn out new hired employees. Yu and 

Kang (2016) studied about factors affecting turnover of new graduate nurses in Korea. They found that the biggest 

turnover intention rate will be in the period of 0 to 6 months of work. At this period, work schedule, orientation 

duration, becoming part of a team, professional development, desired hospital, and practical support are factors that 

are important for new graduate nurses and may affect their turnover intention. The longer they stay working in the 

hospital, the less their turnover intention and subsequent turnover. The factors that were important to them and affected 

their turnover intention become unimportant anymore. The factor that still affecting them until they are at 13 to 18 

months period of work is professional development.  

Pineau et al., (2015) researched about new graduate nurses’ job satisfaction because job satisfaction is related 

to turnover intention. They argued that new graduate nurses are experiencing stressful work environment which leads 

to low job satisfaction and high turnover intention. It turns out that both personal and structural workplace factors are 

affecting new graduate nurses’ job satisfaction, and as well as turnover intention. As lots of senior nurses decide to 

retire, it is important to understand turnover intention among new graduate nurses and prevent nursing workforce 

shortage. Boamah and Laschinger (2016) found that experiencing burnout (emotional exhaustion and cynicism) will 

increase turnover intention among new graduate nurses. Turnover intention is a recurring problem so the organization 

should create supportive working condition for new graduate nurses. In Italy, Tomietto et al., (2015) also studied about 

newcomer nurses’ turnover intention and organizational socialization. At 0 to 6 months, competence acquisition and 

comprehension of organizational rules are main factors for newcomer nurses. At 7 to 12 months, the factor changes 

to workgroup integration. Above 12 months, like Yu and Kang’s study (2016), it is professional development that will 

affect turnover intention. Research about new hired employees’ turnover intention also has been done in the tourism 

and hospitality industry.  

Kim (2012), found that newcomers from graduate school or other industries and newcomers from same 

industry have different factors affecting their turnover intention. Newcomers from graduate school or other industries 

place personnel management, professional development, and job related are significant factors that related to turnover 

intention. Meanwhile, for newcomers from same industries will only concern themselves about the supervisor’s 

support. Interesting findings from this research agreed that external causes affect them most and co-workers’ support 

is not a significant factor for turnover intention. Allen and Shannock (2012), approached new hired employees’ 

turnover intention within a year of working with socialization tactics. It was found that perceived organizational 

support and job embeddedness as socialization tactics related to organizational commitment and turnover intention of 

new hired employees. Early experiences of socialization can help new hired employees to adapt and create relationship 

with their organization. Positive experiences lead to high organizational commitment and low turnover intention. Chen 

et al., (2016) studied about turnover process among Chinese new employees and how career growth took role. The 

result showed that career growth has negative correlation with turnover intention and positive correlation with job 

satisfaction. Chinese new employees perceived that they serve their organization so in return they expect career 

progress, professional development, and opportunities to get promotion and pay rise. 

 

2.7 Relationship between Organizational Culture and Employee Turnover 

Previous research has shown that organizational culture does have an impact on several key organizational 

variables (Cameron and Quinn, 2011). Denison, Lief, and Ward (2004) extolled the qualities of organizational culture 

in enhancing organizational performance. Many other studies reported a profound impact of organizational culture on 

organizational performance and effectiveness (Cameron and Quinn, 2011, Denison et al., 2004). In addition to the 

reported impact of organizational culture on overall organizational performance, the literature suggests that 

organizational culture affects individual attitudes and behaviours. Therefore, employees' perceptions of the nature of 

organizational culture are a critical element in human resource management, change management and leadership. 

O'Reilly, Chatman and Caldwell (1991) explored the relationship between organizational culture and individual 
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personality types. They suggested that employees who were not a good fit with an organization, either because of job 

tasks or organizational culture, were likely to quit because of reduced job satisfaction and commitment to the 

organization as compared to employees who were a good fit, especially with the organizational culture. Meyer et al. 

(2010) examined the relationship between Organizational culture and employee commitment and intent to stay at a 

Canadian energy company. The authors hypothesized that employee education and intent to stay would be greater 

when there was organizational culture similarity between the employees perceived and preferred organizational 

culture. They assessed pre-change employee dedication and intent to stay one month before company reorganization. 

Paper surveys were distributed to the entire workforce, and 699 (67%) responded. 

Seven months after the restructuring, the researchers assessed post-change employee commitment and intent 

to stay via a second paper survey that was distributed to the entire workforce, of whom 637 (59%) responded. The 

authors deployed polynomial regression and response surface analysis to each of the dependent variables (commitment 

and intention to stay) to determine employee alignment with Organizational culture and found that Organizational 

culture correlated with intention to stay (Lower turnover intention).Subsequently, Organizational culture similarity 

had positive outcomes for employee commitment and intent to stay. Culture is integral to the identity of an 

organization and reflects the fundamental values critical to that organization (Ojo, 2010). Indeed, OC is defined 

regarding its values which are then evinced in the operational practices of the organization. An organization’s culture 

may make that organization a more or less attractive employment prospect for different individuals based on each 

person’s value structure, and research has shown that people tend to seek out and self-select organizations that 

epitomize their personal values and morals (O’Reilly, 1991). Thus, OC has significant implications for the retention 

of employees because it may be the most important factor in determining how well an individual fit with an 

organization (O’Reilly, 1991). Indeed, research shows that employees who fit well with their organization’s culture 

are less likely to leave and are generally more satisfied with the conditions of their employment, while those that are 

a poor fit are more likely to leave voluntarily and less liable to be promoted. Some researchers have found that length 

of tenure is negatively correlated with employee turnover rate (Hayes, 2015; Tew et al., 2013, Gerhart, 1989). It means 

the longer employees stay in an organization, the less intention to do turnover. Dinger, Thatcher, Step in, and Craig 

(2012) said that employees who have worked longer in an organization are less aware of comparable jobs in other 

organizations than those who work there in short period. Even if there are better job alternatives, long tenured 

employees would often choose to stay (Gerhart, 1989). Long tenured employees also have higher job satisfaction and 

lower turnover intention rather than short tenured employees (De Moura et al., 2009). 

However, some studies revealed that length of tenure still have uncertain correlation with turnover intention. 

Chan and Morrison (2000) found that long tenured nurses (2-4 years experiences) tend to have turnover intention than 

new nurses. It is argued that new nurses have not given any thought of career plan at the beginning of their career 

because they are too focus on adjusting with new environment and work demands. After they are settled with their 

environment and work demands, around second to fourth year of their job, they start to evaluate their career plan. 

Beecroft, Dorey, and Wenten (2007) studied about new graduate nurses and turnover intention. This study is different 

with previous study because new graduate nurses here consists of full range of ages. They found older new graduate 

nurses who did not get their choices in hospital would like to leave the job. Older new graduate nurses more likely to 

have fixed career plan than younger nurses and they are willing to resign when their goals are not on track. 

Organizational culture is one of the fundamental factors that influence employees’ turnover behavior. There are several 

things that make employees commit to their jobs. Most of them usually measure their satisfaction based on their pay, 

supervisor, coworkers, job itself, and promotion opportunities. If employees are satisfied with the organizational 

culture, they tend to be committed to the organization. They have a tendency to stay loyal at their jobs and contribute 

more beneficial actions for the company, such as arrive on time, reducing absenteeism, putting best effort at their 

works. When employee is satisfied and committed to company, it is expected that turnover rate can be decreased. 

Adkins and Caldwell (2004) in their research about organization culture said that how ‘fit’ individuals to the 

culture of the organization was a significant predictors of job satisfaction. When the individuals feel that their values 

are congruent with organization values, then they are more likely to be satisfied with their job and stay remain in the 

same organization. Medina (2012) also found the same result in her study. The study said that increasing cultural 

workplace satisfaction should increase job satisfaction and decrease turnover intention. Workplace culture is a 

moderation between job satisfaction and employee turnover. Mouritsen et al.,(2004), concluded that the employee 

turnover in schools and universities are due partly to the low morale of the teachers, which in turn has increased the 

rate of labor turnover from the system. They further analyze that it is fair to say that lecturers will put in their best 

when the work environment is conducive; when there are good welfare packages like good houses, adequate health 

and medical insurance, training and development opportunities and other relevant fringe benefits. In the absence of 

these, it can only be expected that frustration and eventually quits will result. Given their role in society, there is a 

strong case to pay special attention to university academics while not constituting them into a special class. However, 
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it is important to further explore opportunities to provide more incentives to enable lecturers maximize their role in 

the development process. In doing this, we have also shown that economic incentives on their own do not provide 

sufficient motivation for university teachers. They also assert that high turnover lowers firm’s incentives to provide 

staff training programs and, therefore, reduces productivity. On the other hand, job matching theory postulates that 

turnover can help employers and employees to avoid being locked in sub-optimal matches permanently, subsequently 

increases productivity. The conflict between retaining workforce stability on the one hand, and flexibility on the other, 

gives rise to the quest of an optimal turnover rate. Avery et al., (2007) uses multinational cross panel regressions to 

explore the extent of employee turnover in the organization which may trim down growth and development of any 

organization and the overall economy. Their paper finds a substantial impact of employee turnover on economic 

growth based on data from East Asia, Africa, South Asia and the Middle East. His results suggest that employee 

turnover in education and management has a direct impact on economic growth through throbbing change in 

management lowering the average quality of human capital. 

 

3.0 RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter discusses the research methods and research methodology that was employed in the study. It 

provided the procedures and described the activities that were utilized for the completion of this work. It comprised 

the research design, study sites, study population, data collection method, data collection instrument and methods used 

in analyzing the data. 

 

3.2 Research Design 

The research design is the conceptual structure within which research is conducted; it constitutes the blueprint 

for the collection, measurement and analysis of data. It is the arrangement of conditions for collection and analysis of 

data in a manner that aims to combine relevance to the research purpose (Selltinz, 1962). The design of this study was 

an exploratory study that sought to investigate the types of organizational culture operational in ten private tertiary 

institutions in the Kumasi metropolis, Ashanti region. It also sought to explore how the various operational 

organizational cultures influenced employee turnover on the institutions. Exploratory or formulative research is a 

methodological approach that is primarily concerned with discovery and with generating or building theory (Bryman, 

2001). The major emphasis is on the discovery of ideas and insights in a subject of interest. Exploratory research does 

not aim to provide the final and conclusive answers to the research questions but seeks to explore the research topic 

with varying levels of depth (Singh, 2007). It also helps to present the best understanding to any situation at hand. 

When conducting exploratory research, the research ought to be dynamic as a result of revelations of new insights and 

findings in the research.   

The study also employed the quantitative research design. Quantitative research design relates to the design 

of a research which uses quantitative research methods. It is aimed at discovering how many people think, act or 

perceive a situation. It involves large samples sizes, concentrating on the varied and quantity of responses as opposed 

to gaining more emotional insight with the aim of qualitative research designs. In the end, the data is presented in a 

numerical format and can be analyzed in a quantifiable way employing statistical tests (Bernard and Bernard, 2012). 

Non-probability sampling, specifically the convenience sampling method was employed to select 203 employees of 

the selected private tertiary institutions. The data collection tool utilized in this study was questionnaires. The 

questionnaires were self-administered and SPSS was used for the data analysis. The study employed Likert Scale 

ranging from 1 (strongly disagree) to 5 (strongly agree) to determine the relationship of the types of organizational 

culture affecting employee turnover. Results were presented in tables where appropriate.  

 

3.3 Study Areas 

The study was conducted among some private universities in the Kumasi metropolis. The Kumasi metropolis 

is one of the largest metropolitan areas in Ghana. It is the second city in Ghana and it is known for the stories of its 

rich and powerful Ashanti kingdom (kma.gov.gh). It has a total population of about 2,069,350 inhabitants 

(kma.gov.gh). The Kwame Nkrumah University of Science and Technology (KNUST) is the main pubic university in 

the city and the second biggest in Ghana after the University of Ghana. The city is also dispersed with private 

universities and tertiary institutions. There are about 20 private universities in Kumasi. In all, these private universities 

offer at least four-year undergraduate degrees (Bachelor degrees) or postgraduate degrees (Masters or Doctoral 

degrees) accredited programs or courses to qualifying students.  
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3.4 Study Sites 

A total of ten private universities were included in this current work. The private universities included were 

the Ghana Baptist University College (GBUC), Amakom, the Garden City University College (GCUC), Kenyaase, 

the Christ Apostolic University College (CAUC), Kwadaso, the University College of Management Studies 

(UCOMS), Ayeduase, Kessben University College (KUC), Kuntenase, Spiritan University College (SUC), Ejisu, 

Valley View University (VVU), Kwadaso, Presbyterian University College (PUC), Santasi, Wisconsin International 

University College (WICU), Feyiase, and the Central University (CU), Asokore Mampong. These private universities 

in the country provide education to train and develop graduates in the field of science and technology, arts, theology 

and engineering. Their establishment have aided to respond to the challenges of the Ghanaian market and dynamic 

global market seeking to bring to bear the relentless effort for excellent training of graduates through critical and 

analytical thinking in the country.  

 

 

3.5 Study Population 

Defining the study population is an integral part of posing the primary question. It is not enough to claim that 

an intervention is or is not effective without describing the type of participant on which the intervention was tested. 

The study population is the subset of the population with the condition or characteristics of interest defined by the 

eligibility criteria (Friedman et al., 2010). Yount (2006) points out that a population comprises all possible cases of 

persons, objects, and events that constitute a known whole. The concept refers to every individual who fits the criteria 

that a researcher has laid out for the research participants. The group of participants actually studied in any intervention 

is the study population.  

The study population for this current research comprised both administrative staff and teaching staff in the 

10 private universities who had worked with the universities for a minimum of three years and more. This cohort was 

chosen because it was assumed that the period of time frame adopted by this research, employees would have had a 

unique and personal experience of the organizational culture operative in their private universities. Altogether, 15 

teaching staff from each university comprising both full time and part time lecturers were included in the study. The 

administrative staff numbers admitted into this research ranged from 4 to 7 staff members from the various 

universities. The distribution of the study population is shown in table 3.1. 

 

Table 3.1: Distribution of Study population among the 10 private universities 

Private Universities Administrative staff Teaching staff 

Ghana Baptist University College (GBUC) 6 15 

Garden City University College (GCUC) 6 15 

Christ Apostolic University College (CAUC) 6 15 

University College of Management Studies (UCOMS) 5 15 

Kessben University College (KUC) 4 15 

Spiritan University College (SUC) 4 15 

Valley View University College (VVU) 7 15 

Presbyterian University College (PUC) 6 15 

Wisconsin International University College (WIUC) 5 15 

Central University College (CU) 4 15 

Total 53 150 

Grand total 203 

 

 

3.6 Sampling procedure and Sample size estimation 

Sampling as a step in the conduct of research is very essential. It forms the basis on which interpretation of 

the research results are done and inference are made to the entire population (Denscombe, 2010).The sample size 

provides an estimate of the needed size or number of participants in any scientific investigation (Friedman et al., 2010, 

Brown, 1980). Many scientific investigations that do not carefully and formally consider the sample size requirements 

turn out to lack the statistical power or ability to detect and provide intervention effects or otherwise of a magnitude 

or impart of the investigation that has clinical importance (Armitage et al., 2002). Given a total finite population of 

350 administrative staff and teaching staff for the selected ten private universities understudy, a finite population 
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correction for proportions on sample size estimation developed by Cochran (1963) was used in determining the sample 

size for the study. The sample size calculation is given as: 

𝑛 =
𝑛0

1 +
(𝑛0 − 1)

𝑁

 

and 

𝑛0 =
𝑍 ∗ (𝑝) ∗ (1 − 𝑝)

𝑐2
 

Where, 

Z = 95% confidence level =.96 

p = percentage of picking a choice (expressed as a decimal) = 0.5 

c = confidence interval (expressed as decimal) = 0.05 

𝑛0= sample size estimation for an infinite population 

N = finite population 

𝑛 = Sample size for finite population correction for proportion 

 

Thus,  

𝑛0 =
1.96 × 0.5 × (1 − 0.5)

0.052
= 272.25 

Hence, 

𝑛 =
272.25

1 +
(272.25 − 1)

350

= 192.2631 ≅ 192 

A 5% allowance was allowed to obtain a total sample size of 203 participants. This was to attend to issues of any 

unforeseen eventualities such as participant drop out.  

 

The convenience sampling method was used for the current research. Convenience sampling also known as haphazard 

sampling, availability sampling, grab sampling, accidental sampling or opportunity sampling is a type of non-

probability or non-random sampling where members of the target population that meet certain practical criteria, such 

as easy accessibility, geographical proximity, availability at a given time, or the willingness to participate are included 

for the purpose of the study (Dörnyei, 2007). It is also referred to the researching subjects of the population that are 

easily accessible to the researcher. Convenience samples are regarded as accidental samples because elements may be 

selected in the sample simply as they just happen to be situated, spatially or administratively, near to where the 

researcher is conducting the data collection (Zhi, 2014). It deals with available and willing people who agree to 

participate in any research.  

 

3.7 Data Collection 

Data was collected using a structured questionnaire guide. The questionnaire is a form containing a set of 

questions items given to people to gain statistical information (Walliman, 2011). The questionnaire is the most 

common data collecting instrument (Bernard, 2012). Its purpose is to supply you with the data you need in an unbiased 

form as possible. The questionnaires were self-administered by the administrative staff and the teaching staff of the 

10 private universities. Question items asked included the factors that constitute organizational culture. They included 

questions on bureaucratic culture, clan culture, entrepreneurial culture and power culture and their influence on 

employee turnover in private universities in Ghana.  

The study employed the Likert Scale to respond to the various options under the factors that constitute an 

organizational culture. The scale ranged from 1 (strongly disagree) to 5 (strongly agree).The likert type scale presents 

statements of options with which the respondent shows a specific amount of agreement or disagreement to. A scale is 

assumed between the options of responses available to the respondent and the respondent selects the point that 

represents his or her opinion. It rates the importance of an attribute (Kotler and Kotler, 1998).  

 

3.8 Data Analysis 

The analysis of this study was based on Cameron and Quinn (2011) preposition that organizational culture is 

made up of bureaucratic culture, clan culture, entrepreneurial culture and power culture and their influence on 

employee turnover in private universities in Ghana. All data was organized and cleaned and entered into Microsoft 

office package (Excel) 2016 and analyzed with SPSS version 23. Quantitative data for analysis was collected from 

respondents of selected private universities using a structured questionnaire guide. Descriptive statistics were 
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presented through frequency tables to enable easy understanding and interpretations. Further, research findings were 

also presented using tables to establish the level of relationships between the various organizational cultures and 

employee turnover. Correlation analysis was employed to examine the relationship between organizational cultures 

and employee turnover.  

A linear regression model was used in determining the impact of organizational cultures on employee 

turnover. Linear regression was employed because it allows modeling relationship between two or more explanatory 

variables and a response variable. It assumes that variables have normal distributions, homoscedasticity and serially 

uncorrelated errors. The violation of these assumptions may lead to bias in test statistics and confidence interval which 

will contribute to wrong validity of estimates (Antonakis and Deitz, 2011).  

 

3.9 Chapter Summary 

This chapter discusses the methodology used for the conduct of the research. It discusses the research design, 

the study areas, the study sites, the sampling procedures and the sample size. It further discusses the data collection 

procedures and how the data was analyzed. The final section is the summary of the chapter. 

 

4.0 DATA ANALYSIS 

4.1 Introduction 

This chapter comprises research analysis and findings on the organizational culture and employee turnover 

of the administrative and teaching staffs of selected private universities in the Kumasi Metropolis of Ghana. The 

private universities included were the Ghana Baptist University College (GBUC), Amakom, the Garden City 

University College (GCUC), Kenyaase, the Christ Apostolic University College (CAUC), Kwadaso, the University 

College of Management Studies (UCOMS), Ayeduase, Kessben University College (KUC), Kuntenase, Spiritan 

University College (SUC), Ejisu, Valley View University (VVU), Kwadaso, Presbyterian University College (PUC), 

Santasi, Wisconsin International University College (WICU), Feyiase, and the Central University (CU), Asokore 

Mampong. The chapter is in two sections. The first section deals with preliminary analysis detailing personal 

information of respondents in relation to the private universities under study. The second section focuses on the 

relationship and impact of organizational cultures on employee turnover of these private universities. The analysis of 

this study was based on the assertion by Cameron and Quinn (2011) that organizational culture consists of the 

bureaucratic culture, clan culture, entrepreneurial culture and power culture and their influence on employee turnover. 

 

4.2 Demographic description 

A total of 203 respondents from the selected private universities were included in the research. This 

comprised of 53 (26.1%) and 150 (73.9%) respondents from the administrative and teaching staffs respectively of the 

selected private universities.  Table 4.1 shows the number of respondents from the various private universities. Out of 

53 respondents from the administrative staff of the private universities under study, 32(60.4%) of them are males 

while 21(39.6%) are females. 102 (68.0%) of respondents from the teaching staff are males whilst 48(32.0%) of them 

are females. More than half of the administrative and teaching staff respondents are males apart from respondents 

from CU with 3(75.0%) and 8(53.3%) females respectively. This shows high levels of male dominance in the teaching 

and non-teaching staffs of the private universities understudy. 7(13.2%) of administrative staff respondents were from 

VVU while 6(11.3%) of them were from GBUC as well as GCUC, CAUC, and PUC. 5(9.4%) of them were from 

UCOMS and WIUC while 4(7.5%) were from KUC as well as SUC and CU. However, teaching staff respondents had 

equal representations across selected private universities. 

 

 

 

 

 

Table 4.1: Distribution of respondents from the selected private universities 

Private 

universities 
Administrative staff Teaching staff 

 Males Females Total Males Females Total 

GBUC 4(66.7%) 2(33.3%) 6(11.3%) 12(80.0%) 3(20.0%) 15(10.0%) 

GCUC 4(66.7%) 2(33.3%) 6(11.3%) 10(66.7%) 5(33.3%) 15(10.0%) 

CAUC 4(66.7%) 2(33.3%) 6(11.3%) 12(80.0%) 3(20.0%) 15(10.0%) 

UCOMS 3(60.0%) 2(40.0%) 5(9.4%) 11(73.3%) 4(26.7%) 15(10.0%) 
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KUC 3(75.0%) 1(25.0%) 4(7.5%) 9(60.0%) 6(40.0%) 15(10.0%) 

SUC 3(75.0%) 1(25.0%) 4(7.5%) 13(86.7%) 2(13.3%) 15(10.0%) 

VVU 4(57.1%) 3(42.9%) 7(13.2%) 10(66.7%) 5(33.3%) 15(10.0%) 

PUC 3(50.0%) 3(50.0%) 6(11.3%) 8(53.3%) 7(46.7%) 15(10.0%) 

WIUC 3(60.0%) 2(40.0%) 5(9.4%) 9(60.0%) 6(40.0%) 15(10.0%) 

CU 1(25.0%) 3(75.0%) 4(7.5%) 7(46.7%) 8(53.3%) 15(10.0%) 

Total 32(60.4%) 21(39.6%) 53(100.0%) 102(68.0%) 48(32.0%) 150(100.0%) 

Source: Field data 2018 

 

4.3 Organizational culture and employee turnover of selected private universities 

4.3.1 Bureaucratic culture 

Table 4.2 shows results of responses on some measurements as values of bureaucratic culture with their 

means and standard deviations.  

 

Table 4.2: Measurements of bureaucratic culture 

Measurement SD D N A SA M SD 

Formality 7(3.4%) 9(4.4%) 28(13.8%) 60(29.6%) 99(48.8%) 4.16 1.046 

Rules 0(0.0%) 9(4.4%) 14(6.9%) 88(43.3%) 92(45.3%) 4.30 0.784 

SOP 76(37.4%) 95(41.9%) 19(9.4%) 15(7.9%) 8(3.9%) 1.99 1.060 

Hierarchy 3(1.5%) 10(4.9%) 17(8.4%) 79(39.9%) 94(46.3%) 4.21 0.908 

SD – Strongly Disagree, D – Disagree, N – Neutral, A – Agree, SA – Strongly Agree, M – Mean, SD – Standard 

Deviation, SOP – Standard Operating Procedure 

Source: Field data 2018 

 

From table 4.2, 7 (3.4%) of the respondents strongly disagreed that formality is a measure of bureaucratic 

culture, 9 (4.4%) disagreed that formality is a value of bureaucratic culture; 28(13.8%) were indifferent. However, 60 

(29.6%) agreed that formality is a value of bureaucratic culture, whilst 99 (48.8%) strongly agreed that formality is a 

value of bureaucratic culture. In all, 159 respondents representing 78.4% agreed that formality is a value of 

bureaucratic culture. Respondents averagely agree that formality is a value of bureaucratic culture (M = 4.16, SD = 

1.046).Hence, it can be argued that formality is a value of bureaucratic culture. This confirms a study by Hofstede 

(2012) who argued that formality is a feature of bureaucratic culture.  

None of the respondents strongly disagreed that the rules constitute a value of bureaucratic culture; 9(4.4%) 

disagreed that the rules constitute a value of bureaucratic culture; 14 (6.9%) were indifferent. However, 88 (43.3%) 

agreed that rules form a value of bureaucratic culture, whilst 92 (48.8%) strongly agreed that rules form a value of 

bureaucratic culture. A total of 180 respondents, representing 88.6% agreed that the rules constitute a value of 

bureaucratic culture. Respondents averagely agree that rules form a value of bureaucratic culture (M = 4.30, SD = 

0.784).This significantly indicates that rule is a value of bureaucratic culture. This confirms a study by Hofstede (2012) 

who argue that rules form a feature of bureaucratic culture. 

76(37.4%) of the respondents strongly disagreed that standard operating procedure is a value of bureaucratic 

culture; 85 (41.9%) disagreed that standard operating procedure is a value of bureaucratic culture; 19 (9.4%) were 

indifferent. However, 15 (7.4%) agreed that standard operating procedure is a value of bureaucratic culture, whilst 8 

(3.9%) strongly agreed that standard operating procedure is a value of bureaucratic culture. 161(79.3%) respondents 

in total disagreed that standard operating procedure is a value of bureaucratic culture. Respondents averagely strongly 

disagree that formality is a value of bureaucratic culture (M = 1.99, SD = 1.060).Thus, it can be argued that standard 

operating procedure is a not a value of bureaucratic culture. This contradicts a study by Hofstede (2012) who argue 

that standard operating procedure is a feature of bureaucratic culture. 

Table 4.2 further shows that 3(1.5%) of the respondents strongly disagreed that hierarchy is a value of 

bureaucratic culture; 10 (4.9%) disagreed that hierarchy is a value of bureaucratic culture; 17 (8.4%) were indifferent. 

However, 79 (38.9%) agreed that hierarchy is a value of bureaucratic culture whilst 94 (46.3%) strongly agreed that 

hierarchy is a value of bureaucratic culture. In all, 173 respondents, representing 85.2%, agreed that hierarchy is a 

value of bureaucratic culture. Respondents averagely agree that hierarchy is a value of bureaucratic culture (M = 4.21, 

SD = 0.908). Hence, it can be argued that hierarchy is a strong value of bureaucratic culture. This confirms a study by 

Hofstede (2012) who argue that hierarchy is a feature of bureaucratic culture. 
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1.3.2 Clan culture 

Table 4.3 shows results of responses on some measurements as values of clan culture with their means and 

standard deviations.  

Table 4.3: Measurements of clan culture 

Measurement SD D N A SA M SD 

Tradition 18(8.9%) 28(13.8%) 24(11.8%) 64(31.5%) 69(34.0%) 3.68 1.309 

Loyalty 63(31.0%) 97(47.8%) 27(13.3%) 11(5.4%) 5(2.5%) 2.00 0.941 

Personal commitment 176(8.4%) 32(15.9%) 3(1.5%) 91(44.8%) 60(29.6%) 3.71 1.273 

Extensive socialization 22(10.8%) 31(15.3%) 7(3.4%) 97(47.8%) 46(22.7%) 3.56 1.290 

Team work 77(37.9%) 69(34.0%) 16(7.9%) 24(11.8%) 17(8.4%) 2.19 1.288 

SD – Strongly Disagree, D – Disagree, N – Neutral, A – Agree, SA – Strongly Agree, M – Mean, SD – Standard 

Deviation 

Source: Field data 2018 

 

From the table above, 18 (8.9%) of the respondents strongly disagreed that tradition is a value of clan culture; 

28 (13.8%) disagreed that tradition is a value of clan culture; 24 (11.8%) were indifferent. However, 64 (31.5%) agreed 

that tradition is a value of clan culture, whilst 69 (34.0%) strongly agreed that tradition is a value of clan culture. 

Results show that respondents are averagely neutral about tradition as a value of clan culture (M = 3.68, SD = 1.309). 

In all, 133 respondents, representing 65.5%, agreed that tradition is a value of clan culture. Hence, it can be argued 

that tradition is a value of clan culture. This confirms a study by Ongori(2007) who argues that tradition is a feature 

of clan culture. 

Moreover, 63 (31.0%) of the respondents strongly disagreed that loyalty is a value of clan culture; 97 (47.8%) 

disagreed that loyalty is a value of clan culture; 27 (13.3%) were indifferent. However, 11 (5.4%) agreed that loyalty 

is a value of clan culture, whilst 5 (2.5%) strongly agreed that loyalty is a value of clan culture. In all, 160 respondents, 

constituting 78.8%, disagreed that loyalty is a value of clan culture.  Results show that respondents averagely disagree 

that loyalty is a value of clan culture (M = 2.00, SD = 0.941). Hence, it can be argued that loyalty is not a value of 

clan culture. This contradicts a study by Mullins (2010) who argues that loyalty is a feature of clan culture. 

Also, 17 (8.4%) of the respondents strongly disagreed that personal commitment is a value of clan culture; 

32(15.8%) disagreed that extensive socialization is a value of clan culture; 3 (1.5%) were indifferent. However, 91 

(44.8%) agreed that personal commitment is a value of clan culture, whilst 60(29.6%) strongly agreed that personal 

commitment is a value of clan culture. Results show that respondents are averagely neutral about personal commitment 

as a value of clan culture (M = 3.71, SD = 1.273). 151 respondents, representing 74.4%, agreed that personal 

commitment is a value of clan culture in total.  Hence, it can be argued that personal commitment is a value of clan 

culture. This confirms a study by Mullins (2010) who argues that personal commitment is a feature of clan culture. 

Further, 22 (10.8%) of the respondents strongly disagreed that extensive socialization is a value of clan 

culture; 31(15.3%) disagreed that extensive socialization is a value of clan culture; 7 (3.4%) were indifferent. 

However, 97 (47.8%) agreed that extensive socialization is a value of clan culture, whilst 47 (22.7%) strongly agreed 

that extensive socialization is a value of clan culture. In all, 143 respondents, representing 70.5%, agreed that extensive 

socialization is a value of clan culture. Results show that respondents averagely agree that extensive socialization is a 

value of clan culture (M = 3.56, SD = 1.290). Hence, it can be argued that extensive socialization is a value of clan 

culture. This confirms a study by Hofstede (2012) who argues that extensive socialization is a feature of clan culture. 

Lastly, 77 (37.9%) of the respondents strongly disagreed that teamwork is a value of clan culture; 31 (15.3%) 

disagreed that teamwork is a value of clan culture; 7 (3.4%) were indifferent. However, 97 (47.8%) agreed that 

teamwork is a value of clan culture, whilst 47(22.7%) strongly agreed that teamwork is a value of clan culture. Results 

show that respondents are averagely neutral about team work as a value of clan culture (M = 2.19, SD = 1.288). A 

total of 143 respondents, representing 70.5%, agreed that teamwork is a value of clan culture. Hence, it can be argued 

that teamwork is a value of clan culture. This confirms a study by Ongori (2007) who argues that teamwork is a feature 

of clan culture. 

 

1.3.3 Entrepreneurial culture 

Table 4.4 below shows results of responses on some measurements as values of entrepreneurial culture with their 

means and standard deviations.  

Table 4.4: Measurements of entrepreneurial culture 

Measurement SD D N A SA M SD 
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High level of risk 18(8.9%) 25(12.3%) 22(10.8%) 78(38.4%) 60(29.6%) 3.67 1.294 

Dynamism 12(5.9%) 15(7.4%) 33(16.3%) 66(32.5%) 77(37.9%) 3.89 1.168 

Creative characteristics 33(16.3%) 52(25.6%) 14(6.9%) 58(28.6%) 46(22.7%) 3.16 1.444 

Innovation 23(11.3%) 31(15.3%) 16(7.9%) 83(40.9%) 50(24.6%) 3.52 1.318 

Commitment to experiment 28(13.8%) 17(8.4%) 23(11.3%) 65(32.0%) 70(34.5%) 3.65 1.386 

SD – Strongly Disagree, D – Disagree, N – Neutral, A – Agree, SA – Strongly Agree, M – Mean, SD – Standard 

Deviation 

Source: Field data 2018 

 

The table above shows that 18 (8.9%) of the respondents strongly disagreed that high level of risk is a 

characteristic of entrepreneurial culture; 25(12.3%) disagreed that high level of risk is a characteristic of 

entrepreneurial culture; 22(10.8%) were indifferent. However, 78 (38.4%) agreed that high level of risk is a 

characteristic of an entrepreneurial culture, whilst 60 (29.6%) strongly agreed that high level of risk is a characteristic 

of entrepreneurial culture. Results show that respondents are averagely neutral about high level of risk as a value of 

entrepreneurial culture (M = 3.67, SD = 1.264). In all, 138 respondents, representing 68%, agreed that high level of 

risk is a characteristic of an entrepreneurial culture. Hence, it can be argued that high level of risk is a value of 

entrepreneurial culture. This confirms a study by Ojo (2010) who argues that high level of risk is a feature of 

entrepreneurial culture  

Moreover, it can be observed that 12 (5.9%) of the respondents strongly disagreed that dynamism is a 

characteristic of entrepreneurial culture; 15 (7.4%) disagreed that dynamism is a characteristic of entrepreneurial 

culture; 33 (16.3%) were indifferent. However, 66 (32.5%) agreed that dynamism is a characteristic of an 

entrepreneurial culture, whilst 77 (29.6%) strongly agreed that dynamism is a characteristic of entrepreneurial culture. 

Results show that respondents are averagely neutral about dynamism as a value of entrepreneurial culture (M = 3.89, 

SD = 1.168). In all, 143 respondents representing 70.4%, agreed that dynamism is a characteristic of an entrepreneurial 

culture. It can be argued that dynamism is a value of an entrepreneurial culture.  

This confirms a study by [10] who argues that dynamism is a feature of entrepreneurial culture. Furthermore, 

33 (16.3%) of the respondents strongly disagreed that creative characteristic is a value of entrepreneurial culture; 52 

(25.6%) disagreed that creative characteristic is a value of entrepreneurial culture; 14 (6.9%) were indifferent. 

However, 58 (28.6%) agreed that creative character is a value of an entrepreneurial culture, whilst 46 (22.7%) strongly 

agreed that dynamism is a value of entrepreneurial culture. Results show that respondents are averagely neutral about 

creative characteristics as a value of entrepreneurial culture (M = 3.16, SD = 1.444). In all, 104, representing 51.3%, 

agreed that creative character is a value of an entrepreneurial culture. Hence, it can be argued that creative character 

is a weak value of an entrepreneurial culture. This confirms a study by Moela (2016) who argues that creative character 

is a feature of entrepreneurial culture. 

Also, 23 (11.3%) of the respondents strongly disagreed that innovation is a value of entrepreneurial culture; 

31 (15.3%) disagreed that innovation is a value of entrepreneurial culture; 16 (7.9%) were indifferent. However, 83 

(40.9%) agreed that innovation is a value of an entrepreneurial culture, whilst 50 (24.6%) strongly agreed that 

innovation is a value of entrepreneurial culture. Results show that respondents are averagely neutral about innovation 

as a value of entrepreneurial culture (M = 3.52, SD = 1.318). In all, 133 respondents, representing 64.5%, agreed that 

innovation is a value of an entrepreneurial culture. Hence, it can be argued that innovation is a value of an 

entrepreneurial culture. This confirms a study by Ojo (2010) who argues that innovation is a feature of entrepreneurial 

culture. 

More so, it can be observed from Table 4.4 that 28(13.8%) of the respondents strongly disagreed that 

commitment to experiment is a value of entrepreneurial culture; 17 (8.4%) disagreed that commitment to experiment 

is a value of entrepreneurial culture which influences employee turnover; 23 (11.3%) were indifferent. However, 65 

(32.0%) agreed that commitment to experiment is a value of an entrepreneurial culture, whilst 70 (34.5%) strongly 

agreed that commitment to experiment is a value of entrepreneurial culture. Results show that respondents are 

averagely neutral about commitment to experiment as a value of entrepreneurial culture (M = 3.65, SD = 1.386). In 

all, 135 respondents, representing 66.5%, agreed that commitment to experiment is a value of an entrepreneurial 

culture. Hence, it can be argued that commitment to experiment is a value of an entrepreneurial culture. This confirms 

a study by Suppiah and Singh Sandhu (2011) who argues that commitment to experiment is a feature of entrepreneurial 

culture. 

 

1.3.4 Power culture 
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Table 4.5 below shows results of responses on some measurements as values of power culture with their means 

and standard deviations. 

Table 4.5: Measurements of power culture 

Measurement SD D N A SA M SD 

Equality 27(13.3%) 29(14.3%) 13(6.4%) 71(35.0%) 63(31.0%) 3.65 1.400 

Using power to frustrate 63(31.0%) 59(29.1%) 7(3.4%) 52(25.6%) 22(10.8%) 2.56 1.428 

Fairness 56(27.6%) 67(33.0%) 11(5.4%) 41(20.2%) 28(13.8%) 2.60 1.426 

Firmness 32(15.8%) 41(20.2%) 17(8.4%) 66(32.5%) 47(23.2%) 3.27 1.421 

Generosity 44(21.7%) 66(32.5%) 21(10.3%) 46(22.7%) 26(12.8%) 2.72 1.365 

SD – Strongly Disagree, D – Disagree, N – Neutral, A – Agree, SA – Strongly Agree, M – Mean, SD – Standard 

Deviation 

Source: Field data 2018 

 

Table 4.5 shows that 27 (13.3%) of the respondents strongly disagreed that equality is a value of power 

culture; 29 (14.3%) disagreed that equality is a value of power culture; 13 (6.4%) were indifferent. However, 71 

(35.0%) agreed that equality is a value of power culture, whilst 63(31.0%) strongly agreed that equality is a value of 

power culture. Results show that respondents are averagely neutral about equality as a value of power culture (M = 

3.65, SD = 1.400). In all, 134 respondents, representing 66%, agreed that equality is a value of an entrepreneurial 

culture. Hence, it can be argued that equality is value of power culture. This confirms a study by San Park and Hyun 

Kim (2009) who argues that equality is a feature of power culture. 

Again, 63(31.0%) of the respondents strongly disagreed that using power to frustrate others is a value of 

power culture; 59 (29.1%) disagreed that using power to frustrate others is a value of power culture; 7 (3.4%) were 

indifferent. However, 52(25.6%) agreed that using power to frustrate others is a value of power culture, whilst 

22(10.8%) strongly agreed that using power to frustrate others is a value of power culture. In total, 122 respondents, 

representing 60.1%, disagreed that using power to frustrate others is a value of power culture. Results show that 

respondents averagely disagree that using power to frustrate is a value of power culture (M = 2.56, SD = 1.428). 

Hence, it can be argued that using power to frustrate others is not a value of power culture. This contradicts a study 

by San Park and Hyun Kim (2009) who argues that using power to frustrate others is a feature of power culture. 

Besides, it can be observed from Table 4.5 that 56 (27.6%) of the respondents strongly disagreed that fairness 

is a value of power culture; 67 (33.0%) disagreed that fairness is a value of power culture; 11 (5.4%) were indifferent. 

However, 41 (20.2%) agreed that fairness is a value of power culture, whilst 28(13.8%) strongly agreed that fairness 

is a value of power culture. In all, 123 respondents, representing 60.6%, disagreed that fairness is a value of power 

culture. Results show that respondents averagely disagree that fairness is a value of power culture (M = 2.60, SD = 

1.426).Hence, it can be argued that fairness is not a value of power culture. This contradicts with a study by Bevan et 

al. (1997) who argues that fairness is a feature of power culture. 

In addition, it can be observed from Table 4.5 that 32 (15.8%) of the respondents strongly disagreed that 

firmness is a value of power culture; 41 (20.2%) disagreed that firmness is a value of power culture; 17 (8.4%) were 

indifferent. However, 66 (32.5%) agreed that firmness is a value of power culture, whilst 47(23.2%) strongly agreed 

that firmness is a value of power culture. Results show that respondents are averagely neutral about firmness as a 

value of power culture (M = 3.27, SD = 1.421). In all, 113 respondents, representing 55.7%, agreed that firmness is a 

value of power culture. Hence, it can be argued that firmness is a weak value of power culture. This confirms a study 

by Armstrong (2010) who argues that firmness is not a strong feature of power culture. 

Again, it can be observed from Table 4.5 that 44 (21.7%) of the respondents strongly disagreed that 

generosity is a value of power culture; 66 (32.5%) disagreed that generosity is a value of power culture; 21 (10.3%) 

were indifferent. However, 46 (22.7%) agreed that generosity is a value of power culture, whilst 26 (12.8%) strongly 

agreed that generosity is a value of power culture. In all, 110 respondents, representing 54.2% disagreed that generosity 

is a value of power culture. Results show that respondents averagely disagree that generosity is a value of power 

culture (M = 2.72, SD = 1.365). Hence, it can be argued that generosity is not a value of power culture. This contradicts 

a study by San Park and Hyun Kim (2009) who argues that generosity is a feature of power culture. 

 

1.4 Relationship between organizational cultures and employee turnover 

Correlation analysis was done to determine the relationship among organizational cultures and employee 

turnover. This is shown in Table 4.6 below. 

Table 4.6: Pearson’s correlation coefficient of organizational cultures and employee turnover 

 ET BC CC EC PC 
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ET 1.000     

BC 0.359* 1.000    

CC 0.360* 0.344 1.000   

EC 0.375* 0.327 0.372 1.000  

PC 0.358 0.348 0.364 0.356 1.000 

Et – Employee Turnover, BC – Bureaucratic Culture, CC – Clan culture, EC – Entrepreneurial Culture, PC – 

Power Culture. * Correlation is significant at 0.05 levels 

Source: Field data 2018 

 

From the table above, all the various types of organizational cultures evidenced significant and moderate 

correlation with employee turnover. BC (R=0.359), CC (R=0.360), EC (R=0.375) and PC (R=0.358) had a strong 

significant correlation with employee turnover. The highest relationship exists between entrepreneurial culture and 

employee turnover (R=0.375) while the least relationship exists between power culture and employee turnover 

(R=0.358). This means that there is the existence of relationships between the various types of organizational culture 

and employee turnover. The table further shows correlations between the various organizational cultures. The highest 

correlation exists between entrepreneurial culture and clan culture (R=0.372) while the least exists between 

entrepreneurial culture and bureaucratic culture (R = 0.327). 

 

4.5 Impact of the various organizational cultures on employee turnover 

A linear regression analysis was performed to determine the extent of impact of the various organizational 

cultures on employee turnover. Table 4.7 below further examines the nature of the relationship through the use of 

regression analysis. 

Table 4.7: The impact of organizational cultures on employee turnover 

Model 

Unstandardized 

coefficient 

Standardized 

coefficient 

T Sig. B 

Std. 

Error Beta 

Constant 0.517 0.065  8.003 0.000 

BC 0.479 0.046 0.406 10.483 0.000 

CC -0.123 0.052 -0.141 -2.632 0.010 

EC 0.532 0.40 0.679 13.154 0.000 

PC 0.044 0.37 0.0519 1.184 0.238 

Et – Employee Turnover, BC – Bureaucratic Culture, CC – Clan culture, EC – Entrepreneurial Culture, PC – 

Power Culture.                  

 Source: Field data 2018 

 

From Table 4.7, it can be observed that Bureaucratic Culture (BC) significantly impacts on employee 

turnover (B=0.479; t-test=10.483; p<0.01). Thus, a 1-unit increase in bureaucratic culture corresponds with 0.479 unit 

increase in employee turnover. This means that if leaders of organizations improve upon the bureaucratic culture of 

their organizations, the rate of employee turnover can be reduced as confirmed by Hofstede (2012). 

Also, it can be found that Clan Culture (CC) significantly influences employee turnover (B=-0.123; t-test=-

2.632; p<0.02).  Hence, a 1-unit increase in clan culture corresponds with 0.123 unit decrease in employee turnover. 

This means that if leaders of organizations do not improve upon the clan culture of their organization, the level of 

employee turnover can increase. This is contrary to Mullins (2010) whose findings show a direct impact of clan culture 

on employee turnover. 

In addition, Entrepreneurial Culture (EC) significantly influences employee turnover (B=0.532; t-test=-

13.154; p<0.01). Thus, a 1-unit increase in clan culture corresponds with 0.532 unit increase in employee turnover. 

This means that if leaders of organizations improve upon the entrepreneurial culture of their organization, the level of 

employee turnover can be reduced as confirmed by Ojo (2010). 

Finally, although Power Culture (PC) has a positive impact on employee turnover, this impact is not 

significant (B=0.044; t-test=1.184; p>0.05). Hence, a 1 unit increase in power culture corresponds with a non-

significant increase of 0.044 unit in employee turnover This means that if leaders of organizations improve upon the 

power culture of their organization, it would have no influence on the level of employee turnover, which contradicts 

San Park and Hyun Kim (2009) who argue that power culture has a positive influence on employee turnover. 
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Further, the analysis shows the relative strengths of the various organizational cultures. From the table, 

Entrepreneurial Culture shows the strongest relative strength of 0.679 followed by Bureaucratic Culture (0.479), 

Power Culture (0.044) and lastly Clan Culture (-0.123). This shows that entrepreneurial culture has the strongest 

impact on employee turnover relative to other organizational cultures. 

 

5.0 EVALUATION OF RESEARCH REPORT 

5.1 Summary 

The focal objective of this study was to investigate the influence of organizational culture affecting employee 

turnover in Ghana. The current situation of employee turnover in this current study was assessed among administrative 

staff and teaching staff of ten private universities in the Kumasi Metropolis of Ghana. The private universities included 

were the Ghana Baptist University College (GBUC), Amakom, the Garden City University College (GCUC), 

Kenyaase, the Christ Apostolic University College (CAUC), Kwadaso, the University College of Management Studies 

(UCOMS), Ayeduase, Kessben University College (KUC), Kuntenase, Spiritan University College (SUC), Ejisu, 

Valley View University College (VVUC), Kwadaso, Presbyterian University College (PUC), Santasi, Wisconsin 

International University College (WICU), Feyiase, and the Central University College (CUC), Asokore Mampong. 

Specifically, this study sought to examine the influence of the different types of organizational culture on the impact 

of employee turnover among the private universities considered in this current study. The specific objectives were to 

assess the effects of bureaucratic culture on employee turnover, to assess the effects of clan culture on employee 

turnover, to assess the effects of entrepreneurial culture on employee turnover and to assess the effects of power culture 

on employee turnover.  

The study employed quantitative research design with a convenience sampling technique for the selection of 203 

respondents in the study. Correlation and regression analysis were done to test the relationship between the 

organizational culture and employee turnover as well as their impacts. The study found that Bureaucratic Culture (BC) 

significantly influences employee turnover (B=0.406; t-test=10.483;p<0.01). Also, the study revealed that Clan 

Culture (CC) significantly influences employee turnover (B=0.141; t-test=-2.362; p<0.02). Again, it was found from 

the study that Entrepreneurial Culture has a positive significant effect on employee turnover (B=.679; t-test=-13.154; 

p<0.01). Finally, the study revealed that Power Culture (PC), though, has a positive impact, does not significantly 

influence employee turnover (B=.0519; t-test=-1.184; p>0.05). The study recommended that the management of the 

organizations should strengthen formal hierarchical rules as they are significant values of bureaucratic culture that 

influence employee turnover. 

 

5.2 Findings and Discoveries 

Organizational culture arises from the underlying assumptions, values and beliefs that determine how people 

behave in any organization. It can also be said to be an organizations’ personality. The organizational culture drives 

an organization. It is aligned with the business strategies of the organization that drives the organization in the 

achievement of its goals. It is a landmark in the effectiveness of any organization. There is no specified organizational 

culture for any particular organization or industry. Whilst some organizations are suited to particular types or different 

types of cultures and to rapid and repeated change amidst cultures in their workplaces, others are also well suited to 

slow and adaptive cultures in their workplaces. The preferred organizational culture is the culture that fits the direction 

and strategy of a particular organization as it confronts its own issues and the challenges in a particular time.  

In Bureaucratic culture, there is a well-defined, formal, structured work environment that depends on authority, 

hierarchy and procedures to keep the organization running smoothly. There is a primal focus in such organizations on 

efficiency, job execution and reliability of work executed. Measurements under bureaucratic culture in this current 

research included formality, rules, Standard Operating Procedures (SOP) and hierarchy. In all, 180 representing 88.6% 

agreed that rules are a major value of bureaucratic culture. This confirms a study by Hofstede (2012) who argue that 

rules form a feature of bureaucratic culture. The least regarded measurement of bureaucratic culture among study 

participants was Standard Operating Procedures (SOP). About 79% (161/203) disagreed that Standard Operating 

Procedure (SOP) is a value of bureaucratic culture. They argued that Standard Operating Procedure (SOP) is not a 

value of bureaucratic culture. This contradicts a study by Hofstede (2012) who argue that Standard Operating 

Procedure is a feature of bureaucratic culture. 

The measurement of rules was the strong feature of bureaucratic culture in this current study probably due to the 

study population used for the study. Bureaucratic culture rests on the strength of strong organizational pillars. The 

work and interaction between these pillars is controlled by procedures and rules (Mullins, 2010). Private universities 

are typically not operated by governments. In Ghana, most private universities are faith-based universities. They were 

set up by church denominations in the country. Thus, they are independent schools that set its own policies and goals 

and is privately funded. Consistent with this, private universities have been successful in the country due to strict 
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adherence of policies and rules from their governing councils. The governing council, academic board and all other 

various committees in the university structure operate under the provisions of the statutes of the university. The statutes 

provide the fundamental constitutional framework and governance that allows the university to manage its affairs. The 

statutes are sometimes precluded into ordinances, strategies or tactics. These contain detailed provisions arising from 

the framework provided in the statutes. The statutes operate and control all aspects of private university’s business.  

Additionally, Erdem (2007) consent that the bureaucratic culture type is effective because it is in mechanical and 

bureaucratic organizations give importance to order and rules because it is believed that these will stabilize the system. 

Clan culture is shaped between the dimensions of organization focus and flexibility. The clan culture possesses high 

affiliation and concern with teamwork and participation (Quinn and Spreitzer, 1991). It has social features as trust, 

solidarity and unity. Successful Japanese firms with effective team structure are typical examples of this culture 

(Erdem, 2007; Berrio, 2003). Measurement of clan culture in the current study included tradition, loyalty, personal 

commitment, extensive socialization and teamwork. In all, 151 respondents, representing 74.4%, agreed that personal 

commitment is a value of clan culture. Hence, from the study, it can be argued that personal commitment is a value of 

clan culture. This confirms a study by Mullins (2010) who argues that personal commitment is a feature of clan culture. 

In clan culture, the individual is the central focus and structure exist to serve the individuals within it (Mullins, 2010). 

Thus, personal commitment was a strong measurement of clan culture in this study because study population know 

that it is in their own interest to band together and work as a unit to help build their universities. Subsequently, 

individuals voluntarily fulfill their obligations as administrative staff and teaching staff. There is no abuse of autonomy 

and any influence over them is likely to be on the basis of personal power.  

Entrepreneurial culture is a developmental organizational culture which is based on risk taking, innovation 

and change (Quinn and Spreitzer, 1991). Emphasis is placed on flexibility, innovation and creativity. Employees can 

take the initiative so they feel satisfied, happy and successful in this environment (Cameron and Quinn, 2011; Erdem, 

2007; Berrio, 2003).In all, 143 respondents representing 70.4%, agreed that dynamism is a characteristic of an 

entrepreneurial culture. Study participants believed that dynamism is a value in the entrepreneurial culture of their 

universities. Dynamism is widely spread in the tertiary educational institutions of the country especially in the area of 

course selections. The university offers a diverse and unique environment for harnessing potentials and development 

new strengths based on the course modules available. In the aspect of human resource, dynamism at the university 

level seeks to bring together the right resources and people to achieve the mission and vision of the university. It 

utilizes the unifying power of its team. This confirms a study by Ojo (2010) who argues that dynamism is a feature of 

entrepreneurial culture. However, about 42% of respondents said that creative characteristics is a weak feature of 

entrepreneurial culture in their universities. This contradicts a study by Moela (2016) who argues that creative 

characteristics are a strong feature of entrepreneurial culture. Creative characteristics refer to the set of traits that 

contribute to ingenuity. However, teaching and non-teaching staff of these private universities thought that there were 

no opportunities for creative prowess in their universities. This could be attributed to the rather strict adherence to 

rules in private universities.  

The power culture is located between internal organization focus, stability and control dimensions. The power 

culture reflects values and norms. It is sometimes associated with bureaucracy (Quinn and Spreitzer, 1991).In all, 134 

respondents, and representing 66% of study participants agreed that equality is a value of power culture in their 

universities. Equality is the right to different groups of people to have a similar social position and receive the same 

treatment. It is the situation in which men and women, people of different race, religions etc. are all treated fairly and 

have the same opportunities (Worrall and Cooper, 2007). Study participants agreed that they had equal representation 

and operational inputs of affairs in their universities for both administrative and academic issues. Equality was likely 

observed in this study as a feature of power culture because it is feature frequently found in small to medium 

entrepreneurial organizations (Handy, 1993). The administrative staff and teaching strength of private universities are 

not as much as compared to their public counterparts. As evidenced from the study, highest number of administrative 

staff recorded was 7 persons working in the administrative departments of these private universities. Equality is 

enhanced in these settings because it relies on trust, empathy and communications for its effectiveness (Handy, 1993). 

These are values consistent with the private university structure. Decisions are taken largely on the balance of 

influence from both non-teaching and teaching staff. This confirms a study by San Park and Hyun Kim (2009) who 

argues that equality is a feature of power culture. 

A central feature of any successful organization is the working relationship between its culture, health and 

performance of its employees. Successful private universities in the country have been able to integrate these 

relationships in their operations and additionally have the ability to adapt to change. Proprietors of private universities 

need to understand the nature and importance of organizational culture, employee commitment and consequent 

employee turnover to be able to successful manage their universities.  
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5.3 Conclusion 
There are many factors that are affecting employees' stability in organizations. From the study, it was revealed 

that bureaucratic culture, clan culture, entrepreneurial culture and power culture influenced employee turnover in the 

private universities. Therefore, if management of these private universities are aware of these factors they would be 

able to survive in the dynamic environment of private tertiary education in the country by treating their employees as 

one of their assets that need a lot of attention. Employees are the backbone of any business success. Therefore, they 

need to be motivated and maintained by organizations at all costs to aid the organization to be globally competitive in 

terms of providing quality products or services to the society. Private universities are no exception. Management of 

private universities should be keen on the organizational types present in their universities so that they can retain 

employees in their universities in order to enhance their competitiveness not only in tertiary education but in the 

corporate system in Ghana. 

 

5.4 Recommendations 

From the findings of this current study, the following recommendations are proposed: There should be progressive 

training of all staff of organizations on the functional organizational culture working for any organization. Providing 

your employees with immense training content on an organizations’ peculiar culture, highly engages employees and 

they are more likely to fit and work with ease depending on the culture on the organization. 

Management of private universities and other institutions should create avenues for dynamic communications, 

interactions and the sharing of ideas among employees. The sense of having a shared goal, shift your employee’s 

mindset from non-inclusiveness to all-inclusiveness in the running of the institution. They should listen to their 

employees and provide them with an environment to let their opinions be heard. Communication is key: Effective 

communication will drive the attainment of your organizations vision, mission and values.  

Managements are also advised to be transparent. Transparency with your employees is key way of building trust, 

leading to improved corporate culture. There should be the practice of regular feedback to employees from top 

management. Employees need regular feedback if they are to design their performance with an organizational culture. 

There could be commendations when employee attitude matches organizational values and recommendations when 

there is the need for improvement. Employees who receive accurate and consistent feedback feel fulfilled in their jobs. 

Organizational culture needs to be nurtured and this begins at the very top of the ladder. Managers need to become 

leaders and visibly demonstrate that they buy into the organizations core beliefs. This could be achieved with 

management at the forefront of the training programs and other activities organized by the organizations. This shows 

leadership by example.  

Reward your employees for actions that best represent the organizational culture that you seek. A recognition rich 

culture will also reduce employee turnover, giving your organizational culture longevity. Provide challenges and 

opportunity for development. This has the effect of letting your employees know you are invested in them and in turn 

they will be loyal to your organizational culture.  Top management of organizations should encourage collaboration 

between employees to reinforce the idea of teamwork and improve the culture. This will allow employees to offer 

support to each other and overcome challenges together at their workplaces.  

 

5.5 Limitation of the study 

This study was limited to only private universities in the Kumasi metropolis of the Ashanti region. The results 

obtained thus may not be the true reflection of the situation or structure of the other private universities in the country. 

The sample size and population from the universities were not evenly distributed and hence may account for the data 

observed. The sample size and population could be increased in further studies in other universities to standardized 

result findings. Also, factors affecting employee turnover in the private universities was limited only to the types of 

organizational culture in this current study. However, many factors affect employee turnover in many organizations.  
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