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Abstract 

Organizational culture plays a crucial role in shaping employee behaviour, motivation, and 

performance, especially in performance-driven industries like manufacturing. This study investigates 

the impact of organizational culture on employee performance at International Distillers Nigeria 

Limited (IDNL). Guided by Social Identity Theory, the research explored how cultural elements such 

as teamwork, innovation, inclusivity, and employee recognition influence staff engagement and 

productivity. A descriptive survey design was employed, targeting a population of 1,048 employees, 

from which 105 participants were purposively selected. Data were collected using structured 

questionnaires based on a five-point Likert scale. The instrument’s reliability was confirmed through 

Cronbach’s Alpha coefficient of 0.83, indicating strong internal consistency. Out of the distributed 

questionnaires, 80 valid responses were analyzed using SPSS version 23.0. Data analysis techniques 

included descriptive statistics, Pearson’s correlation, and simple linear regression. The findings 

revealed a strong and significant relationship between organizational culture and employee 

performance (R = 0.712, R² = 0.507, p < 0.05), indicating that over half of the variation in employee 

performance can be attributed to organizational culture. Key cultural drivers identified include 

inclusive leadership, effective communication, and structured recognition systems. The study 

concluded that when employees align with an organization’s cultural values, their motivation and 

output improve significantly. It recommended that International Distillers Nigeria Limited (IDNL) 

deepen its commitment to inclusive leadership, employee recognition, and ongoing culture-building 

initiatives to enhance performance and long-term success. 
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Introduction 

Organizational culture plays a pivotal role in shaping employee performance, especially within 

industries where efficiency, consistency, and innovation are essential, such as in the manufacturing 

and distilling sectors. Organizational culture refers to the shared values, norms, practices, and 

expectations that influence how people behave within an organization (Schein, 2010). In the context 

of Nigeria’s competitive and evolving industrial landscape, fostering a culture that aligns employee 
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behavior with strategic business goals has become increasingly essential. As organizations like 

International Distillers Nigeria Limited (IDNL) navigate challenges such as economic instability, 

technological change, and market competition, the need for a performance-driven culture is more 

urgent than ever. 

In manufacturing firms, including those in the food and beverage industry, organizational culture is 

not just a background feature it is the engine that drives employee commitment, quality control, 

productivity, and innovation. A cohesive and strong organizational culture has been found to 

significantly boost employee morale, foster team collaboration, and encourage accountability 

(Ogunyemi, Eze, & Akinola, 2022). More specifically, Abiona et al. (2022) emphasized that shared 

values and a unified workplace identity are central to improving employee engagement and driving 

performance metrics upward. When employees understand and resonate with the core values of their 

organization, they are more likely to contribute meaningfully to its objectives. 

The influence of organizational culture is particularly pronounced in Nigerian manufacturing 

contexts where traditional values such as hierarchy, communal loyalty, and respect for authority 

intersect with modern corporate values like performance optimization and customer focus (Ojo & 

Adebayo, 2023). These intersections often define how employees relate to one another, to leadership, 

and to their day-to-day responsibilities. Thus, the success of organizations like International Distillers 

Nigeria Limited depends largely on their ability to manage these cultural complexities in ways that 

enhance rather than hinder performance. 

Several studies have shown that organizations with well-established cultural frameworks enjoy more 

consistent employee performance outcomes. For example, Adegbite and Akinola (2023) found that 

a culture of continuous improvement and employee recognition led to a significant increase in 

productivity among industrial workers. Similarly, Eze, Bakare, and Chukwuemeka (2024) 

demonstrated that fostering innovation and encouraging autonomy within teams resulted in better 

task execution and problem-solving capabilities in Nigerian manufacturing companies. This suggests 

that when organizational culture is intentionally nurtured and aligned with strategic goals, it can lead 

to a transformative impact on employee performance. 

Theoretical frameworks like Cameron and Quinn’s (2021) Competing Values Framework (CVF) 

underscore the importance of aligning cultural types such as clan, adhocracy, market, and hierarchy 

cultures with organizational goals. Their research shows that certain cultural attributes are better 

suited to achieving specific business outcomes. For example, a clan culture, which values teamwork 

and mentoring, may enhance employee loyalty and collaboration, while a market culture, which 

emphasizes competition and results, might improve efficiency and drive. In practical terms, 

organizations like International Distillers Nigeria Limited need to identify and cultivate a blend of 

cultural attributes that support both their internal processes and external competitiveness. 
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In Nigeria, where high employee turnover, low engagement, and operational inefficiencies are 

common challenges in manufacturing firms, cultivating a strong organizational culture is a proactive 

strategy for long-term success. According to Ulabor, Akande, and Abiodun (2020), organizations 

that invest in building and sustaining a positive culture tend to experience reduced turnover, improved 

employee morale, and greater alignment with organizational objectives. Culture affects not just 

performance outcomes, but also the quality of employee experiences, influencing how workers 

perceive fairness, recognition, leadership, and their role in the organization’s broader vision. 

International Distillers Nigeria Limited, a key player in the Nigerian distilling industry, operates in a 

sector that is deeply reliant on operational excellence, consistency, and brand reputation. In such a 

context, employee performance is not merely a function of skill or experience it is shaped by the 

collective beliefs, behaviors, and norms that permeate the workplace. A culture that supports 

innovation, mutual respect, accountability, and continuous learning could enable IDNL to enhance 

both employee satisfaction and business outcomes. 

Despite the growing recognition of the importance of organizational culture in employee 

performance, empirical evidence specific to Nigerian manufacturing firms particularly in the 

distilling sector is still limited. Many studies have focused broadly on organizational culture in public 

institutions or service-based industries, leaving a gap in understanding how these dynamics operate 

in high-pressure, production-driven environments like that of IDNL. This study seeks to address this 

gap by providing a focused exploration of the impact of organizational culture on employee 

performance at International Distillers Nigeria Limited. The primary objective of the study is to 

examine the relationship between cultural attributes and employee performance within the 

organization, and to assess how these cultural elements influence employee motivation, engagement, 

and productivity. 

Statement of the Problem 

In today’s highly competitive and fast-paced industrial environment, organisational culture has 

become a decisive factor influencing employee performance. Despite its recognized importance, 

many manufacturing companies in Nigeria, including those in the beverage and distillery sector, 

continue to grapple with suboptimal employee outcomes. At the core of this challenge lies a 

disconnect between organisational culture and employee expectations, values, and motivations. This 

misalignment often manifests in reduced job satisfaction, low engagement, minimal innovation, and 

decreased productivity (Ogunyemi, Eze, & Akinola, 2022; Eze & Okafor, 2021). When employees 

do not resonate with the culture of their organisation, their performance and commitment tend to 

decline, affecting the overall operational efficiency and success of the business. 

The problem is particularly acute in the Nigerian manufacturing sector, where traditional hierarchical 

structures often clash with modern workforce aspirations for inclusion, recognition, and purpose-

driven work environments (Ojo & Adebayo, 2023). Many organizations still operate within rigid 

cultural frameworks that fail to accommodate the evolving dynamics of employee needs. This creates 
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a performance bottleneck, where talented individuals may be present but are neither motivated nor 

empowered to give their best. Furthermore, leadership practices, communication flows, and reward 

systems core cultural components are often inadequately structured or inconsistently applied, leading 

to frustration and disengagement among staff (Adegbite & Akinola, 2023; Abiodun, Ijaiya, & Bakare, 

2024). 

The consequences of failing to address these cultural challenges are significant. Employees are the 

lifeblood of any organisation, and if they continue to operate under cultural systems that stifle 

creativity, overlook recognition, and hinder collaboration, performance will inevitably suffer. Over 

time, this can result in increased employee turnover, loss of institutional knowledge, stagnation in 

innovation, and declining market relevance. For a key player like International Distillers Nigeria 

Limited, operating in a highly regulated and competitive sector, the cost of ignoring cultural 

misalignments could be far-reaching, impacting not only productivity and profitability but also 

customer satisfaction and brand reputation. 

Although international scholars such as Cameron and Quinn (2021) have extensively explored how 

strong and cohesive cultures contribute to enhanced performance, there remains a critical gap in 

localized, industry-specific studies that examine these dynamics within Nigerian manufacturing 

firms. Most of the available literature offers broad generalizations or sector-agnostic insights, without 

addressing the unique socio-economic, leadership, and cultural conditions that shape the Nigerian 

workplace. For instance, while global models emphasize empowerment and decentralization, many 

Nigerian organisations still operate within authoritarian leadership cultures, which may conflict with 

employee desires for inclusion and recognition (Ulabor, Akande, & Abiodun, 2020). This gap creates 

a barrier for organisations seeking context-specific strategies to improve employee outcomes through 

cultural transformation. 

Moreover, the landscape of work is changing rapidly. Technological disruption, younger generational 

mindsets, and heightened competition are reshaping what employees expect from their organisations. 

Yet, existing studies often fail to integrate these contemporary realities into their exploration of 

organisational culture and performance. There is a need for research that not only identifies the 

cultural variables impacting performance but also contextualizes them within today’s evolving 

industrial climate (Eze, Bakare, & Chukwuemeka, 2023). Without this, organisations risk relying on 

outdated assumptions that are no longer effective in engaging and inspiring the modern workforce. 

To address these pressing concerns, this study focuses on International Distillers Nigeria Limited, a 

prominent player in Nigeria’s distilling industry. It seeks to critically investigate how organisational 

culture influences employee performance in this specific context. The goal is to uncover both the 

enabling and inhibiting cultural elements at play within the organisation and provide evidence-based 

recommendations for building a culture that is performance-driven yet employee-centric. By doing 

so, this research will not only fill a significant gap in the literature but also offer a practical roadmap 

for other manufacturing firms facing similar challenges. 
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Review of Related Literature 

Organizational culture is a cornerstone of employee behavior and performance within any institution. 

It refers to the collective values, beliefs, norms, and practices shared among members of an 

organization that shape how work is approached and how individuals interact with one another and 

with stakeholders. Schein (2010) describes organizational culture as a set of shared basic assumptions 

learned by a group as it solves its problems of external adaptation and internal integration. These 

shared assumptions become embedded and influence future behavior, forming a cultural blueprint 

that drives employee motivation, satisfaction, and performance. 

In the Nigerian industrial context, organizational culture is increasingly recognized as a critical 

determinant of employee outcomes, especially within the manufacturing sector where productivity, 

efficiency, and innovation are non-negotiable. Ogunyemi, Eze, and Akinola (2022) assert that 

organizational culture directly impacts how employees perceive their work environment, thereby 

affecting their level of motivation and output. Their study highlighted that companies with strong 

cultural foundations, characterized by mutual respect and shared goals, often report higher levels of 

job satisfaction and improved performance. 

Several scholars have explored the dimensions of organizational culture that most significantly 

influence employee outcomes. Adegbite and Akinola (2023) emphasize the importance of transparent 

communication, inclusive leadership styles, and employee appreciation as essential cultural elements. 

Their research found that organizations that nurture open communication channels and regularly 

recognize employee efforts tend to foster stronger engagement and better overall productivity. 

Similarly, Eze and Okafor (2021) discovered that collaborative cultures where teamwork and 

innovation are encouraged positively affect employee morale and performance, particularly in 

manufacturing settings. 

Furthermore, a growing body of literature reveals that the impact of organizational culture goes 

beyond daily interactions. Ojo and Adebayo (2023) argue that a positive culture not only drives 

performance but also enhances employee retention, adaptability, and long-term organizational 

success. According to their findings, companies with supportive cultural values are better positioned 

to navigate external changes and maintain internal cohesion. Eze, Bakare, and Chukwuemeka (2023) 

also highlight the mediating role of culture between leadership and performance, suggesting that even 

the most visionary leaders must foster the right culture to sustain high employee performance. 

Within the Nigerian manufacturing industry, the role of international firms such as International 

Distillers Nigeria Limited (IDNL) is particularly noteworthy. These companies often integrate global 

cultural standards with local practices to foster operational efficiency and employee satisfaction. 

Ogunyemi et al. (2022) point out that IDNL promotes a culture of quality, innovation, and employee 

involvement. Their participatory decision-making processes allow staff to feel a sense of ownership, 

which in turn enhances their commitment to organizational goals. Structured recognition programs 
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at IDNL, as highlighted by Eze and Okafor (2021), also contribute to increased morale, 

demonstrating that cultural reinforcement through appreciation boosts productivity. 

Organizational culture practices within international firms operating in Nigeria offer valuable 

insights into how culture can be leveraged for performance. For example, inclusive communication 

strategies that prioritize transparency have been linked to improved trust, faster adaptation to market 

shifts, and greater innovation. Adegbite and Akinola (2023) further argue that when employees feel 

heard and recognized, their loyalty and willingness to exceed performance expectations increase 

significantly. 

Empirical studies from various sectors continue to affirm the relevance of organizational culture to 

employee outcomes. Ogunyemi et al. (2022) explored the connection between teamwork-driven 

cultures and employee engagement in Nigerian manufacturing companies. Their results showed a 

strong correlation between inclusive cultural practices and improved job performance. In a related 

study, Bello, Yusuf, and Abubakar (2021) found that in the hospitality industry, organizations that 

foster cultures of recognition and teamwork experience lower staff turnover and higher customer 

satisfaction. 

The influence of organizational culture extends into academia and public institutions as well. Abiona, 

Oladipo, and Ogunyemi (2022), in their study of agricultural universities in Nigeria, found that 

inclusive and empowering cultures led to significantly improved job performance among academic 

staff. Employees who felt their workplace environment valued their contributions were more likely 

to engage fully with their responsibilities. Cross-national studies also support the universal impact 

of culture on performance. Alromaihi, Smith, and Johnson (2024), examining the Indian hospitality 

industry, concluded that a culture focused on employee well-being and growth translates into better 

service delivery and customer satisfaction. Paschal and Nizam (2022), in their research on 

Singapore's telecom sector, emphasized that open communication and consistent recognition improve 

staff morale and productivity. These findings reinforce the idea that cultural components such as 

transparency, collaboration, and appreciation are universally beneficial to employee engagement. 

The body of evidence across regions and industries underscores a clear consensus: positive 

organizational culture is a catalyst for enhanced employee performance. Whether in Nigeria, India, 

or Singapore, the principles remain consistent; employees thrive in environments where they are 

respected, involved, and appreciated. For International Distillers Nigeria Limited, these lessons offer 

a compelling roadmap for strengthening internal culture and aligning it with performance goals. 

Theoretical Framework 

This study is anchored on Social Identity Theory (SIT), originally developed by Henri Tajfel and 

John Turner in the 1970s, as a framework for understanding how individuals define themselves 

within group contexts and how this self-concept influences their behaviors and attitudes in 

organizational settings. Social Identity Theory posits that individuals derive a sense of identity and 
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self-esteem from the social groups to which they belong, such as teams, departments, or entire 

organizations (Tajfel & Turner, 1979). These group affiliations influence how employees behave, 

how they perceive others within or outside the group, and how motivated they are to contribute to 

group goals. 

In the context of International Distillers Nigeria Limited (IDNL), a company with diverse teams 

working across production, distribution, and administrative units, Social Identity Theory provides a 

useful lens to examine how organizational culture shapes employee performance. The theory 

suggests that when employees strongly identify with their organization’s values, norms, and 

practices, they are more likely to demonstrate loyalty, commitment, and high performance. This 

identification is significantly influenced by the organizational culture how inclusive, respectful, 

empowering, and engaging the work environment feels. 

Organizational culture can foster a sense of shared identity by promoting values that encourage 

teamwork, mutual respect, open communication, and a shared vision. When employees feel that they 

are part of a cohesive group with a common purpose, they tend to internalize group norms and align 

their personal goals with organizational objectives (Hogg & Terry, 2000). This sense of belonging 

increases psychological safety, job satisfaction, and motivation key predictors of performance. At 

IDNL, for example, a culture that values collaboration and recognizes individual contributions can 

enhance employees’ group identification, thereby boosting morale and productivity. 

Moreover, SIT highlights the “in-group” and “out-group” dynamics that can emerge within an 

organization. In workplaces where culture is fragmented or exclusionary, employees who do not feel 

a part of the dominant group may disengage or underperform. Conversely, inclusive cultures help 

reduce social distance among employees, foster cohesion, and encourage active participation across 

departments and hierarchies (Ashforth & Mael, 1989). This is particularly relevant in Nigerian 

manufacturing environments where diversity in ethnicity, education, and professional background 

can influence workplace dynamics. 

Anchoring this study in Social Identity Theory allows for a deeper exploration of the psychological 

mechanisms through which culture impacts performance. It moves beyond surface-level interactions 

and investigates how employees' sense of belonging and shared identity drive their attitudes and 

behaviors at work. Understanding this dynamic is crucial for managers at International Distillers 

Nigeria Limited who aim to build a high-performing workforce through cultural alignment and 

engagement. 

By applying SIT, this research will assess how employees’ identification with the organizational 

culture at IDNL influences their work ethic, collaboration, and overall productivity. The insights 

drawn will be instrumental in shaping strategies to reinforce positive cultural values that unite teams 

and foster sustainable employee performance. 
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Methodology 

This study adopted a descriptive survey research design to examine the relationship between 

organizational culture and employee performance at International Distillers Nigeria Limited (IDNL). 

This design was selected because it allows for the collection of detailed and quantifiable data from a 

large group of respondents, helping to capture their perceptions, experiences, and attitudes toward 

workplace culture and performance. Given the structured nature of IDNL and the clearly defined 

workforce, the survey approach was both appropriate and effective for meeting the study's objectives. 

The target population for this study consisted of 1,048 employees. These employees span various 

departments, including production, quality control, sales, marketing, and administration, representing 

a diverse cross-section of the organization's human capital. From this population, a sample size of 

105 respondents (10% of the total workforce) was selected to ensure adequate coverage and 

representation. 

To obtain relevant data, a structured questionnaire was designed and administered. The questionnaire 

was divided into two major sections. The first section captured demographic information, including 

gender, age, department, years of experience, and educational qualifications, which provided a useful 

background context for interpreting the results. The second section focused on key themes of the 

research: organizational culture, employee motivation, job satisfaction, collaboration, innovation, 

and performance, and was structured using a five-point Likert scale ranging from 1 (Strongly 

Disagree) to 5 (Strongly Agree). 

To ensure that the data collected was both valid and reliable, the instrument underwent a pilot test 

involving a small subset of employees not included in the final sample. Feedback from this pilot 

phase helped refine the wording and structure of the questions for clarity and relevance. Reliability 

was statistically assessed using Cronbach’s Alpha, which yielded a coefficient of 0.83. This value 

exceeds the acceptable threshold of 0.70 (Sekaran & Bougie, 2010), indicating a high level of internal 

consistency and reliability. 

A purposive sampling technique was employed to select participants from various departments, 

ensuring that employees from different functional areas were adequately represented. This method 

allowed the researcher to focus on individuals with sufficient experience and insight into the 

organizational culture and its impact on their performance. Out of the 105 questionnaires distributed, 

80 were returned fully completed, resulting in a response rate of 76.7%, which is considered 

satisfactory for survey-based research. 

Data analysis was conducted using both descriptive and inferential statistics. Descriptive statistics, 

including frequencies, means, and percentages, were used to summarize respondents’ demographic 

profiles and general trends in responses. To test the research hypotheses and examine relationships 

between organizational culture and employee performance, Pearson’s Product-Moment Correlation 

Coefficient and Simple Linear Regression analysis were employed. A significance level of 0.05 was 
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used as the decision threshold for hypothesis testing. Specifically, the null hypothesis (H₀) was 

rejected if the p-value was less than 0.05, indicating a statistically significant relationship between 

the variables under investigation. 

All statistical analyses were performed using the Statistical Package for Social Sciences (SPSS) 

version 23.0. This software facilitated accurate computation of data and ensured that results were 

presented clearly and objectively. By combining rigorous statistical techniques with methodical data 

collection, this methodology provided a strong foundation for drawing meaningful conclusions about 

how organizational culture shapes employee performance at International Distillers Nigeria Limited. 

Hypotheses Testing 

The following research hypotheses were formulated and tested at 0.05 level of signficance  

Ho1:  There is no significant relationship between the defining elements of organizational culture 

and employee performance in International Distillers Nigeria Limited. 

H₀2:  The level of organizational culture does not significantly predict the level of employee 

performance in International Distillers Nigeria Limited. 

Regression Analysis Results 

The following table presents the output of the linear regression analysis conducted using SPSS: 

Table 1: Summary of Linear Regression Analysis between Organizational Culture and 

Employee Performance 

Model 
Unstandardized 

Coefficients (B) 

Standard 

Error 

Standardized 

Coefficients (Beta) 

t-

value 

Sig. (p-

value) 

(Constant) 1.215 0.432 — 2.811 0.006 

Organizational 

Culture 
0.684 0.089 0.712 7.685 0.000 

Source: Field Survey, 2025 

y = a + bx  

 

Table 2: Model Summary 

R R² Adjusted R² Std. Error of the Estimate 

    0.712          0.507                0.498     0.614 

Source: Field Survey, 2025 

Interpretation of Results 

From the regression output above, the R-value of 0.712 indicates a strong positive correlation 

between organizational culture and employee performance. The R² value of 0.507 means that 

approximately 50.7% of the variation in employee performance can be explained by the 

organizational culture at IDNL, while the remaining 49.3% may be attributed to other factors not 

covered in this study. 
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The regression coefficient (B = 0.684) for organizational culture is positive, suggesting that as the 

quality or presence of organizational culture increases, so does employee performance. In other 

words, improvements in communication, shared values, leadership style, and teamwork within the 

company significantly boost how well employees perform. The t-value of 7.685 and the p-value of 

0.000 (which is less than 0.05) indicate that the relationship between organizational culture and 

employee performance is statistically significant. This leads us to reject both null hypotheses. 

Therefore, based on the results of the linear regression analysis, H₀1 is rejected: There is a significant 

relationship between the defining elements of organizational culture and employee performance at 

IDNL. Also, H₀2 is also rejected: The level of organizational culture significantly predicts the level 

of employee performance at IDNL. These findings affirm that a well-established and employee-

centered organizational culture positively influences performance. Therefore, the management of 

International Distillers Nigeria Limited should continue to reinforce cultural practices that promote 

openness, innovation, recognition, and inclusion to sustain high levels of employee productivity. 

Discussion of Findings 

The findings from the linear regression analysis reveal a strong and statistically significant 

relationship between organizational culture and employee performance at International Distillers 

Nigeria Limited (IDNL). With a correlation coefficient (R = 0.712) and an explanatory power (R² = 

0.507), the data clearly show that more than half of the variation in employee performance can be 

attributed to the strength and characteristics of the organizational culture within the company. This 

validates earlier studies (e.g., Ogunyemi et al., 2022; Adegbite & Akinola, 2023), which assert that 

cultural dimensions such as open communication, employee recognition, inclusive leadership, and 

teamwork significantly boost morale and output. 

The regression coefficient (B = 0.684) further emphasizes the positive influence that improvements 

in organizational culture have on employee performance. Simply put, as IDNL enhances its culture 

through practices that foster unity, innovation, respect, and shared goals, employee engagement and 

effectiveness also increase. The p-value of 0.000 confirms that this relationship is not by chance but 

a reliable and measurable one. These results align with Social Identity Theory (Tajfel & Turner, 

1979), which suggests that employees are more likely to be productive when they strongly identify 

with their organization’s culture and values. 

Moreover, the high t-value (7.685) indicates that the independent variable (organizational culture) 

contributes significantly to the variation in the dependent variable (employee performance). This 

supports the idea that culture is not merely a background influence but a central driver of how 

employees perceive their roles, interact with colleagues, and pursue organizational goals. The 

implication is that at IDNL, organizational culture is not just a set of abstract values, it is an 

operational force that shapes behavior, attitudes, and outcomes. 
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Conclusion 

This study has demonstrated that organizational culture is a powerful determinant of employee 

performance at International Distillers Nigeria Limited. Through statistical evidence and theoretical 

grounding, it is evident that elements such as communication, teamwork, recognition, leadership 

style, and inclusivity directly influence how employees perform their duties. With over 50% of 

employee performance linked to organizational culture, IDNL stands to benefit greatly by 

continuously nurturing a culture that aligns with both organizational objectives and employee 

expectations. Rejecting both null hypotheses confirmed that organizational culture is not only related 

to performance but also significantly predicts it. Therefore, fostering a strong, inclusive, and 

employee-centered culture is no longer a luxury it is a necessity for achieving long-term productivity, 

staff retention, and competitive advantage. 

Recommendations 

Based on the findings of this study, the following actionable recommendations are proposed to 

enhance organizational culture and employee performance at IDNL: 

1. Management should actively cultivate a culture where employees feel heard, valued, and 

involved in decision-making. Regular feedback sessions, open-door policies, and inclusive 

leadership training can improve communication flow and reinforce a sense of belonging among 

employees. 

2. Recognizing employee contributions through both formal (e.g., awards, promotions) and 

informal (e.g., public appreciation, thank-you notes) methods can significantly enhance 

motivation and performance. A transparent reward system tailored to employee preferences can 

also foster a culture of appreciation and drive excellence. 

3. Culture is dynamic, and as such, IDNL should implement ongoing training and engagement 

programs that reinforce core organizational values. Workshops on teamwork, innovation, and 

company vision can help align employee behaviors with desired cultural standards, especially 

in a diverse and evolving workforce. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Ilorin Journal of Business Education (IJBE) Vol.6 NO.2, 2025 

  

12 
 

 

References 

Abiodun, O. B., Bakare, A. A., & Amode, S. T. (2024). Influence of diversity management and 

inclusion on organizational performance in Friesland Campina Plc (Nigeria). LASU 

International Journal of Arts and Social Science Education, 2(2). Retrieved from 

http://www.lijassed.org 

Abiona, O. J., Oladipo, O. A., & Ogunyemi, O. (2022). The influence of organizational culture on 

employee performance in agricultural universities in Nigeria. Journal of Educational 

Administration and Policy Studies, 14(2), 45–60. https://doi.org/10.5897/jeaps2022.1234 

Adegbite, S. A., & Akinola, O. (2023). Organizational culture as a driver of employee performance 

in Nigerian manufacturing firms. Journal of African Business Management, 14(1), 45–56. 

Alromaihi, Y., Smith, L. T., & Johnson, R. M. (2024). The role of organizational culture in employee 

satisfaction in the Indian hospitality sector. Journal of Global Hospitality Management, 

21(1), 22–36. 

Ashforth, B. E., & Mael, F. A. (1989). Social identity theory and the organization. Academy of 

Management Review, 14(1), 20–39. https://doi.org/10.5465/amr.1989.4278999 

Bakare, A. A., Abiodun, O. B., Amode, S. T., & Eguzoro, F. N. (2024). Effects of employee retention 

strategies on organizational efficiency: A case study of Unity Bank, Wema Bank, and Polaris 

Bank, Ede, Osun State. Ilorin Journal of Business Education, 5(1), 63–75. 

Bello, R. A., Yusuf, O. T., & Abubakar, S. K. (2021). Organizational culture and employee 

satisfaction in Nigeria’s hotel industry. International Journal of Hospitality and Tourism 

Research, 14(2), 67–81. 

Cameron, K. S., & Quinn, R. E. (2021). Diagnosing and changing organizational culture: Based on 

the competing values framework (4th ed.). Jossey-Bass. 

Eze, N. A., & Okafor, J. T. (2021). Culture and performance in emerging economies: A Nigerian 

case study. Journal of Contemporary African Studies, 19(3), 100–117. 

Hogg, M. A., & Terry, D. J. (2000). Social identity and self-categorization processes in organizational 

contexts. Academy of Management Review, 25(1), 121–140. 

https://doi.org/10.5465/amr.2000.2791606 

Ogunyemi, O., Eze, N. A., & Akinola, D. R. (2022). The role of organizational culture in enhancing 

employee performance in Nigeria. International Journal of Human Resource Studies, 12(3), 

77–90. 

Ojo, A. O., & Adebayo, F. T. (2023). Cultural values and employee behavior in Nigerian workplaces: 

An empirical perspective. Journal of African Business Culture, 10(2), 88–101. 

Paschal, D., & Nizam, A. (2022). The impact of organizational culture on employee performance in 

the Singapore telecom industry. Asian Journal of Business Research, 18(1), 55–70. 

Schein, E. H. (2010). Organizational culture and leadership (4th ed.). Jossey-Bass. 

Sekaran, U., & Bougie, R. (2010). Research methods for business: A skill-building approach (5th 

ed.). Wiley. 

http://www.lijassed.org/
https://doi.org/10.5897/jeaps2022.1234
https://doi.org/10.5465/amr.2000.2791606


Ilorin Journal of Business Education (IJBE) Vol.6 NO.2, 2025 

  

13 
 

Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroup conflict. In W. G. Austin & S. 

Worchel (Eds.), The social psychology of intergroup relations (pp. 33–47). Monterey, CA: 

Brooks/Cole. 

Ulabor, E. A., Akande, S. O., & Abiodun, O. B. (2020). Investigating the impact of team building 

and organizational leadership on corporate productivity: A case study of selected employees 

in Osun State, Nigeria. Journal of Business, Management and Economic Research, 6(2), 21–

29. https://doi.org/10.32861/bmer.62.21.29 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://doi.org/10.32861/bmer.62.21.29

