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ABSTRACT 

Research Title: The Impact of Organisational Culture and Ethical Leadership on Employee 

Engagement in Retail Industry.  A Case of N Richards Zimbabwe 

 

Name of Researcher:  Lovemore Sikosana 

Name of Supervisor:  Professor Sibanda  

Date Completed:   February 2020 

Statement of the problem 

The retail/wholesale industry of Zimbabwe has grown by 10% in the last 3 years 2017-2019 

(Makoni, 2019). In the same period N Richards invested by building and opening up 5 more new 

branches. The projection was to tap into the growth of the market share brought about by foreign 

nationals especially Zambia, Malawi DRC nationals who were buying from Zimbabwe. A 

performance review of the same period has shown that the wholesale chain lost a 3% market 

share (Finance, HR., & Bulletin, 2019). The loss of market share by the N Richards wholesale 

Chain despite the investments in market that has grown by 10% in the same period is surely a 

challenge that requires investigation. During the same period the entity experienced a high level 

of employee turnover. The employees were joining fellow competitors who gained on the market 

share that was lost by N Richards despite their less investment activities in comparison to N 

Richards (Finance, HR., & Bulletin, 2019). A team building expect who conducted a workshop 

with the employees of the group indicated he detected low morale and disengagement from the 

team. Previous researchers (Anitha, 2014) have linked employee engagement to the 

organisational culture and leadership ethics that these determinants of engagement are embedded 

within the organization and therefore the importance of developing a good culture and setting 
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high moral standards (Meintjes, 2017). Hence the researcher will investigate if the 

disengagement is significantly caused by the created and practiced cultures and ethics displayed 

by the leaders in the organisation. An assessment on the impact of organisational culture and 

ethical leadership on employee engagement in retail industry.  A case of N Richards 

Zimbabwe. 

Research Methodology 

The main objective of this study was to unravel the levels of employee engagement at N. 

Richards. Existing literature established organisational culture and leadership ethics as the 

leading constructs of employee engagement. The researcher then applied these constructs in 

assessing their impact on employee engagement in the Retail Sector. 311 N. Richards branch 

members of staff were surveyed through the use of a self-constructed questionnaire with close 

ended questions. A 5-point Likert scale questionnaire was used in the collection of data and 

analysed using SPSS version 23. The questionnaire was tested for reliability and validity prior to 

distribution and a Cronbach Alpha of 0.817 was obtained. Tables were drawn for interpretation 

and analysis. 

Findings of the Study 

The following were the key findings of the study; 

 

1. In the demographics N. Richards employees more male than females, males accounted 

for 63% of the respondents. 

 



vii 
 

2. N. Richards majority of employees are Polytechnic graduates with the National Diploma 

qualification. The diploma qualification accounted for 56% of the total respondents. 

3. The research findings revealed that the level of employee engagement was average. This 

was evidenced by a mean score of 3.0228 (SD=.46906) with a standard deviation 

showing homogeneity in responses. This result implies that he employees of N. Richards 

neither highly nor lowly engaged. As discussed in the literature review where (Robbin & 

Judge, 2012) that employee engagement as “a positive attitude held by the employee 

towards the organization and its value. An engaged employee is aware of business 

context, and works with colleagues to improve performance within the job for the benefit 

of the organization. It would mean that N. Richards are not benefitting the outcomes that 

come with a highly engaged workforce. 

4. Ethical leadership had a mean score of 2.9849 (SD=0.49967) meaning ethical leadership 

was also average.  The average mean score implies a challenge as it might not inspire 

subordinates to be highly engaged. The standard deviation shows homogeneity in 

responses as evidenced by a score 0.49967, below 1. In chapter 2 (Brown & & Mitchell, 

2010) referred to an ethical leader as a manager with moral value, how the manager uses 

his or her formal position and if it is viewed as weak or not strong the he or she cannot 

influence high level of engagement. 

5. The current level of organisational culture at N. Richards is revealed by Table 11 which 

is indicating that organisational culture has a mean score of 3.1122 (SD=0.52408) 

meaning organisational culture was average according the Likert scale alluded to in 

chapter 3 on research methodology.  The average mean score implies a challenge as it 

might not inspire subordinates to be highly engaged. The standard deviation shows 
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homogeneity in responses as evidenced by a score 0.49967, below 1. (Krog, 2014) 

stressed that the strength of organisational culture is an important factor in determining 

the organisational performance. In this particular instance it was established to be average 

which is not favourable for N. Richards. 

6. The research findings established organisational culture as the strongest predictor of 

employee engagement as evidenced by a 1 point increase in organisational culture is 

associated with a 0.459 point increase in overall employee engagement. However, a weak 

beta value 34.6% implies there are other factors which are more important to the 

respondents but beyond the scope of this study and they require further interrogation. 

7. The null hypothesis stating that there is no significant impact between organisational 

culture and ethical leadership on employee engagement. The summary results of this 

study as per table 14 above determined that organisational culture and ethical leadership 

was not statistically significant predictor of employee engagement at N. Richards 

(Beta=0.346, p>0.05). 

Conclusion 

The researcher embarked on the study in order to unravel the reasons why the employees at N. 

Richards were disengaged. The organisation was investing in other tangible assets but the 

organisation had not received growth in its returns. The objectives were therefore formulated to 

evidently establish the existing levels of employee engagement and analyse and assess variables 

that influence employee engagement. 

Literature revealed organisational culture and ethical leadership were amount the variables that 

were identified as influential in determining employee engagement. The research established that 
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organisational culture had more influence on employee engagement when compared to ethical 

leadership. The Beta score attained of 34.6% suggests that there other variables that affects 

employee engagement other than organisational culture and ethical leadership that were 

evaluated in the study. 

Recommendations  

Based on the research findings, the study recommends the following action plans for the 

management and shareholders of N. Richards Zimbabwe for an improved performance of the 

organisation.  

1. There is need for the management and shareholders at N. Richards to uphold the existing 

good cultures and improve on the demotivating cultures so they significantly improve 

employee engagement. 

2. The leaders should have high moral standards in ethics and morals as the research 

established that where these are low or average, it equally affects the level of engagement 

of the employees. 

Recommendations for further studies 

1. Further studies are required to establish the other variables that influence employee 

engagement as the study scored a significance of 34.6% on employee engagement from 

the independent variables of organisational culture and ethical leadership. 

2. Employee engagement could be evaluated comparing two or more companies in further 

studies in order to ascertain the contribution of different management styles. 
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CHAPTER 1 

INTRODUCTION 

Background of the study 

The human resource asset is one of the most important elements that not only make-up but 

ensures success of an organisation (Albrecht, Bakker, Gruman, Macey, & Sacks, 2015). The 

competitive edge and long term survival of an organisation in part is contributed by the level 

of engagement of their employees (Saks & Gruman, 2011). Africa as a continent has an 

advantage of a young and growing population that business (es) should utilise to their 

advantage. This benefit can only filter through to these developing nations if the 

determinants of high levels of employee engagement are identified and prevailing (Albrecht, 

Bakker, Gruman, Macey, & Sacks, 2015). Since employees do not exist in a vacuum, they 

need to co-exist with given ethics displayed by their leaders and cultures of the organisation 

as these directly or indirectly affect their level of engagement (Krog, 2014). N Richards is 

no exception as it currently employees 1348 in its direct operations at branch level. If the 

employees breathe life into this organisation as suggested by (Acar & & Acar, 2014) then 

assessing their performance and the variables that influence that performance is paramount. 

It aids in the outcomes produced by the entity. Against the back drop of poor performance 

indicators, employees becomes an important stakeholder amoung others to evaluate. 
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Hofstede (2010) contends that people come into an organization that has its own set of 

values, beliefs and ways of doing things. In order to achieve the common goal the 

organization must therefore define a common culture and endeavor to inculcate it to its 

constituents – its employees. The perception employees draw maybe positive or negative to 

a level that it affects their level of engagement. According to French and Holden (2012) 

positive organizational cultures buffer ill effect of bad news during change processes in 

operational challenges such as price changes. This means that when employees perceive an 

organizational culture as positive they respond to change better and make change 

management possible (Omega, 2012). 

Bedi, Alpaslan and Green (2015) have shown that open (clear) ethical behavior on the part 

of managers positively affects job satisfaction and organizational commitment. Thus, 

employees could adhere to their managers and businesses with the help of managers‟ ethical 

behaviors and imposing that to their employees and the confidence occurred due to working 

in a fair environment (Avey, Wernsing, & Palanski, 2012).  

According to the study conducted by Kahn (1990) engagement can be defined as “behaviors by 

which people bring in or leave out their personal selves during work role performances”.  This 

definition is further propounded by (Ariani, 2014) engaged employees are more keen on 

providing input and encouraging team building initiatives to benefit the organizational goals. 

Mayer, Aquino, Greenbaum and Kuenzi (2012) indicated that culture and ethics of the 

organisation need to be present in order to achieve a high level of engagement from the 

employees. 
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N Richards 

N Richards is a wholesale chain operating 36 branches in Zimbabwe and employees 1456 

employees inclusive of the head office staff which include Finance, Marketing, Administration, 

IT. The business is a privately operated entity, with the executive and operational management 

still in the hands of the shareholders/founders. The entity has spanned three generations and is 

currently headed by the managing director Tyron Richards who happens to be the first born son 

in the second generation.  

According to Makoni (2019) N Richards is a brand that is enjoying a 40% market share in the 

wholesale industry. The industry in which N Richards is operating is a very price sensitive 

market that is currently thriving on price differentials to push volumes. The 40% market share 

mentioned above has been at that level for the past 3 years despite the fact that the organisation 

introduced 5 more branches within the same period. The addition of branches would have 

increased the company‟s revenue and in turn the market share which grew by 10% in the same 

period (Makoni, 2019).  

Clearly this has not happened, in fact the entity has lost market share in real terms and the status 

quo depicts a challenge that needs to be addressed. Employee turnover has been high, losing 

highly technical and experienced personnel to competitors in the same line of business. The 

research seeks to investigate if N Richards has the ability to outperform competitors by growing 

revenues, increasing its market share through focusing on employee engagement and its 

determinants. It will seek to measure if there is significant relationship between organisational 

culture and ethical leadership on employee engagement. 
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Previous researches have been concentrated on entities listed on various stock exchanges 

especially banks. The bourse has legal requirements that regulate the ethics and cultures of 

organizations. This leaves a gap on privately owned entities and in a retail sector of a developing 

country. Also past researches concentrated on examining ethics and culture on job satisfaction 

(Mayer, Aquino, Greenbaum, & & Kuenzi, 2012). Also (Rich & Crowford, 2010) contends that 

such linkages have not been well explored by previous researchers. 

Statement of the problem 

The retail/wholesale industry of Zimbabwe has grown by 10% in the last 3 years 2017-2019 

(Makoni, 2019). In the same period N Richards invested by building and opening up 5 more new 

branches. The projection was to tap into the growth of the market share brought about by foreign 

nationals especially Zambia, Malawi DRC nationals who were buying from Zimbabwe. A 

performance review of the same period has shown that the wholesale chain lost a 3% market 

share (Finance, HR., & Bulletin, 2019). The loss of market share by the N Richards wholesale 

Chain despite the investments in market that has grown by 10% in the same period is surely a 

challenge that requires investigation. During the same period the entity experienced a high level 

of employee turnover. The employees were joining fellow competitors who gained on the market 

share that was lost by N Richards despite their less investment activities in comparison to N 

Richards (Finance, HR., & Bulletin, 2019). A team building expect who conducted a workshop 

with the employees of the group indicated he detected low morale and disengagement from the 

team. Previous researchers (Anitha, 2014) have linked employee engagement to the 

organisational culture and leadership ethics that these determinants of engagement are embedded 

within the organization and therefore the importance of developing a good culture and setting 
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high moral standards (Meintjes, 2017). Hence the researcher will investigate if the 

disengagement is significantly caused by the created and practiced cultures and ethics displayed 

by the leaders in the organisation. The impact of organisational culture and ethical leadership 

on employee engagement in retail industry.  A case of N Richards Zimbabwe 

Objectives of the study 

The main objective of this study is to determine the effect of organisational culture and 

leadership ethics on employee engagement. Specifically:  

1. To establish the level employee engagement at N Richards Group. 

2. To determine the extent at which organisational culture and ethical leadership influence 

employee engagement at N Richards Group. 

3. Factually find if there is significant relationship between organisational culture, ethical 

leadership and employee engagement at N Richards Group. 

4. To evidently find which organisational culture and ethical leadership best influence 

employee engagement at N Richards Group. 

Research Questions  

The research seeks to answer the following questions: 

1. What is the level of employee engagement at N Richards group? 

2. To what extent is organisational culture and ethical leadership influence employee 

engagement at N Richards? 

3. Is there any significant relationship between organisational culture, ethical leadership and 

employee engagement at N Richards? 
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4. How well does organisational culture or ethical leadership predict employee engagement 

at N Richards Group? 

 

Hypothesis 

Hₒ: There is no significant impact between organisational culture and ethical leadership on 

employee engagement. 

Significance of the study  

There have been several high profile corporate and banking scandals which have mainly been as 

a result of a deficit of ethical leadership and unsupportive organisational cultures (Beamish, 

2013). So the study seeks to make organisations understand the influences of such variables on 

employee engagement. 

To The Researcher:  

The study will equip the researcher with research skills, provide insight at his workplace and 

as well to attain full qualification as it is a requirement in fulfilment of academic curriculum. 

Limitations of the Study 

1. The researcher assumes that the respondents will give truthful information to the best of 

their knowledge.  

2. That the researcher will be able to deliver questionnaires to all the 35 branches country wide. 

3. Respondents will be able to complete the questionnaires and return them on time. 
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4. The group of participants selected to participate in the study will be a representative of the actual 

population considered in the study. 

 

Delimitation of the study 

The research will focus on sampled members of staff for the 36 N Richards branches spread 

across the length and breadth of Zimbabwe. 

Conceptual Framework 

 

Organisational Culture 

 

 Ethical Leadership  

                   

Figure 1: Conceptual Framework 

Definition of Terms 

Employee engagement- employees‟ willingness and ability to help their company succeed 

largely by providing discretionary effort on a sustainable basis. 

Ethical leadership- ethical leadership is focused on compliance with the rules-of-the-game 

through performance evaluation systems and reward systems and requires self-control 

Organisational culture- refers to a set of commonly held values and beliefs „deep‟ within the 

organisation, not easily identifiable when viewing surface behaviours and practices. 

 

Employee Engagement 
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Organization of the Study 

This section provides an overview of how the five chapters in the research will be organized. 

Chapter 1 provides the introductory, motivation and purpose of the study. The chapter which will 

provide the background of the study, statement of the problem, limitation of the study, 

conceptual framework, the significance of the study, delimitations and definition of key terms. 

Chapter 2 details the literature review of the constructs of ethical leadership of the immediate 

manager, organisational culture that regulates the operations of the business and employee 

engagement. Chapter 3 describes the research methodology in detail. The following subheadings, 

Research Design, Population, Sample and Sampling Technique, Instrumentation, Pilot Study, 

Reliability and Validity, Methods of Data Collection and Data Analysis and Interpretation will 

be used. Chapter 4 provides the results of the statistical analysis. In Chapter 4, the researcher will 

focus on Data Presentation, Interpretation and Analysis. In this section, collected data shall be 

analyzed and interpreted using the Statistical Programme for Social Sciences (SPSS) 

highlighting the areas of interest and importance in the study. The main headings of this chapter 

will be Research and Methodology. In Chapter 5, the researcher will provide the summary of the 

research, conclusions, recommendations to ensure effectiveness of the contributions collection 

system and recommendations for future studies. 
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CHAPTER 2 

LITERATURE REVIEW 

Introduction 

This chapter will review the guiding literature on ethical leadership, organisational culture and 

how they link with employee engagement. It will further examine the existing theoretical 

framework and their complexities. Furthermore, the chapter will explore the different models and 

concepts of organisational culture and ethical leadership, which constitute the guiding theoretical 

framework for employees that are highly engaged. Literature review section aims to fuse the 

conceptual framework for employee engagement using the related literature and worldwide 

conferences that set and deliberated on strategies on producing employees that are highly 

engaged. In spite of the fact that organisations have always had cultures, managing these cultures has 

been a challenging and ambiguous task for business leaders (Acar & & Acar, 2014). 

Employee engagement 

In the last two decades there has been significant change in the culture of many organisations, a 

shift in the way employees are valued and treated and recognition of the impact employees have 

on business success (Albrecht, Bakker, Gruman, Macey, & Sacks, 2015). Most organisations 

attempt to create a culture and environment that reflect their values, mission and goals and some 

actively focus on engaging their employees as a key driver of success (Anitha, 2014). 

Organisations that elect to focus on highly engaged employees understand that employee 

engagement impacts on the performance of the entity (Merry, 2013). Studies have shown that 
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engaged employees contribute more and are less likely to voluntarily leave the organisation 

(Saks & Gruman, 2011).  

The global nature of work is rapidly evolving and having engaged employees is regarded as a 

competitive advantage for modern organisations (Meintjes, 2017). According to (Hewitt, 2015) 

report the significance of employee engagement can be reviewed both in terms of the benefits to 

the employee as well as benefits to the organisation. The same report also indicated that he 

financial implications of an engaged workforce could be a significant and key competitive 

advantage in the demanding investment banking environment. Research by AON Hewitt (2015) 

reveals a direct correlation between employee engagement and an organisation‟s financial 

performance.  

Although compelling on the surface, the meaning of the employee engagement concept is 

unclear. The incremental evolution in use and in research of the construct has offered a number 

of definitions that makes previous researches not a one size fit all. Parent and Lovelace (2015) 

defines it as employees‟ willingness and ability to help their company succeed, largely by 

providing discretionary effort on a sustainable basis.” According to the study, engagement is 

affected by many factors which involve both emotional and rational factors relating to work and 

the overall work experience. 

Robbin and Judge (2012) defines employee engagement as “a positive attitude held by the 

employee towards the organization and its value. An engaged employee is aware of business 

context, and works with colleagues to improve performance within the job for the benefit of the 

organization.  
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The different definitions have resulted in researchers identifying different drivers of employee 

engagement to suit a given definition and in particular to a given industry in the corporate world 

(Anitha, 2014). The researches have been conducted on corporates that already regulated by 

financial reporting requirements in corporate governance (Beamish, 2013). The determinants of 

employee engagements would already be a requirement by both the stock exchanges and 

corporate governance and this left a gap in private firms which the researcher seeks to 

investigate. Also the previous researches tended to examine the employees themselves without 

also analyzing the immediate managers (Saks & Gruman, 2011). This research seeks to examine 

the other part which is the role of immediate manager and the culture they create. (Krog, 2014), 

contends that what has been constant in all the definitions is the fact that employee engagement 

is depended in the actions, behaviours and attitudes of their leaders. 

Despite the agreement by previous researchers that employee engagement is positive (Bedi, 

Alpaslan, & & Green, 2015), (Newman, Kiazad, & Miao, 2014), (Mo & & Shi, 2015) on the 

performance of the organisations surveys such as that done by (Hewitt, 2015) still prove that 

there is low levels of engagement as that two out of ten employees are actively disengaged and 

that Disengaged employees can cost companies, and more broadly, the economy, millions in lost 

revenue due to lower productivity (Shuck, Reio, & Rocco, 2011). In this regard the researcher 

sought to understand if N Richards could be in the realm of the findings of (Hewitt, 2015) report 

findings. 

In the measurement of employee engagement researcher will use a Utrecht Work Engagement 

Scale (UWES), comprising relevant questions, will be designed to empirically examine the three 

sub-constructs of engagement, being vigour, dedication and absorption (Anitha, 2014). 
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Indicators of Employee Engagement 

Employee engagement will be operationalized using the dimensions of vigor, dedication, and 

absorption.  Each of the three dimensions was measured using the items provided on the attached 

instrument where vigor included 6 items derived from the study conducted by (Ariani, 2014), 

dedication included 5 items derived from the study conducted by (Ariani, 2014)  and  absorption 

included 5 items derived from the study conducted by (Ariani, 2014) (Schaufeli et al, 2006).   

According to (Parent & & Lovelace, 2015) when a person has vigor, it means that they have 

elevated levels of energy and cognitive resilience during work and a desire and inclination to put 

a lot of effort in the work and persists even when there are apparent difficulties. 

When employees are engaged, they display elevated commitment levels to a point that they feel that 

the work they are doing is very important to them. Schaufeli (2007) refers to dedication as the state 

of being intensely involved in one‟s own work, where they experience a sense of passion, inspiration, 

pride, a sense of worth as well as feel challenged by their work. It happens where an employee feels 

that the work has filled them and almost taken them over. Schaufeli (2007) states that it refers to 

being undividedly engrossed in one‟s own work while at the same time happy to be doing it so that 

one is not conscious of time passing by and find it difficult to detach her/him from the work. 

Ethical leadership 

According to (Viet, 2015) ethical leadership is focused on compliance with the rules-of-the-game 

through performance evaluation systems and reward systems and requires self-control. As far the 

interface with society is concerned, leadership is responsible for the return on investments of the 

shareholders and the compliance of the organization with the law (Viet, 2015). (Engelbrecht, 
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Heine, & & Mahembe, 2014) defined ethical leadership as „„the demonstration of normatively 

appropriate conduct through personal actions and interpersonal relationships, and the promotion of 

such conduct to followers through two-way communication, reinforcement, and decision-making.‟‟ 

According to (Avey, Wernsing, & Palanski, 2012) Ethical leadership is a form of leadership in 

which individuals demonstrate conduct for the common good that is acceptable and appropriate 

in every area of their life.  It is composed of the following three major elements: 

(Avey, Wernsing, & Palanski, 2012) contends that a noble quality of a leader is leading by 

example. By practicing and demonstrating the use of ethical, honest and unselfish behavior to 

subordinates, ethical leaders may begin to earn the respect of their peers. People may be more 

likely to follow a leader who respects others and shows integrity (Brown & & Mitchell, 2010). 

This show of behaviour gives followers the vigor and appetite of wanting to do more for the 

organisation and ultimately improving the performance of the organisation (Brown & & 

Mitchell, 2010) further argue. (Engelbrecht, Heine, & & Mahembe, 2014) indicated that role of 

an ethical leader is focusing on the overall importance of ethics, including ethical standards and 

other ethical issues, and how these factors can influence society. (Robert V. Krejcie & Daryle W 

Morgan, 2016) indicates that as an ethical leader, it‟s important to teach peers about ethics, 

especially in cases where they are faced with an ethical issue in the workplace.  

An ethical leader is guided by cardinal corners of ethics which are fairness, shared power and 

role modelling (Mayer, Aquino, Greenbaum, & & Kuenzi, 2012). (Kalshoven, van Dijk, & & 

Boon, 2016) describes how successful ethical leaders tend to be good communicators. Hence the 

research will seek to unravel if the immediate managers at N Richards possess the cardinal 

corners of ethical leadership as identified by (Mayer, Aquino, Greenbaum, & & Kuenzi, 2012). 

https://www.villanovau.com/resources/leadership/be-a-leader/
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(Metcalf & & Benn, 2013) identified the importance of leaders in building camaraderie with 

their team, quality relationships tend to be built on trust, fairness, integrity, openness, 

compassion and respect. Employees learn the types of behaviours which are encouraged by their 

manager through their own experience as well as by observing how their immediate manager 

behaves (Bedi, Alpaslan, & & Green, 2015). The early revolutionary researchers such as 

Mitchell (2010), through the norms of reciprocity and social exchange theory employees feel 

obliged to reciprocate if they perceive that their manager is caring and concerned for their well-

being.  

(Mayer, Aquino, Greenbaum, & & Kuenzi, 2012) argued that when choosing role models for 

appropriate behaviour to emulate, employees would follow immediate managers who are deemed 

legitimate role models for normative behaviour. They further contend that ethical behaviour is 

important for a manager‟s credibility if they want to influence employees throughout the 

organisation. 

The research will use an exploratory research instrument with questions weighed on a Linkert 

Scale. (Bedi, Alpaslan, & & Green, 2015) advocate that the ethical leadership scale measures a 

leader‟s ethical behaviours in the workplace including whether the leader communicates openly 

with employees, whether decisions are perceived to be fair and whether the leader takes action 

against employees guilty of unethical behaviour. Validation research has found support for the 

ethical leadership scale (ELS). 
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Organisational culture  

According to (Schein, 2011) the term organisational culture alludes to two “critical elements”: 

structural stability and integration. The first element, structural stability, refers to a set of 

commonly held values and beliefs „deep‟ within the organisation, not easily identifiable when 

viewing surface behaviours and practices. The second element, integration, is noted by Schein as 

the myriad of behaviour patterns, “rituals, climates, and values” that combine to mould the 

organisation‟s identity (Schein, 2011).  

Organisational culture is the glue that holds organisations together, a means by which 

participants communicate and co-ordinate their efforts, and incidentally a ring fence separating 

insiders from outsiders (Chau, 2013). (Schein, 2011) claimed that “organisational culture(s) are 

created by leaders and one of the most decisive functions of leadership may well be the creation, 

the management, and – if and when that may become necessary – the destruction of culture”. The 

conceptions in the definitions of the term widely vary similarly to what it impacts on in the 

organisation. In linking culture with performance (Krog, 2014) defined performance as the 

degree of achievement of the mission at work place that builds up an employee job and further 

claimed it is the organisation‟s capacity and capability to accomplish its goals effectively and 

efficiently.  

The earlier researchers have done little to prove a nexus between organisational culture with a 

family ownership background and employee engagement which the research intends to establish. 

This is the cultural web theory which the researcher will also utilise in his research. 
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The second will be the structural theory which previous researchers have considered, (Aktas & & 

Kiya, 2011), (Acar & & Acar, 2014) revolved around four types of cultures namely person 

culture, task culture, role culture, and power culture. They further asserted that a strong culture 

enables employee to feel better about what they do, so they are more likely to work harder.  

(Krog, 2014) stressed that the strength of organisational culture is an important factor in 

determining the organisational performance. „Strong‟ culture is said to exist where staff respond 

to stimulus because of their alignment to organizational values (Parent & & Lovelace, 2015). He 

further argued that in such environments, strong cultures help organizations operate like „well-

oiled‟ machines, engaging in outstanding execution with only minor adjustments to existing 

procedures as needed (Parent & & Lovelace, 2015). Conversely, there is „weak‟ culture where 

there is little alignment with organizational values, and control must be exercised through 

extensive procedures and bureaucracy (Omega, 2012).  (Cameron & Quinn, 2013) (Hartnell & 

Angelo, 2011) acknowledges, the motivation behind much of culture research is that 

organizational culture has been reckoned to influence behavior and attitudes at the 

organizational, group, and individual level. Looking further at how organizational culture can 

serve as explanatory factor for employees‟ work engagement, the Competing Values Framework 

(CVF) provides a useful classification. 

The competing values framework of organisational culture  

The framework has evolved over time, originally introduced by (Quinn & Rohrbaugh, 1983) as a 

framework for organizational analysis, the CVF classification has become one of the most 

influential models of organizational culture (Cameron & Quinn, 2013). The CVF is a widely 
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used instrument in both research and practice, and is chosen because it is useful in organizing 

and distinguishing between distinct culture types. Thus, its cultural typologies serve as a 

purposeful organizing framework for understanding how different organizational culture types 

can impact on employee engagement. 

(Quinn & Rohrbaugh, 1983) investigation revealed two main dimensions of effectiveness 

criteria, labeled focus and structure. The focus dimension represents the contrasting preference 

for flexibility versus stability. One end of the axis represents flexibility, spontaneity, and change, 

whereas the other end of the axis represents stability, order and control. (Cameron & Quinn, 

2013)The structure dimension represents the contrast between internal organizational demands 

versus external environmental demands.  

Here, one end of the axis is oriented towards integration and unity, whereas the other end of  

the axis is oriented towards differentiation and rivalry. According to the competing values 

framework, cultures of organizations differ with respect to the two sets of opposite values of 

focus and structure, ranging from internal to external, and from flexibility to stability 

respectively (Cameron & Quinn, 2013). Combining these two sets of competing values result in 

four unique culture types as depicted in Figure 1. 

With an internal focus and emphasis on control, hierarchy cultures are to be found in workplaces 

where formalized and structured procedures set the guideline for what people do (Cameron & 

Quinn, 2006). In hierarchy cultures, rules and policies are said to hold the organization together, 

so that stability and predictability will foster efficiency (Hartnell & Angelo, 2011). Clan cultures 

emphasize flexibility with an internal focus. Teamwork and employee development, as well as 
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participation and empowerment of employees hold the organization together, while concern for 

people is part of defining success.  

Adhocracy cultures have an external focus, supported by a flexible organizational structure. In 

adhocracy cultures emphasis is put on individuality and innovation, so that the organizations 

becomes a dynamic and creative place to work (Cameron & Quinn, 2013). Last, market cultures 

emphasize stability and control with an external focus. Market cultures are result oriented, and 

hold the organization together by focusing on productivity, profits, and on winning. 

The four culture types can be clearly distinguished through their placement in the CVF 

framework. While organizations usually inhabit characteristics of several culture types, Cameron 

and Quinn (2006) argue that most organizations develop a dominant culture style; meaning that 

an organization usually can be described through one of the four culture types. 

The relationship between culture and employee attitudes and behaviours 

Organizational culture has been investigated in a variety of different settings in an effort to 

explore its many influences on organizational life. While the relationship between organizational 

culture and organizational effectiveness has been difficult to establish (Schein, 2011) only a 

moderate amount of investigations have turned the focus to culture‟s relationship with employee 

attitudes and behavior. As human capital is the most dynamic and invaluable resource of a firm, 

understanding what employee behaviors and attitudes are affected by the organizational 

environment is critical. 
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CHAPTER 3 

RESEARCH METHODOLOGY 

Introduction 

This chapter will outline the research design, describes the population and the sampling 

techniques which will be used by the researcher for the study. The chapter will further describes 

the research instruments and show how these instruments will suite the study to be undertaken. It 

will also deal with the validation of the instruments for data collection, data collection 

procedures and the procedure for data analysis. 

Research Design 

The study adopted descriptive survey research design. Descriptive research is a scientific method 

of exploration that involves collection and analysis of both quantitative and qualitative data. 

(Mugenda & Mugenda, 2008) state that the descriptive study is a technique that enables the 

researcher to summarize and consolidate data in a way that is meaningful and effective. This 

design was considered fitting for this study because data was collected from a large number of 

employees. In addition, employees constituted the unit of analysis. According to (Krathwohl & 

David R, 2009) Description emerges following the exploration of the study and serves to 

organize the findings in order to fit them with explanations, and then test or validate those 

explanations. 
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Population of the study 

Population is the aggregate of all that conforms to a given specification (Mugenda & Mugenda, 

2008) . The target population was 1 348 branch level employees from the 36 branches across the 

length and breadth of Zimbabwe at the N Richards Group branches. The group is regionalized into 8 

provinces namely Harare, Manicaland, Masvingo, Mashonaland, Midlands, Bulawayo, National 

Hardware and Cash & Carry business units. 

Sample and Sampling Technique 

The researcher applied stratified random sampling method. Stratified sampling is a way of 

ensuring that particular strata or categories of individuals are represented in the sampling 

process. This population was divided into homogeneous groups (strata) or province as tabulated 

on table 1 below as N Richards Group is divided into 6 provinces. There are further two 

types of branches:  

Branches that exclusively deal with hardware merchandise such as building materials. and 

thirdly the cash and carry business units. This the two to give a total of strata‟s to 8. The 

researcher then randomly selected one branch out of each province/strata and one out of the 

exclusively hardware branch and the other from the cash and carry business unit . Each 

branch had the probability to be drawn from each stratum/province giving each branch an 

equal chance to be selected. The branch employees of the selected branch were used by the 

researcher as the respondents. The reason will be to endeavor to attain accurate representations 

from each stratum.  
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The sample size will be guided using the computation table for determining sample size of a 

known population.  The selected branches had a total of 363 employees used as respondents out 

of a total 1 348. This meant that the sample size was 27% of the total population. The sample was 

considered optimum, and fulfilled the requirements of efficiency, representativeness, reliability and 

flexibility (Krathwohl D. R., 2009). Every province ha d a branch that represented them and the 

specialized units were equally considered. 

Table 1: Population and Size Sample  

Province Branches Total Employees   

/Province 

Total Branch 

Sampled / Strata 

 

Total Employees 

Sampled  

Harare 3 200 1 75 

Mashonaland 6 221 1 33 

Manicaland 3 116 1 36 

Masvingo CC 3 101 1 58 

Masvingo  13 425 1 62 

Midlands  3 112 1 47 

Matabeleland 1 39 1 39 

National 
Hardware 

4 134 1 38 

Totals 36 1348 8 363 

Source: NRG employees‟ population (Finance, HR., & Bulletin, 2019) 

Instrumentation 

The researcher developed a self-constructed closed ended questionnaire on the variable of 

leadership ethics and depended variable which is employee engagement. However on 

organisational culture independent variable the researcher used a questionnaire adopted from 

Cameron and Quinn (2009) Organizational Culture Assessment Tool and Schaufeli & Bakkers‟ 
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(2003) Work and Wellbeing Survey UWES. The data collected was interpreted using a five point 

Likert scale. The five responses was each given a numerical value which was used to measure 

attitude under investigation and was uploaded on the statistical tool (SPSS). Thus the reason the 

researcher used the technique using mean intervals indicated on table 2 below.  

 

Table 2: Research Likert and Verbal Interpretation 

Scale Responses Mean Intervals Verbal Interpretation 

1 Strongly Disagree 1.00 – 1.50 Very Low 

2 Disagree 1.51 – 2.50 Low 

3 Neither Disagree nor Agree 2.51- 3.50 Average 

4 Agree 3.51- 4.50 High 

5 Strongly Agree 4.51- 5.00 Very High 

 

Pilot study 

A pilot test using the questionnaire was used to assist the researcher to identify errors and 

inconsistences in understanding of the instrument. This gave the researcher an opportunity to 

make corrections and modification to the instrument before full scale of the actual research. 

Gokwe branch was used for the pilot as it is remote and quite detached with other branches for 

the fear of contamination. Gokwe branch that participated in the pilot was not considered in the 

actual research. The branch had a total of 35 employees and were all considered as respondents 

for the pilot survey. The data collection processes for the pilot survey was a complete and return 

while I wait and was conducted by the researcher while on a business trip to that region. 
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Data Collection Process  

Following the formal written approval, the administration department provided the researcher 

with access to the internal mailing system of the group. The admin and finance departments pick 

up source documents for posting into the financial system for financial reports from branches 

every fortnight and they utilise the driver messengers for the group. Researcher utilised this 

mailing system by including non-addressed enveloped questionnaires to be completed by 

respondents. The driver messenger would pick up the instrument before leaving the branch. 

Reliability and validity 

The validity of the Instrument was determined by both the face and content validity. The 

questionnaire was logged and input on SPSS software for validation. The researcher utilized the 

pilot study to assess the reliability of the instrument. The questionnaire was administered to 

Gokwe branch employees who did not participate in the final study. Cronbach‟s alpha 

coefficient obtained in the pilot survey research was 0.817 which made researcher to go full 

scale as 0.817 was considered indicating the items being measured were strongly related as a set 

of items. 

Table 3: Reliability Statistics  

Cronbach's Alpha Cronbach's Alpha Based on Standardized Items N of Items 

.817 .828 52 

Source: Primary Data (SPSS Output) 

The Cronbach‟s alpha coefficient is 0.817, the scale was considered reliable for the sample as 

it was above 0.7 which is the benchmark.  
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Data Collection 

The study used primary data using structured questionnaires with closed questions. The questionnaire 

consisted of self-constructed questions on ethical leadership and employee engagement and adopted 

from Cameron and Quinn (2009) Organizational Culture Assessment Tool and Schaufeli & Bakkers‟ 

(2013) Work and Wellbeing Survey UWES for the variable of organisational culture. The researcher 

administered the questionnaire through “drop and pick later” method. The use of questionnaires 

assisted in the qualitative hypothesis by the utilizating descriptive surveys, self-structured 

questionnaires, checklist of standards and observations.  

The questionnaire contained 4 sections A, B, C and D. Section A, contained 5 demographic questions 

and section B, C and D focused on organizational culture, ethical leadership and employee engagement 

respectively. 

Data Analysis 

Collected data was analyzed and interpreted using SPSS statistical tool highlighting the areas of 

interest and importance in this study. The researcher used a statistical package for social 

scientists (SPSS) and data was presented in the form of frequency tables, bar charts and pie 

charts. Regression analysis was used to determine the influence of ethical leadership and 

organizational culture on employee engagement. Due diligence and care was employed in 

computing data for correct and consistent interpretation. 
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CHAPTER 4 

RESULTS AND DISCUSSION 

Introduction 

This chapter presents the findings, analysis and interpretation of data collected from the 

respondents of the study using questionnaire. Statistical Package for Social Sciences (SPSS) 

software was used to analyse the data. 

Response Rate of Questionnaires 

The researcher administered the questionnaire through “drop and pick later” method. Questionnaires 

were distributed using a pick and drop method where 363 copies were distributed. 311 copies 

were returned completed as some members of staff were found not at work either on time off or 

vocational leave. The 311 responses translate to 86% of the response rate. The response rate was 

high as the mailing system by driver messengers is done during the normal trading hours where 

members of staff are on duty. The collected responses were relevant for the analysis and all 

questions were answered satisfactorily. The results are shown in table 4 below: 

Table 4: Questionnaire Response Rate Analysis 

Total questionnaires distributed Total questionnaires returned Percentage response rate 

363 311 84% 
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Gender Analysis 

Table 5: Gender 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 
Female 115 37.0 37.0 37.0 

Male 196 63.0 63.0 100.0 

Total 311 100.0 100.0  

Source: SPSS Output 

Out of 311 respondents 63% (196) were males while 37% (115) were females. This shows that 

the number of respondents is high on males than females. The hiring culture of N. Richards 

favored the male gender as the activity involved receiving from suppliers and selling the 

products in cases which are heavy in nature. The processes have also been highly manual. 

Age Analysis 

Table 6: Age Distribution 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Below 20 Years 7 2.3 2.3 2.3 

Between 21-40 

Years 

122 39.2 39.2 41.5 

41-60 Years 182 58.5 58.5 100.0 

Total 311 100.0 100.0  

Source: SPSS Output 

Respondents were asked to indicate their age range. Results obtained are shown on table 6 

below. The age group of 41-60 years contributes the highest of 58.5% (182) while below 20 

years is contributing the lowest of 2.3% (7). The employees in the higher age groups has been 
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transferred to branches closer to their rural homes which is making it easier for them to have a 

better work-life balance. 

Education Analysis 

Respondents were asked to indicate their level of education. Results obtained are shown on table 

7 below. 

Table 7: Level of Education 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Diploma 176 56.6 56.6 56.6 

Undergraduate 

Degree 

115 37.0 37.0 93.6 

Post Graduate 

Degree 

18 5.8 5.8 99.4 

Other 2 .6 .6 100.0 

Total 311 100.0 100.0  

Source: SPSS Output 

The table depicts that 56.6% (176) have a diploma while only 5.8 (2) have a Post graduate 

qualification. At branch level is purely clerical staff governed by the Collective Bargaining 

Agreement CBA hence the reason there is a high number with the Diploma qualification which 

is the entry level qualification. 

Duration Analysis 

Respondents were also asked to indicate their length of service with N. Richards. Results 

obtained are shown on table 8 below. 
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Table 8: Duration 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Below 2 Years 16 5.1 5.1 5.1 

3-5 Years 74 23.8 23.8 28.9 

6-10 Years 157 50.5 50.5 79.4 

Above 10 

Years 

64 20.6 20.6 100.0 

Total 311 100.0 100.0  

Source: SPSS Output 

Table 8 indicates that respondents between the 6-10 years of length of service constituted the 

highest 50.5% (157) while those below 2 years constituted 5.1% (16) of the total respondents. 

This would suite the researchers‟ needs the majority would have been with the organisation for a 

period not less than 5 years. There are in a better position to under the cultures and ethics of the 

organisation. 

Research Question One 

What is the level of employee engagement at N Richards group?  

The question answers the objective which seeks to establish the level employee engagement at N 

Richards Group. The mean and standard deviation was used to answer this question. Mean scores 

were interpreted using table 2. 
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Table 9: Employee Engagement 

Component  N Mean Std. Deviation 

5. I feel bursting with energy at my work 311 3.006 1.3536 

6. When I wake up in the morning I feel like 

going to work 
311 2.801 1.6614 

7. I can work for extended periods 311 2.881 1.2503 

8. I have a high perseverance at work even 

when things are wrong 
311 3.119 1.1254 

9. My work has a lot of meaning and purpose 311 3.019 1.5861 

10. I am passionate about what I do 311 3.222 1.2071 

11. I am inspired by my job 311 2.984 1.0850 

12. My job gives me the challenge I need 311 3.042 1.4216 

13. I have no recollection of time when I am 

working 
311 3.270 1.3287 

14. Working intensely gives me contentment 311 3.219 1.4291 

15. I get engrossed in my work 311 2.810 1.3486 

16. I am unable to detach myself from my 

work 
311 2.900 1.3771 

Employee Engagement Level 311 3.0228 .46906 

    

Source: Primary Data (SPSS Output) 

 

As per findings in table 9, the level of employee engagement at N. Richards scored an average 

mean of 3.0228 (SD=.46906), revealing N. Richards employees level of engagement was at an 

average level. Having an average level of employee engagement implies there is a lot of room to 

attain highly engaged employees. The standard deviation shows homogeneity in responses as 

evidenced by a score 0.46906, below 1.  

Parent and Lovelace (2015) indicated that when a person is highly engaged, it means that they 

have elevated levels of energy and cognitive resilience during work and a desire and inclination 

to put a lot of effort in the work and persists even when there are apparent difficulties. Where it 

is averagely ranked then such employees lack the vigour and being average implies doing work 
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in order to avoid reprimand. The average score would mean that N Richards is losing out on the 

benefits of highly engaged personnel. N Richards management and shareholders have not been 

investing enough in order to attain high levels of engagement.  

Research question two 

To what extent does organisational culture and ethical leadership influence employee 

engagement at N Richards? 

The question answers the objective which seeks to determine the extent at which organisational 

culture and ethical leadership influence employee engagement at N Richards Group. The mean 

and standard deviation was used to answer this question. Mean scores were interpreted using 

table 2. 

Table 10: Ethical Leadership 

 

Component N Mean Std. Deviation 

17. My immediate manager listens to what employees 

have to say. 
311 3.209 1.3068 

18. My immediate manager disciplines employees 

who violate ethical standards 
311 2.868 1.5023 

19. My immediate manager conducts his/her life in an 

ethical manner 
311 2.749 1.3056 

20. My immediate manager has the best interest of 

employees in mind 
311 3.006 1.3344 

21. My immediate manager makes fair and balanced 

decisions 
311 3.071 1.2214 

22. My immediate manager can be trusted 311 2.768 1.4606 

23. My immediate manager discusses business ethics 

or values with employees 
311 3.212 1.1101 

24. My immediate manager sets an example of how to 

do things the right way in terms of ethics 
311 3.180 1.5718 
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25. My immediate manager defines success not just by 

results but also by the way they are obtained 
311 3.177 1.1713 

26. My immediate manager when making decisions, 

asks” what is the right thing to do?” 
311 2.608 1.3797 

Ethical Leadership Level 311 2.9849 .49967 

 311   

Source: SPSS Output 

Table 10 above reveal that ethical leadership has a mean score of 2.9849 (SD=0.49967) meaning 

ethical leadership influence organisational performance to an average extent.  This implies that N 

Richards management are not resolute and religious on upholding leadership ethics and it poses a 

challenge as it might not inspire subordinates to be highly engaged. The standard deviation 

shows homogeneity in responses as evidenced by a score 0.49967.  

Previous researches and authors such as Viet (2015) highlighted that ethical leadership is focused 

on compliance with the rules-of-the-game through performance evaluation systems and reward 

systems and requires self-control. A score of average suggests management at Nrichards the 

leadership is not complying with the existing rules and regulations and as research has suggested 

does not inspire the employees to the extent that they can be highly engaged.  
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Table 11: Organizational Culture 

 

Component  N Mean 

Std. 

Deviation 

27. The institution feels like family 311 3.357 1.1878 

28. The organisation provides a vibrant innovative space providing for 

risk taking 
311 2.785 1.5033 

29. The institution is controlled and organised with prescribed 

procedures that govern people. 
311 2.585 1.5171 

30. The leadership facilitates, mentors and nurtures staff 311 3.225 1.1162 

31. The leadership exhibits free enterprise, invention and risk taking 311 2.720 1.4709 

32. The leadership does not entertain nonsense, is aggressive and is 

results focused 
311 3.334 1.1794 

33. The leadership coordinates, organises and focuses on efficiency 311 2.965 1.4081 

34. The administration style is based on teamwork, compromise and 

involvement 
311 3.254 1.1763 

35. The administration style involves hard driving effectiveness, high 

demands and success 
311 3.502 1.1829 

36. Allegiance, shared trust and commitment is what holds the 

institution together 
311 3.039 1.1466 

37. Commitment to invention and development is what holds the 

institution together 
311 2.797 1.4190 

38. Emphasis on accomplishment and goal attainment is what holds 

the institution together 
311 3.399 .9847 

39. Rules and policies are what hold the organisational together. 311 3.090 1.3289 

40. Smooth operations are considered very important 311 3.399 1.2783 

41. The organisation stresses human growth, high confidence, 

candidates and participation 
311 2.862 1.1847 

42. The institution explains accomplishments on the basis of the 

growth of human capital, collaboration, employee commitment and 

care for the people 

311 3.277 1.2263 

43. The institution explains success based on having newest and most 

unique products. It leads in  innovating new products/services 
311 3.383 1.1437 

44. The institution explains success as winning in the market 

leadership in a competitive market is vital 
311 2.887 1.4086 

45. The institution explains success on the basis of effectiveness. Low 

cost production is important 
311 3.273 1.3628 

Organisational Culture Level 311 3.1122 .52408 
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Source: SPSS Output 

The current level of organisational culture at N. Richards is revealed by Table 11 above. 

Organisational culture scored a mean score of 3.1122 (SD=0.52408) meaning to an average 

extent, employee engagement is being influenced by organisational culture at N Richards.  The 

average extent influence implies a challenge as it might not inspire subordinates to be highly 

engaged. The standard deviation shows homogeneity in responses as evidenced by a score 

0.49967, below 1.  

When (Chau, 2013) indicated that organisational culture is the glue that holds organisations 

together, a means by which participants communicate and co-ordinate their efforts, he mentioned 

that being average or below average would mean that the organisation is not structurally sound 

as it is not glued together. N Richards with an average score of 3.1122 indicates that there is need 

to shift and practice good cultures so they can benefit on their increased level of investment such 

as the increase in branch networks.  

Research question three 

Is there any significant relationship between organisational culture, ethical leadership and 

employee engagement at N Richards? 

The question answers the objective which sought to factually find if there is significant 

relationship between organisational culture, ethical leadership and employee engagement at N 

Richards Group. The question was answered using Pearson correlation. 
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Table 12: Correlation between Independent Variables and Dependent Variable 

 

Employee 

Engagement 

Ethical 

Leadership 

Organisational 

Culture 

Employee Engagement Pearson Correlation 1 .442
**

 .565
**

 

Sig. (2-tailed)  .000 .000 

N 311 311 311 

Ethical Leadership Pearson Correlation .442
**

 1 .514
**

 

Sig. (2-tailed) .000  .000 

N 311 311 311 

Organisational Culture  Pearson Correlation .565
**

 .514
**

 1 

Sig. (2-tailed) .000 .000  

N 311 311 311 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output 

Data was tested using Pearson Correlation as shown in table 12 to investigate the relationship 

between organisational cultures on employee engagement. The findings showed that 

organisational culture has a large positive correlation with employee engagement [r=.565, 

n=311, p<.01], the relationship illustrates that as organisational culture improves so does the 

level of employee engagement. As employees experience an improved organisational culture, 

this improves their level of engagement. 

Ethical Leadership was also found to have a large positive correlation, higher than organisational 

culture [r=.442, n=311, p<.01]. The relationship illustrates that as ethical leadership improves or 

increase so does the level of employee engagement. N Richards will require to change the way it 

values and treats its employees, according to (Albrecht, Bakker, Gruman, Macey, & Sacks, 

2015) a shift in the way employees are valued and treated has an impact on the level of 

engagement in employees and ultimately the success that the business achieves. This is done 

through exhibiting ethical leadership.  
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Research question four 

How well does organisational culture or ethical leadership predict employee engagement at 

N Richards Group? 

The question answers the objective which sought to evidently find which variable organisational 

culture and or ethical leadership best predict employee engagement at N Richards Group. 

Standard multiple regression was used to answer this question. 

Table 13: Model Summary 

 

Model R 

R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .592
a
 .351 .346 .37920 .351 83.173 2 308 .000 

a. Predictors: (Constant), Organisational Culture, Ethical Leadership 

b. Dependent Variable: Employee Engagement 

Source: SPSS Output 

Table 12 above is the model summary box indicating how much of the variance in the dependent 

variable (employee engagement) is explained by the model (which includes the variables of 

organisational culture and ethical leadership). In this case the value is .346 and 34.6% when 

expressed as a percentage of the variance in employee engagement. While the contribution of 

34.6% was significant it meant that employee engagement and organisational culture are not the 

only variables that affect employee engagement. This leaves a gap for other researchers to 

explore. Adjusted R Square that is 34.6% implies 34.6% is being explained by your independent 

variables combined leaving 65.4% being explained by other variables which are beyond my 

study. This is a gap that can be further explored by other researchers. 
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Table 14: Coefficients 

Model 

Unstandardize

d Coefficients 

Standardi

zed 

Coefficie

nts 

T Sig. 

95.0% 

Confidence 

Interval for B Correlations 

Collinearity 

Statistics 

B 

Std. 

Error Beta 

Lower 

Bound 

Upper 

Bound 

Zero-

order Partial Part Tolerance VIF 

1 (Constant) 1.16

6 
.149  7.830 .000 .873 1.460      

Ethical 

Leadership 
.193 .050 .206 3.844 .000 .094 .292 .442 .214 .176 .735 1.360 

Organisational 

Culture 
.411 .048 .459 8.580 .000 .317 .505 .565 .439 .394 .735 1.360 

a. Dependent Variable: Employee Engagement 

 

Table 13 indicates that the largest beta coefficient is .459, which is for organisational culture 

(OC). This means that this variable makes the strongest unique contribution to explaining the 

dependent variable (employee engagement), when the variance explained by all other variables 

in the model is controlled for. The Beta value for ethical leadership was lower (.206), indicating 

that it made less of a contribution. At Sig, both EL & OC made statistically unique significant, 

contribution(s) to the prediction of employee engagement of scores <.001.  

Hypothesis Test  

Hₒ: There is no significant impact between organisational culture and ethical leadership 

on employee engagement. 

Looking at Table 13, it is revealed that organizational culture and ethical leadership impacted 

significantly employee engagement at N Richards as shown by p-value = 0.000 for both which is 

p<0.05. Therefore, it was concluded that organizational culture and ethical leadership has 

significant impact on employee engagement at the 5% level of significance. This means we 

reject the null hypothesis and the alternate hypothesis which states that there is significant impact 
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between organisational culture and ethical leadership on employee engagement at N Richard is 

accepted. 
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CHAPTER 5 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

Introduction 

This final chapter will seek to present a summary of the findings as well as draw conclusions to 

the study on the impact of organisational culture and ethical leadership on employee 

engagement. Lastly the chapter will also pose recommendations to relevant parties and for 

further research.  

Summary 

The main objective of this study was to unravel the levels of employee engagement at N. 

Richards. Existing literature established organisational culture and leadership ethics as the 

leading constructs of employee engagement. The researcher then applied these constructs in 

assessing their impact on employee engagement in the Retail Sector. 311 branch members of 

staff were surveyed through the use of a self-constructed questionnaire with close ended 

questions. A 5-point Likert scale questionnaire was used in the collection of data and analysed 

using SPSS version 23. Tables were drawn for interpretation and analysis. 

Findings of the Study 

The following were the key findings of the study; 
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1. The average score implies that he employees of N. Richards neither highly nor lowly 

engaged. As discussed in the literature review where (Robbin & Judge, 2012) that 

employee engagement as “a positive attitude held by the employee towards the 

organization and its value. An engaged employee is aware of business context, and works 

with colleagues to improve performance within the job for the benefit of the organization. 

N Richards employees are not inspired on their own or neither are they inspired by their 

existing organisational culture and ethical leadership fully. There are not high fliers as 

there are content with average performance. It would mean that N. Richards are not 

benefitting the outcomes that come with a highly engaged workforce. 

 

2.   The average mean score implies a challenge as it might not inspire subordinates to be 

highly engaged. In chapter 2 (Brown & & Mitchell, 2010) referred to an ethical leader as 

a manager with moral value, how the manager uses his or her formal position and if it is 

viewed as weak or not strong the he or she cannot influence high level of engagement. 

Management at N. Richards are not being exemplary at all times in their applications and 

execution of decision(s). Their average score is also resulting in a moderate performance 

from the junior level staff. 

 

 

3. The average mean score implies a challenge as it might not inspire subordinates to be 

highly engaged. (Krog, 2014) stressed that the strength of organisational culture is an 

important factor in determining the organisational performance. In this particular instance 

it was established to be average which is not favourable for N. Richards. In literature 
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review culture was explained by (Acar & & Acar, 2014) as the glue of the organisation. 

Where the score is average, its influence and benefits are not flowing to N. Richards as a 

corporate. 

 

4. The research findings established organisational culture as the strongest predictor of 

employee engagement as evidenced by a 1 point increase in organisational culture is 

associated with a 0.459 point increase in overall employee engagement. However, a weak 

beta value 34.6% implies there are other factors which are more important to the 

respondents but beyond the scope of this study and they require further interrogation. 

 

5. Organizational culture and ethical leadership impacted significantly employee 

engagement at N Richards as shown by p-value = 0.000 for both which is p<0.05. 

Therefore, the null hypothesis is rejected and the alternate hypothesis which states that 

there is a significant impact between organisational culture and ethical leadership on 

employee engagement at N Richard is accepted. 

Conclusion 

The researcher embarked on the study in order to unravel the reasons why the employees at N. 

Richards were disengaged. The organisation was investing in other tangible assets but the 

organisation had not received growth in its returns. The study shows neglect on the part of 

management to address issues related to employee engagement. A research by (Hewitt, 2015) 

indicated that companies with engaged employees pull 2.5 times more revenues compared to 
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competitors with employees that less engaged. The research further established that 87% of 

highly engaged employees are less likely to leave an organisation than the less engaged counter 

parts. N. Richards is failing to tap into 2.5 times revenue they would have their employees 

bringing for the organisation. The high turnover identified at the problem definition will be 

resolved once the employee engagement levels are increased. 

Literature revealed organisational culture and ethical leadership were amoung the variables that 

were identified as influential in determining employee engagement. The research established that 

organisational culture had more influence on employee engagement when compared to ethical 

leadership. N. Richards should there prioritise organisation culture as I unit extra of a better 

organisational culture leads to higher increase in employee engagement than ethical leadership. 

 

Recommendations 

Based on the research findings, the study recommends the following action plans for the 

management and shareholders of N. Richards Zimbabwe for an improved performance of the 

organisation.  

1. There is need for the management and shareholders at N. Richards to uphold the existing 

good cultures and improve on the demotivating cultures so they significantly improve 

employee engagement. 

2. The N. Richards could organise training workshops on ethical leadership to improve the 

low scores on ethical leadership and thereby impact and improve employee engagement. 
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3. There should be high level of compliance on  policies and procedures of N. Richards in 

order for employees to feel that management are guided by these policies at all times and 

therefore the expected cultures and ethics are being followed. 

 

Recommendations for further studies 

The Beta score attained of 34.6% suggests that there other variables that affects employee 

engagement other than organisational culture and ethical leadership that were evaluated in the 

study.  

1. Further studies are required to establish the other variables that influence employee 

engagement as the study scored a significance of 34.6% on employee engagement from 

the independent variables of organisational culture and ethical leadership. The gap of 

65.4% of other variables that influence employee engagement will require to be explored. 

2. Employee engagement could be evaluated comparing two or more companies in further 

studies in order to ascertain the contribution of different management styles.  
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Research Project Questionnaire        

Dear colleague,  

As part of my master‟s degree, I am conducting research to examine the relationship between 

ethical leadership, interpersonal trust and employee engagement. The survey should not take 

more than 15 minutes of your time. Please read each statement carefully and decide which option 

is most applicable by selecting the number that best describes how frequently you feel that way.  

Your participation is voluntary and you can withdraw at any time. No names are required and all 

data is completely anonymous and strictly confidential. By completing the survey, you indicate 

that you voluntarily participate in this research. If you have any concerns, please contact my 

supervisor or me. Our details are provided below.  

Researcher name: Lovemore Sikosana  

Email: lovemore.sikosana@gmail.com  

Mobile: 0771030210 

  

Research supervisor: Professor Sibanda  

Email: sibandahm@solusi.ac.zw  

Mobile: 0778 952 521 

Research Topic: 

AN ASSESSMENT OF ORGANISATIONAL CULTURE AND ETHICAL LEADERSHIP ON 

EMPLOYEE ENGAGEMENT IN RETAIL INDUSTRY.  A CASE OF N RICHARDS 

ZIMBABWE 

 

INSTRUCTIONS TO RESPONDENTS 

1.Please read the questions carefully before you answer. 

2.Kindly put (X) in the box where you are asked to select or choose. 

3.Do not put your name or contact details on the questionnaire, it is not necessary 

4.The information collected will be used for research purposes only and will not be used       for 

other purposes. 
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SERCTION A: DEMOGRAPHIC INFORMATION 

       

1 What is your sex?       

         

a. Male        

b. Female        

         

2 What is your age bracket?      

         

a. below 20 Years       

b. 21-40 Years       

c. 41-60 Years       

d. Above 60 Years       

         

3 What is your highest level of education?     

         

a. Diploma        

b. Under Grad- Degree       

c. Post -Grad  Degree       

d. Other (Specify)……………………………………………………………. 

         

4. What is your duration of employment with organisation?   

         

a. Below 2 Years       

b. 3-5 Years       

c. 6-10 Years       

d. Above 10 Years       
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SERCTION B: EMPLOYEE ENGAGEMENT 

Please rate the following statements by ticking (√) in the appropriate box to indicate how 

much you agree or disagree with each statement. 

 Strongly Agree 4 Agree 3 Neutral 2 Disagree 1 Strongly Disagree 

Employee Engagement  
5 4 3 2 1 

5. I feel bursting with energy at my work            

6. When I wake up in the morning I feel like going to work           

7. I can work for extended periods      

8. I have a high perseverance at work even when things are wrong      

9. My work has a lot of meaning and purpose           

10. I am passionate about what I do            

11. I am inspired by my job           

12. My job gives me the challenge I need            

13. I have no recollection of time when I am working           

14. Working intensely gives me contentment            

15. I get engrossed in my work           

16. I am unable to detach myself from my work      
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SECTION C: ETHICAL LEADERSHIP  

 

Ethical Leadership 5 4 3 2 1 

17. My immediate manager listens to what employees have to say           

18. My immediate manager disciplines employees who violate 

ethical standards           

19. My immediate manager conducts his/her life in an ethical 

manner           

20. My immediate manager has the best interest of employees in 

mind      

21. My immediate manager makes fair and balanced decisions      

22. My immediate manager can be trusted      

23. My immediate manager discusses business ethics or values with 

employees      

24. My immediate manager sets an example of how to do things the 

right way in terms of ethics      

25. My immediate manager defines success not just by results but 

also by the way they are obtained      

26. My immediate manager when making decisions, asks” what is 

the right thing to do?”      
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SECTION D: ORGANISATIONAL CULTURE  

Organisational Culture 5 4 3 2 1 

27. The institution feels like family      

28. The organisation provides a vibrant innovative space providing 

for risk taking      

29. The institution is controlled and organised with prescribed 

procedures that govern people.           

30. The leadership facilitates, mentors and nurtures staff      

31. The leadership exhibits free enterprise, invention and risk taking      

32. The leadership does not entertain nonsense, is aggressive and is 

results focused 

     

33. The leadership coordinates, organises and focuses on efficiency      

34. The administration style is based on teamwork      

35. The administration style involves hard driving effectiveness, 

high demands and success 

     

36. Allegiance, shared trust and commitment is what holds the 

institution together.  

     

37. Commitment to invention and development is what holds the 

institution together 

     

38. Emphasis on accomplishment and goal attainment is what holds 

the institution together 

     

39. Rules and policies are what hold the organisational together.      

40. Smooth operations are considered very important      

41. The organisation stresses human growth, high confidence, 

candidates and participation 

     

42. The institution explains accomplishments on the basis of the 

growth of human capital, collaboration, employee commitment 

and care for the people  

     

43. The institution explains success based on having newest and 

most unique products.  

     

44. The institution explains success as winning in the market 

leadership in a competitive market is vital 

     

45. The institution explains success on the basis of effectiveness.       
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THANK YOU FOR COMPLETING THIS QUESTIONAIRE 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based on Standardized Items N of Items 
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.817 .828 52 

 

Gender 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Female 115 37.0 37.0 37.0 

Male 196 63.0 63.0 100.0 

Total 311 100.0 100.0  

 

Age 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Below 20 Years 7 2.3 2.3 2.3 

Between 21-40 Years 122 39.2 39.2 41.5 

41-60 Years 182 58.5 58.5 100.0 

Total 311 100.0 100.0  

 

Level of Education 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Diploma 176 56.6 56.6 56.6 

Undergraduate Degree 115 37.0 37.0 93.6 

Post Graduate Degree 18 5.8 5.8 99.4 

Other 2 .6 .6 100.0 

Total 311 100.0 100.0  

 

 

 

 

 

 

 

 

 

 

Component  N Mean Std. Deviation 

1. I feel bursting with energy at my work 311 3.006 1.3536 
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2. When I wake up in the morning I feel like 

going to work 
311 2.801 1.6614 

3. I can work for extended periods 311 2.881 1.2503 

4. I have a high perseverance at work even 

when things are wrong 
311 3.119 1.1254 

5. My work has a lot of meaning and purpose 311 3.019 1.5861 

6. I am passionate about what I do 311 3.222 1.2071 

7. I am inspired by my job 311 2.984 1.0850 

8. My job gives me the challenge I need 311 3.042 1.4216 

9. I have no recollection of time when I am 

working 
311 3.270 1.3287 

10. Working intensely gives me contentment 311 3.219 1.4291 

11. I get engrossed in my work 311 2.810 1.3486 

12. I am unable to detach myself from my 

work 
311 2.900 1.3771 

EE Ave 311 3.0228 .46906 

    

Source: Primary Data (SPSS Output) 

 

Component N Mean Std. Deviation 

13. My immediate manager listens to what employees 

have to say. 
311 3.209 1.3068 

14. My immediate manager disciplines employees 

who violate ethical standards 
311 2.868 1.5023 

15. My immediate manager conducts his/her life in an 

ethical manner 
311 2.749 1.3056 

16. My immediate manager has the best interest of 

employees in mind 
311 3.006 1.3344 

17. My immediate manager makes fair and balanced 

decisions 
311 3.071 1.2214 

18. My immediate manager can be trusted 311 2.768 1.4606 

19. My immediate manager discusses business ethics 

or values with employees 
311 3.212 1.1101 

20. My immediate manager sets an example of how to 

do things the right way in terms of ethics 
311 3.180 1.5718 

21. My immediate manager defines success not just by 

results but also by the way they are obtained 
311 3.177 1.1713 

22. My immediate manager when making decisions, 

asks” what is the right thing to do?” 
311 2.608 1.3797 
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EL Ave 311 2.9849 .49967 

 311   

 

Component  N Mean 

Std. 

Deviation 

23. The institution feels like family 311 3.357 1.1878 

24. The organisation provides a vibrant innovative space 

providing for risk taking 
311 2.785 1.5033 

25. The institution is controlled and organised with prescribed 

procedures that govern people. 
311 2.585 1.5171 

26. The leadership facilitates, mentors and nurtures staff 311 3.225 1.1162 

27. The leadership exhibits free enterprise, invention and risk 

taking 
311 2.720 1.4709 

28. The leadership does not entertain nonsense, is aggressive and 

is results focused 
311 3.334 1.1794 

29. The leadership coordinates, organises and focuses on 

efficiency 
311 2.965 1.4081 

30. The administration style is based on teamwork, compromise 

and involvement 
311 3.254 1.1763 

31. The administration style involves hard driving effectiveness, 

high demands and success 
311 3.502 1.1829 

32. Allegiance, shared trust and commitment is what holds the 

institution together 
311 3.039 1.1466 

33. Commitment to invention and development is what holds the 

institution together 
311 2.797 1.4190 

34. Emphasis on accomplishment and goal attainment is what 

holds the institution together 
311 3.399 .9847 

35. Rules and policies are what hold the organisational together. 311 3.090 1.3289 

36. Smooth operations are considered very important 311 3.399 1.2783 

37. The organisation stresses human growth, high confidence, 

candidates and participation 
311 2.862 1.1847 

38. The institution explains accomplishments on the basis of the 

growth of human capital, collaboration, employee 

commitment and care for the people 

311 3.277 1.2263 

39. The institution explains success based on having newest and 

most unique products. It leads in  innovating new 

products/services 

311 3.383 1.1437 

40. The institution explains success as winning in the market 

leadership in a competitive market is vital 
311 2.887 1.4086 
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41. The institution explains success on the basis of effectiveness. 

Low cost production is important 
311 3.273 1.3628 

OC Ave 311 3.1122 .52408 

    

 

 

 

 

Correlations 

 EEAve ELAve OCAve 

EEAve Pearson 

Correlation 
1 .442

**
 .565

**
 

Sig. (2-tailed)  .000 .000 

N 311 311 311 

ELAve Pearson 

Correlation 
.442

**
 1 .514

**
 

Sig. (2-tailed) .000  .000 

N 311 311 311 

OCAv

e 

Pearson 

Correlation 
.565

**
 .514

**
 1 

Sig. (2-tailed) .000 .000  

N 311 311 311 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

 

Variables Entered/Removed
a
 

Model 

Variables 

Entered 

Variables 

Removed Method 

1 OCAve, 

ELAve
b
 

. Enter 

a. Dependent Variable: EEAve 

b. All requested variables entered. 

 

 

Model Summary
b
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Model R 

R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .592
a
 .351 .346 .37920 .351 83.173 2 308 .000 

a. Predictors: (Constant), OCAve, ELAve 

b. Dependent Variable: EEAve 

 

 

ANOVA
a
 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 23.919 2 11.960 83.173 .000
b
 

Residual 44.288 308 .144   

Total 68.207 310    

a. Dependent Variable: EEAve 

b. Predictors: (Constant), OCAve, ELAve 

 

 

Coefficients
a
 

Model 

Unstandardi

zed 

Coefficients 

Standa

rdized 

Coeffi

cients 

t Sig. 

95.0% 

Confidence 

Interval for 

B Correlations 

Collinearity 

Statistics 

B 

Std. 

Error Beta 

Low

er 

Bou

nd 

Upp

er 

Bou

nd 

Zer

o-

ord

er 

Parti

al 

Par

t 

Toleran

ce VIF 

1 (Constan

t) 
1.166 .149  7.830 .000 .873 

1.46

0 
     

ELAve 
.193 .050 .206 3.844 .000 .094 .292 .442 .214 

.17

6 
.735 

1.36

0 

OCAve 
.411 .048 .459 8.580 .000 .317 .505 .565 .439 

.39

4 
.735 

1.36

0 

a. Dependent Variable: EEAve 

 


