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ABSTRACT

Challenges of infrastructure development are variand may include planning problems,
procurement constraints, financial problems, opamat inefficiency and impact on the
environment among other things. The main objecti¥ethis research was to show how
Ethiopian construction companies are currently oigad or structured and identify the
associated root problems. A questionnaire adopésddon the defined framework was used
to collect data from 106 contractors in Ethiopiad @he data was analyzed with SPSS
frequency analysis, chi square and independentlsampests. Accordingly the result showed
that 65.64% of the firms have failed to documergécadite mechanisms for accomplishing
tasks across departments and 80.19% of the congpdoiaot have an in house education
designed for employees. Moreover 55.6% of the caomegaare focused on short term
profitability rather than long term existence. Htady also revealed that it is only in 20.8% of
the firms that the employees are aware of theeg@s, objectives, mission and vision of their
company and only 42.5 % of the companies have ar drategy. Moreover the decision
making approach is top down and individual directio 69.81% of the companies and
75.47% of them have never undertaken organizatioegtiucturing to adapt with industry
trends. Based on the findings it is concluded thatlevel of organizational effectiveness in
Ethiopian construction companies is unsatisfactmy it is the major reason for the poor
performance of the firms in the country’s infrastiure development projects.

Keywords: Infrastructure; organization; effectiveness; telgg; structure



OZET

Altyapi gelstirmenin zorluklari cgitlidir ve planlama problemlerini, tedarik kisitlaarini,
finansal problemleri, operasyonel verimgizlve cevre lzerinde ger seylerin lzerindeki
etkilerini icerebilir. Bu argtirmanin temel amaci, Etiyopyasaatsirketlerinin su anda nasil
orgutlendiklerini veya yapilandiriigini ve iliskili kok sorunlarini tanimlamakti. Tanimlanan
cerceveye dayall olarak kabul edilen bir anket dfjya’da 106 yiukleniciden veri toplamak
icin kullaniims ve veriler SPSS frekans analizi, ki-kare ve&ib@siz 6rneklem t - testleri ile
analiz edilmgtir. Buna gotre, sonuglara gore firmalarin% 65.6B4lumler arasi gorevleri
yerine getirmek icin yeterli mekanizmalari belgeéhklerini ve sirketlerin% 80,19'unun
calisanlar igin tasarlanmibir evde gitim almadgini gosterdi. Ayricagirketlerin% 55,6'si
uzun vadeli varolgtan ziyade kisa vadeli kariga odaklanmaktadir. Cafa ayni zamanda,
calisanlarin sirketlerinin stratejilerinin, amaglarinin, misyorum ve vizyonunun farkinda
oldugunun firmalarin sadece% 20,8'inde dldou vesirketlerin sadece% 42,5'inin net bir
stratejiye sahip oldiunu ortaya koydu. Dahasi, karar verme ysakta yukaridan segiya
dogru hareket ediyor vairketlerin% 69,81'inde bireysel yonlendirme ve% 4/5si sanayi
egilimlerine uyum sglamak icin hichbir zaman d&rgutsel bir yeniden yapmnha
gerceklgtirmedi. Bulgulara dayanarak, Etiyopya sa@at sirketlerinde orgutsel etkinlik
seviyesinin yetersiz oldw ve firmalarin dlkenin altyaplr gelirme projelerinde d{ik

performans gostermesinin temel nedeni gldsonucuna varilrgtir.

Anahtar Kelimeler: altyapi; organizasyon; etkinlik; strateji; yapl
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CHAPTER 1

INTRODUCTION

1.1. Background of the Study

Third world countries like Ethiopia are strugglitmattain economic growth due to their poor
social and economic infrastructure. Infrastructdexvelopment plays an important role in
helping for high level productivity and economiogth and should be incorporated in to the

countries’ public policies and be able to meetdbmands of people. (Byoungki Kim, 2006)

Ethiopia is running one of the world’'s fastest giogveconomies and is striving towards
meeting the Millennium Development Goals manifedtgdhuge infrastructure projects on
board including the great renaissance dam soor tiné largest hydroelectric dam in Africa
with a power generating capacity of 6000 Mw whichswachieved through an economic

strategy focusing on public infrastructure develept(Masimba Tafirenyika, 2015)

Besides other infrastructure projects are beinglempnted in the country including
University capacity building Programs (UCBP) tanggtto improve the provision of higher
level education and developing the capacity of dgimmeconstruction companies, housing
development program targeting to deliver 450,000slg units in 5 years in Addis Ababa, a
13 year road sector development program, railwaseldement, sanitation and water supply
projects, Geo-Thermal and Information Communicatibechnology Projects which are

incorporated in the™ growth and transformation plan of the country.d@sse et.al, 2016)

Zewdu & Aregaw (2015) stated that starting from tieev millennium Ethiopian construction
industry is experiencing tremendous growth with.826 contribution to the country’s gross
domestic product (GDP) and is placell ® infrastructure stock contribution in Africa.
Extensive delays (61-80%), quality problems, lowfesa records, lost Productivity,

acceleration, increased costs (21-40%) and conteantination are the characteristics of

Ethiopian construction industry.



Other studies suggest that Infrastructure developraed construction firms’ performance is
interrelated. Vivien Foster and Elvira Morella (B)-tated that 50% of productivity loses in
construction firms are attributed to infrastructwenstraints whereas Tadesse et.al (2016)
reported that the performance of Ethiopian conssndirms in projects is unsatisfactory and

need improvement in a variety of management petisigsc

Besides the above instances there were numeraastinicture development projects initially
contracted to domestic contractors and shiftedotei§n companies due to the extensive
delays, cost overruns, quality and safety problerhh are directly related with technical

and managerial capabilities of the firms or thegamizational effectiveness in general.

Therefore it is of paramount importance to study $trategy, structure and associated root
problems of domestic firms and to rate their leskbrganizational effectiveness, with this
respect this study focuses on effectiveness oftagt®n firms as an organization and the

impact of their performance on infrastructure depetent.

The general aim of this study was to assess and kb Ethiopian construction industry is
currently organized and structured, how infrasttetdevelopment is being affected by
construction firms performance and providing cludsas, suggestions, and models as to how
construction firms organize and structure themseteesuccessfully grow and develop their

companies based on attributes of organizationatg¥eness identified from literature.

The methodology adopted for this research will cosapa literature review to determine the
research focus (local and international studiesdaoted on challenges of infrastructure
development in general and organizational effeotés in particular) and a questionnaire
survey on grade 1 & 2 contractors. The study wdhtdbute to the success of future
infrastructure development projects by pointing ¢l root problems of the firms and

providing recommendations and corrective measunefifure endeavors.
1.2. Statement of the Problem

As a developing country Ethiopia is striving towsrdeconomic development with

infrastructure development the key for attaining tlesired goal. Nevertheless according to



ethiopian economic association report in 2013 thagjority of Ethiopian infrastructure

development projects are contracted to foreign tcoason companies due to lack of capable
domestic construction companies. Besides the ldniejects contracted to domestic firms
including the multibillion projects are experiengirextensive delays, cost overrun and
considerable quality and safety problems which tjoles the effectiveness of the firms as an
organization or their organizational effectivenetlerefore it is necessary to examine and
show how Ethiopian construction firms are curremdhganized and structured, identify the

associated root problems and rate their levelfetéeness.
1.3. Objectives of the Research
1.3.1. General Objective

In general the purpose of this research was to show Ethiopian construction firms are

currently organized or structured and identify élssociated root problems.
1.3.2. Specific Objectives

> Identify the role of organizational effectivenedsconstruction firms for effective
infrastructure development

» Understand Ethiopian construction firms’ organiaatand structure and identify the
associated root problems.

> Identify the key success factors for constructiom’s success in infrastructure
development projects and attributes of organizatibectiveness

» Identify the means for achieving greater organia#ffectiveness

» Put forward a set of key factors essential for shecess of construction firms in
future infrastructure development projects and &give measures and

recommendations to improve their level organizatiaifectiveness.
1.4.  Significance and Impact of the Research

In countries like Ethiopia contribution of infrastture development is vital for sustainable
economic growth, nevertheless extreme delays, @ostruns and quality problems in these

infrastructure development projects are hampeiegintended outputs. With this respect the



study will contribute to the success of future astructure development projects by pointing
out the root problems of the construction firms @naviding recommendations and corrective
measures for the success of the companies in fetwdeavors. The general impacts of the

research are summarized below.

» Scientific(Publications) There is a huge gap in the national literategarding the
topic therefore the study will have a significaenkfit in contributing to fill this gap.

» Economical/Social/Commerciallhe outputs of the research will be used astifgou
future restructuring of construction firms and takicorrective actions on current
organization structure by soliciting the root perk.

» Development of new research and researchersvill contribute to field of
construction management by filling the gap in titerdture and will be an input for

further researches
1.5. Research Questions
The following are the research questions to be arehvby the research.

1. How does effectiveness of construction firms affefrastructure development?

2. What are the attributes that lead to an effectivgawization in Ethiopian construction
industry?

3. What are the root problems associated with Ethiop@nstruction firms’ organization and
structure?

4. What are the key success factors for construcirorid success?



CHAPTER 2

LITERATURE REVIEW

2.1. Introduction

Infrastructure development projects can be rega@edoundations on which a country’s
security and economy is built and can be classifiedsocial (schools, housing, water and
health care projects) and economic (roads, railwayports, sanitation, communication and
energy/power projects). (John Spacey, 2017)

Defining infrastructure may be a hard task, thewefd is preferable to describe it by
determinant factors associated with it; these fadtacludes but not limited to availability of
facilities to the wider public, ability to providervices for different organizations and societal
groups, aiding in attainment of social, politicadaeconomic goals and provision or acting as

a base on which society and the related activitiks place. (Gianpiero Torrisi, 2009)

Byoungki Kim(2006) stated that Expenditures on asfructure development projects have
tremendous return in developing countries maniéeste the nation’s economic growth and

enhanced productivity, therefore infrastructureedepment should be incorporated and be an
integral part of developing nations’ public polgie

Mobolaji Olaseni (2011) cited Adeyemo (1989) whabalrates the positive impact of
infrastructure development on socio economic dgueknt of a country; the study asserted
that achieving the desired development will be haithout the provision of facilities and
services and label convenient access to health ealucation, transportation, power and
potable water supply as determinants of development

There is a direct relation between growth in pradity and infrastructure development
which should be dispersed throughout the countryneet the demands of infrastructure;
besides infrastructure development aids in achgefair distribution of outcomes, increasing
investment in infrastructure development yieldswgfoenhancement and fair distribution of

income. (Calderon and Serven, 2004)



2.2. Types of Infrastructure

Under the general categories of social and econorfrigstructure there are different types of
infrastructures which include water, power, heatthre, security, information, safety,
education and transportation. Broadly speakingasifucture development projects include
variety of bridges, transportation facilities, a@r{s, potable water provision, adequate waste
water removal and treatment, electric energy (lgherating and transmitting), buildings,

railways and ports. (Buhr, 2003)
2.3. Major Challenges of Infrastructure Development
The major challenges of infrastructure developnpeogects found in the literature are:-

* Planning and design problems many infrastructure development projects fated
live up the announced timeline, cost and qualitelgodue to inadequate planning
and design; these problems are attributed to latkcaoperation between
stakeholders, inadequate feasibility studies, @oicinappropriate location, failure
to meet environmental standards and problems wiéh structure of the project.
(Gianpiero Torrisi, 2009)

* Procurement problemsProcurement administration should be consideratiention
in infrastructure development projects, on contrargjects in developing countries
like Ethiopia are characterized by inadequate peroent management which is
another major factor in effective implementation pbjects; some instances are
purchasing delay and poor supervision of materiatgyuption in bidding and
contracting, problems in administering and enfayaontracts. (Laura Pekuri, 2014)

* Inefficiency of operations the quality of the final product shows the caligtof the
executing entity and is an indicator of the levélperformance; with this respect
many of infrastructure development projects fabirsiof adequate quality, reasonable
cost and duration attributed to technical and managproblems. (Tadesse et.al,
2016)

* Inadequate maintenanceon time maintenance of the already in placeastfucture

projects is the other challenge developing cousiaie facing. Some of the instances



of these problems are deterioration of roads, tepkif irrigation canals, failure of
backup generators, breakage of underground phomes, lwater pumps becoming
idle. If these infrastructures are not maintainadtime the problem will widen and
demand considerable investment. (Mobolaji Olas2i,1)

» Financial problems- the finance for infrastructure development prtgas provided
by other countries and funding agencies based @muhality of infrastructure policy
devised; poor policies fail to absorb funds andiggte in implementation, besides
banks are cautious for participating in infrastanetdevelopment. (UN, 2015)

* Impacts on environmenrt some infrastructure development projects hamegative
impact on environment if not properly managed liksettlement problems in the
upstream of dams and roads, Wastage in using waddgtion from energy and

vehicle fuels, poor construction of sanitary aratrstwater.(Glewwe, 1987)
2.4. Organizational Effectiveness

Studies suggest that Infrastructure development @mastruction firms’ performance is
interrelated. Vivien Foster and Elvira Morella (B)-tated that 50% of productivity loses in
construction firms are attributed to infrastructwenstraints whereas Tadesse et.al (2016)
reported that the performance of Ethiopian constsndirms in projects is unsatisfactory and

need improvement in a variety of management petisigsc

For an infrastructure development project to becsssful the stakeholders’ effective
performance is mandatory especially the projectetxeg entity or contractors should have
the capability as well as the experience to un#ertsuch types of projects. Nevertheless
Ethiopian construction firms do not have these enéidls and fail to live up the demand and

expectation of policy owners and the general pullicGochhayat Giri and D. Suar, 2017)

According to a report by Ethiopian economic asdamia(2014) due to the lack of capable
domestic contractors the majority of infrastructdevelopment projects are handled by
foreign companies which will also affect the coyistreconomy because of the additional
foreign currency needed ( the domestic firms cowdtlcope up with the challenge even the

projects prioritized indigenous contractors by -gualifying). The report reported the



transportation sector as a manifestation of thisidation by foreign firms in which 81.2% of
the total asphalt road constructed between 20043-2€ contracted to foreign companies
which leaves the domestic firms with 10.7% sharky.oim addition the financial payment
effected to foreign supervisors in these projeetses 72.5 percent of the total effected
payment. The report pointed out that the domestiesfhave failed in subcontracting part of
the work to specialized subcontractors which witiprove the quality and volume of

construction works.

Table 2.1- Total roads construction by contractors, in imillBirr (ERA, 2014)

Asphalt road Gravel road
Force Domestic Foreign Domestic Foreign
Year total total
account contractors contractors contractors contractors
2004-
2013 1,083.4 1,453.6 10,988.5 13,525.4 2,579.2 51013 3,714.3
Share (ir

%) 8.0 10.7 81.2 100 69.4 30.6 100

Based on reports of Ethiopian investment commissioth World Bank, In addition to road
projects other significant large scale projects aomtracted to foreign companies the
following are some examples

» The great renaissance dam (6000 Mw generating itgpeccontracted to the Italian
Salini construction.

* Industrial park development projects across thentglare handled by china

 The Addis Ababa city light rail project and otherajdr six railway routes are
contracted to the Chinese CRBC with $475 milliontcact price

* African Union headquarters in Addis Ababa is bt china among a variety of

private and government building construction prtgec



» Africa’s first waste to energy plant, Repi land-fdower project (185 Mw power
generating capacity and a cost of $100) is builthH®y British Cambridge Industries
and Chinese CNAEC

» Addis Ababa Bole international airport which accootates Africa’s largest airline

Ethiopian airlines is constructed by china.

» Due to the poor performance of the Defence cordraRlETEC the sugar factory

projects are now given to the Chinese Company Campl

Besides the above instances there were numeraastinicture development projects initially
contracted to domestic contractors and shiftedotein companies due to the extensive
delays, cost overruns, quality and safety problerhh are directly related with technical
and managerial capabilities of the firms or theigamizational effectiveness in general.
Therefore it is of paramount importance to study $trategy, structure and associated root
problems of domestic firms and rate their levelbajanizational effectiveness. Some of the

previous studies on Ethiopian construction induateydiscussed below.

The construction industry is one of the highestdanhdustries that have a special role in any
country's quest for development. It plays a fundatade role in building economic
infrastructure  and in expanding factorieshiopian construction industry is playing the
same role in the country’s economy by deliveringide range of infrastructure development
projects on which other economic endeavors aré omiit. (Tigist Ayele, 2018)

The construction industry by its nature involvewide range of diversified activities which
makes it difficult for the technical manager to rage it effectively since the integration of
these activities is mandatory for achieving theirdeds goals. It is the role of project
management team to prepare adequate plan howftaeedt resources i.e. labor, machineries,

materials and money are coordinated for aspiredatibps. (Derebe Worku, 2018)

Nevertheless, it is acknowledged that most of Hiiaio construction projects failed in keeping
their contractual budget and time. Current infrastire development and other construction

projects show significant cost variation which wisult in low profit margins from utilizing



the deliverables, time lag in the effective usafy#he projects and frustration for the end users

or the general public which will induce other raications. (Zinabu and Getachew, 2015)

The causes of delay, cost overrun and various @iwdlems in the industry continue to cost
the country economically. therefore it is vitaldaddresses the causes of these shortcomings
and the reasons that hinder the acceptablenestieofpitojects based on the intended
performances, if not outstanding performance leg tocal construction industry in average

as it relates to the performance of consudtgituhamin Getachew, 2018)

These issues are major warning signs and lieg question: what fundamental
responsibilities are the major stakeholderdlod industry overlooking or neglecting, if
any. Engineering at its core is a professiont #eves society by solving pressing
problems but it doesn't seem to be fully livingp to its reputation in the local
construction sector. (Gizachew Tadele, 2017)

This is not to imply there aren’t exemplary constion parties and projects but they are few
and outnumbered. The questionable quality, livighil safety and planning of some
condominium housing facilities can serve as an gfarof lack of regard to and negligence
of professional ethics. Moreover, according & wide range of studies in Ethiopian
construction industry, clients including the gownent are opting for foreign consultants
and contractors for mega-projects. (Azeb GetaBQhg)

It is also reported that poor performance of domesbntractors in Ethiopian construction

projects is significantly affecting projects timetgmpletion with pre determined cost. Design
errors and repetitive changes, economical problemeagement expertise, poor contract
management, variation order and poor project ptamrscheduling and management are the

causes for poor performance. (Rahel Kassaye, 2016)

The other significant problem identified throughsearch is the hugely fragmented and
disintegrated relationship between stakeholdersalssr the majority of the projects are
utilizing design bid build delivery system whichvolves at least two distinct steps of bidding

for design and construction stage. (Gebrehana $ad2618)

10



Considering the fierce competition in a businesgirenment the firms should re evaluate
their internal process and activities to make fires and adapt to industry trends head to
organization effectiveness; supply chain managensean effective tool to coordinate tasks

and resources and accomplish the desired objectiidstnael Gebreyesus, 2016)

Stake holders in the construction industry do restehthe expertise and experience on supply
chain management (the chain in the project deligtayting from tendering to procurement,
planning and design and implementation are nograted) which is costing the projects more
than the anticipated in planning. (Gelana Asseda 62

Michael Birhanu (2018) has extended the poor perémce of the contractors up to the
commissioning phase of the projects; the studyalexkthat the constraints emanating from
the construction or implementation of the projestdindering effective commissioning in

which client interference, delay, variations anadaquate supervision mentioned as causes.

Organizational effectiveness is a difficult concefat define and measure for many
organizations, in other words there is no well medi parameters to measure a certain
organization’s effectiveness. But Organizationfé&iveness can be defined as how effective

is an organization in achieving the desired gaaket out before undergoing a project.

The organizations are using proxy measures (like feople served, the population segment
sizes and types which are served and what the sg#grdemand for organization supplies)

rather than measuring their effectiveness as aanazgtion directly. (Dikmen et.al, 2003)

A variety of goals and constraints should be inetlidn organizational effectiveness

assessment. It is only after relevant restrictivenge been satisfied and the targets for different
goals have been met or exceeded the plan basdiegretformance evaluation that one can
say an organization is effective in other words ¢inganization the rate the organization is
close to achieving the targets or exceed themgitbater is the organizational effectiveness of

the organization. (Liu, 1999, Pennings, 1977)

Organizational effectiveness assessment can be agean exercise of corporate value

judgment which deals with the goals the organirasibould pursue and the judgment process
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employed which in turn can provide the organizatioth different methods of organizational
effectiveness assessment. (Campbell, 1977)

Different Variably independent but dimensions camken an organization effective or
ineffective therefore the organization should gwperational definition to sort out interrelated
variables. There are different approaches to cdndrtganization effectiveness studies but
among these approaches the goal derived and ttens/approach are widely used which are
based on the desired goals of the firm (ends) hadrieans or the system the organization
used to achieve the goals respectively. (Anita M_M.et.al, 2006)

To achieve organizational objectives in an orgamopa different levels of management
engaged in many unique tasks within the organiraie involved with different degrees and
depth of power, accountability and responsibilithiein depends on a clear definition of
management level. (Zahra Rezvani, 2017)

2.5. Levels of Management

Levels of management can be understood as a heararrangement of positions or border
lines between various administrative posts in ajaoization in which the available levels of
management, among other things, depends on theosilee organization and command
relationships, the amount of decision making potlhiat a manager has in a given position is

dependent on the management level. (Bantie Wao2ki@4)
2.5.1. Top Level Management:

They are also known as senior management or exesutthich include names such as: Chief
Executive Officer (CEO), finance managers, commation administrators, President and
Vice presidents, Board Chairperson, Corporate h€ap-level managers make decisions that
will have an impact on the entire firm like estahlng broad objectives, designing major
strategies, providing overall leadership and dioect making overall control of the

organization. (Tamiru Lemma, 2018)

2.5.2. Middle Level Management
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Middle level managers includes heads of differamtctional areas and their assistants:

divisional heads, department managers, sectionshedaht managers, branch managements,
etc. and acts intermediary between top and opegréével management, developing specific

targets in their areas of responsibility, develpec#fic schedules and coordinating inputs,

productivity and outputs of operating level managetn(Stefanie Roth, 2016)

2.5.3. First Level (Operating Level) Management

It consists of non management workers that arec&jlyi titted as section chief, office

manager, foreman, supervisor, etc. First level marsa are focused on directing and
controlling of organization works, assigning emg@ey for different works, tasks and day to
day activities, controlling quality as well as gtignof production on site, solving employees’
problems, giving opinions and recommendations énéxt level. , solving grievances of the
workers, arranging the logistics for accomplishitagks, preparing updated reports on
employees’ performance, ensuring discipline and kwethics in the organization and

motivating employees for good performance. (Manag#rstudy guide, bantie workie,2004)
2.6. Managerial Skills

A manager requires a range of skill to performdh#@es and activities associated with the job
regardless of the level of management he or sh&k#l. can be defined as ability to do

something expertly and well. In other words it msability related to performance that is not
solely in born but which can be developed/ acquinedugh time. all managers must make
decisions, and the quality of these decisidigtal, interpersonal, planning , teamwork,

strategic action, global awareness and self-memagt skill(Minas Ermias, 2016)
2.7. Basic Management Functions
2.7.1. Planning

Planning includes devising corporate goals, attdenabjectives and strategy and designing
plans of the organization based on a priority letelbe able coordinate and manage
effectively. It is concerned with what the orgami@a should execute (ends) with the

convenient way to do it (the means). An organizatian succeed in effective utilization of its
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resource when its management decides in advanabjegstives, and methods of achieving
them. (bantie workie, 2004).

Selecting missions and objectives with necessatipra¢or their achievement and choosing
future courses of actions from the available ostifor the sake of achieving organizational

goals is required in the planning process. (Samsand Daft R.L, 2012)
2.7.2. Organizing

It is a process of determining what work activitibave to be done to accomplish
organizational objectives. Organizing results inoaganization structure that can be thought
of as a framework that holds the various functidngether according to the pattern

determined by management. (bantie workie, 2004).
2.7.3. Staffing

Organizational effectiveness can be achieved bgeyrapplication of staffing function which
enables an organization to attract, maintain, amzeu efficient and effective workforce.
Staffing is with assigning staffs to positions Iretorganization with the appropriate human
resource which is performed by identifying totadrik-force requirements, inventorying the
labor available, career planning, recruiting, scineg, assigning, promoting ,appraising,
enhancing existing staff or new recruits and tragniso that they will accomplish the tasks

assigned effectively and efficiently.” (Satyend20;15)
2.7.4. Directing/Leading

Directing is the process of integrating the peapith the organization so as to obtain their
willing and enthusiastic cooperation for the ackment of its goals. Directing requires
integration of organizational goals with individugdals as well as group goals. Generally it is
all about influencing employees so that they wal/é a positive contribution to organization
and group goals. (Satyendra , 2015)

2.7.5. Controlling

Controlling is a way of conforming activities inetrorganization are executed based on the

plan with the allotted company resources, it bdlsidacuses on getting planned results from
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subordinates, It measures performance against goalsplans, sort out negative deviations

and take corrective measures to guaranty accompéishof plans.( Stoner, A.F. James,1998)
2.8. Vision Statement

Companies with a clear vision have a powerful oppoty for development that makes them
to change and be familiar without hampering theilues. They have achieved long term

development due to the well defined direction sgtio the statement. (Porras, Collins, 1994)

The vision statement of a company can be regardeddescription of what the company want
to become and the way to reach there. The visiatersient should be a short description of
the company’s desired future destination which esised by many managers as much as
possible. (Fred R. David, 2011)

2.9. Mission Statement

The mission statement of an organization shoul@rlglestate the main purpose for the
company to exist, what kind of service it can pdavito the society and its operational
boundaries; it can be regarded as an explanatiahdovision statement. (Bratianu, 2005)

This statement which is also called statement @edr purpose statement, philosophy
statement, belief statement and principles of mssnstatement answers the what primary
business of the company is and explains the mesmani ways the vision of the organization

can be changed in reality. (Fred R. David, 2011)

The Characteristics can be summarized as incoipgréte company’s values, being broad
enough to include differences between stakeholgeexise, understandable and achievable,
clearly stating goals of the firm, create a condblke arena to incorporate alternative
strategies. (Jianu et.al, 2007; Bratianu, 2008)

A mission statement should explain the organiz&iaorrent form and the desired future,
state the firm’s unique behaviors that differemtgait from other companies, should be stated
in a way that employees and other parties can statet it easily, should include what the
customers anticipate. (Fred R. David, 2011)

15



A Mission Statement should also specify who théamsrs are, the services provided and the
products delivered, the market segment in whichctirapany participates, the technological
aspect of the organization, its focus on sustalitygbidevelopment and profitability, what the
firm’s philosophical background look like, belieéd organizational values, what kind of
unique advantage the firm has over competitorgpatsicipation in social and environmental

endeavors and its management of employees. (Jiaiu2907)

The major benefits of devising a mission and visstetement for an organization includes
ensuring unified purpose of the organization, tovite a standard for efficient utilization or
proper allocation of company resources, to estabdisgeneral organizational atmosphere,
serving as a focal point for identifying purposedadirections of the firm(ensures all
employees are striving to achieve a common org#air goal which in turn upgrades the
organization’s efficiency and performance), faatiihg the change of objectives to work
structure, the mission statement serve as a “Nstdhn”’, in which organizational direction is
provided whereas the vision statement shows fudastination of the organization, the vision
and missions are also important tools for devistognpany strategy that will acts the

company’s game plan for achieving goals. (Norjadé&elst, 2017)

The role of Mission and vision statements can bersarized in to three which are;
communicating the company’s purpose and objectieeslifferent internal and external
stakeholders, being as an input or aiding the orgéon to develop business strategy and
helping for developing measurable and well defigedls and attainable objectives by which
the wheel of the organization successful stratefjyegement is standing. The roles vision and

mission statements to a certain organization atieariollowing figure. (Bart & Baetz, 1998)
2.10.Corporate Values

The intellectual pool an Organization comprisesivilmdial wisdom, excellence and values
which are integrated in to overall employee conttitn to the organization. Values can be
expressed as beliefs or perceptions individualsecaanoss through the learning process from
schools, their family or relatives and the surrangdenvironment or the society in which

these values are transferred to the individua&atiBnu, 2008)
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These values which will be strengthened or weaké&ased on the personal experience in life
are essential in guiding/leading decision makingcpss in the organization because they will
be incorporated in organizational ideology or pbdlphy to form the core or shared corporate
value of the organization that will help the comypam its activities for dealing with future

uncertainties by being incorporated in to the misstatement. (Schein, 2004)

Shared values are the characteristics of the arzghoin that makes it unique or distinguishes
from other competitors and create an identity sdoseemployees in the organization and

make them feel needed and special. Besides if thesses are distributed throughout the
company in addition to higher officials then it Wguaranty the effectiveness of shared values

in the organization. (Deal and Kennedy, 1988)

Carl L. Harshman, (2006) stated some of possibte galues in an organization as Integrity
among individuals, respect to each other and to dhganization, being loyal, being
innovative, being honest, being trustful and tngtothers, cooperation, and securing quality

of service.

A company who believe in it is the best organizatidetails of execution of work is
important, people are important as individualsivéeing surpassed quality of service, making
most of the members of the organization innovatalsyeloping communication via
informality, importance of profits and economic @th can be regarded as a successful

company. (Peters and Waterman, 1995 and Leap-Han204.8)

Generally according to researchers in this fieldsion, vision and core values statements are

of significant importance to make a company a ssgfcéone. (Bitianu, 2008)
2.11.Strategy

Strategic management primary focus points are n&anagt integration, marketing, financial
management, operation management, R&D and infoomatnanagement so that the
organization can be successful, it refers to gjsamevising, executing, and monitoring or
assessment. (Fred R. David, 2011)

2.11.1.Corporate Strategy
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Corporate strategy is the highest strategic plathé hierarchy of the organization, which

explains the goals and the mechanisms to achiewa, ti is the description of the scope of the
organization in addition general direction for thrganization and the way in which the variety
of business operations can be executed in a harsdmanner to accomplish the corporate
goals. (Gagné, M, 2018)

Corporate strategy can be divided in to sevenegiatfields, namely financial strategy,
business strategy, operational strategy, humanuresostrategy, technology strategy,
marketing strategy and information technology stygt

2.11.2.Business Strategy

Business strategy is the type of strategy a compashypts to guaranty the successful
execution of separate business parts, in the eggntreganization strategy focuses on the
success of the entire organization. Business giyagenormally regarded as primary concern
for an organization since it focuses on the firrplan on currently delivered, possible and

future products and services and competitive adpmtlevelopment. (Michael Garvin, 2004)
2.11.3.Financial Strategy

Finance is the back bone of any business activigy@an say that there is no business without
the consideration of financial activities investrndacisions and financing decisions being the
two aspects. Investment decisions deals with tleeation of financial resources and capital
budgeting using a variety of techniques for analymid evaluation of projects so that the
manager will be able to give better decisions wattbalanced return and risk whereas
financing decisions deals with merits and demaegitslifferent dept and equity technique to
raise capital. In the construction industry finahdtrategy widely utilizes advance payment,
performance and bid bonds and insurance policiexeds risk management policy is linked
with insurance to transfer risks. (Asquith et &894 and Gagné, M, 2018)

2.11.4.0Operational Strategy

Operational strategy focuses on the operationatga® in which organizations execute and

implement the processes to deliver final serviges @groducts from the inputs which include
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variety of logistics, functions of procurement mgement, and different processes for
production of physical products which includes psgccomponents and the procedures for
providing services. In the case of product delivgriorganizations like contractors these
activities are integrated with actual constructistage, procurement and management of
materials, human resource and equipment managemhenéas organizations like consultants
who give services uses their experience, knowledgd expertise for designing and

construction engineering activities for assistinierds or employers to achieve their

predetermined goals. (Cheah and Garvin, 2004)
2.11.5.Technology Strategy

There are three outstanding issues to be considerettchnology based strategies in the
construction industry to decide on technology depmlent choice and means for the
company. The first part is the decision being pasfieginning or follower that is the decision
of being first mover or user in technology whichnsmlers uncertainty of environmental,

technical, political and economic factors. (Tatu988)

The second part is focused on integration which lwarorizontal or vertical integration so
that firms can achieve economies of scale and bopldrational advantage by integrating
different functions in the chain and leading widithinological innovation to gain distinctive
competitive advantages while the third part isization of the two forms of researches which

are basic and applied so that resources are albeatcordingly. (Cheah, 2002)
2.11.6.Information Technology Strategy

The main difference between information technolsetygtegy and technology strategy is that
IT strategy deals with utilization of technology use information company advantage. The
primary aim of this strategy is bringing a positivepact on the corporate strategy through
information technology by connecting the operatiopeocess of the company with its

corporate strategy. (Ross and Rockar t, 1999)
2.11.7.Human Resource Strategy

Human resource strategy is an entirely differentivitg from operational aspects like
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manpower providing and allocation of resources Wrace part of operational strategy, this
strategy is focused on proper management of fifmisian resource or asset to create an
effective and efficient system for hiring, givingining, mobilize and manage firm’s human
resources which may necessitates internal andrattessues to be considered. These issues
include but not limited to personnel administratioglations with the industry, compensation

and added incentives policy, organizational restmireg. (Michael J. Garvin, 2004)
2.11.8.Marketing Strategy

Marketing strategy can be defined as one part cadrapany’s business plan that shows the
plan for sorting out possible clients and customermainly focuses on what the company
wishes to accomplish for its business. (Randy Bwer, 2018)

Even though the construction industry is mainlyused on giving services the concept of
product differentiation can be applied to the induso that a well developed marketing

strategy can be applied to the company that relyhendistinctive properties of the product

delivered, each category of the product like buitgliroads, railways needs a separate
marketing strategy. (Mahmood Mokhtariani et.al, 201

In general corporate strategy goes side by side thi¢ organization’s internal mechanisms
which are also mandatory and hugely fundamentds garcomponents of it. (Robbins, 1998)
According to the model prepared by Charles Y.J.abhand Michael J. Garvin (2004) these

components are corporate (organization) culturecaigdnizational (firm) structure.
2.12. Firm Structure

The structure of a company is all about the medmasiin which the various components or
departments are organized in a way that the humesnurces into different tasks with
coordinating them. (Mintzberg, 1979)

In other ways organizational structure can be gras formally established system in which
corporate tasks and reporting relationships imthh@agement are coordinated in a way which
motivates members of the firm to work in harmonybhieve goals. (Jones et al., 1998)
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There are different characteristics to define typerm structure, these Characteristics are the
way responsibilities, tasks and functions are geolyphe employed decision making method
whether it is centralized or decentralized; comroation method employed; whether the firm

has flat or tall structure based on the managetegat number; whether the span of control is
wide or narrow; how rigid is the command chain ®the chain of command centralized or

not. (Chimay J. Anumba, 2002)

In any organizational structure there will be gépest cannot be covered solely using formal
authority therefore it is mandatory to fill thesapg with social and informal flow of
communication. Generally an organization can bectired based on function, geography,
product and matrix dimensions. (Galbraith, 2000)

2.12.1.Product Structure

In a product organizational structure the orgarpatlassify its service based on the line of
products and services, this type of organizatiooréderred when a firm has different product
lines which demand a unique expertise in admirtisyghem. The other admirable feature of
product organizational structure is consideratibmarket condition and the needs of clients

in addition to the performance management of losspaofit. (Daniel Karell, 2018)
2.12.2.Functional Structure

Separate groups departments with their own roleassigned tasks make the heart of a
functional structure. There is a manager assignedath department which will report to
another level manager in the organization hierarchlye main advantage of functional
structure is there are separate groups formed baseskill and function, which will allow
each group to focus on accomplishing their goatsexecute their departmental roles. On the
contrary the structure causes an obstacle for canwation between departments since each
department making their own decision in the managkvel. (Daniel Karell, 2018)

2.12.3.Divisional Structure

This type of structure is utilized in larger comganwhich covers a variety of horizontal

objectives to create harmony among departmentdienorganization. This organizational
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structure can also be devised based on geographlyiahm each separate division is allowed to
operate like a separate company only one or twegdgds reporting to the mother company
higher officials. The advantage of this structdrthere is drastic change in the market it will

be easy to dispose and integrate geographicaiangsnto one. (Michael J. Garvin, 2004)
2.12.4 Matrix Organization Structure

Matrix organizational structure is a mixed formsbdfucture which simultaneously incorporate
functional structure with another structure whistbased on projects in which managers will
be forced to be accountable to two or more higbeellmanagers at the same time. For the
sake of making this structure successful respditgibaccountabilities and authorities of
employees should be clearly assigned becauselibgihard reporting to different managers
simultaneously and knowing the content of the redaut this structure is advantageous in
which employees can upgrade their knowledge dughéo exposure to more than one

functional division. (Daniel Karell, 2018)
2.13. Corporate Culture

It is only when the organization assures the dffectmanagement of individual's
responsibilities in way they are being carried with no or minimum resistance we can say a
firm has well established culture. A genuine cogberculture leads the way activities should

be executed with creating a shared group expentatithe organization. (O’Reilly, 1989)

In addition national and industry cultures hugetypact organization culture, taking in

account that construction industry a fragmentedisiry with a variety of stake holders and
number of stages incorporated it leads to spee@lcompanies to have a diversity in culture
which should be resolved prior to starting a proj@dofstede, 1991, Naoum, 2001)

Organization effectiveness is at least partialbatexl to organizational culture; it is because
individual’'s values and expectations are not exggdsn detail and most employees do not
think possessing an opposite idea or preferencesaisfor the organization and helps as an
alternative in organizing. (Anita M.M. Liu et.&006)
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2.14. Business Style

Client First policy- In a client first policy the demands of custosare given priority ahead
of everything in the organization it is a meansreate good relationship with the client. It is a
type of policy in which clients are recognized fthreir business with the firm. The
effectiveness of the organization is measured bagetthe level of customer satisfaction that
makes it a customer oriented policy. In some congsaacross the world client first policy is
becoming a culture rather than a strategy becdubke organizations fail to accommodate the
diverse and changing needs of customers they willbe able to retain their customers and

end up in losing the battle to their competitorghi@ industry . (Kinley McFadden, 2013)

Long term credible relationshipsLong term credible relationships are foundedhm basis

of an organizations action towards keeping promeed performing to the desired/agreed
level in any endeavor. It is related with the pgssaf time or may vary time to time. It is the
type of relationship in which organizations preditte future solely based on past
performances. Credibility is usually related widputation i.e. good performances for a long
time builds the company’s reputation which in tumakes the organization a credible one,
therefore if the firm is working to build reputati@nd credible one can say the business style

of the organization is based on long term crediblationships. (Herbig and Milewicz, 1995)

Short-Term competitive relationshipsShort-Term competitive relationships are basad o
creating short term advantages over competitorslysébcusing on acquiring better rate of

return on the business than that of competitorsar{G; 1991)

In short term planning only the current statusivécets and characteristics are considered and
a strategy is devised or developed to enhance thenthis form of relationship the

organization does not consider the client needsefuture credibility. (Bert Markgraf, 2018)
2.15. Decision Making

Decision making is a mental phenomenon performatldh organization can select the best

possible course of action from a variety of altéies by assessing the associated risk or
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consequences in which the final alternative chaséie output of the process which can take

an action or suggestion on choice. (Tsiduk Aregax.8)

The decision making process involves five distisgad stages which starts by defining what
the problem is, giving thought, followed by acceraidgment, then making the decision,

taking action being the last stage. (Parkin, 1996)

Basically there are two conflicts exhibited in a&id®n making process the first one being the
conflict taking place between the need of the managaking an accurate decision and the
need of minimization of decision making effort, tfecond conflict occurs between the need

of making accurate decision versus a making unamabig decision. (Ralf Miller et.al, 2009)

The type of decision making the organization emgtbgffects the performance significantly;
this was supported by a research on sales manapérs were conducted to assess decision
making style influence on performance. In the cafeonstruction industry studies have
revealed that problem solving skill of managersadsey factor for achieving organizational

effectiveness. (Russ et al, 1995)
2.15.1.Top Down and Individual Direction

Top down decision making can be defined as a aetisiaking process in which commands
are transferred from top level managers to immedsatccessors, it is preferable on scenarios
concerning firm wide strategies and policy deviswgich cannot be done by middle level
managers who lacks experience and expertise toidaynthe future outcomes of their
decisions. It does not consider the fact that themediate managers have a better

understanding to the reality on the ground thamtepagers. (Wubishet Fikadu, 2018)
2.15.2.Bottom Up and Mutual Agreement

Bottom up decision making is the type of decisioaking in which middle and lower level
managers have a say on the decisions taken, itdepaghe fact that the immediate managers
have a better understanding to the reality on ttoeirgl than top managers. This type of
decision making is necessary for construction cangsataking in account the complexity and

fragmented nature. (Kalkidan Solomon, 2018)
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2.15.3.Discussion Between Subordinates and Superiors

Discussion between subordinates and superiors wiBicliso called Participative decision
making the type of decision making which incorpesafbraham Maslow’s idea of employees
should feel belongingness to the company and allawer employees to participate in

decision making process of the organization. (Bdt005)

Discussion between subordinates helps organizatonwofit from higher performance of
employees due to the motivational influence theyeha being part of the organization’s
decisions. Besides employees will upgrade thegllefunderstanding towards the company’s
activities and create harmonious condition withirtike workers and superiors and due to the
shared perspectives the team effectiveness wiliadprove. (Probst, 2005).

The basic benefits of participative decision makinmgludes satisfaction in career,
commitment to the company, a sense of supporting ¢bmpany, enhancement in
organizational behavior, enhanced labor managenesahancement in job performance and

overall company performance, increase in produgtamd profits. (Steinheider et.al, 2006)
2.16. Reward and Punishment

Individual and collective behaviors are the maiasmns behind the motive of an organization
rewarding or punishing its employees. Rewardingstamiding behavior and giving
punishment to those bad or unwanted behaviorserenhing the primary ways of motivating
employees. Especially rewarding can payoff the aimgpn motivating employees to repeat
performance enhance the positive behavior wheteagrotivation of punishment towards
compliance may become temporary and lead a decreaghe moral of employees.
(Przewozna-Krzeminska, A, 2016)

2.16.1.Rewards

An organization rewards its employees in the eeénthe employee accomplishing a specific
task in a good manner or in a way the managereptbanization needed which in turn will
have considerable benefits on employee motivatibichvmay take effect in short or long

term, besides rewards can encourage employeesftrmewell and improve overall work
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performance. The rewards could be provided in efof currency, valuable thing or a medal

or with verbal appreciation and should be regylEnomas, 2009 and Tamiru Lemma, 2018)
2.16.2.Punishment

The primary objective of punishing employees i®tadicate unfavorable behaviors from an
organization. The punishments can be a form of itd&gand intangible, the tangible
punishments include verbal and written warnings patg, temporary suspensions whereas
intangible punishments could be nagging to complagk on time and making threats to
employees. Punishments can be regarded as a nwiti\at fear technique that means the
employee will perform well and provide what is exg from him due to the fear of a
punishment if he doesn’t do so. (Neil Kokemulled12)

2.17. Framework to Understand Organizational Effectivenes

The concept of organizational effectiveness (OE) I@en researched for so many years and
its importance for high performance and long rurvisal is mentioned by many researchers
(Steers 1975, Sinha and McKim 2000).

Even though the project-based nature of constnudgtidustry necessitates an organizational
effectiveness framework that takes into accounthef complexity of the construction value
chain, where activities of a high number of part®l various environmental factors are
affecting its performance, there is lack of stréragnework for defining OE and providing a
consistent and universal set of criteria for agsess$ of OE in construction. Even though they
do not cover all perspectives valid for the congtan industry there are different schools of
thoughts and corresponding models proposed fornagtonal effectiveness from different
starting points in the literature. Before definiagconceptual framework for the construction
industry in particular it is necessary to study @reposed models in general which are

presented below.
2.18. Approaches to Organizational Effectiveness

There are many theories which provide frameworksmany sectors but fail in their

application in the construction industry. Therefaravas highly necessary to analyze and
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investigate these schools of thoughts and combin®gether (these thoughts are systems,
goals, competing values, strategic constituenanescantradiction) so that it will be possible
to build comprehensive framework applicable to tamdion companies. (Semiha Kiziltas
et.al, 2003)

According to goals school organizational effecte®s is measured in terms accomplished
goals without considering the effects of the meangternal systems, internal and external
influential groups and macro environmental factdrsorder an organization is said to be

effective it should attain the planned objectivédgch makes the approach incomplete since it
only focuses on the end results rather than thensnaa influencing factors. (Semiha Kiziltas

et.al, 2003)

The approach focuses on the organization’s outiatsare, on the degree of goal attainment
achieved by the organization. Since there are afterflicts b/n financial and participant goals
there is need for trade off among the various goélthe organization in order to achieve

balanced performance. (Manvi Sharma, 2016)

The other drawback of this approach is even thainghgoals of an organization tend to
change as people, organizational politics and enwiental factors change, the approach is
deduced by assuming that the goals of an orgaaizate measurable, attainable, realistic and
static which hinders applicability of the thougt&emiha Kiziltas et.al, 2003)

Systems school measures effectiveness based orfnteans” (people communication
channels, resources, investments in research anelopenent, processes and firm
infrastructure) which are necessary to reach tinelsSe This school proposes that it is only if
the means are healthy and appropriate for long-®umival of the organizations that an

organization is labeled as an effective one.

The school also elucidates that internal consistémderms of organizational infrastructure,
motivation and productivity of labor, resource allion and advancement in technology of
organization processes is required to increaseabh\effectiveness of Organization. (Semiha
Kiziltas, 2003)
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Strategic constituency involves all the people #rat somehow connected to the organization
(strategic constituencies) in which they are bemafifor the company service or they have an
effect on actions and decisions of the organizafidre approach defines effectiveness as the
satisfaction of all stakeholders in the organizatishich could be customers, investors,
employees or managers in which they strive to Ifulfieir individual needs irrespective of

other parties’ desire. (Merlyn Michael D'souza, 201

Competing values school approach asserts thanhibti possible to set a specific criterion that
reflects organizational effectiveness best, theeeftifferent preferences are combined in a
single model. It gives an acknowledgement tha@awoizations perform many activities and
have many outputs or deliverables and that thezecallisions and differences in attitudes
towards what an effectiveness constitute: whielngdts should be followed and evaluate,
and the techniques to do so. (B.E.A. Oghojafol,23.

Contradiction school approach is utilized for brdgthe gap between other models and it
concludes that organizational effectiveness caadigeved if the organizational constraints,
namely; goals, constituencies, systems, governnregylarity bodies and promised time
frames (durations) are examined thoroughly, planqatiority according to their values to the
organization and general acceptance without coictiag to other groups in the firm. (S.
Kiziltas et.al, 2003)

Besides the above presented models there are #iso models which are not so widely
known on organizational effectiveness. These audt-thiven model, which describes an
effective organization as one existing with no faudr faulty traits; legitimacy model which
explains the effectiveness as engagement in legfiimactivities and lastly, high-performing
systems model which defines the effectiveness asgbgidged as excellent relative to

comparable competitors (Kim S. Cameron, 1986).

The overall work performed in a specified time pdr{average level of performance) with the
three pillars of project management which are tvatibn, total project cost and the quality of
the delivered project are used to measure an ag@om’s effectiveness in the construction
industry. ( Vir Handa , Adnan Adas,1995)
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In order to classify a firm as an effective or tia¢re should be criteria’s to do so. accordingly,
the most important determinants of OE that haven lleend by (Kiziltas, 2003) are ability to
benefit from market opportunities, experience, @iy of joint venturing, Strength of
culture, level of organizational learning, techhicaapability, financial capability,
adaptability/flexibility to cope with environmentahanges and effectiveness of information

flow.

There are a variety of procurement types in conosbm, which makes the organizing part
fundamental issue for organizational effectiven@égrefore resource allocation and different
interest judgments should be given considerablenttin. There are different thoughts
regarding organization effectiveness which arezatil to construct an assessment framework

for organizational effectiveness. (Knox, 1992)

The systems approach is based on the idea of pmegescarce resources is key to

organization permanent existence in the industiyereas the goal approach measures the
effectiveness based on the accomplished objeabivead results. While the systems approach
takes parts of the firm as complimentary to eatieotvhereas the goal approach asserts that

each part of the organization should attain ceigaiz. (Kast and Rosenzweig, 1972)

Since a variety of groups with different interegésticipate in an organization it is preferable
to consider the idea of both system and goals agpes and incorporate them in a system
which includes horizontal units like departmentd &artical units like owners and employees
which have different or even opposite expectatihsnnings and Goodman, 1977)

The other considerable approach the competing sahael was developed by Quinn (1988)
for dealing with organizational effectiveness amdture which asserts to give due attention
for the two forms of cultures which are the intérf@lture of hierarchy) and the external or
culture of the market.

These focus points i.e. has led Quinn, (1988) telbp an assessment frame work which was
used to assess china’s construction companies tmef@a and Quinn (1999). The framework
developed includes four parts which can also beardsgl as indicators of organizational

effectiveness; which are human relations, opemrmat process and rational goal system in
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which each factor have its own impact on organireti effectiveness measurement criteria.

The first quadrant is the rational goal model whiohuses on organization profit; it gives
concentration on rational action, besides it assufoesurpassed efficiency and productivity
setting attainable goals and effective plannindhwitclarified tasks and responsibility, actions

taken based on objectives are necessary.

The second quadrant is open systems model whids deg innovation and creativity and
assumes adapting to environment, being ready, olewvent and gathering resources are the
key for creativity and innovation. The other paftlee frame work is internal process model
which focus on management of information, measuand proper documentation to acquire
control and stability to the organization. The lgaadrant being the human relations model
focuses on human resource and asserts peoplesist®ubnsidered as members of a system
not as isolated individuals. (Liu et.al, 2006)

If the firm’s goal is continuous performance angasty improvement then it should perform
the strategic planning efficiently. Through theattgies mission and visions, objectives,
responsibilities and the structure will be clear @b involved and lead to enhanced
performance. The organizational effectiveness dépéased on each unit’s understanding of
roles and responsibilities and the benefits of waghn coordination. (APHSA, 2012)

On a research conducted in 2009 the right managengeoup identified proper
implementation of strategy as a vital componergrdianced financial performance, the study
asserted that there is a huge link between effectitrategy execution and employee
engagement, the higher the firm engages its emetotfe= higher will be sustainable business
outputs.

If the desire is to build a competitive strengtld @neate an effective organization then it will
requires aligning their labor force with its systemmanagement (drive the right manners),
the organizational structure (fit for purpose iniethpeople know their responsibilities and
accountabilities), expertise and corporate culfwerk environment) to the strategy. To be
able to have a sustainable and effective organzdlie firm should integrate all of the above

systems which may not work separately. (Right manmsmnt, 2009)
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Before devising a framework to evaluate Ethiopiamnstruction firms organizational
effectiveness it is necessary to review other fraorks and related works towards
organizational effectiveness. Accordingly the daaminframework is the model developed by

Kiziltas et.al (2003) to model organization effgetiess in construction companies.

The framework has three components; the first corapb the organization and the
subsystems which recognizes the organization’srniateaspects as one of the main pillars of
organizational effectiveness. These aspects incladgorate strategies, organizational
structure, corporate culture and expertise whicd #re determinants of organizational

effectiveness.

The second component is groups who have a telffiegteon the business of the firm and this
component demands an effective relation with otiheplved parties like subcontractors,

clients, suppliers and partners to reduce competitirces’ impact on the organization.

The last component is related to the political,alegnd economical forces which are the
external forces acting on the organization by tlaenm environment. Therefore the framework
asserts that for building an effective organizatompanies should integrate the above three

components and act accordingly.

The other framework is the one developed by AnitaMMet.al (2006) to assessing

organizational culture of Chinese construction camgs; the frame work points out that a
high quality construction projects or deliverablpgnctuality on executing projects, enhanced
productivity and profit and satisfaction of humassaurce as indicators of organizational

effectiveness.

Lugman Oyewobi et.al (2017) has studied Determmanit construction organizational
performance and had proposed using single or a ioatidn of two or more strategies can be
a tool for overcoming the effect of business enwmnent on the organization; these strategies
could be cost leadership, market development, dffdrehtiation and focus strategy. In
addition to this the study revealed that choosing applying effective decision making and
management style with the integration of all compeesources with capabilities will lead to

an effective organization.
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The other significant study was by Chau Ngoc Danhgl €2018) that studied Impact of
knowledge enabling factors on OE in constructiom$ in Vietham and elucidates that
organizational effectiveness is positively affectgdadaptation to change, trust in partners,

working to achieve goals, enhancing the employkesivledge and qualification.

Alex Opoku, et.al (2015) asserted that leaders ldhgelect the best fitted leadership style for
their organization among the alternatives in aifllxmanner since the choice of a particular
style would have its own consequences on the fith the choice of the style is situational
therefore the leaders should select consideringitbations.

For making adequate decision in an organizationipus decisions might be reapproved in
order to evaluate corporate strategy and objectreesuse managers need full information for

making decision and measuring performance. (Tatuamh,e2003, David, 2011)

Linda Susan Holbeche et.al (2018) stated that huesource involvement or contribution for
organizational effectiveness should be reasses$seel sducating employees continuously and
making changes regularly is an ingredient for enggan ever agile work force in a company.
The study elucidated that appropriate reward systestructuring and change in management
system, providing different opportunities for emyses to grow, performance coaching should

be given appropriate consideration because ittockeep capable employees in the company.

Ane Yeandle et.al (2015) reports that strategy,amizational structure, values, human
resource, skills, systems and leadership stylessactions of an effective leadership and

appropriate consideration should be given to allisaes in devising leadership plan.

Within the context of this paper, companies thateha clearly stated and well communicated
strategy, objective, mission and vision statememtylture in utilizing the right employment,

salary, decision making, reward and punishmenegyst well devised organization structure,
appropriate in house education, clearly assignéwioiual and department responsibilities and
accountabilities, firm and cooperative relationsaipong individuals as well as departments

and mechanisms for executing tasks across depadrmaenlabeled as effective organizations.
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CHAPTER 3
RESEARCH METHODOLOGY

The methods for this research have comprised eatlitee review to determine the research
focus (local and international studies conductedetated works in general and organizational
effectiveness in particular), the literature revieas used for designing a criteria for labeling
an organization effective or not and a questionsineey was adopted to gather information
from the construction firms regarding prior expedas and current condition concerning

strategy of the company, general organizationaladteristics and structure.

3.1. Study Area

The study area for the research was in Addis AbBHappia where the head offices of the

construction firms are located.

i ' o3 | ERITREA

ETHIOPIA
= SOMALIA

Addis Ababa

Figure 3.1: Study Area

3.2. Data Collection Method and Procedures

The data about the structure, culture and manageafeathiopian construction firms was
collected using structured questionnaire in AddisaBa, Ethiopia from grade 1 and 2

contractors. The data was collected from all vaentcontractors from a total of 131
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contractors (98 grade 1 and 33 grade 2) locate@ldisis Ababa, Ethiopia. The participant
information sheet and Informed Consent Form wemided to participant companies’ top

level or middle level managers to their officeselited with the questionnaires.
3.3. Method of Data Analysis

1. First based on models proposed by different scludolhoughts about organizational
effectiveness (see section 2.18), a framework wefnetl to measure organizational
effectiveness of construction firms.

2. Then the data collected using questionnaires frieenfirms were analyzed using SPSS
statistics (frequency analysis, independent sampleest, cross tabulation, chi square test
and linear regression analysis) based on the dkfirlane work to assess the level of
organizational effectiveness (the questionnairesewgrepared according to previous

studies)*
3.4. Ethical Considerations

v The information supplied in the completed sjimmnaire will be used for
broad research purposes only (for academic puypaiseé may be presented at
national/international academic meetings and/otigatons.

v" All specific company and participant informationlvie kept confidential at all times
i.e. only generalized analysis of the informatioontained within the completed
guestionnaire was utilized in the research process.

v Participants’ involvement in the research is congijevoluntary and their identity
will not be revealed in any case to third partied pseudonyms will be used in all of

the survey data.

* (Tadesse et.al, 2016), (Lugman Oyewobi et.al 720Uianu et.al, 2007; Bratianu, 2008), (Fred BviD, 2011)
(Nuhamin Getachew, 2018), (Tadesse et.al, 201&cHAlew Yohannes, 2017), (Rahel Kassaye, 2016gHAz
Getahun, 2018), (Gizachew Tadele, 2017) , (DangkK, 2018) (Derebe Worku, 2018), (Tigist Ayel®138),
(Jones et al., 1998) (Zinabu and Getachew, 20EB8biehanaTadesse, 2018), (Gelana Assefa, 201&)h &Ml
Birhanu , 2018) (Campbell, 1977), (Anita M.M. Litiad, 2006), (Zahra Rezvani, 2017), (Kiziltas eR@D3),
(Pennings and Goodman, 1977), (Knox, 1992), (Hesbid) Milewicz, 1995), (Chimay J. Anumba, 2002)
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3.5. Limitation and Delimitations

The scope of this research is limited to grade larwbntractors located in Addis Ababa,
Ethiopia because the higher grade contractors ragtertaking the major works in the country
and are more organized and structured than therlgvasles contractors. Even though the
challenges of infrastructure development are devensd many the study will focus on the

challenges associated with contractors’ effectedqrmance.

35



CHAPTER FOUR

FINDINGS AND DISCUSSION

As discussed in the methodology part of thésearch paper in addition to extensive
literature review the second approach adoptedssess the organizational effectiveness of
construction firms was the use of questionnaifide questionnaires were designed to
collect data regarding the construction firms’ &gy, structure, culture and overall

management behaviors; The analysis was made uBiB§ Sequency tables and bar charts as
it is applied to the various issues raised he tquestionnaire and developed in the
previous chapters. Accordingly the results arerpreted and presented in the subsequent

sections.
4.1. Response Rate

From the total distributed 130 questionnaires 8B&4r 106 questionnaires are returned as
shown in the table. On the personal profile thetigpants include Human resource

department managers, technical managers, projeoagess, construction operation head
managers, administration and finance heads, cdradroinistration heads and procurement

managers and chief executive officers.

Table 4.1: Return rate of questionnaires

Sample D|str|buteq CoI_Iectqu Rate of return (%)
questionnaires questionnaires
GC1 34 26 76.4
BC1 58 49 84.4¢
RC 1 5 3 60.0(
BC 2 33 28 84.8¢
Total 13C 10€ 81.5¢

Where - BC: Building contractor
GC: General contractor

RC: road contractor
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Figure 4.1: graphical representation of response rate

4.2. Purpose/Strategy of the Company

The second section in the survey is focused orcéimstruction firms’ purpose and strategy
and examined the availability of business plan,siais and vision, objectives, strategies and
organizational cultures including employees’ awas=n The response from the companies is

tabulated below

Table 4.2: Construction firms’ purpose/ strategy

Answer Availability in percent
Available Not Available
No Focus ,Y : o o o~ o :' “a@ o
S € Q2 2 8 8 @ 9@ ec1 rci BC1 BC2
21 BusinessPle 21 1 30 9 5 2 19 19 80.77 33.2 61.2: 32.1¢
2.2 Vision 16 2 21 7 10 1 28 21 615¢ 66.7 42.8¢ 25
2 3 Mission 16 2 21 7 10 1 28 22 615/ 66.7 42.8¢ 25
2.4 Objective: 16 2 21 6 10 1 28 22 615/ 66.7 42.8t 21.47
2 5 Strategie 22 1 16 4 4 2 33 24 84.6: 33.Z 32.6tf 14.2¢
2 cCulture/value 15 1 23 8 11 2 26 2C 57.6¢ 33.2 46.9¢ 28.5]
employee:
27 7 0 10 4 19 3 39 24 26.92 100 2041 14.29
awareness
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Based on the responses of the participants regaotimpany business plan 80.77 percent of
GC 1 companies have a good practice in devisingianbss plan whereas availability of
business plan in RC1, BC 1 and BC 2 companies.398361.22% and 32.14% respectively,
which make up 59.4% of the total participants.

Regarding a clearly stated Mission and Vision sta&tats the availability is 61.54%, 66.7%,
42.86% and 25% for GC1, RC1, BC 1 and BC 2 comgarespectively. l.e. 44.3% of the

respondents have clearly stated Mission and Visiatements.

61.54% of GC1 companies have clearly stated obgstand 84.62% of them have a clear
strategy to pursue whereas the availability of nizrtional culture/values in these companies
is 57.69. While 66.7% of RC1 companies have cleatbted objectives, strategies and
organizational culture/values, the availability abjective, strategy and culture is 42.86%,
32.65%, 46.94% for BC 1 and 21.43%, 14.29% ,285B{C 2 companies.

Table 4.3: Responsible body to establish vision and Misstatesents

Who has established company’s Vision and Mission &ements?

Catedor owner Management Unit CMU & Employees’
gory (CMU) Representatives
GC1 5 31.25% 11 68.75 % 0.00
RC1 1 50 % 1 50 % 0.00
BC1 6 2857% 13 61.90 % 2 9.52 %
BC 2 1 1429% 5 71.43 % 1 14.29 %
Average 27.66 % 65.96 % 6.38 %
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Figure 4.2: Responsible body to establish vision and Misstatesent

As it can be noticed from the above table and gcapplnepresentation most of the companies
(65.96 %) has responded that Company’'s managemeint GMU is responsible for
establishing the company vision and mission statesnehich takes 68.75 %, 50 %, 61.9%
and 71.43 % of GC 1, RC 1, BC 1 and BC 2 compabiesides 27.66 % of the firms’ mission
and vision statements are established by the ownah leaves the remaining 6.38 % (9.52
% of BC 1 companies and 14.29 % of BC 2 companies fompany management unit in
collaboration with employee representatives to lisia the firms’ vision and mission

statements.
4.3 Company’s Organizational Characteristics

The third section of the questionnaire focuseshanfirms’ organizational characteristics i.e.
type of objective and business plan, employmentud#d, base of Wage/Salary System,
decision making process, working environment, indeeducation for employees and salary

difference between employees, accordingly the tesué tabulated below.
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Table 4.4: Construction firms’ organizational characteristics

COMPANIES Percentag:
No. Focus Response 8 8 8 8 8 8 8
O m m o m nd m
Permanent existen 8 13 7 30.77 26.53 33.33 25
3.1 Objectives S;’Iﬂteig“itya”d socie g g 4 3077 102 33.33 14.29
Profitability 10 31 38.4663.27 33.33 60.71
Long-term credible g 4, 6 3077 22.45 33.33 21.43

relationships

N B N O B b P R|RCL
H
\l

type of . . .
3.2 business plan (S:gentttﬂrst policy " 3 5 4 11.54 10.2 O 14.29
ort term competiliv. ;5 33 18 57.6967.35 66.67 64.29
relationships
- Employment Emp:oy?ng {)hersons 10 22 7 38.46449 33.33 25
> attitude mploying the 18 27 21 69.2355.1 66.67 75
functions of persons
Senority & 8 9 1 8 3077184 33.33 2857
Wage/Salary achievement
34 Ability, achievement
System and rank 11 20 2 14 42.31 40.8 66.67 50
Ability & achievement 7 20 0 6 26.92 408 O 21.43
Bottor-upand mutuz , 4 5 1 76928163 0 3571
— agreement
Decision Discussions betwee
3.5 Making superiors and 5 14 0 3 19.232857 0 10.71
Process subordinates
Top-down anc 19 31 3 24 73086327 100 8571
individual direction
" Large—individual 1 7 0 0 38461429 0 0
3. Working Shared office 11 26 0 23 42.3153.06 0 82.14
Environment
Booth:s 14 16 3 5 53.8532.65 100 17.86
Systematic, serious
inhouse  takenand Permanent 3 4 0 2 11548163 0 7.143
3.7 Education Considered littl 21 37 3 24 80.7775.51 100 85.71
seltenlightenmer 2 8 0 2 76921633 0 7.143
sal Smal 4 7 1 3 154 14.2933.33 10.71
38 >aany Mediurr 18 38 2 23 69.2 77.5566.67 82.14
Difference )
Big 4 4 0 2 15.4 8.1630 7.143
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values

Figure 4.3: company objectives

According to the responses gathered here mosteofiims’ objectives are short term profit
based; 38.46% GC1, 63.27 % BC1, 33.33 % RC1 andl6 BC2 or in total 55.66 % of
the companies responded as profitability is thbjective whereas only 30.77 % GC1, 26.53%
BC1, 33.33 % RC1 and 25 % BC2 or 27.36% of theippant companies have chosen

permanent existence as an objective.

80%
70%
60%
50%
40%
30% -
20% -
10% -

0% -

EGC1

RC1
EBC1
mBC2

Long-term credible Client first policy Short term competitive
relationships relationships

Figure 4.4: Type of business plan
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Based on the responses from participants 64.15¢ecfompanies have a business plan based
on short term competitive relationships wherea82%. firms have a client first policy the rest

24.53% of the companies are focused on long teedilale relationships.

80%
60%
EGC1
40% RC 1
20% - EBC1
mBC 2
0% -
Employing persons Employing the functions of persons

Figure 4.5: employment attitude

According to the responses gathered 64.15% of coepd69.23GC1, 55.1% BC1, 66.67%
RC1 and 75% BC2) are following employing the fuoos of person approach whereas
35.85% of the companies (38.46 GC1, 44.9 BC1, 3R&3 and 25% BC2) are using

employing persons approach.

80%
70%
60%
50% =GC1
40%
30% - RC 1
20% =BC1
10% - EBC?2
0% -

Seniority & achievement Ability, achievement, and\bility & achievement
rank

Figure 4.6: Wage/salary system
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As shown in the above figure 41.51% of the compaaie using Ability, achievement, and
rank as a basis for salary whereas 24.53% are uSergority & achievement and the

remaining 24.53% firms are using Ability & achievemnt.

120%
100%
80% GC1
60% RC1
40% —————— EBC1
20% I =BC2
O% | - .

Large —individual Shared offices Booths

Figure 4.7: Working environment

As it is shown in the graph above 53.85% GC1, 3B61, 100%RC 1 and 17.86% BC2
companies (total of 35.85%) are using Booths wie&60% of the companies (42.31%
GC1, 53.06% BC1, 82.14% BC2) are using sharededfighich leaves 7.55 % of the firms

with large individual offices.

120%
100%
80% =GC1
60%
0% RC 1
200 =BC 1
0% - =BC 2

Systematic, seriously Considered little self-enlightenment
taken and Permanent

Figure 4.8: In house education for employees
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Based on the data collected from participant ceaidra in 80.19% of the firms in house
education is considered little or it is virtuallpmexistent and it is systematic and seriously
taken in only 8.49% of the firms (11.54% GC 1, 8 BC 1 and 7.15% BC 2) whereas self

enlightenment is adopted in 11.32% of the companies

90%
80%
70%
60%
50% EGC1
40%
30%
20% EBC2
10% -
0% -

RC1
EBC1

Small Medium Big

Figure 4.9: Salary difference

There is medium salary difference between employee&’.36% of the firms whereas the
salary difference between employees is small agihbl4.15% and 9.43% of the companies.

120%

100%

80%
60% EGC1
40% RC1
20% EBC1
00 -+ f—_ - -~ "BC 2

Bottom-up and mutual —Discussions between Top-down and
agreement superiors and individual direction
subordinates

Figure 4.10: Decision making process
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As it can be noticed from the above graph 73.08 @01G63.27% BC1, 100% RC1 and 85.71
% BC2 contractors or 69.81 % of the total compamidspted top down decision making
approach. 20.75% and 6.60 % of the companies usesisgion between superiors and

subordinates and bottom up and mutual agreemeigialeenaking techniques respectively.

4.4. Structure
The fourth section of the questionnaire focuseshenfirms’ organizational structure i.e. type
of structure, restructuring, assignment of cleapoasibilities, authorities and accountabilities

to employees; accordingly the results are tabulbaétolw.

Table 4.5 organizational structure

T COMPANIES Percentage (%)
3 uestion Response i < <1 o
> Q P O O o O GC1 RCI BC1 BC2
o O X m m
Function 18 3 32 24 692 100 6531 8571
How is the ByProduct 4 0 0 2 154 0 0 7.143
4.1  organization’s work
divided up? Geography 2 0 3 1 7.7 0 6.122 3.571
Matrix 2 14 1 77 0 28.57 3.571
Who has preparethe owner 6 7 4 23.0833.33 1429 14.29

organizational
4.2  structure of the

0

1

2 38 22 65.3866.67 77.55 78.57
company at Head andyr 3 0 4 2 1154 0 8.163 7.143

0

0

1

CMU 17

Project Offices?
0O O 0 0 0 0

3 0 3846 O 6.122 0

2018 0
undertaken 2017 1

4.3  organizational Before -3
redesign/restructuringyears 7 8 6 26.92 33.33 16.33 21.43
never 18 2 38 22 69.2366.67 77.55 78.57
Changeir 5 5 1 5 0 2041 7.143
Level
What were the Need for
431 driving forces to Revision of 3 1 3 1 11543333 6.122 3571
"'~ undertake those departments
changes? Growth of
volume of 5 0O 7 3 1923 O 14.29 10.71
construction
Assignment of YES 18 3 34 15 69.23 100 69.39 53.57
4.4  responsibilities and
accountabilities? NO 8 0 15 13 3077 O 30.61 46.43
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Figure 4.11:Division of organizational work

Based on the respondents 72.64 % of firms’ organizal work is divided by function,
whereas 5.66% is divided by product, 5.66% by gmolgy and the remaining 16.04% of
companies work is divided by matrix.

100
80
60 =GC1
RC1
40 EBC1
20 - EBC?2
O i

owner CMU HRM

Figure 4.12: Responsible body to design organizational strectur

As shown in the above graph owners are respongibl@esigning company structure in
23.08% of GC1, 33.33% of RC1, 14.29% of BC1 and®9% of BC2 companies (16.98%
total) and in 65.38% of GC1, 66.67% of RC1, 77.589BC1 and 78.57% of BC2 companies
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(74.53% total) firm structure was designed by comypaanagement unit, whereas in 8.49%

of companies the organizational structure was desidpy human resource Department.

100

80
60 mGC1
RC1

40
EBC1
20 EBC?2

0 .

2018 2017 Before 2-3 years never

Figure 4.13: Organizational restructuring

75.47% of the companies have never undertaken izggeonal restructuring, while 20.75% of
the companies undertake restructuring before 3syeair7% of the firms have undertaken

restructuring in 2017.
Of these 24.53% of companies which have been wsted, Growth in volume of

construction was the cause for 57.69% of the compawhereas 30.77% restructured due to

the need for revision and in 11.54% of the compaitizas due to Change in level.

120%
100%
80% mGCl1
60% - RC 1
40% - EBC1
20% - =BC2
0%

YES NO

Figure 4.14: Assignment of responsibilities, authorities andcamtabilities
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According to the participants’ response in 66.0424he companies i.e. (69.23% of GC1,
100% of RC1, 69.39 BC1 and 53.57% of BC2) therelear assignment of responsibilities,
authorities and accountabilities which is not theecin 33.96% of the firms.

Table 4.6: Levels of relationships in the company

COMPANIES Percentage
No Focus Response I RN,
! P O O O O GC1 RClI BC1 BC2
O XX m m
level of Firm/ Cooperative 19 2 28 22 73.08 66.67 57.1 78.57
relationships
1 Between/among Moderate 4 1 16 4 1538 33.33 327 14.28
individuals Soft/Competitve 3 0 5 2 11.54 0 102 7.14
level of Firm/Cooperative 22 2 34 25 84.62 66.67 69.380.28
relationships
units or Soft/ Competitve 0 0 2 0 38 0 408 0
departments
levelof  Eirm/Cooperative 15 2 34 17 57.69 66.67 69.3D.71
relationships
3 between the Moderate 7 1 12 9 26.92 33.33 24.482.14
people and
requirements of Soft/ Competitve 4 0 3 2 15.38 0 6.12 7.14
their jobs
100%
80%
60% - EGC1
RC1
40% -
EBC1
20% - EBC 2
0% -

Firm/ Cooperative Moderate Soft/Competitive

Figure 4.15: Level of relationships Between/among individuals
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There is a firm/cooperative relationship betweedividuals in 66.04% of the companies
(73.08% GC1, 66.67% RC1, 57.1% BC1 and 78.57% B@#&reas in 24.53% and 9.43% of
the companies there is moderate and soft/competitelationship between individuals

respectively.

100%
80% -
60% - EGC1
RC1
40% -
EBC1
20% 1 =BC2
0% - _ eeem e .
Firm/ Cooperative Moderate Soft/Competitive

Figure 4.16: Level of relationships between/among units or depants

The level of relationships between departments iigi/éooperative in 78.30% of the
companies and there is a moderate relationship8i87% of the firms while there is a
soft/competitive relationship in 2.83% of the comies.

80%

70%

60% -

50% - EGCl
40% - RC1
30% -

20% A EBC1
10% - EBC2

0% -
Firm/ Cooperative Moderate Soft/Competitive

Figure 4.17: Level of relationships between the people andirements of their jobs
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As shown in the graph above in 57.69% of GC1, 66.67 RC1, 69.39% of BC1 and 60.71%
of BC2 companies (64.15% in total) there is a firelationship between people and
requirements of their jobs and there is a modesétionship in 26.92% of GC1, 33.33% of
RC1, 24.49% of BC1 and 32.14% of BC2 companies3@a.total) whereas in 15.38% GC1,
6.12% BC1 and 7.14% BC2 (8.49% total) companieseth®& a soft relationship between

people and requirements of their jobs.
4.5. Reward and Punishment System

From the responses the companies via the quesiteariahave noted that only 35% of the

contractors have a reward and punishment systeticabple to all employees.

The major causes for these companies to reward eéhgloyees were efficiency on assigned
job (output), effectiveness on assigned job(wittaste cost, time and quality), cost
minimization for the company, good communicatiod abedience, excellent achievement in

any department, appreciation on job well done andsafety and experience.

Whereas the Major causes for these companies tistptimeir employees were fraud, theft,
absence and delay, cheating, disciplinary problemisconduct, under achievement, lack of
motivation on work, improper use of materials, bsapower(authority), damage to company

assets and disobey to managers and leaders.

120%

100%
80% = GC1
60% RC1
40% mBC1
20% . mBC2

0%

Yes No

Figure 4.18: Availability of reward and punishment system
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4.6. Helpful Mechanisms

For the sake of accomplishing work on a given césbte and quality there must be
mechanisms (means, methods, system, procedurésjmesits/apparatus and devices) that

facilitate execution of work and help members @f tihganization to accomplish their tasks.

Nevertheless according to the responses from theipants only 34.36 % of the companies
i.e. (30.77% of GC1, 15.4% of RC1, 30.61% of BCH @6.43% of BC2) have devised and

implemented these mechanisms the other comparm@exparating in traditional way.

90%
80%
70%
60%
50%
40%
30%
20%
10% -

0%

EGC1

RC1
EBC1
mBC2

Yes No

Figure 4.19: Availability of helpful mechanisms

4.7. Summary of Findings

The research revealed that 59.4% of the firms laagkearly stated business plan, 44.3 % of
the companies have clearly stated vision and nmssiatements and 43.4% of the companies
have clearly stated objectives. While 42.5 % of tdoenpanies have a clear strategy the
availability of organizational culture/values is.2%, but it is only in 20.8% of the firms that

the employees are aware of the strategies, obgsgtivission and vision of their company.

55.6% of firms focus on short term profitabilitytiiar than long term existence and 64.15% of

them opt short term competitive relationship, wiile51 % of firms use ability, achievement
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and rank as a basis for salary, 56.60% of firms siseed offices and there is no in house

education in 80.19% of the companies, there is@dunesalary difference in 77.36% of firms.

The decision making approach is top down and iddi&i direction in 69.81% of the firms, in
72.64% of the firms organizational work is dividey function, while the structure is designed
by company management unit in 74.53% of the congsani5.47% of them have never

undertaken organizational restructuring.

In 66.04% of the companies there is clear assighnmnroles, responsibilities and
accountabilities and there is firm/cooperative tiefeship between individuals in 66.04% of
firms, while the relationship between departmestBrim/cooperative in 78.30% of the firms,
the relationship between people and the requiresnatheir jobs firm/cooperative in 64.15%
of firms, 65.64% of the firms have no documenteama@isms for accomplishing tasks across

departments.

According to independent sample t — test performedhe variables significant difference is
only noted on business plan and organizationakttra for BC1 and BC2 contractors and
only on strategy for BC1 and GC1 contractors whedktierences are noted on business plan,
vision and mission statements, strategy, cultureégmand working environment for GC1 and
BC2 contractors. (See appendix 2.2.24 to 2.2.26)

Based on cross tabulation analysis 35.85% of thepamies failed to document both adequate
business plan and a strategy to pursue, where@d%G60f the companies are operating
without a business plan and clear mission and wistatements, in addition 41.51% of the

companies do not have both strategy and businass pl

The other significant relation noted with crossulabion analysis is that 59.43% of the
companies are using top down decision making appraad do not have in-house education
for employees aligned. (See appendix 2.2.28 t@Q)2.

According to Chi square test performed on the Wemwhile business plan and strategy are
dependent, no association was found between visiwhmission statements with business
plan and strategy. (See appendix 2.2.28 to 2.2.30)
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CHAPTER FIVE

CONCLUSSION AND RECOMMENDATION

5.1. Conclusion

The purpose of this research was to examine and Blow Ethiopian construction firms are
currently organized and structured, how constracfions’ organizational effectiveness is
affecting the country’s infrastructure developmantl identify the associated root problems
and the key success factors for construction firmisccess in future infrastructure

development projects.

The participants have responded for the causeswdérding employees as - efficiency on
assigned job (output), effectiveness on assignbfivjth least cost, time and quality), cost
minimization for the company, good communicatiod abedience, excellent achievement in

any department, appreciation on job well done andsafety and experience.

whereas they responded for causes of punishmefrawal theft, absence and delay, cheating,
disciplinary problems, misconduct, under achievetniack of motivation on work, improper
use of materials, bias of power(authority), dam@ageompany assets and disobey to managers
and leaders.

The other response was for available mechanismshich the participants responded as
evaluation report, test report, letters/decisiord aninutes of meetings for information
management, reports and formats for equipment asiration and test of materials before

delivery, for material management

The participants responded that the driving forfmesrestructuring was change in level of

contractor, increase in volume of construction aedd to revise departments.

They have also responded for the responsible hmdggign the organization structure of their

respective companies as human resource departmetcbanpany management unit.
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Accordingly the research revealed that the levebrglanizational effectiveness in Ethiopian
construction firms is very low and the poor perfamoe of the firms in the country’s
infrastructure development projects emanates froengroblems in their management and

structure. The following are the associated roobfams of the firms.

» The practice of stating clear vision and missi@ieshents, a strategy to pursue, short

and long term objectives is very low.
» Exercising organizational culture/values for guglotompany operations is also low.

» In the companies with documented strategy, visioth @ission, the employees are

not aware of them and are working in the dark.

» The firms are focused on short term profitabilitydacompetitive relationship rather

than long term existence and credible relationségpectively.

» Even though the lower level managers have a bettéerstanding of the facts in the

ground their contribution in decision making pracesvery low

» The firms’ practice in continuously adapting withhanges in the industry and
restructuring or redesigning their organizationalcure to address the industry and

customer needs is virtually zero.

» The firms have failed to document mechanisms faroamplishing tasks across

departments.
5.2. Recommendation

Based on the findings of the research the followiegommendations are forwarded to

construction companies and regulatory agenciesfgawent.

5.2.1 Recommendations to Construction Firms

The role, purpose and strategic direction that sarra the work of the organization and/or
divisions have to be clear and appropriate which guide the firm to success. Employees

need to be aware of customer needs and compamiae(s/, mission, vision and objectives
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and align their day to day activities to achievghhievels of customer satisfaction / loyalty

and organizational success.

Besides firms should continuously update their oizgtional structure based on the trend in
the industry and devise and document adequate misaoma to guide different tasks across

departments, the possible mechanisms may incl®lowing for each respective activity.

» Working manuals, procedures, reports, meeting®itiga and computer application

for human resource management and development

» Schedules, report, minutes, meeting, formats, coctsdbn management software for

construction planning.

> Approval of materials before purchase, test repataluation reports, manuals,
codes, technical specification, Standard conditiomgeting for quality control

(production and compliance control)

» Cash indemnity, internal and external auditing, kimy manuals, meetings, reports,

government procedures and manuals for financiarcband management.

» Requests, invoices , evaluation report, test repletters/decision, minutes of
meetings, information technology, contacting stalkéérs for information

management

» Assigning separate team, requests, vouchers, se@ord formats for equipment

administration

» Periodical calibration and test of materials befdedivery, classification technique,

vouchers and reports for material management
5.2.2. Recommendations to Regulatory Agencies and Goverrant
» Capacity building programs should be devised toaené capability of domestic
firms.

» Encourage domestic firms to form joint venture withreign firms in the mega

infrastructure development projects for obtainimgexience and technology transfer.
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» Quality control guidelines and regulations enfolskty should be analyzed

» Adequate trainings should be provided for profesai® in the industry on the huge
responsibility they have.

» Licensing and registration criteria should be redlisand include documented
strategy, business plan, vision, mission and oljeend professionals should assess
the firms capability issues prior to issuance eflibense.

» Mechanisms should be devised for professionalkeriridustry to be accountable for
their faults and professional indemnity insuranbheutd be incorporated in issuing
individual professional license.

» For enhanced performance in the projects governamhiother clients should hire a
separate project manager i.e. designers shouldo@atesponsible for supervision
work.

» Adequate policies should be devised to encouragesteation industry growth
considering the role of the industry in the couisteconomy.

» The government should devise mechanisms for enhgnthe capability and

expertise of all stakeholders involved.
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revealed in any case to third parties and pseudsrwith be used in all of the survey data.
You may quit participating in this study at any éirfny contacting me with the address below.
If you opt out of the study, your data will be cdetply deleted and will not be included in
any further steps of the study.

Best Regards,

Wendmagegn Addis Prof. Dr. Huseyin Gokcekuy
Student at department of civil engineering, Supervisor, department of civil
Near University engineering, Near Edsiversity
Email - wendmagegnsema@gmail.com Email — huseyin.gokce®reu.edu.tr

Tel - +251910852699 or +905338559274
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SECTION 1: COMPANY AND RESPONDENT PROFILE

1.1 Major Construction activity and Grade of the Compan

GC BC RC

+% I N A I A I O e O I O I

1.2 Year of Commencement of operation (EC):

1.3 Average value of the annual turnover of constructiork (Million ETB) during the last 3 years:
(Million ETB

1.4 Type of ownership

Individual Partnershi|:| Share Private limited Other
Proprietor compa company spécify).......
1.5 In your company, which position in the organizatiblevel you are?

Top management Middle management Firstimeagement Operative__

1.6 Current Job title

1.7 Experience
Years Positions Years Positions

SECTION 2: PURPOSE/STRATEGY OF THE COMPANY

2.1 Does the company have a Business F

2.2 Does the company have a clearly statedon Statemen

2.3 Does the company have a clearly stated MissioreiB&nt

2.4 Does the company have clearly stated object

2.5 Does the company have clearly stated strate

2.6 Does the company have a set of organizaticulture/values

2.7 Are employees aware of the above stated compatrgtegy’

2.8If your answer/s to questions 2.1 and/or 2.2 is¥d&S, who has established the company
Vision and Mission Statements?

Company’s Company’s Manageme| CMU & Emplo " Other
Owner/s Unit (CMU) Representatives e@hy)......
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SECTION 3: COMPANY'’S ORGANIZATIONAL CHARACTERISTICS

3.1 Objectives of the company

Permanent existend | Continuity and social &l | Profitability [ ]
3.2 Business Style

Long-term credibl Client fir Short-term costitive
Relationships D policy ﬂ relationships

3.3 Employment attitude

Employing persons |:| Employing the functiohgpersons |:|

3.4 Wage/Salary System

Seniority & achievement|:| Ability, achiement, and rank|:| Ability & achieveme|:|

3.5 Decision Making Process
Bottom-up and mutual D Discussions between D p-dawn and individuaD
i

Agreemen superiors and subatds direction

3.6 Working Environment

Large —individual|:| Shared offic|:| Booths|:|

3.7 In-house Education

Systematic, seriously taken and Perman| | Considered littl{ |  self-enlightenmd |

3.8 Salary Difference

Small |:| Medium|:| Biq:|

SECTION 4: STRUCTURE

4.1How is the organization’s work divided up?

By Function [ ] By Produd | By Geograp[ ] Matrix| ]
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4.2\Who has prepared the organizational structure@tompany at Head and Project Offices?

4.3 When was the last time you have undertabeganizational redesign/restructuring?

. What were the driving forces to underthkse changes?

4.4 Are there clear assignment of responsibilitiethatities and accountabilities? Yes_ , No___
4.5 If Yes to questiomd.4, how do you define the responsibilitiesthatities and
accountabilities of employees at the:
4.5.1Head office:
4.5.2Project Offices:

4.61f Yes to questior.4, who defines the responsibilities, authorities aodountabilities of

employees at the:
4.6.1Head office:
4.6.2Project Offices:

SECTION 5: RELATIONSHIP

Firm/ Moderate Soft/
Cooperative Competitive

5.1

How do you assess the le of relationships
between/among individuals?

How do you assess the level of relationsl
5.2 | between/among units or departments that perform
different tasks?

5.3

How do you assess the level of relationships bet
the people and requirements of their jobs?

SECTION 6: REWARDS

6.1 Please state the causes for which the apyjnas so far formally rewarded any of

its members.
1. 4,
2. 5.
3. 6.
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6.2 Please state the causes for which the companysddar formally punished any of its
members.

N
o

SECTION 7: HELPFUL MECHANISM

Are there any helpful mechanisms (means, methogiterss, procedures, instruments/apparatus,
devices, etc) that the company owns/have to hslpriganizational members accomplish their tasks
listed below.

NO Particular tasks Yes| NO If yes what are they?

7.1 | Human Resource Management & Develop!

7.2 | Construction plannir

73 Quality control (production and compliar
| control)

7.4 | Financial control and managemnr

. Information collection, organizing, processi
" | interpreting and Decision making

7.6 | Equipment administratic

7.7 | Material manageme

7.8 | Equipment Administration & Maintenar

7.9 | Procurement Managem

7.1C | Design review and survey wo

7.11 | Contract Administratio

7.12| Safety and Hygiene managern

7.1% | Environmental managemt
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Appendix 2 - Frequencies

2.1.Statistics
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2.2. Frequency Tables

2.2.1. Does the company have a Business Plan?

Type and Grade of Frequency Percent Valid Percent Cumulative
contractor Percent
Yes 21 80.¢ 80.¢ 80.¢
GC1 Valid No 5 19.2 19.2 100.(
Total 26 100.( 100.(
Yes 1 33.2 33.2 33.2
RC 1 Valid No 2 66.7 66.7 100.(
Total 3 100.( 100.(
Yes 3C 61.2 61.2 61.2
BC1 Valid No 19 38.¢ 38.¢ 100.(
Total 49 100.( 100.(
Yes 9 32.1 32.1 32.1
BC 2 Valid No 19 67.¢ 67.¢ 100.(
Total 28 100.( 100.(

2.2.2. Does the company have a clearly stated Vision amiission Statement?

Type and Grade of contractor Frequency Percent Valid Percent Cumulative Percent

Yes 16 61.c 61.c 61.c
GC1 Valid No 1C 38.5 38.5 100.C

Total 26 100.( 100.(

Yes 2 66.7 66.7 66.7
RC1 Valid No 1 33.¢ 33.C 100.(

Total 3 100.( 100.C

Yes 21 42.¢ 42.¢ 42.¢
BC1 Valid No 28 57.1 57.1 100.(

Total 49 100.( 100.(

Yes 7 25.C 25.C 42.¢
BC 2 Valid No 21 75.C 75.C 100.(

Total 28 100.( 100.C
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2.2.3. Does the company have clearly stated objectives

Type and Grade of

Frequency Percent Valid Percent

Cumulative Percent

contractor
Yes 13 50.C 50.C 50.C
GC1 Valid No 13 50.C 50.C 100.(
Total 26 100.( 100.(
Yes 2 66.7 66.7 66.7
RC 1 Valid No 1 33.8 33.8 100.(
Total 3 100.( 100.(
Yes 21 42.C 42.C 42.C
BC1 Valid No 28 57.1 57.1 100.(
Total 49 100.( 100.(
Yes 7 25.C 25.C 25.C
BC 2 Valid No 21 75.C 75.C 100.(
Total 28 100.( 100.(
2.2.4. Does the company have a set of organizational cuiivalues?
Type and Grade of Frequency Percent Valid Percent Cumulative
contractor Percent
Yes 15 57.% 57.7 57.7
GC1 Valid No 11 42.: 42.: 100.(
Total 26 100.( 100.(
Yes 1 33.c 33.2 33.2
RC1 Valid No 2 66.7 66.7 100.(
Total 3 100.( 100.(
Yes 23 46.¢ 46.C 46.C
BC1 Valid No 26 53.1 53.1 100.(
Total 49 100.( 100.(
Yes 8 28.€ 28.€ 28.€
BC 2 Valid No 20 71.4 71.4 100.(
Total 28 100.( 100.(
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2.2.5. Does the company have clearly stated strategies?

Type and Grade of Frequency Percent Valid Percent Cumulative
contractor Percent
Yes 22 84.€ 84.€ 84.€
GC1 Valid No 4 15.4 15.4 100.(
Total 26 100.( 100.(
Yes 1 33.8 33.8 33.8
RC 1 Valid No 2 66.7 66.7 100.(
Total 3 100.( 100.(
Yes 16 32.7% 32.7 32.7
BC1 Valid No 33 67.2 67.2 100.(
Total 49 100.( 100.(
Yes 4 14.: 14.2 14.2
BC 2 Valid No 24 85.7 85.7 100.(
Total 28 100.( 100.(
2.2.6. Are employees aware of the above stated companytsategy?
Type and Grade of Frequency Percent Valid Percent Cumulative
contractor Percent
Yes 5 19.2 19.2 19.2
GC1 Valid No 21 80.¢ 80.¢ 100.(
Total 26 100.( 100.(
RC1  Valid No 3 100.( 100.( 100.(
Yes 10 20.4 20.4 20.4
BC1 Valid No 39 79.€ 79.€ 100.(
Total 49 100.( 100.(
Yes 4 14.: 14.2 14.2
BC 2 Valid No 24 85.7 85.7 100.(
Total 28 100.( 100.(
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2.2.7. Who has established the company Vision and Missidstatements?

Type and Grade of contractor Frequency Percent Valid Percent Clgg;ﬂitr:\t/e
Company’s owng 5 19.2 31.c 31.c
valig ~companys Manageme 42.3 68.8 100.0
GC 1 unit (CMU)
Total 16 61.t 100.(
Missing 99¢ 10 38.t
Total 26 100.(
Company’s owne 1 33.8 50.C 50.C
valig ~Company's Manageme 333 50.0 100.0
RC 1 unit (CMU)
Total 2 66.7 100.(
Missing 99¢ 1 33.2
Total 3 100.(
Company’s owne 6 12.2 28.¢ 28.¢
Company's Manageme 45 26.5 61.9 90.5
. unit (CMU)
Valid CMU & Employees’
BC1 Representatives 2 4.1 9.5 100.0
Total 21 42.¢ 100.(
Missing 99¢ 28 57.1
Total 49 100.(
Company’s owng 1 3.€ 14.2 14.2
Company's Manageme 5 17.9 71.4 85.7
. unit (CMU)
Valid CMU & Employees’
BC 2 Representatives 1 3.6 14.3 100.0
Total 7 25.C 100.(
Missing 99¢ 21 75.C
Total 28 100.(
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2.2.8. Objectives of the company

Type and Grade of contractor Frequency Percent Valid Percent Cllgn;fggtr:\t/e
Permanent existen 8 30.¢ 30.¢ 30.¢
Continuity and socie
GC1 Valid values 8 308 308 61.5
Profitability 10 38.t 38.t 100.(
Total 26 100.( 100.(
Permanent existen 1 33.2 33.2 33.2
Continuity and socie
RC1 Valid values 1 333 333 66.7
Profitability 1 33.2 33.2 100.(
Total 3 100.( 100.(
Permanent existen 13 26.5 26.5 26.5
Continuity and socie
BC1 Valid values 5 10.2 10.2 36.7
Profitability 31 63.% 63.% 100.(
Total 49 100.( 100.(
Permanent existen 7 25.C 25.C 25.C
Continuity and socie
BC 2 Valid values 4 14.3 14.3 393
Profitability 17 60.7 60.7 100.C
Total 28 100.( 100.(
2.2.9. Type of business Style
Type and Grade of contractor Frequency Percent Valid Percent ng:gim/e
Long-term credible 8 30.8 30.8 30.8
relationships
i 1 i E Cc “
cer vaia goEtEpn S ;e ue
|competitiv 15 57.7 57.7 100.0
Relationships
Total 26 100.( 100.(
Long-term credible 1 33.3 33.3 33.3
relationships
RC1 Valid Shor-term competitive 5 66.7 66.7 100.0
Relationships
Total 3 100.( 100.(
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Long-term credible

. . 11 22.4 224 224
relationships
BC 1 valid Shglrll_etz‘;r::rsctofﬁlg_t_ E 5 10.2 10.2 32.7%
| competitiv 33 67.3 67.3 100.0
Relationships
Total 49 100.( 100.(
Long-term credible 6 21.4 21.4 21.4
relationships
ez vam —goeESpe 4 el ul o
Relationships 18 64.3 64.3 100.0
Total 28 100.( 100.(
2.2.10.Employment attitude
Type and Grade of contractor Frequency Percent Valid Percent Cllén(;?geela\t/e
Employing persor 10 38.t 38.t 38.t
GC1  valid EmPloyincthe functionsc ¢ 615 615 100.0
persons
Total 26 100.( 100.(
Employing persor 1 33.2 33.2 33.2
RC1  Valig Employing the functions«c 66.7 66.7 100.0
persons
Total 3 100.( 100.(
Employing persor 22 44.¢ 44.¢ 44.¢
BC1 Valig EMployingthefunctions« ., 55.1 55.1 100.0
persons
Total 49 100.( 100.(
Employing persor 7 25.C 25.C 25.C
BC2  valig EMployingthefunctions«—,; 75.0 75.0 100.0
persons
Total 28 100.( 100.(
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2.2.11.Wage/Salary System

Type and Grade of contractor Frequency Percent Valid Percent Cl;,rgggtr:\t/e
Seniority & achieveme 8 30.¢ 30.¢ 30.¢
Ability, achievement, an
GC 1 valid rank 11 42.3 42.3 73.1
Ability & achievemen 7 26.¢ 26.¢ 100.C
Total 26 100.( 100.(
Seniority & achieveme 1 33.2 33.2 33.2
RC1  vald APy, ac:‘;i‘l’(eme”t' an 5 66.7 66.7 100.0
Total 3 100.( 100.(
Seniority & achieveme 9 18.¢ 18.¢ 18.¢
Ability, achievement, an
BC 1 valid rank 20 40.8 40.8 59.2
Ability & achievemen 20 40.¢ 40.¢ 100.C
Total 49 100.( 100.(
Seniority & achieveme 8 28.€ 28.€ 28.€
Ability, achievement, an
BC 2 valid rank 14 50.0 50.0 78.6
Ability & achievemen 6 21.¢ 21.¢ 100.C
Total 28 100.( 100.(
2.2.12.Decision Making Process
Type and Grade of contractor Frequency Percent Valid Percent Cllén(;ﬂgm/e
Bottorr-up and mutus- 5 77 77 77
agreement
Discussions betwee
GC1 Valid superiors and subordinates 19.2 19.2 26.9
Top-down and individua 4 73.1 73.1 100.0
direction
Total 26 100.( 100.(
RC1 valig 'opdownand individua 3 100.0 100.0 100.0
direction
BC1 Valg Botom-upand mutuz- 4 8.2 8.2 8.2
agreement
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2.2.13.In-house Education for employees

Type and Grade of contractor Frequency Percent Valid Percent C%n;fgztr:\t/e
Systematic, seriously tak 3 115 115 115
and Permanent
GC1 Valid Considered littl 21 80.¢ 80.¢ 92.c
selfenlightenmer 2 7.7 7.7 100.C
Total 26 100.( 100.(
RC 1 Valid Considered littl 3 100.( 100.( 100.(
Systematicseriously take 4 8.2 8.2 8.2
and Permanent
BC1 Valid Considered littl 37 75.5 75.5 83.7
selfenlightenmer 8 16.< 16.< 100.C
Total 49 100.( 100.(
Systematic, seriously tak 5 71 71 71
and Permanent
BC 2 Valid Considered littl 24 85.7 85.7 92.¢
selfenlightenmer 2 7.1 7.1 100.C
Total 28 100.( 100.(
2.2.14 Salary Difference
Type and Grade of Frequency Percent Valid Percent Cumulative
contractor Percent
Smal 4 15.¢ 15.¢ 15.¢
.. Mediurr 18 69.2 69.2 84.€
GC1  Vvald g 4 152 152 100.(
Total 26 100.( 100.(
Smal 1 33.2 33.2 33.2
RC 1 Valid Mediumr 2 66.7 66.7 100.(
Total 3 100.( 100.(
Smal 7 14.2 14.% 14.2
. Mediumr 38 77.€ 77.€ 91.¢
BC1  Valid —7g, 4 8.2 8.2 100.¢
Total 49 100.( 100.(
Smal 3 10.7 10.% 10.7
: Mediunr 23 82.1 82.1 92.¢
BC2  Valid ——5i 2 7.1 7.1 100.¢
Total 28 100.( 100.(
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2.2.15.How is the organization’s work divided up

Type and Grade of contractor Frequency Percent Valid Percent Cl;ﬂ;ﬂ:;trl]\t/e
By Functior 18 69.2 69.2 69.2
By Produc 4 15.¢ 15.¢ 84.€
GC1 Valid By Geograph 2 7.7 7.7 92.5
Matrix 2 7.7 7.7 100.(
Total 26 100.( 100.(
RC1 Valid By Functior 3 100.( 100.( 100.(
By Functior 32 65.8 65.8 65.8
., By Geograph 3 6.1 6.1 71.2
BC1 Valid Matrix 14 28.€ 28.€ 100.(
Total 49 100.( 100.(
By Functior 24 85.7 85.7 85.7
By Produc 2 7.1 7.1 92.¢
BC 2 Valid By Geograph 1 3.€ 3.€ 96.4
Matrix 1 3.€ 3.€ 100.(
Total 28 100.( 100.(
2.2.16.Who has prepared the organizational structure of tle company
Type andGrade of Frequency Percent Valid Percent Cumulative
contractor Percent
owne! 6 23.1 23.1 23.1
. CMU 17 65.4 65.4 88.t
Ge1  Valid gy 3 11E 11E 100.¢
Total 26 100.( 100.(
ownel 1 33.8 33.8 33.8
RC1 Vald CMU 2 66.7 66.7 100.(
Total 3 100.( 100.(
owne! 7 14.: 14.: 14.:
. CMU 38 77.€ 77.€ 91.¢
BC1  Valid gy 4 8.2 8.2 100.¢
Total 49 100.( 100.(
ownel 4 14.: 14.: 14.:
. CMU 22 78.€ 78.€ 92.¢
BC2  Valid —rm 2 7.1 7.1 100.(
Total 28 100.( 100.(
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2.2.17.When was the last time you have undertakenrganizational restructuring

Type and Grade of contractor Frequency Percent Valid Percent Cumulative
2017 1 3.8 3.8 3.8
. Before 2 or 3 yea 7 26.€ 26.¢ 30.¢
GC1  Vald Neve 18 69.2 69.2 100.¢
Total 26 100.( 100.(
Before 2 or 3 yea 1 33.8 33.8 33.8
RC1 Valid Nevel 2 66.7 66.7 100.(
Total 3 100.( 100.(
2017 3 6.1 6.1 6.1
.. Before 2 or 3 yea 8 16.2 16.2 22.L
BC1  Valid Neve 38 776 776 100.¢
Total 49 100.( 100.(
Before 2 or 3 yea 6 21.¢ 21.¢ 21.¢
BC 2 Valid Nevel 22 78.€ 78.€ 100.(
Total 28 100.( 100.(

2.2.18.What were the driving forces to undertake those chages

Type and Grade of contractor Frequency Percent Valid Percent Cumulative
Need for revisior 3 11.t 37.t 37.t
Valid Growth in volume 5 19.2 62.5 100.(
GC1 Total 8 30.¢ 100.(
Missing 99¢ 18 69.2
Total 26 100.(
Valid Nee(f for revision 0 1 33.3 100.0 100.0
c1 o epartments )
R Missing 99¢ 2 66.7
Total 3 100.(
Change in leve 1 2.C 9.1 9.1
valid Need fqr revisior 3 6.1 27.2 36.£
BC 1 Growth in volume 7 14.Z 63.€ 100.(
Total 11 22.2 100.(
Missing 99¢ 38 77.€
Total 49 100.(
Change in leve 2 7.1 33.2 33.2
BC 2 Valid Need for revisior 1 3.€ 16.7 50.C
Growth in volume 3 10.7 50.C 100.(
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Total
99¢
Total

Missing

6
22
28

21.4
78.€
100.(

100.(

2.2.19.Are there clear assignment of responsibilities, atiorities and accountabilities

Type and Grade of Frequency Percent Valid Percent Cumulative
contractor Percent

Yes 18 69.2 69.2 69.2

GC1 Valid No 8 30.¢ 30.¢ 100.(
Total 26 100.( 100.(

RC1  Valid Yes 3 100.( 100.( 100.(
Yes 34 69.4 69.4 69.4

BC1 Valid No 15 30.€ 30.€ 100.(
Total 49 100.( 100.(
Yes 15 53.€ 53.€ 53.€

BC 2 Valid No 13 46.4 46.4 100.(
Total 28 100.( 100.(

2.2.20. How do you assess the level of relationships betwégmong individuals

Type and Grade of contractor

Frequency Percent Valid Percent Cumulative

Firm or cooperativ
Moderatt
Soft orCooperativ
Total
Firm or cooperativ
Moderat:
Total
Firm or cooperativ
Moderatt
Soft orCooperativ
Total
Firm or cooperativ
Moderat:
Soft or Cooperatiy
Total

GC1 Valid

RC1

Valid

BC1 Valid

BC 2 Valid

19
4
3
26
2
1
3
28
16
5
49
22
4
2
28

73.1
15.4
11.6
100.(
66.7
33.¢
100.(
57.1
32.7
10.Z
100.(
78.¢
14.c
7.1
100.(

73.1
15.¢
11t
100.(
66.7
33.2
100.(
57.1
32.7
10.z
100.C
78.¢
14
7.1
100.(

73.1
88.5
100.C

66.7
100.C

57.1
89.¢
100.(

78.¢
92.¢
100.C
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2.2.21.How do you assess the level of relationships betwégmong units or departments

Type and Grade of contractor Frequency Percent Valid Percent Cumulative

Firm or cooperativ 22 84.€ 84.€ 84.¢

GC1 Valid Moderatt 4 15.¢ 15.4 100.(
Total 26 100.( 100.(

Firm or cooperativ 2 66.7 66.7 66.7

RC 1 Valid Moderatt 1 33.2 33.2 100.(
Total 3 100.( 100.(

Firm or cooperativ 34 69.£ 69.4 69.£

: Moderatt 12 24.F 24.F 93.¢

BC1 Valid Soft or Cooperativ 3 6.1 6.1 100.C
Total 49 100.( 100.(

Firm or cooperativ 25 89.2 89.2 89.2

BC 2 Valid Moderatt 3 10.7 10.7 100.C
Total 28 100.( 100.(

2.2.22.How do you assess the level of relationships betwetlhe people and their jobs?

Type and Grade of contractor

Frequency Percent Valid Percent Cumulative

GC1

RC1

BC1

BC 2

Valid

Valid

Valid

Valid

Firm or cooperativ
Moderatt
Soft or Cooperatiy
Total
Firm or cooperativ
Moderat:
Total
Firm or cooperativ
Moderatt
Soft or Cooperatiy
Total
Firm or cooperativ
Moderat:
Soft or Cooperatiy
Total

15
7
4

26
2
1
3

34
12
3

49
17
9
2

28

57.1
26.€
15.¢
100.(
66.7
33.¢
100.(
69.4
24t
6.1
100.(
60.7
32.1
7.1
100.(

S57.1
26.€
15.¢
100.(
66.7
33.2
100.C
69.4
24.%
6.1
100.(
60.7
32.1
7.1
100.(

S57.1
84.¢
100.C

66.7
100.C

69.4
93.¢
100.(

60.7
92.¢
100.(
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2.2.23.Independent Samples Test for BC 1 and BC 2

Levene's Test for

Equality of t-test for Equality of Means
Variances
Std 95% Confidence
. Sig. (2- Mean ' Interval of the
F Sig. t df ) : .
tailed) Difference . Difference
Difference
Lower Upper
Fqualvanances ; jo; 231 252475 014  -201 115  -520  -061
Does the company  assumed
have a Business Pl i
ave & Business PlaBqual variances 2.54667.96. 013  -291 114  -519  -062
not assumed
Does the companyEqualvanances ) 358 091 157275 120  -179 114 -405  .048
have a clearly stated assumed
Vision and mission Equal variances 1.62762.32: 109  -179 110  -398  .041
Statement not assumed
Does the companyqugs\l/Jarl:Zlgces11.308 001 -157275 120  -179 114  -405 048
have clearly stated Equal variances
objectives d 1.62762.32¢ 109  -179 110  -398  .041
not assumed
Does the companyqu;asls\frl::gces16.667 000 -176275 079  -184  .103  -389  .022
have clearly stated Equal varances
strategies? U -1.92469.31¢ .059  -184  .095  -374  .007

not assumed
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Does the companyEqual variances
have a set of assumed
organizational Equal variances
culture/values?  not assumed

Equal variances
Are employees awa
assumed
of the above stated

, Jqual variances
company’s strategy not assumed

who has establishedequal variances
the company Vision  assumed
and Mission Equal variances

9.874

1.883

1.023

Statements? not assumed
Equal variances 056
Objectives of the assumed |
company Equal variances
not assumed
Equal variances
. .007
Type of business assumed
Style Equal variances
not assumed
Equal variances 13.330
_ assumed
Employment attitude .
Equal variances
not assumed
Wage/Salary SystemE qual variances 1.090

assumed

.002

174

321

.813

.934

.000

.300

-1.586 75

-1.62760.70:

-.663 75

-.68862.69:

- 732 26

-.74810.70¢

.049 75

.049 57.01%

10z 75

.103 56.74«

-1.74575

-1.80962.56¢

1.702 75

87

117

.109

.509

494

471

471

.961

.961

919

919

.085

.075

.093

-.184

-.184

-.061

-.061

-.190

-.190

.010

.010

.020

.020

-.199

-.199

.296

116

113

.092

.089

.260

.255

.208

.207

.199

199

114

110

174

-414

-.409

-.245

-.239

- 725

-.753

-.404

-.405

-.376

=377

-.426

-.419

-.050

.047

.042

123

17

344

372

425

425

417

418

.028

.021

.642



Decision Making
Process

Working
Environment

In-house Education

for employees

Salary Difference

How is the

organization’s work

divided up

Who has prepared t Equal variances

organizational
structure of the

company at Head a

Project Offices

Equal variances
not assumed
Equal variances
assumed
Equal variances
not assumed
Equal variances
assumed
Equal variances
not assumed
Equal variances
assumed
Equal variances
not assumed
Equal variances
assumed
Equal variances
not assumed
Equal variances
assumed
Equal variances
not assumed

11.771

8.424

3.080

458

51.270

.001
assumed

Equal variances
not assumed

.001

.005

.083

.500

.000

975

1.72058.08¢

-1.95075

-2.09770.19(

.037 75

.042 74.93:

75475

.806 67.83¢

-235 75

-.24161.18:

2.612 75

3.07774.25:

.091 75

.092 57.22¢

88

.091

.057

.040

971

.966

453

423

.815

.810

.011

.003

927

927

.296

-.270

-.270

.005

.005

.082

.082

-.026

-.026

.730

.730

.010

.010

172

.140

129

.138

120

.108

101

.109

.106

279

237

112

11

-.049

-.549

-.528

-.270

-.235

-.134

-.120

-.242

-.237

173

257

-.212

-.212

.640

.009

-.013

.280

.245

297

.284

191

.186

1.286

1.202

.233

.233



When was the las Equal variances

) 1.912
time you have assumed
undertaken .
. Equal variances
organizational
. . not assumed
redesign/restructurir
What were the Equal variances
- 2.208
driving forces to assumed
undertake those Equal variances
changes not assumed
Are there clear Equal variances 4.404
assignment of assumed '
responsibilities, .
g Equal variances
authorities and
i not assumed
accountabilities
How do you assessEqual variances
4.012
the level of assumed
relationships .
Equal variances
between/among
. not assumed
individuals
How do you assessEqual variances
y d 21.489
the level of assumed
relationships
between/among uni .
Equal variances
or departments that
. not assumed
perform different
tasks?
How do you assessEqual variances
.580
the level of assumed

171

158

.039

.049

.000

449

-574 75

-.62670.70¢

935 15

.838 7.748

-1.387 75

-1.35452.37:

1.585 75

1.64062.32¢

2.123 75

2.48874.58(

-.666 75

89

.568

.534

.365

427

.169

181

117

.106

.037

.015

.508

-.071

-.071

379

379

-.158

-.158

.245

245

.260

.260

-.097

125

114

405

452

114

117

.155

149

123

.105

146

-.319

-.299

-.485

-.669

-.385

-.392

-.063

-.054

.016

.052

-.387

77

.156

1.242

1.426

.069

.076

.553

.543

.504

469

193



relationships betwe

the people and  Equal variances -.65553.69: 515  -.097 148 -394 200
requirements of the not assumed
jobs?
2.2.24. Independent Samples Test GC 1 and BC 1
Levene's Test for
Equality of t-test for Equality of Means
Variances
95% Confidence
F Sig. ¢ of Slg. (2- .Mean Inte.rval of the
tailed) Difference_. Difference
Difference
Lower Upper
Equalvariances o o, o0 173973 .086  -.195 112 -419  .029
Does the company assumed
have a Business PI i
ve aBsusl aBqual variances .1.85060.63: .069  -195 106  -407 016
not assumed
Does the companyEqual variances - oo\ /0 154473 127 187 121 -428 054
have a clearly stated assumed
Visi . :
ision and mission Equal variances 1.54661.427 128  -.187 121 -429 055
Statement not assumed
Does the companyEqual variances - oo 70 55 73 560 -.071 122 -315 172

have clearly stated assumed
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objectives Equal variances
not assumed
Equal variances
assumed
Equal variances
not assumed
Does the companyEqual variances
have a set of assumed
organizational Equal variances
culture/values?  not assumed

Equal variances
Are employees awa
assumed
of the above stated

, Jqual variances
company’s strategy not assumed

who has establishedequal variances
the company Vision  assumed
and Mission Equal variances
Statements? not assumed
Equal variances
Objectives of the assumed
company Equal variances
not assumed
Equal variances
Type of business assumed
Style Equal variances
not assumed

Does the company
have clearly stated
strategies?

13.681

.628

.058

107

.946

1.296

.000

431

.810

.746

334

.259

-.58150.21:

-4.86373

-5.25262.96(

-.879 73

-.87951.11¢

120 73

120 51.66°

-.666 35

-.687 34.90¢

-1.376 73

-1.39563.06¢

-.852 73

-.82947.39:

91

.564

.000

.000

.382

.383

.905

.905

.510

497

173

.169

397

411

-.071

-.520

-.520

-.108

-.108

.012

.012

-.122

-.122

-.290

-.290

-.180

-.180

123

107

.099

122

122

.098

.098

.183

178

211

.208

211

217

-.318

-.733

- 717

-.351

-.353

-.184

-.185

-.494

-.483

- 711

-.708

-.600

-.616

175

-.307

-.322

.136

138

.208

.208

.250

.239

130

127

241

.256



Equal variances
. assumed
Employment attitude .
Equal variances
not assumed
Equal variances
Wage/Salary System assumed
Equal variances
not assumed
Equal variances
Decision Making assumed
Process Equal variances
not assumed
Equal variances
Working assumed
Environment  Equal variances
not assumed
Equal variances
In-house Education  assumed
for employees Equal variances
not assumed
Equal variances
assumed
Equal variances
not assumed
How is the Equal variances
organization’s work  assumed

Salary Difference

1.253

.166

.636

.004

.689

151

18.828

.267

.685

428

.948

409

.699

.000

530 73

.532 51.65¢

-1.438 73

-1.42049.33¢

.661 73

.667 52.40¢

2.039 73

2.12557.35¢

-1.037 73

-1.07(65.79¢

497 73

471 43.97¢

-1.458 73

92

.598

.597

.155

162

511

.508

.045

.038

.303

.289

.621

.640

.149

.064

.064

-.263

-.263

103

.103

.316

.316

-.120

-.120

.061

.061

-.441

121

121

.183

.185

.156

154

.155

149

116

112

123

.130

.302

-.178

-.178

-.628

-.635

-.207

-.206

.007

.018

-.351

-.345

-.184

-.201

-1.044

.306

.307

102

.109

413

412

.626

.614

11

.105

.307

.323

162



divided up Equal variances
not assumed
Who has prepared t Equal variances
organizational assumed
structure of the
company at Head a
Project Offices
When was the las Equal variances

2.095

Equal variances
not assumed

. 195
time you have assumed
undertaken .
L Equal variances
organizational
. . not assumed
redesign/restructurir
What were the Equal variances 816
driving forces to assumed '
undertake those Equal variances
changes not assumed
Are there clear Equal variances 001
assignment of assumed '
responsibilities, .
N Equal variances
authorities and
. not assumed
accountabilities
How do you assessEqual variances
299
the level of assumed
relationships .
Equal variances
between/among
. not assumed
individuals
How al varian
ow do you assessEqual variances 12294
the level of assumed

152

.660

379

978

.586

.001

-1.63067.95(

-432 73

-.40542.60¢

-435 73

-.43952.33:

275 17

.288 16.95:

014 73

.014 50.60:

-877 73

-.87049.98!

-1.65073

93

.108

.667

.688

.664

.662

787

N

.989

.989

.383

.388

.103

-441

-.054

-.054

-.060

-.060

.080

.080

.002

.002

-.146

-.146

-.214

271

125

134

139

.138

.290

277

113

114

.166

.168

129

-.981

-.304

-.324

-.337

-.337

-.531

-.504

-.224

-.227

-.478

-.483

-471

.099

.196

216

216

216

.690

.663

.228

.230

.186

191

.044



relationships

between/among uni .
Equal variances

or departments that -1.90271.41( .061 -.214 112 -.437 .010
. not assumed
perform different
tasks?
How do you assesstqualvariances ; oo 518 131973 104 210 160  -109 528
the level of assumed
relationships betwe
th I i
e people and Equal variances 1.22142.09: 229 210 172 -137 556
requirements of the not assumed
jobs?
2.2.25.Independent Samples Test for GC1 and BC 2
Levene's Test for
Equality of t-test for Equality of Means
Variances
Std 95% Confidence
. Sig. (2- Mean ' Interval of the
F Sig. t . . rror .
tailed) Difference_ . Difference
Difference
Lower Upper
Does the companyEqualvariances , ;o9 33 404252 000  -486 120  -728  -.245

have a Business Plan assumed
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Equal variances
not assumed
Does the companyEqual variances
have a clearly stated assumed
Vision and mission Equal variances
Statement not assumed
Equal variances
assumed
Equal variances
not assumed
Equal variances
assumed
Equal variances
not assumed
Does the companyEqual variances
have a set of assumed
organizational Equal variances
culture/values?  not assumed

Equal variances
Are employees awa
assumed
of the above stated

, Jqual variances
company’s strategy not assumed

Who has establishe@Equal variances

the company Vision  assumed
and Mission Equal variances
Statements? not assumed

Does the company
have clearly stated
objectives

Does the company
have clearly stated
strategies?

4.136

8.346

.050

3.740

924

1.109

.047

.006

.824

.059

341

.304

-4.06€51.56:

-2.865 52

-2.85250.14:

-1.931 52

-1.92149.62:

-7.134 52

-7.12561.40¢

-2.220 52

-2.21350.60¢

-479 52

-.47750.10:

-1.38521

-1.2569.798

95

.000

.006

.006

.059

.061

.000

.000

.031

.031

.634

.635

.190

.238

-.486

-.365

-.365

-.250

-.250

-.703

-.703

-.291

-.291

-.049

-.049

-.312

-.312

120

128

128

129

.130

.099

.099

131

132

103

104

231

.249

-.726

-.621

-.623

-.510

-.512

-.901

-.901

-.554

-.555

-.257

-.258

-.792

-.869

-.246

-.109

-.108

.010

.012

-.505

-.505

-.028

-.027

.158

159

167

244



Equal variances

— 431
Objectives of the assumed
company Equal variances
not assumed
. Equal variances 1205
Type of business assumed
Style Equal variances
not assumed
Equal variances 4136
. assumed
Employment attitude .
Equal variances
not assumed
Wage/Salary System .
Equal variances
not assumed
N _ Equal variances 4.169
Decision Making assumed
Process Equal variances
not assumed
. Equal variances 15.838
Working assumed
Environment  Equal variances
not assumed
In-house EducationEqual variances 616

for employees assumed

515

.260

.047

.640

.046

.000

436

-1.199 52

-1.20151.88¢

-.667 52

-.66550.54!

-1.055 52

-1.05150.14:

163 52

.162 50.82¢

-1.110 52

-1.09€46.47:

2.397 52

2.36343.18¢

-.340 52

96

.236

.235

.508

.509

.296

.298

871

.872

272

278

.020

.023

735

-.280

-.280

-.159

-.159

-.135

-.135

.033

.033

-.168

-.168

321

321

-.038

234

.233

.239

.240

128

128

.203

.203

151

153

134

.136

113

-.749

-.749

-.639

-.641

-.391

-.392

-.374

-.375

-471

-475

.052

.047

-.265

.189

.188

.320

322

121

123

440

441

135

139

591

.596

.188



Equal variances
not assumed
Equal variances
Salary Difference assumed
Equal variances
not assumed
Equal variances

How is the
o assumed
organization’s work Equal variances
divided up d

not assumed
Who has prepared t Equal variances
organizational assumed
structure of the
company at Head a
Project Offices
When was the las Equal variances
time you have assumed
undertaken
organizational
redesign/restructurir
What were the Equal variances
driving forces to assumed
undertake those Equal variances
changes not assumed
Are there clear Equal variances
assignment of assumed

Equal variances
not assumed

Equal variances
not assumed

.769

4.371

1.746

4.128

6.977

4.182

.384

.041

192

.047

.022

.046

-.33849.60:

263 52

.260 46.52¢

1.278 52

1.26445.86¢

-.306 52

-.30347.62¢

-.984 52

-.97346.04«

1.135 12

1.039 7.076

-1.173 52

97

737

794

.796

.207

213

.761

.763

.330

.336

279

.333

.246

-.038

.036

.036

.288

.288

-.044

-.044

-.132

-.132

458

458

-.157

114

.136

137

.226

.228

144

145

134

.136

404

441

134

-.267

-.237

-.241

-.164

-171

-.333

-.336

-.401

-.405

-421

-.583

-.425

190

.309

312

741

.748

245

248

137

141

1.338

1.499

11



responsibilities,
authorities and
accountabilities
How do you assessEqual variances

Equal variances
not assumed

1.121
the level of assumed
relationships .

Equal variances
between/among
o not assumed
individuals
How do you assessEqual variances

1.020
the level of assumed
relationships

between/among uni .
Equal variances
or departments that
. not assumed
perform different
tasks?
How do you assessEqual variances

1.489

the level of assumed

relationships betwe
the people and Equal variances
requirements of the not assumed
jobs?

.295

317

228

-1.17€62.00(

560 52

557 49.51¢

502 52

499 49.41:¢

593 52

.589 49.04:

.245

.578

.580

.618

.620

.556

.559

-.157

.099

.099

.047

.047

113

113

133

77

178

.093

.094

.190

191

-424

-.256

-.258

-.140

-.141

-.269

-.272

11

453

456

233

.235

494

497

98



2.2.26.Coefficients

Un standardized Standardizec
Coefficients Coefficients

95.0% Confidence
Interval for B

Model Std. Beta SIg. Lower  Upper
Error Bound Bound
(Constant) 132 .000 132 132
Business Plan 1.189 .000 .600 1.189 1.189
organizational ) g -.162 321 -321
culture/values
who established
Vision and .849 .000 .637 .849 .849
Mission
Employment ) 505 000 609 1208  1.208
attitude
Wage/Salary 119 900 -.015 019  -.019
System
Decision Making o, 509 221 321 321
1 Process
Working .868  .000 -.672 868  -.868
Environment
organizational - o g 778 566 566
structure
clear assignment
of responsibilities | oo 5 -.710 1755  -1.755
authorities and
accountabilities
level of
relationships 5, 499 -558 604  -.604

between the
people their jobs

Dependent Variable: Type and Grade of contractor
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2.2.27. Does the company have a Business Plan * Does thenpany have clearly stated

strategies?

A. Cross tabulation

Does the company have clearly

stated strategies?

Yes No Total
Coun 36 25 61
Expected Coul 24 36.% 61.C
Yes % within Does the
company have a Business 59.0% 41.0% 100.0%
Does the company have a Plan
Business Plan Coun 7 38 45
Expected Coul 18.c 26.7 45.C
No % within Does the
company have a Business 15.6% 84.4% 100.0%
Plan
Coun 43 63 10€
Expected Coul 43.C 63.( 106.C
Total % within Does the
company have a Business 40.6% 59.4% 100.0%
Plan
B. Chi-Square Test
df Sigr?i);{gsrt\cégc(z- Exac_t Sig. (2- Exac_t Sig. (1-
sided) sided) sided)
Pearson Cl-Squar 20.28¢ 1 .00C
Continuity Correctio® 1 .00C
Likelihood Ratic 21.68: 1 .00C
Fisher's Exact Te .00C .00C
Linear-by-Linear 20.096 1 000

Association
N of Valid Case

a. 0 cells (0.0%) have expected count less thaih&minimum expected count is 18.25.

b. Computed only for a 2x2 tal
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2.2.28. Does the company have a Business Plan * Does thenpany have a clearly stated Vision
and mission Statement

A. Cross tabulation

Does the comparhave a clearly state
Vision and mission Statement

Yes No Total
Coun 29 32 61
Expected Coul 26.5 34.t 61.C
Yes % within Does the 47.5% 52.5% 100.0%
company have a Busine
Does the company have Plan
Business Plan Coun 17 28 45
Expected Coul 19t 25.t 45.C
No % within Does the 37.8% 62.2% 100.0%
company have a Busine
Plan
Coun 46 60 10€
Expected Coul 46.C 60.C 106.(
Total % within Does the 43.4Y 56.6% 100.0%
company have a Busine
Plan
B. Chi-Square Tests
Asymptotic
Significance (2- Exact Sig. (2- Exact Sig. (1-
Value df sided) sided) sided)
Pearson Cl-Squar 1.00% 1 .31¢€
Continuity Correctio® 647 1 421
Likelihood Ratic 1.00¢ 1 31¢
Fisher's Exact Te .33C 211
Linear-by-Linear .99t 1 31¢
Association
N of Valid Case 10€

a. 0 cells (0.0%) have expected count less thaih&minimum expected count is 19.53.
b. Computed only for a 2x2 tal
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2.2.29. Does the company have clearly stated strategiesPbes the company have a clearly

A. Cross tabulation

stated Vision and mission Statement?

Does the company have a clearly state
Vision and mission Statement

Yes No Total
Coun 27 16 43
Expected Coul 18.7 24.% 43.C
Yes % within Does the
company have clearly 62.8% 37.2% 100.0%
Does the company have stated strategies?
clearly stated strategies? Coun 18 44 63
Expected Coul 27.% 35.% 63.(
No % within Does the
company have clearly 30.2% 69.8% 100.0%
stated strategies?
Coun 46 60 10€
Expected Coul 46.C 60.C 106.(
Total % within Does the
company have clearly  43.4% 56.6% 100.0%
stated strategies?
B. Chi-Square Tests
Asymptotic
Significance (2- Exact Sig. (2- Exact Sig. (1-
Value df sided) sided) sided)
Pearson ClSquar: 11.07¢ 1 .001
Continuity Correctio® 9.79( 1 .00Z
Likelihood Ratic 11.29( 1 .001
Fisher's Exact Te .001 .001
Llneal-_by_-Llnear 10.974 1 001
Association
N of Valid Case 10€

a. 0 cells (0.0%) have expected count less thaih&minimum expected count is 18.66.

b. Computed only for a 2x2 tal
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2.2.30. In-house Education for employees * Decision Makingrocess

A. Cross tabulation

Decision Making Process

Discussion:

Bottom-upbetween  Top-down
and mutuasuperiors  and
- and individual
agreemenisubordinateslirection  Total
In-house EducaticSystematic Coun 1 2 6 9
for employees  seriously taken arExpected Coul .6 1.¢ 6.5 9.C
Permanent % within In-house
Education for 11.1% 22.2% 66.7% 100.0%
employees
Considered littt  Coun 6 16 63 85
Expected Coul 5.€ 17.€ 61.7 85.C
% within In-house
Education for 7.1% 18.8% 74.1% 100.0%
employees
selfenlightenmer Coun 0 4 8 12
Expected Coul 8 2.5 8.7 12.C
% within In-house
Education for 0.0% 33.3% 66.7% 100.0%
employees
Total Coun 7 22 77 10€
Expected Coul 7.C 22.C 77.C 106.(
% within In-house
Education for 6.6% 20.8% 72.6% 100.0%
employees
B. Chi-Square Tests
Asymptotic
Value df Significance (2-
sided)
PearsorChi-Squar 2.302 4 .68(
Likelihood Ratic 2.91( 4 57:
Linear-by-Linear .13¢ 1 71C
Association
N of Valid Case 10€

a. 4 cells (44.4%) have expected count less th@h&minimun

expected count is .59.
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