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ABSTRACT 
This study investigated organization learning culture impact on organization performance in the Nigerian 

context, where primary source of data was used to gather information from the respondents through 

questionnaire design and distributed to MTN employees. The questionnaire was designed in two parts and 

formulated in 5-Likert form (such as strongly agree, agree, undecided, disagree, and strongly disagree). The 

first part covers the respondents' demographic statistics, while the second part covers the respondents' 

perspectives on the subject matter. The study findings reported that organizational learning culture impact 

significantly positive on organization performance, knowledge management contributes positively on 

organization performance but not significant, employee motivation impact on organization performance 

positively and significantly, and leadership style has a positive impact on organization performance 

significantly. It was concluded that organizational learning culture and organization performance revealed 

a positive and significant relationship. 
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INTRODUCTION 

Organizational culture plays a major role in influencing how individuals and groups communicate with one 

another, with customers, and with stakeholders. Organizational learning culture expresses a way of 

managing both the organizations and individual abilities with kin focus on the individual enhanced 

capabilities to ensure that this individual enhanced capability is directed towards reaching the organization's 

objectives and purpose (Solomon, 2001). Organizations that are constantly learning widely and rigorously 

can use their knowledge to increase their organization's ability to be effective are then being classified as 

learning organizations (Yukl, 2006). An organization that gradually help its employee to keep learning 

without relenting will help those employees to broaden their ability and become knowledgeable about how 

to learn as a team.  

Organizations that put strong emphasis on high performance output and productivity constantly support 

their employees to utilize every available resource within the environment that will help enhance their 

output and productivity (Park, 2011). These organizations that focus on high standard output also try to 

ensure that they provide the environment for high standard learning and an environment that makes learning 

progressive by creating a problem-solving atmosphere within the organization (Ashton & Sung, 2002). An 

organization whose culture supports organizational learning is exposed to various benefits which includes 
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creation of knowledge that transforms to innovation and performance (Kontoghiorghes et al., 2005; Nonaka 

et al., 2008). 

Learning becomes very crucial for telecommunication organizations, especially those that are well 

organized having various work units like engineering, HR, Finance, and various business units generating 

their revenues (Ali & Ameer, 2016). Like MTN, Airtel and Globalcom PLC in NIgeria, are typical broad 

organization consisting of active and interrelated work units and business units, it is constantly important 

for these organizations to learn broadly and progressively for them to be able to serve their broad range of 

customers effectively, follow up with the world ever changing and improving technology, stay competitive, 

remain leaders in the industry and above all profitable. According to Chang and Lee (2007), organizations 

to achieve and sustain competitive edge organizations must put their attention on acquiring, disseminating, 

interpreting, and adopting behavioral changes as fast as possible. In this era of volatile changes many 

organizations find their growth and long-term survival threatened and try to do all that is possible to find 

conditions that will help them survive, which often leads the organization to result learning either through 

external or internal sources.  

In a very fast pace, the world is changing and developing with globalization, new technology, and 

innovation being some of the factors putting many businesses under constant pressure of gaining and 

maintaining competitive advantage. Whilst many organizations must learn to react to changes, others must 

come up with new and improving ideas to solving problems and maintain their market share. Hence, this 

study aims to further expose the relation between organization culture and organizational learning culture, 

knowledge management, and organizational performance. 

PREVIOUS REVIEW 

In a related study conducted by Joseph (2009) on organizational culture influences on learning organization, 

worker involvement and productivity in China. He employed a descriptive analysis and correlation method 

and reported that a positive correlation exists among culture, learning, worker involvement and productivity. 

Shahzad, Luqman, Khan, and Shabbir (2012) wrote on culture impacts on the performance of the 

organization in Pakistan, an empirical review. They concluded that organization culture impacts positively 

on the performance of the employee. In the study of Wanto and Suryasaputra (2012) carried out 

organizational culture and learning effect with competitive strategy and performance in Malaysia using a 

structural equation modeling and reported that culture and learning of the organization have a positive 

impact on competitive strategy but insignificant on performance. Nganga and Nyongesa (2012) investigated 

organizational culture effects on education institutions performance in Kenya. The study used a content 

analysis of the previous studies and found that learning culture has effect on institutional performance.  

The study conducted by Ahmad and Shafiq (2014) on organizational culture impact on the performance of 

the organization in Pakistan using quantitative data and analysis with descriptive statistics revealed that all 

the culture dimensions impact on the performance of the organization. Hsu (2014) wrote on the organization 

culture, learning, IT knowledge and organization performance in Taiwan. He employed questionnaire 

survey to collect date from the participants where regression analysis was used. The study reported that the 

used variables are positive and significant to influence organization performance.  Maktabi and Khazaei 

(2014) conducted a survey on organization learning, performance, and innovation in Iran. The data was 

sourced from 273 bank employees and analysis with SEM and found that positive relationship exists 

between organizational learning, innovation and performance.   

Mrisha, Ibua, and Kingi (2017) studied learning culture effects on organizational performance in Kenya. 

They used quantitative approach to gather data from the respondents and analysis with correlation testing 

and descriptive statistics. It was found that weak connection exists between learning culture and 

organization performance. Saleem, Bashir, Tufail, Usman, and Jaffry (2017) examined organization 

learning impacts on innovation and culture in Pakistan using regression analysis and found that learning 
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culture is positively impacted on innovation. Oketch, Kuria, and Kariuki (2018) examined organizational 

culture relationship with organization learning among non-governmental organizations in Kenya. 

Questionnaire was distributed to gather data from the partakers of NGOs in Nairobi and analyzed with mean 

distribution. It was found that culture affects learning habit. Pham and Hoang (2019) wrote on the 

connection between learning organization capacity and performance of the business in Vietnam. Students 

were the target audience where 160 questionnaires were distributed and analyzed with structural equation 

modelling. They found that a positive connection exists between learning capacity and performance of the 

business. Patky (2019) studied organizational learning influence on innovation and performance in India. 

An empirical review was conducted and reported that innovation and performance are the major aspect of 

organization learning culture. 

METHODOLOGY 

Primary data was used to gather information from respondents. A randomized methodology and a 

systematic review were used where expository analysis was insinuated by the coherent description to 

discuss the explanation for specific situations. The questionnaire design was used to collect information 

from MTN employees in Nigeria. The questionnaire was designed in two parts and formulated in Likert 

form (strongly agree, agree, undecided, disagree, and strongly disagree). The first part covers the 

respondents' demographic statistics, while the second part covers the respondents' perspectives on the 

subject matter. 

The study population was the MTN employees in Nigeria. The rising in the MTN network is significant 

that they have 76.5 million active subscribers in Nigeria, far outnumbering Airtel, which recorded 44.4 

million subscribers in February 2021. MTN's active data usage rose by 7.4 million, bringing the company's 

cumulative active data users to 32.6 million. The permanent employee of the MTN Nigeria is 1,874 and 

third-party staff is 1,912, totaling 3,786 employees. 

A convenient random sampling was employed, where the MTN employees will be targeted. Questionnaire 

will be distributed to the target audience in a convenient manner, in the fact that MTN is widely used 

network in Nigeria. Yamane (1967) formula will be used to evaluate the sample population.  

Formula: 

𝑛 =
𝑁

1 + 𝑁(e)2
 

𝑛 = 𝑜𝑣𝑒𝑟𝑎𝑙𝑙 𝑠𝑎𝑚𝑎𝑝𝑙𝑒 

𝑁 = 𝑃𝑜𝑝𝑢𝑙𝑎𝑡𝑖𝑜𝑛 

𝑒 = 𝐿𝑒𝑣𝑒𝑙 𝑜𝑓 𝑠𝑖𝑔𝑖𝑛𝑖𝑓𝑖𝑐𝑎𝑛𝑐𝑒 (𝑇𝑎𝑘𝑒𝑛 𝑡𝑜 𝑏𝑒 0.05) 

MTN  

Staff 3,786 

Source: Annual Financial Statement (2019) 

𝑛 =
𝑁

1 + 𝑁(e)2
 

n =
3786

1+3786(0.05)2 

𝑛 =  362 (Approximately) 

𝑛 = 362 Respondents 
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Three hundred and sixty-two (362) questionnaires were conveniently distributed among the MTN 

employees. 

Model specified 

OP = f(OLC, EM, KM, LS) 

Where 

OP = Organization Performance  

OLC = Organizational Learning Culture 

EM = Employee Motivation 

KM = Knowledge Management  

LS = Leadership Style 

Conceptual Framework 

 

Source: Author’s Design 

The framework shows the movement of the variables where the independent variables were the 

organizational learning culture and knowledge management while the employee motivation and leadership 

style were used as the moderating variables and the organization performance was the dependent variable. 
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RESULT INTERPRETATION 

Table 1: Reliability Report 

Variable  Cronbach Value Remark 

Organizational Learning Culture 0.769 Reliable 

Knowledge Management 0.718 Reliable 

Employee Motivation 0.758 Reliable 

Leadership Style 0.768 Reliable 

Organizational Performance 0.633 Moderately Reliable 

Source: Writer’s Compilation  

To capture the consistency of the scaling variables, the reliable testing was used and reported that the 

organizational learning culture has the value of 0.769(76.9%), indicating that the scaling measurement of 

the variable was reliable. The reliability value of knowledge management was 0.718(71.8%) and it was 

assumed reliable since it was above 60% of the predicted value. Employee management has the reliability 

value of 0.758(75.8%), implying that employee motivation was reliable. The leadership style has the 

reliability value of 0.768(76.8%), indicating that leadership style assumed reliable. Additionally, the 

organization performance has the reliability value of 0.633(63.3%), indicating that the organization 

performance variable assumed moderately reliable since it falls within the predicted value of 60%. 

Report of Pearson Correlation  

Table 2: Correlations 

 Organizational 

Learning 

Culture 

Knowledge 

Management 

Employee 

Motivation 

Leadershi

p Style 

Organization 

Performance 

Organizational 

Learning 

Culture 

Pearson 

Value 
1     

Sig. Value      

N 389     

Knowledge 

Management 

Pearson 

Value 
.276** 1    

Sig. Value .000     

N 389 389    

Employee 

Motivation 

Pearson 

Value 
.188** .354** 1   

Sig. Value .000 .000    

N 389 389 389   

Leadership 

Style 

Pearson 

Value 
.178** .376** .352** 1  

Sig. Value .000 .000 .000   

N 389 389 389 389  

Organization 

Performance 

Pearson 

Value 
.272** .295** .389** .474** 1 

Sig. Value .000 .000 .000 .000  

N 389 389 389 389 389 

Source: Writer’s Compilation 
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It was reported that the connection between organizational learning culture and organization performance 

was positive and significant because the correlation parameter and the sig value of the two variables were 

0.272 and 0.000 respectively. Furthermore, the relationship between knowledge management and 

organization performance has the correlation parameter of 0.295 and the sig value of 0.000, showing that a 

positive connection exists between knowledge management and organization performance. Also, the 

correlation parameter of the variables between organization performance and employee motivation was 

0.389 with sig value of 0.000, connoting that positive and significant connection exists between organization 

performance and employee motivation. Lastly, the connection between organization performance and 

leadership style has the correlation parameter value of 0.474 with the sig value of 0.000, implying that a 

positive and significant connection exists between organization performance and leadership style. 

Regression Report  

Table 3: ANOVA 

 Sum of Squares df Mean Square F Sig. 

 

Regression 58.680 4 14.670 42.622 .000 

Residual 132.169 384 .344   

Total 190.848 388    

Source: Writer’s Compilation  

The above table reveals the analysis of variance of the regression conducted in this study. It was reported 

that the sig value of F-stat was 0.000 with the actual value of 42.622, connoting that the joint controlling 

variables can influence the reliant variable. 

 

Table 4: Coefficients 

Organization Performance Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

 

(Constant) .978 .307  3.187 .002 

Organizational Learning 

Culture 
.194 .055 .156 3.508 .001 

Knowledge Management .046 .053 .042 .862 .389 

Employee Motivation .246 .053 .221 4.687 .000 

Leadership Style .326 .044 .353 7.430 .000 

Source: Writer’s Compilation  

It was reported from the table that the constant coefficient value was 0.978 with t-stat value of 3.187 and 

the sig value was 0.002. That is, all the independent variables, when held at constant, there exists a positive 

and significant impact on the organization performance. the organizational learning culture has the 

parameter value of 0.194, the t-stat was 3.508 with sig value of 0.001, meaning that organizational learning 

culture impact significantly positive on organization performance. the contribution from knowledge 

management has the shift parameter value of 0.046, the t-stat value of 0.862, standard error of 0.053 and 

the sig value of 0.389, indicating that knowledge management contributes positively on organization 

performance though insignificantly. Employee motivation has the shift parameter value of 0.246 with t-stat 

value of 4.687, standard error value of 0.053 and sig value of 0.000, signifying that employee motivation 

impact on organization performance positively and significantly. Lastly, leadership style has the shift 

parameter value of 0.326 with the t-stat value of 7.430, standard error value of 0.044 and the sig value of 

0.000, connoting that leadership style has a positive impact on organization performance significantly. 
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CONCLUSION 

It was concluded that organizational learning culture and organization performance revealed a positive and 

significant relationship, knowledge management and organization performance revealed a significant 

positive connection, organization performance and employee motivation indicated a positive and significant 

connection, and a positive and significant connection exists between organization performance and 

leadership style. Additionally, it was concluded that a unit increase in organizational learning culture, 

knowledge management, employee motivation, and leadership style will contribute significantly positive 

on organization performance. 

RECOMMENDATIONS 

From the findings, the following recommendations were drawn 

i.  It was recommended that the process of learning culture should be encouraged and supported 

in the working environment to enable goal-oriented firm function better. 

ii. Employers are expected to develop a learning culture that encourages workers to acquire 

broad knowledge of the organizational culture, with this, employees' perspectives will be 

broadened and commensurate benefits on organizational performance. 
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