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This paper is carried out to examine the effects of organizational structure on employee per-
formance in Awash Wine S.C. The researcher in tends to investigate the effects of the organiza-
tion structures on employee job performance in the organization. The researcher also tries to
find out the response of the employees on the organizational structures and its effects on the
employee’s performance. The sample of the study consisted of 196 employees through struc-
tured questionnaire. After collecting, sorting, & coding the raw data SPSS 20 was used to
analyze the data. Descriptive statistics, correlation and regression analysis model were used
to analyze the quantitative data. Based on this, the result of the correlation analysis showed
that all of the independent variables listed in the study have positive relationship with depend-
ent variable, In the regression analysis span of control, level of hierarchy, decentralization and
formalization have significant effect on employee performance and standardization have no
significant effect on employee job performance in the organization. The study finding con-
cludes that organizational structures have a positive and significant effect on employee job
performance in an organization. The study also showed that building a good organization
structure is important for employee to perform well in their work. The findings further estab-
lished that group decision making (decentralization) help employees to achieve higher em-
ployee performance. In addition, studies provide relevant information to the organization to
enhance its endeavor to meet both current and its long-term demand, so this study recommend
well organized and clearly stated organization structure can be best input to employee perfor-
mance in organization. Other organization can use this as bench mark.
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1. Introduction

An organizational structure is the au-
tonomy (skeleton) of a given organiza-
tion that is used for delegating power

and responsibility on the employee in

tion within which the organization
functions. The organization structure is
one of complicated organization design
part that plays an important role in
guiding the ways in which we humans
behave and our organization runs its

operations (Robert, 2012).



The structuring of organization has
been studied extensively by researchers
for many years, with the overwhelming
conclusion that there is no best way to
restructure any organization. The re-
nowned Aston research program (Pugh,
1998) concluded that there after three
key dimensions of organization struc-
ture, centralization the extent at which
decision making is concentrated at a
single point in the organization. For-
malization the extent to go which jobs
are standardized and governed by rules
and procedures, and Greater specializa-
tion tends to be greater the complexity
of organization structures. Away from
history to today's world of business,
McShane and Glinow (2005) however,
answer this question partly by positing
that structure includes two fundamental
elements: the division of labor into dis-
tinct tasks and its coordination so that
employees are able to accomplish

common goals.

The contribution of employees on job is
the most important factor for develop-
ment and excellence in business. The
performance of employees on different
jobs in close coordination is needed for
success of the unit. So obtaining highest
employee performance is not an option
rather a must for achieving greater or-
ganization performance, organizational
structure is one variable to have good
employee performance and sustain it

Momena and Asraful (2013).

Child (2015) posits that the purpose of

structure is to contribute to the success-
ful implementation of objectives by
allocating people and resources to nec-
essary tasks and design responsibility
and authority for their control and co-
ordination. But when we down size this
to Ethiopia the reality is different or-
ganization most of the time consider
other methods that are found in job de-
sign (organization’s leadership, the var-
ious systems operating in it like (reward
system, promotion, grievance) and or-
ganizational culture), to improve em-
ployee performance even though con-
sidering this systems is good for the
organization there must be further con-
sideration on the structure that has ef-
fect the employee in the organization so
as a country far more research is needed
to recommend the organization in the
country by considering factors that af-
fect the organizational structure like
goals, strategy, environment, technolo-

gy, organization size.

As the above studies shows in different
countries several Researchers in various
time had obtained diverse employee
performance survey results because of
organizational structure have countless
aspects in organization. So, basic con-
cern of this study was to indicate the
effect of organizational structure on
employee performance at Awash Wine
Share Company. However, this factor
was not revealed by any local studies.
Based on this background the study
therefore, analyzes factors influencing

employee performance within Awash



Wine S.C. Awash wine S.C. is one of
the biggest wine making company in
Ethiopia which was established at 1936
by the Italian family and currently
owned by the SMILES group who are
working on a lot of expansion works in
both production and marketing so the
company needs a research like this to
come up with a good structure from the
two type of organizational structure
mechanical or organic type that can
help the organization achieving high
employee performance which will help
the organization working toward the

vision and goal.

2. Problem Statement

In recent times, business organizations
in an attempt to maximizing perfor-
mance by adopting the best type of
structure have faced a lot of problems.
Also many organizational flaws can be
related to an inappropriate structure
chosen in order to reach a desired goal.
An appropriate structure is contingent
upon both the type of work to be per-
formed as well as the environment in
which the organization conducts busi-
ness (Ogbo and Chibueze, 2015) some
researches pointed that even modest
improvement in the structure of organi-
zation generates large gains for em-
ployee, managers, and customer.

One repeatedly and widely asked ques-
tion is; how does the structure of an
organization affect its employee per-
formance? The problem in answering

this question lays on that the relation-

ship between organization structure and
employee performance has received
little attention over the past few years,
especially in regards to firms with less
than 100 employees (McShane and Gli-
now 2005). This is true when we take it
to Ethiopia impact of organization
structure on employee performance is a
concept that did not have the chance to
be studied as much as needed, rather
organization uses different system to
achieve good employee performance.

When we see the studies that are done
by the organization (AWSC) there was
a climate survey on employee engage-
ment that was done at two year differ-
ence, the first engagement survey was
done at which get a 33% of engagement
rate and the second round employee
engagement survey was done at which
get 39% of employee engagement, the
study concluded that the small amount
of engagement can lead to reducing of
employee performance and job satisfac-
tion and the study recommend different
masseurs that was taken by the compa-
ny, the other recommendation was fur-
ther studies on the problem that lead to,
the next study which was done on the
impact of reward system on employee
performance and job satisfaction, the
last one was the researcher that was
done by evaluating the employee per-
formance, the study further explains
that the company need to engage on
performance appraisal to improve em-
ployee motivation, improving the quali-

ty of performance and updating the



sources of rating distortion, so adding
all the above studies was intended to
examine the existing structure effect on
employee performance, and provide a
new perspective that will allow the or-
ganization to increase the employee

performance.

General objective

The overall objective of the study is to
investigate the effect of organizational
structure on employee performance in

the case of wash wine share company.

Research Questions
The study was be guided by the follow-

ing research questions:

1. To examine the effect of organiza-
tional structure on employee per-
formance?

2. To determine the impact of span of
control on employee performance?

3. To determine the impact of number
of layers of hierarchy on employee
performance?

4. To assess the effect of formaliza-
tion and standardized structure on
employee performance?

5. To examine the impact of decen-
tralization on employee perfor-

mance?

Hypotheses

Based on the highlighted research ob-
jectives the following alternate hypoth-
eses were formulated for guiding the
research for solutions and answers to

the problems:

HAT1: organizational structure has a
positive and significant effect on em-
ployee performance.

HAZ2: span of control has positive and
significant effect on employee perfor-
mance.

HA3: level of hierarchy has a negative
and significant effect on employee per-
formance.

HAA4: formalization has a positive and
significant effect on the performance.
HAS: Standardization has a negative
and significant effect on employee per-
formance.

HAG6: Decentralization has positive and
significant effect on employee perfor-

mance.

Theoretical review

An organizational structure can be de-
signed to gain high employee engage-
ment and performance by having a de-
centralized decision making, employee
participation in decision making make
them to feel recognized and ready to
assume responsibility of the outcome
assigned task. Fuminiyi (2004) and
Ekechukwu (2015) further concluded
that performance of organization large-
ly depends on the structure of the or-
ganization. When a clear structure exist
people perform better, task is divided
and productivity will increase. Indeed,
having a suitable organizational struc-
ture in place, one that can recognize and

address various human and business.

Theories Related to organizational
structure

Many theories have been advanced to ex-



plain how organizational structure im-
proves productivity by increasing efficient
resource use and employee performance.
Maslow (1943) said that people work to
survive and live through financial com-
pensation, to make new friends, to have
job security, for a sense of achievement
and to feel important in the society, to
have a sense of identity, and most espe-
cially to have job satisfaction. All employ-
ees that have job satisfaction are high per-
formers in their respective workplaces. On
the other hand, (Taylor 1911) opined that
the most important motivator of workers
is salary and wages when he said that
"non-incentive wage system encourages
low productivity". He said that if employ-
ees receive the same wage irrespective of
their individual contribution to the goal,
they will work less and that employees
think working at a higher rate means few-
er employees may be needed which dis-
courages employees to work more (Gard-
ner and Lambert 1972) and this research
found that an organizational structure can
slightly impact employee performance.
Basing on this, the following theories are
reviewed to indicate the relationship be-
tween organizational structure factors and

employee performance.

Conceptual Framework

The conceptual framework is the map of
research that shows an understanding of
how the particular variables in the study
connect with each other (Patrick, 2015).
The conceptual framework of this paper
was prepared depending on this concept.

So, it shows the relation between inde-

pendent variable, dependent variable, and
the variables that are used in this research.
Each variable in this research have a posi-
tive and negative significant relation with
the dependent variable, and the research
intended to find which is greater and
which are not good one to make an ad-

justment.

3. Materials and methods

Research Design

The primary aim of this study was to
examine the effect of organizational
structure on employee performance. To
achieve this objective, descriptive and
explanatory type of research designs
with a quantitative approach is em-
ployed. So the selected descriptive, ex-
planatory and quantitative approach
was used to help the researcher in set-
ting the entire objective that is found in
the first chapter of paper. The descrip-
tive design can be useful in describing
the characteristics of a large population
like this research did on awash wine
S.C. employees. And the explanatory
design is used to identify the reason
why something occurs. It will add the
capability, to gather more accurate
samples, draw conclusions and make
important decisions on recommending

at the end of the study.

Sample Size

The sampling frame uses a list of all
those in a population that can be sam-
pled (Leslie, 1995). The study popula-

tion involved a population of 478 em-



ployees of awash wine S.C. Therefore
for this study, the sample size of the
study was determined using the formula
adopted from Yamane (1967).Thus; the
formula was used to calculate the sam-
ple size is N

N 478 478 _ 418

IR LHTB005Y) 141195 2495
=217.76= 218.
Where: n is the sample size, N is the

population size, and e is the level of
precision. Therefore, 218 employees
were randomly selected. The size of the
sample in the study was determined to
be 218 respondents out of the total pop-

ulation of 478 employees.

Data Analysis Methods
The questionnaires were coded and rec-

ord in excel before entering the data
into statistical package for social sci-
ences SSPS Version 24 for analysis.

The data analysis has involved frequen-
cies, means, analysis of variances and
bivariate analysis in form of cross tabu-

lation to explore the relationships be-

tween the various variables tested in the
current study. Then multiple regression
was used to predict the value of de-
pendent variable for my case employee
performance because its outcome or
value depends on the behavior of other
variables. The independent variables
(span of control, formalization, number
of hierarchies, and decentralization)
value is usually ascertained from the

population or sample.

4. Results and Discussion

Reliability of the instruments

Cronbach’s alpha is a coefficient of
reliability used to measure the internal
consistency of the scale; the researcher
briefly takes up the relevant details
concerning these tests of sound meas-
urement. A measuring instrument is
reliable if it provides consistent results

of >0.7 as Kothari, (2004) states.



Table3.1 reliability test

Reliability Statistics

Variables Cronbach's Alpha N of Items
Span of control 734 4
Hierarchy level 756 4
Formalization 847 3
Standardization 824 3
Decentralization 887 4
Employee Performance 784 5

Based on the reliability table given above, all the independent variables were reliable
since their reliability test values are greater than the minimum value listed by Kothari

(2004).
Instrument Validity

Validity of the questionnaire was as-
sessed and found out to be strong af-
ter piloting it with people to respond
to the questionnaires as per their posi-
tive feedback. However, few modifi-

RESULT AND DISCUSSION

The Inferential Statistics uses a bivari-
ate analysis which has two parts called
correlation and regression. Each type of
data analysis method have their Owen
function. That is, correlation analysis is
used to investigate the relation or con-
nection between variables in our case,
the strength of connection between in-
dependent and the dependent variables.
All these are done by using Pearson’s
two tailed test of significance. The oth-
er one, regression analysis is used to
extract the effect of variables on over
each other, like the effect of organiza-
tional structure on employee's perfor-

mance.

cations on using simple terms were
made in order to make it clearer and
understandable based on the feed-

back.

Likewise, as we seen in the above fig-
ure, the dots are closely plotted to the
straight line, which indicate a small or
no unconventionality from normality
and there are no extreme cases ob-
served. Therefore, the assumptions of
simple linear regression have been met
and we can possibly assume that the
model is accurate and can probably
generalize to the population.

Multi Collinearity

According to Saunders (2009), most
regression programs can compute vari-
ance inflation factors (VIF) for each
variable and as a rule of thumb; VIF
above 5.0 suggests problems with multi

collinearity. Field (2009), also underline




that, values for ‘“Tolerance” below
0.lindicate serious problems, although
several statisticians suggest that values
for “Tolerance” below 0.2 are worthy of
concern. Accordingly, as we seen in the
below collinearity table, table 10, mul-
ticollinearity is not the problem of this
model, because VIF (variance inflation
factor) of the model is well less than 5.0
and the tolerance is not less than .10.
The value of VIF ranges, between 1.00
to 3.3 and the tolerance of the variables
ranges between .299 and1.000. There-
fore, the variables are not overlapped
and they are free from collinearity ef-
fect which possibly hinders the predic-
tion ability of the model.

Coefficients

Homoscedasticity

Homoscedasticity is the extent to which
the data values for the dependent and
independent variables have equal vari-
ances (Field 2009). At each level of the
predictor variables, the variance of the
residual terms should be constant. This
just means that the residuals at each
level of the predictors should have the
same variance, therefore checking for
this assumption is helpful for the fitness
of the regression model. In this regard,
to plot the homoscedasticity analysis, as
suggests by Field (2009), the researcher
plot the standardized residuals, or errors
(ZRESID) on the Y axis and the stand-
ardized predicted values of the depend-
ent variable based on the model
(ZPRED) on the X axis and the result is

presented as follows.

In this regard, as Field (2009) de-
scribes, the graph of *ZRESID and
*ZPRED should look like a random
array of dots evenly dispersed around
zero, if the assumption of homoscedas-
ticity has to be met. Likewise, as we
shown in the below figure, the points
are randomly and evenly dispersed
throughout the plot and there are no
obvious outliers on this cloud of dots

which are spaced around zero.

Multiple Regression

Multiple regression was applied to see
which independent variable is more
powerful in explaining the dependent
variable. Regression was performed in
a way as represented in research
framework (Figure 1), all components
of organizational structure independent
variables have been regressed to look
how they explain the dependent varia-
ble - employee performance. The basic
objective of using multiple regression
equation on this study is to make the
study more effective at describing, un-
derstanding and predicting the stated
variables. That is, it is primarily used
to identify the major determinants of
organizational structured that affects
employee performance at AWSC.

For this Ordinal data specify multino-
mial order logit model.

Multiple regression equation.

Y=Bo
+B1X1+B2X2+B3X3+B4X4+B5
XS eqn.1

Y predict value, X independ-
ent variable, B regression unstand-
ardized Beta constant
Y predicted = Bo



+B1X1+B2X2+B3X3+B4X4+B5 X5+e
Model summary
Table 4.1 Model Summary
Model Summary
Model |R R Square |Adjusted R [Std. Error of|Change Statistics
Square the Estimate
R Square |F Change [dfl [df2 |[Sig. F
Change Change
1 J19° 1518 .505 .584 518 40.342 5 (188 [.000

a. Predictors: (Constant), decentralization, formalization, hierarchy level, standardi-
zation, span of control

b. Dependent variable; employee performance.

ANOVA analysis table

Table 4.11 ANOVA analysis table

Model Sum of Squares [Df Mean Square  [F Sig.

Regression ]68.865 S 13.773 40.342 .000°
1 Residual 64.184 188 .341

Total 133.049 193

a. Dependent Variable: employee performance

a. Predictors: (Constant), decentralization, formalization, hierarchy level, standardiza-
tion, span of control

Source SPSS output 2021
In the above table the value of F is 40.342 it was >1, which indicate that our model is accepted,

significant

and

the study tried to see the existence of

organizational structure in Awash wine

ANOVA analysis, the finding also tells

Regression coefficients

Table 4.2 Regression coefficients

fit.

So

us the effect of organizational structure

are more useful to increase the employ-

ee’s performance.

Model Unstandardized Standardized [T Sig.
Coefficients Coefficients
B |Std. Error Beta
(Constant) 1.096 |.233 4.711 .000
Span of control {59 090 |321 303 |oor
Hierarchy level
204 092 202 l2206  |o29




Formalization

Standardizatio n
Decentralizatio n




Source SPSS output 2021

Regarding the equation to Y Predicted state

Y Predicted = Bo
+B1X1+B2X2+B3X3+B4X4+B5X5+ e.
= 1.096+ (.296* Span of control) +
(-.2.04 * hierarchy level) + (.245*
formalization) + (.066* standardiza-
tion) + (.347*  decentraliza-
tion)+.223
From the unstandardized B constant col-
umn it can also be seen that formaliza-
tion and decentralization is found to be
the major determinant of employee per-
formance (B=0.245 with p=0.000, and
B=0.347 with p=0.00 p<0.05 at signifi-
cant level 1% respectively), span of con-
trol significantly affect employee per-
formance (B=0.296 with p=0.001, p<
0.05 at 1%), level of hierarchy have sig-
nificant effect on employee performance
(B= -0.204 with p=0.029 at 3%) this
shows it have negative significance. The
other independent variable standardiza-
tion have positive value but have more

than 5% significance level.

The above regression result shows that
the independent variables span of con-
trol, formalization, standardization, de-
centralization have positive constant B
value so when those variables have in-
creases also employee performance in-
creases so we can say that independent
variables have positive relationship with
the dependent variables but level of hier-
archy have a (-B) negative significant

effect on employee performance.

Hypothesis Testing
In this research, hypothesis testing was
done with the aid of regression analysis

to check the impact of existence or non-

existence of significantly a relationship

between each of the independent varia-

bles with the dependent variable by
comparing them to other existing stud-

ies. From the above table 4.12 and table

4.13 regression analysis.

Hypothesis No 1; H1, there exists a sig-

nificant relationship between organiza-

tional structure and employee perfor-

mance.

The above regression coefficient analysis

table 4.12, p=0.00 which is less than

0.05 this expresses that there is signifi-

cant relationship between organizational

structure and the dependent variable em-

ployee performance at 1%. That leads to

accept the alternative hypothesis. This

study can be incorporated with the study

of Funmilola, Sola, and Olusola (2013),
Balasundaram (2010) and Pushpakumari

(2009) who concludes that, organiza-

tional structure has positive effect on

their employee performance.

Hypothesis No 2; H2, There is exist
significant relationship between span of

control and employee performance.

The regression table 4.13, above shows p =0.001
which p< 0.05 is at 1%. This expresses that there
is a significant relationship between span of con-
trol and the dependent variable employee perfor-
mance. That in turn is a sign to accept alternative
hypothesis. This finding is in agreement with the
findings of studies done by Liu, & Hu (2014) and
Malik (2014) which conclude that there is a signif-
icant and positive relationship between employee
performance and span of control.

Hypothesis No 3; H3, there is exist significant
relationship between level of hierarchy and em-
ployee performance. But the relationship is nega-
tive.

The regression table 4.13, above shows p =0.029 at



3%which is less 5%. This expresses that there is a
significant relationship between level of hierarchy
and the dependent variable employee performance.
But since variable have (—-B= -0.204) that in turn is
a sign to accept alternative hypothesis. This can be
accepted with studies that are done byHadis and
Keyvan (2017) which state there is a significant
and negative relationship between level of hierar-
chy and employee performance.

Hypothesis No 4; H4, There is exists
significantly relationship between for-

malization and employee performance.

The regression table 4.13, above shows
a P=0.00 which is less than 0.05 or 1%
this expresses that there is a significant
relationship between formalization and
the dependent variable employee per-
formance. So, we can accept alternative

hypothesis.

Hypothesis No 5; H5, there is no significant
relationship exist between standardization
and employees performance. The correlation

analysis shows there is positive relationship.

The regression table 4.13, above shows a
P=0.338 which is greater than 0.05 or 5%
this expresses that there is no a significant
relationship between standardization and the
dependent variable employee performance.

So we can reject alternative hypothesis.

Hypothesis No 6; H6, There is exists signifi-
cantly relationship between decentralization
and employee performance.

The regression table 4.13, above shows a P=0.00
which is less than 0.05 or 5% this expresses that
there is a significant relationship between decen-
tralization and the dependent variable employee
performance. So we can accept alternative hy-

pothesis. This can be accepted with other studies

that was done by Funmilola, Sola and Olusola
(2013) and Qatawneh (2014), which concluded
that decentralization and employee performance
have a positive significant relationship between

them.

Findings, Conclusion, and Recommendation
Summary of the Results

When we see the amount of span of control on
the employee, they agree on having a well dis-
tributed span of control the respondent response
has scored a mean and standard deviation value
of (2.687 and 0.8841). This shows that the em-
ployees are at a moderate level agreed with the

span of control distribution.

When we see the amount of level of hierarchy it
shows that the study found there is significant
effect on employee performance but the regres-
sion analysis shows that they have negative rela-
tionship that when level of hierarchy increases

the employee performance will reduce.

When we see the amount of formalization on the
employee, they agree on having a well sated
formalization the respondent response have
scored a mean and standard deviation value of
(2.63 and 0.87). This shows that the employees
are agreed at neutral level with the amount of
formalization that is set to help employee per-

form their best.

Standardization have the highest mean value
(3.64 and 1.137) which shows the respondents
are satisfies with the standardization type and
amount they have to perform their job. Because
they have significant and positive effect between
the standardization and employee performance it
can be concluded that the existing standardiza-
tion is helping to have high employee perfor-

mance.



> Decentralization have scored the second

highest mean and standard deviation
(3.261 and 1.342) which can help to
conclude that decentralization is one of
the significant variables that will affect

the employee performance.

From correlation analyses. Based on a
result from Pearson Correlation Analy-
sis, all independent variables have posi-
tive r value. It shows that there was a
positive relationship between organiza-
tional structure and employee perfor-

mance.

Regarding regression analysis implies
that organizational structure has a signif-
icant effect on employee performance
and employee performance can be in-
creased by improving organizational
structure variables. In addition, when
organizational structure (span of control,
formalization, standardization, and de-
centralization) increase employee per-
formance also increases. except for the
level of hierarchy increase the employee
performance will decrease because the B
have a negative value which shows it
have a negative significant effect on em-
ployee performance. Apart from the
other findings described above the de-
scriptive Statistics mean value become
an acceptable value. In addition to this
the result from this study examined and
determined the significant level of be-
tween organizational structure and em-
ployee performance. Based on a result
from regression analysis, it showed that
there was no significant relationship be-
tween employee performance and stand-

ardization because p> 5%. The other

independent variables, span of control,
formalization and decentralization have
significantly relationship with employee
performance at p below 3% significant
level.  Generally, for organizational
structure have significant effect on em-
ployee performance in regression analy-
sis relationship with job satisfaction and
also in regression analysis showed a
highly positive significance value p val-

ue 0.00 at 1% significant level.

Conclusion

Human resource management is the key
management for any organization that
help to achieve the goals and objective
set by organization. Too many ways and
approaches have been used in order to
achieve one of the important factor em-
ployee performances in respect to their
jobs and their workplace. Creating an
appropriate organizational structure is
one of the best strategies in the organiza-
tion to achieve high employee perfor-
mance. The purpose of this study was to
examine the effect of organizational
structure on employee performance at
awash wine S.C.in Ethiopia. A total of
196 employees with different Osex, expe-
rience, salary payment and from differ-
ent processes of the company were sur-

veyed.

In this study five variables (span of con-
trol, level of hierarchy, formalization,
standardization and decentralization)
were used that affect employee perfor-
mance and their effect was analyzed. To
analyze the data descriptive statistics like

frequencies, percentages, figures, tables



correlation and regression analysis were

used.

Over all in this study, the research re-
vealed that the respondents are satisfied
with the span of control, level of hierar-
chy, formalization, standardization and
decentralization In regard to the overall

organization structure

Analysis shows that there is a positively
strong correlation between span of con-
trol, standardization and decentralization
with employee performance. In addition,
there is a week positive correlation be-
tween formalization and employee per-
formance. The last independent variable
level of hierarchy have a positive mod-
erate correlation with employee perfor-

mance.

However the regression analysis was
shown that span of control, formalization
and decentralization have a positive and
significant effect on employee perfor-
mance, whereas level of hierarchy have a
significant and negative effect on em-
ployee performance, at last standardiza-
tion shows that there is no significant
effect on employee performance and In
general the regression analysis shows
that an organization structure have a sig-
nificant and positive effect on employee

performance.

The effect of organizational structure on
employee performance is predicated that
organizational structure have a strong
positive impact on employee perfor-
mance and when there is an improve-
ment on organizational structure can

positively affect employee performance.

Recommendation

Management of the Company should
mobilize and make use of the opportuni-
ty of having educated and active age
work force in enhancing performance at
both individual and at corporate level by
strengthening appropriate organizational

structure;

The use of other system like (rewards,
motivation, training,) can be as one
method to improve employee perfor-
mance should further be encouraged.
Although, the result of the study indicat-
ed that organizational structure variables
are statistically significant, which is
grate to improve the employee perfor-

mance in awash wine S.C.

Since organizational structure signifi-
cantly and positively correlated with
employee performance. the management
in awash wine S.C. should consider the
autonomy (skeleton) to use for employee
performance even though the company
have a strategy of giving 3 training in a
year for each employee and reward sys-
tem called ROAD which have higher
coast, so organization structure can be
used to gain higher employee perfor-

mance which can sustain longer time ;

Better employee performance is caused
by an effective rewards management and
other factors such as right training and
development programs, recruitment and
selection, organizational culture, labor
relation and organizational structure.
Hence, other researchers may explore to
find out other variables that could ex-

plain the remaining unexplained part of



the employee performance.
Suggestion for Future Research

There can be further study by consider-
ing all the branches those are not found
in Addis Ababa because the research
shows a positive result that organization-
al structure has significant and positive
effect on the considered branches to im-

prove employee performance.

This study attempted to examine the ef-
fect of organizational structure on em-
ployee performance in privet organiza-
tions at awash wine S.C. The coming
researcher can study on the area in other
organization like other manufacturing
industry, because these sectors have up-
dated and huge investment towards other
system (reward, training, and motiva-
tion) to improve employee performance
and to gain competitive advantages from

the experienced and trained employees.
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