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Abstract

The Culture of an organization starts with the é&ralip of the organization. The culture of an aig@tion is
seen as a DNA that is not visible to the eye, butesy powerful tool that shapes what happens in an
organization. Therefore, organizational culturghie personality of the organization. The main shrof this
paper examines how an organization can create,gehand strengthen culture as it affects her pedana.
Furthermore, it examines how organizational cultdy@amically creates structures and frameworkstlier
operations of an organization. This paper furtheggests that it is central to comprehend the enwental
setting of an organization in order to delineate tultural standards, values and beliefs to impteme
Employees with beliefs and values that are comigatilith the organizations’ culture must be recrifeom the
inception of an organization operation and througher life span. Organizations must inspire sawasibn and
incorporation of individual employees’ goals wittetorganizations’ goals and objectives to sustaimchlture.
An organization's Management should implement texeetbpment of interconnecting culture through tee of
unambiguous statements of single-mindedness, @ity and cultural standards. Actively, top mansgg
should appraise various cultural elements, asiliidielp to manage and take necessary actionsémgthening
culture.
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1. Introduction:
Cultural factors appear in every aspect of an degdion from the highest level management to loviest! of
management. Culture in simple terms can be reféaa¢he underlying values, beliefs and codes atfice that
makes a community what it is. The customs of dgctae self-image of the members of the socidtg,things
that make it different from other societies, are ¢hltural values of the society. Culture is pduly subjective
and reflects the meanings and understandings thatattribute to circumstances we find ourselves.
Organizations are just one member element of &Boor community where it runs its operations. ofte as
either customers or as employees enter organizfimm the surrounding community and carry alonghwi
them their cultural values with them. It is splthssible for an organization to have her cultusethay possess
contradictory quality of being both part of and @feom the society or community.
Since the early eighties, the concept of orgaropali culture has attracted much attention from laatidemics
and practitioners. Following Vandenberghe (1998)idence has been reported that culture dimensians
significantly across organizations, be they capmturg behavioral norms and expectations, perceivadtipes,
or organizational values. He went further to sthsg a meaningful way to conceptualize how culiofieiences
the behavior of employees can be found in the $sepétthe congruence perspective. That is to thit th
perspective is based on the notion that employdeptaand adjust better to their work environmenemwithe
organization's characteristics match their persoriahtations.
The perceptions and beliefs of people that makeampprganization’s culture are advanced and refimgd
communications and interactions among people inaitié outside the organization. These perceptiowns a
beliefs can effect and can be effected by peofelsaviors on such things as ways to proffer satstito
problems, how to carry out a job and how to commaie. These, in turn, affect an individual's jobfpemance
and satisfaction, and then affect an organizatipg'formance. It has been shown that organizdticuléure
can have a positive effect on competitive advantageeased productivity and a firm’'s performancauyg et al
(1991). On an individual’'s level, Zamanou et #94) found organizational culture could affect amptoyee’s
participation and involvement. If organizationaltare impacts an organizational performance, itégsause the
culture of that organization has impacted the egwg#g first, which in turn impacts on the overaltfpamance,
productivity or competitive advantage of the orgation.
Researchers and practitioners nowadays seem todubwitted that an organization’s well founded adtaan
contribute to its organizational performance. Digdily, it is not the only cause of its organizatbn
performance. A well planned strategy must be impgleted along with a well-developed organizationétuce.
The locus of this paper examines the changing @gtonal culture as it affects organizational pemfance.
Furthermore, it examines how organizational cultdy@amically creates structures and frameworkstlier
operations of an organization.

2. Theoretical Framework:
The question mostly asked is that; does organizaticulture affect the performances of organizatton
Organizational culture is so important in some canigs; in the United States individuals occupy poists as
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the Director of Company Culture and Education. k& (2005) says “Every company has a Cultur@ntes
from within and it takes time to create.” Cultuseone of the most important concept that is s@iptes to any
kind of organization and a lot of hard work is negdo be done on it sustain it.

Studies have shown that strong culture does natssacily result to higher performances of orgaionat Only
a modestly positive relationship between culturergjth and performance exists. One major reason avh
strong culture can lead to a higher performancanadrganization is if when the organizational adtoontent is
appropriate with the organizational environment. ha¥ an organization’s culture does not align whke t
environment, then it will be difficult for the orgaation to serve its customers and satisfy thehichvwill lead
to the high performance of the organization.

Disagreeing sub-cultural values are at times haltklby strong cultures, which on the long run may ailow
the organization to nurture new cultural valueg #euld be dominant as the environment changégrefore,
organizational leaders should recognize that hgalthanizations have subcultures with disagreegilges that
may produce dominant values in the future.

Socialization is an important and powerful processransmitting organizational culture, Gibson E{2003).
The integration of an organization is achieved ¢mbi by aligning and integrating the goals of widual
employees with the ones of the organization; tleaigr the agreement between individual employeés goal
organization objectives, the greater the integmatioThe process of socialization achieves orgaioizak
integration by undoing an individual's previouslglth goals and create new ones that come closéretores
valued by the organization.

Integration of organizational and individual emp#eyg’ interest can also involve ethical issues.hittl issues
become more prominent when two parties do not shiaesame legitimate power” Gibson et al (2003).
Therefore, employees are challenged with makingahttecisions that are fair and right thing to do.

Effective socialization according to Gibson, regsifoint and supportive efforts of leaders and sdibates.
Likert, stresses the importance of the leader wlantains high performance standards and group-ehte
leadership techniques.

According to McShane (2005), five approaches thetcammonly cited in literature are: actions ofrfdars and
leaders, introducing culturally consistent rewardsintaining a stable workforce, managing the caltu
network, and selecting and socializing new empleyee

The founder of an organization or leader estabdisheulture that is both fun and efficient. Theyvelop the
structure and system that supports their persoakles. They are usually known as the visionarythef
organization where they provide a powerful role elddr others to follow. When subsequent leademnsrge in
the same organization, they tend to break the argdon away from the founder’s values if they gptie
principle of transformational leadership concept#é transformational leader is one who communicaes
enacts his visions of the future” McShane (2005).

Introducing culturally consistent rewards strengtherganizational culture. The idea of this apphaa to align
rewards to the cultural values an organizationtisriding to reinforce.

Lastly, another reason why strong culture may remtessarily lead to an effective organization ig gteong
cultures lock decision makers into mental modelsseptions) that blind them from identifying new
opportunities and unique problems. Therefore pstraulture may cause decision makers to overlookrongly
define salient misalignments between the orgamim&tiactivities and the changing environment.
Researchers argue that culture is the single mmgbrtant factor accounting for success or failune i
organizations. They usually identify four key dims@ns of culture:

1. Values — the beliefs that lie at the heart of thgorate culture.

2. Heroes — the people who embody values.

3. Rites and rituals — routines of interaction thatéhatrong symbolic qualities.

4. The culture network — the informal communicatiostsyn or hidden hierarchy of Power in the organizati
Theorists suggest a psychological theory of thé Ibetween organizational culture and organizational
performance. Culture can be looked upon as a teefawork; we sacrifice much to the organization @nlture
is a form of return on effort. An author refersth@ paradox implicit in linking culture with chasmg On the
surface, culture has essentially traditional amadblst qualities, so how can you have a ‘culturelange?’ Yet
this is exactly what the innovative organizatioeds

2.1 Economic Relevance of Organizational Culture:

Organizational culture is an unseen system of symibation directing each employee towards theeaament
of the set goals and objectives. The goals, obgztind the ways of achieving the goals and obsitannot
be altered without understanding the key attracaoid drivers in the culture of the organizatiorheTtauses of
many profitability and responsiveness issues imoizations are not found in the structure, in galkrship, or
in the employees but the challenges are foundarctitures and sub-cultures of the organization.

According to Mowat (2002) Understanding the cultaf@n organization facilitates:

« Hiring employees that will succeed in the orgatian.
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» “The culture of an organization affects the typepebple employed, their career aspirations, their
educational backgrounds, and their status in sptiBOLA (2001)
» “The only trustworthy predictor of on-the-job sussés how closely an individual's work habits match
the organizational culture...” Giles (2000)
« Creating policies and assignments to increasétaldity and respond to market demands. Havinfira
grasp of a company’s culture and its nuances ginesxecutive the edge.
> “New policies and assignments should consider tigarazational culture and should be communicated
in a manner congruent to the existing work straegind beliefs. Learning how to communicate to the
above listed tendencies can give an executive emesrpower. “Giles (2000)
> “If the organization wants to maximize its ability attain its strategic objectives, it must undangtif
the prevailing culture supports and drives theoastinecessary to achieve its strategic goals.” elagb
et al (2000)
» Making significant changes to the corporatiomesponse to real threats to its continued existence
» “Understanding and assessing your organizatiortareutan mean the difference between success and
failure in today's fast changing business enviraminidagberg et al (2000)
» “Many companies have turned themselves around, esting imminent bankruptcy into prosperity.
Some did it through financial gimmickry, but theesrwho have become stars did it by changing their
own culture.” Toolpack (2001)
» “The power of cultural change is strong -- strongugh to turn an aging dinosaur into a state-ofafte
profit-maker... Because people working in differenttares act and perform differently, changing the
culture can allow everyone to perform more effegdinand constructively.” Toolpack (2001)
« Facilitating mergers, joint ventures, and acdiass.
> Being able to merge and reinvent corporate cultpiags a critical role in national and internatibna
takeovers, joint ventures and mergers. |If theucet cannot be merged or reinvented then the IBssine
will fail Wilms et al (1994). The failure of orgamations to succeed in merging relates to the lay n
economic factor, the organizational culture.
« Increasing profitability and growth.
» Understanding, shaping, nurturing, and proclaimoadfural aspects can increase an organization’s
profitability and growth. “Companies that displagecific facets of corporate culture grow 10 times
faster than companies that don't. The averageales growth for so-called high-culture companges i
141 percent, compared with 9 percent growth at “dolture” companies” Kosan (2001).
2.2 Types of Organizational Culture:
Culture types over time have been researched witich resulted in several listings of the typescafture
existing from one organization to another. In ortte better understand the types of culture exgstim an
organization, below are two authors that gave ttypies of organizational culture.
Nummelin (2007) identified four major types of ault are called clan, adhocracy, hierarchy and nharkée
said some organizations are seen effective by gmpk when the organization is able adapt and ckange
successfully when needed. Organizations can asadwed very effective when their internal chagaistics
are coherent thereby acting consistently.
The Clan type of culture is when employees are cittgdnto the organization and when the organizaiscalso
committed to its employees. Tasks are carriecbguaeams that can have self-governing roles anduk®mers
of the organization are seen as partners.
The Adhocracy culture describes the effectivenessaro organization. This type of culture allows the
environment to force organizations to be very ftdiin their actions. Employees are motivated & b
innovative, creative and entrepreneurial.
The Market culture talks about being externallyented, but power is centralized. An organizatiosgessing
this type of culture is characterized by valueshsas competitiveness and productivity, which aresneed
between the organizational units and between iddaliemployees.
The last type of culture Nummelin identified is Hiechy culture, which is typical of organizatiomsthe public
sector and old organizations. Organizations pegsgshis culture type are considered stable anmistent.
However, organizations found in this category, nieealct predictable and reliable.
Gibson et al (2003) also identified four types ajanizational culture. In some organizations, di@aar type
of culture is most prominent among the four typeerganizational culture. While in some other arigations,
multiple cultures work simultaneously in differedepartments. The following are the four types of
organizational culture Gibson gave:
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1. Bureaucratic Culture: An organization that has aehucratic culture is characterized by rules,

policies, procedures, chain of command and cengdlidecision making. An organization that is
managed by autocratic managers is examples of enaga culture.

2. Clan Culture: This type of culture is characterizgdbeing a part of a working family following
tradition and rituals, framework and spirit, sel&nagement, and social influence. Employees here ar
willing to work hard for a fair and equitable conmsation. Socialization is very important in a clan
cultured environment. Members or employees heth ether celebrate successes together.

3. Entrepreneurial Culture: An illustration of entrepeurial culture is innovation, creativity, risking
and aggressively seeking opportunities. Employess understand that dynamic change, individual
initiatives and autonomy are standard practices.

4. Market Culture: The attributes of this type oftaué are emphasis on sales growth, increased market
share, financial stability and profitability. Emogkees have a contractual relationship with the
organization. There is usually little feeling efimwork and cohesiveness in this type of culture.
this type of culture employees corporate and wogether as a team to achieve market share and
financial performance goals. In other words, coapen is needed when necessary, but not deeply
anchored on relationships.

Comparing the above types of organizational cultbireéhe two authors, we can see clearly that theee
similarities in the four types of organizationalltave. Nummelin talked about Clan, Market, Hietarand
Adhocracy as types of organizational culture, whitébson looked at Clan, Market, Bureaucratic and
Entrepreneurial as types of organizational cultuféere is no one ideal type of organizationalurelt however
there are preferences by employees for particulbmres. An example is a situation where an engroyorks
in a bureaucratic culture and prefers a more erdgreurial culture difficulties will likely develop.If the
employee and culture find it difficult to align, will become stressful for the employee to worktimat
environment and will probably result in the empleyeaving the organization.

2.3 Factors Influencing Organizational Culture:

In assessing the nature of an organization’s ayltitiis important for managers to understand #éwotofs which
influence culture. The most frequently cited grawgs of factors according to Schein (1991) inclube t
following.

1. The business environmefthe general business environment in which an orgdion operates helps to
determine the culture. Society at large will infige opinions about work, money, status and diffetgmes of
jobs. The writings of sociology and anthropologyghiight the differences in cultural attitudes betwe
geographical regions as well as differences betwiéfarent levels of social strata. These differesevill affect
commitment, respect for managers, attitudes towsedsdce and the customer.

2. Leadership: Leadership is thought by authors such as Kotteal €1992) and Schein (1983) as having
some influence on the culture of an organizatiooweler, there is no empirical evidence to sugdestit has
the totally overpowering and guiding hand suggesigdhese authors. Where there is evidence ofla li
between leadership and culture, it is in young megvkated organizations. In new organizationstigtetv
(1979) believes that the entrepreneur or foundwances the culture through his own ambitions,itieractive
processes between entrepreneurs and their folloavetshe more general processes through which peraod
commitment are generated and sustained. Scheirlk28v the founder as having a critical role inudg
anxiety with in a new group situation. As the fdaris prescriptions of how things are to be donlp he set
standards of acceptable behaviour and best pradtiey also help to structure the initially unstwed
relationships among the new group members.

3. Management practices and the formal socializaficocess: The manner in which an organization is
managed is likely to influence either positively oegatively the beliefs, attitudes and behaviourthe
employees. Before considering management practicese is a need to distinguish between manageareht
leadership. Kotter (1990) summarized many authdefihitions of leadership by stating that it is @hwed in the
long-term direction of the organization through thevelopment of a vision and strategies for thertutThe
leader is then responsible for communicating thhougrds and deeds this vision to internal and exter
audiences while motivating and inspiring the induals who have to deliver it. Management, on tihewohand,
is generally described as being about the detail@thing, budgeting, organizing, controlling analffihg of the
organization as well aad hocproblem solving. Within these management tasks)agers have control over
arrange of factors that apparently affect cultdrahsmission. The most important of these, higiéighby
Harrison (1991), are recruitment, formal socialmafprocedures and the turnover of employees.

4. The informal socialization process: As all of the definitions of corporate culture idién the critical
element of sharing with in a group, it is importaatconsider how an individual behaves within theugp
context. From group dynamic theory, the individirmla group setting has basically three primary seed
according to Schein (1991); Schutz (1969); McG(a884).
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The first of these is to feel part of the groupdayeloping a viable role and being recognized giomembers
of the group. This involves a compromise of mainiteg a distinct and separate identity at the same #s
being seen as a group member.
Second, there is a need to feel powerful, ableftagnce and control whilst accepting the needstbérs to do
the same. This can lead to conflict but can atdp to formulate the roles of individuals withiretigroup.
Third, there is a need to feel accepted by thememd to achieve the basic security and intimaey tomes
with that.
These factors are important whether it is a totatlyv group that is being formed or where a new neznb
entering an existing group. Schein (1991) saw thesels as reflecting the basic human needs foriggcu
mastery of the environment (influence and contaol) love (acceptance and intimacy).
2.4 Creating and Changing Organizational Culture:
Waldera (2002) asked a question in his work, whigs put thus: “How does an organization move fodwar
with adapting its culture for future growth?” Ansmng this question, Waldera identified three steps
organization will need to take to move forward vatthapting its culture for future growth:

1. Communicating the culture;

2. Measuring the culture;

3. Aligning the organization’s actions and practiceshwmew cultural norms.
Communicating the Culture:
Waldera suggests that building a robust cultureireg constant care. To withstand the test of twaéuies and
cultural norms must be rooted in real life and camioated on a daily basis.
While it is not sufficient, a cultural statementisiecessary starting point for creating cultu@evenants inspire
communities. They represent commitments thatjeiople together and provide guidelines for action.
An explicit articulation of values, beliefs and mar establishes informal expectations for behawith a clear
focal point, employees and managers begin to meiafbehaviors themselves and become a self-regglatid
self-monitoring system. Communicating culture thgb words usually starts with an explicit statenafnt
Purpose: According to Collins et al, this is the “orgartioa’s fundamental reasons for existence beyont jus
making money — a perpetual guiding star on thezbaori not to be confused with specific goals or beiss
strategies.”
Core Values: Again according to Collins et al, “the organipats essential and enduring tenets — a small set of
guiding principles; not to be confused with specifultural or operating practices; not to be compsed for
financial gain or short-term expediency.”
Cultural norms: Patterns of attitudes, behaviors and practicas ¢lpress underlying purpose and values.
Norms describe the ways the organization and emsglopperate consistently with corporate ideology.
This statement is then reinforced over time throstdrytelling, anecdotes, corporate histories aachigles.
Communicating culture through actions and symbo#kes the words credible and come to life. There is
virtually no end to what organizations and leadyrdo communicate culture indirectly. Schein (19856inted
out several means of communicating culture, thejuie:

¢ Performance management criteria/reward criteria

¢ Decision making processes and criteria

¢ Role Modeling/setting an example

e Criteria for recruitment, selection, promotion

¢ Teaching and coaching criteria

¢ Resource allocation decisions

¢ Organization design and structure

¢ Business processes, procedures and policies

¢ Design and decoration of the physical space

¢ Physical brands such as logos, graphics, templates

Waldera therefore, said that a statement of culiturand of itself is a powerful tool to mobilize caconnect
employee actions. If these statements are usesistently and frequently in various communicati@hicles, it
binds employees to the community. Furthermoretosumded by other symbols and tools that help people
translate the statement into action, a culturaéstant serves as a cornerstone for employee behavio
Measuring Culture:

There is only one way to ensure that a culture nesnproductive over time and that is through measent.
Left unchecked, a culture can fragment or weakeer dime. Simple and regular cultural tracking a#o
companies to manage their cultures and take negesstions to sustain them over time. How doesrapany
measure culture? There are two generally accepyd of measuring culture.

The first is an ethnographic approach, in whicintd researchers observe the culture, interviewiki@ymants
and catalogue practices. The other approach teumeg culture is quantitative, using employee sysvto

181



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) m '1
Vol.5, No.32, 2013 IIS E

identify perceptions and observations. There armaerous instruments available for such researchyding the

Organizational Culture Profile (O'Reilly), the Camate Culture Survey (Glaser), Organizational Celtu

Measuring Instrument (Koteswara) and the Orgaromati Culture Inventory (Human Synergistic).

Adopting New Cultural Norms and Practices:

Once cultural gaps and priorities are determinexihmanies need a mechanism for managing and adapting

culture. In this regard, there are many culturahrafe models and methodologies for implementing such

changes.

Mowat (2002), suggests that changing a corporaligireuis a very complex task, long-term, and expens

undertaking that will either revitalize or kill treompany. This sought of task should not be uaétert lightly.

Culture change must be driven by a powerful, tramsétional reason: The competition is succeedimdyou

are not: Your company will fail if it does not alge. “For change to be successful there needsta b

compelling reason to change, a clear vision of wiraichange will be, and, a sensible first steghbds (2001).

Tan (2001) outlines four instances where corparalieires need to be changed:

1. When two or more companies of varied backgroundsgen@nd continuous conflict among people of
different groups are undermining their performance;

2. When an organization has been around for a long @ind its way of working are so entrenched that it
hindering the company from adapting to changescanapeting in the marketplace;

3. When a company moves into a totally different indusr areas of business and its current ways afglo
things are threatening the survival of the orgaivora and

4. When a company whose staffs are so used to workruhé favorable conditions of economic boom but
could not adapt to the challenges posed by an eciaralowdown.

Corporate culture cannot be changed through chgngimpolicy or issuing an edict. It can also net b

accomplished overnight. The only way to change organizational culture oigis to fire everyone and hire a

new staff with the working behaviors you now wan{Giles, 2000) Culture change requires consistenf

message, goal, direction, and leadership to succeed

To change a culture one needs to change the insagksalues, the evaluative, and the social elenafmiise

organization. This requires a strong leader, winaws where they want the company to go, why thegtutao

go there, can articulate both these points, andhvesathe power to drive the change throughout thanization.

This leader, in all the proponents of change in dhganization, must consistently and obviously “elothe

behavior they want to see in others. If they do setd a consistent message and keep that messagect

dominant over time, cultural change may be segasasnother fad.” Toolpack (2001)

Given strong leadership, Bijur (2001) has identifiee five aspects of a successful change.

1. Values: values that drive the organization towaelrealization of a shared vision.

2. Motivation: understand what motivates people. ##iem stakeholders in the change.

3. Shared Ideas and Strategies: create an environthanenables the sharing of ideas and strategids a
encourages change.

4. Goals: clear and unambiguous goals, frequentlynesonicated and discussed. Clear link between iddadi
and corporate goals.

5. Performance Ethic: a reward and recognition systeaninstills in the organization a performandaicet

“Leaders of organizations must lay value foundatjarultural anchors and behavioral guidelines ab ghowth

and development are harmonious and congruent, anhdnechanistic, haphazard, harmful, or destructive.

Creative conflict and patterned disequilibrium @he paradoxical dynamics for culture, developmentd

growth in organizational life” Stupak (1998).

Changing a culture can take between three to saxsyduring which profitability can be seriously exffed

Toolpack (2001). However, those organizations tiate changed their cultures successfully end apimg

enormous rewards.

2.5 Strengthening Organizational Culture towardg@&mizational Performance:

Organizational culture is assessed by researcheatgferent indications. Authors concentrate on itidicators

through legends, stories, and language, Martin €1383, 1992). It is also studied in the formraés and

rituals, Trice et al (1984), symbolic interactioi@aser et al (1967) and Hatch (1993), and shaadges and

beliefs, Cooke et al (1988). The study conductgdHbfstede et al (1990), empirically shows thatreta

perceptions of daily practices from the core obaganization’s culture and their findings supportieat culture

can be measured in quantitative terms. In theseaech study Chatman et al (1994) conceptualizel an

guantified organizational culture in terms of valuand beliefs. They examined the effects of ingust

characteristics on organizational culture by assgdbe similarities and differences in firm cuksrwithin and

across industries. Values typically act as theniej elements of a culture, and norms, symbotsals, and

other cultural activities revolve around them, Eh288). Realizing its importance given in therkitere, it was

decided to develop an instrument to measure orgaoiml culture in terms of values and believes.
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Flamholtz et al (2005) carried out a study on tisfferential Impact of Cultural Elements on Finaalci

Performance.”

measuring organizational culture in an organizatidrhe cultural elements include: Customer Scalembin
Resource Practices Scale, identification with Compaeale, Performance and Behavior Standards, Catgor
Citizenship Scale, and Communication Scale. Oftkescales that were considered in the analysististomer
scale was found to be the most related to finapaelormance. This was followed by the Corporateéhship
Scale explained 41% of the variation in financiatfprmance, which was explained by the contributiérthe
company to the local community and the manner iitwthe employees felt that the company was pegeceby
the local community. The Performance and Behavian@ards scale explained 38% of the variance amftial
performance and the identification with the compamale explained 22% of the variance in financial
performance. The Human Resource Management ScdlehenCommunication scale were not significantly
correlated with financial performance.

Following the work of Koteswara et al (200&jteratures have revealed that organizational calist measured
by various authors in terms of various element® idientified a total number of 123 elements. Tdutually
does not mean that there are only 123 elementsctirabe used to measure organizational culturee tisea
possibility that there may be some more which hasefallen into the 123 elements. The table 1 Wwedbows
the 123 elements of organizational culture andéheauthors who discovered the elements. Kotesamdahis
colleagues went further to summarize the 123 elésnieto ten elements that can be used in the measunt of
organizational culture.

An organization’s culture is best understood antextded in the minds of employees. Therefore, azgtions
depend on stable workforce to communicate and osiefthe dominant beliefs and values. An orgaitine
culture can fade out over time when there is a kéghl of labor turnover and unnecessary downsibiacguse
the organization’s memory and history leaves withémployees.

An effective network of cultural transmission isceesary in strengthening an organization's undaglyi
assumptions, values, and beliefs. Senior exeailieuld take advantage of cultural network smashiem to
be able to share their own stories and creatingibppities to demonstrate shared meaning. OrghtoiZa
magazines and other forms of media can be usedetogshen organizational culture by communicatintjural
values and beliefs more efficiently.

It is recommended that organizations should stfengtheir organizational culture by hiring peopléhwbeliefs,

values and assumptions similar to those culturehimithe organizations.

In the course of their work, sixterdl elements were revealed that formed the bakis

It is observed that a qers

organization fit also improves job satisfaction aodyanizational loyalty because new hires with galu
compatible to the corporate culture adjust moreldyito the organization.

Table 1: Proposed Elements of Organizational Cultug

Authors

Elements Proposed

Likert (1967)

Leadership, Motivational Forces, Communication Psees, Interaction Processes, Decig
Making Processes, Goal Setting Processes, PerfemRrocesses, Control Processes, Training

Robbins (1990)

Individual Initiative, Risk Tolerance, Direction, tegration, Management Support, Contn
Identity, Reward System, Conflict Tolerance, CommuibcaPatterns

Gordon (11988)

Clarity Of Direction, Organizational Reach, Integrati Top Management Contag
Encouragement Of Individual Initiative, Conflict Rés@n, Performance Clarity, Performan
Emphasis, Action Orientation, Compensation, Humaroi®eg Development

Bettinger (1989)

Attitude Towards Change, Strategic Organization EpdRerformance Standards And Valu
Rituals, Concern For People, Reward And Punishmergen@ess In Communication, Confli
Resolution, Market And Customer Orientation, SensB1@e, Commitment, Team Work

Dension (1990)

Organization Of Work, Communication Flow, Emphasis People, Decision Making Practice
Influence And Control, Absence Of Bureaucracy, Co-@ation, Job Challenge, Job Reward, J
Clarity, Supervisory Support, Supervisory Team BuaifgiSupervisory Goal Emphasis, Peer W
Facilitation, Group Functioning, Satisfaction, Gb#kgration.
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Pareek (1996))

Internal, Ambiguity, Tolerant, Context Sensitive, rblasistic, Future Oriented, Individualisti
Inner Directed, Universal, Role Bound, Androgynouswer Parity, Expressive, Conservin
Assertive

M

Parida, Mathur

Support, Structure, Conflict Tolerance, Performameward, Individual Responsibility, Ris

~

1

Khurana(1990) Tolerance, Individual Autonomy, Beliefs, Group NorrBgercise Of Authority And Identity.
Cooke, Lafferty Humanistic/Helpful, Affiliation, Achievement, SeHetualization, Approval, Conventionality
(1989) Dependence, Avoidance, Oppositional, Power, ConmpetiPerfectionism

Kilan , Saxton Task Support, Task Innovation, Social Relationss®®al Freedom

(1983)

Sashkin (1984)

Work Should Be Fun, Being The Best, Innovation, AitentTo Detail, Worth And Value O
People, Quality, Communicating To Get The Job DoGeowth/Profit/Other Indicators O

[
f

Success, Hands-On Management, Importance Of A 8lrirdosophy

Source: Development of a Tool to Assess Organisationalutallin Indian Organizations, By Dr.

P.K.Koteswara Rao, Dr. P.T.Srinivasan and S.Gedt§e(2005)
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In addition to hiring and recruiting people withlwas compatible, organizations maintain strong ucak
through the process of organizational socializati@rganizational socialization refers to the pescby which
individuals learn the values, expected behaviong, social knowledge necessary to assume their oléise
organization, McShane (2005). Socialization is phecess for absorbing corporate culture as wehedging
new comers to adjust with co-workers, work procedwand other organizational realities.

3. Conclusions:

It has been said that the existing culture of aganization provides an organizational framework firavides
guidance on matters like what and how work is ddmay people think and standards for interaction and
communication, which will either have a positivenagative impact on the performance of the orgéioiza

The Culture of an organization starts with the fdl@mor owner or the leadership of the organizatidrhe
culture of an organization is seen as the DNA bfiman that is not visible to the eye, but a verywegrdul tool
that shapes what happens in an organization. Tdrereorganizational culture is the personality tbé
organization.

After several studies and researches, it has bessumed that there is no generically good cultdtéhas also
been presumed that there is no one ideal type gdnizational culture, however there are preferermes
employees for particular cultures. A culture magrefore be effective at one time, under a givenose
circumstances and ineffective at another time. rBasons for many issues in organizations arequotd in the
structure, in the leadership, or in the employagsabe found in the cultures and sub-cultures géanizations.
Studies have also shown that strong culture doegeteessarily result to higher performances of mizgions,
but, only a modestly positive relationship betwearture strength and performance exists, while rothe
researchers also argue that culture is the singlst important factor accounting for success orufailin
organizations. One reason why a strong cultureleaah to a higher performance of an organizatioifighen
the organizational culture content is appropriatén whe organizational environment. When an orgativn’s
culture does not align with the environment, thiewill be difficult for the organization to servésicustomers
and satisfy them, which will lead to low performaraf the organization.

Stipulations are made that the reason why stroitgreumay not necessarily lead to an effective oizgtion is
that strong cultures lock decision makers into aggions that blind them from identifying new oppaonities
and unique problems, therefore, strong culture ozayse decision makers to overlook or wrongly deialgent
misalignments between the organization’s activiéied the changing environment.

Organizational culture cannot be changed througimgimg a policy or issuing an edict. To changeltuce one
needs to change the images and values, the evaluatnd the social elements of the organizatiom. |
strengthening an organization’s culture after sgveinanges or newly created cultures, an effectatevork of
cultural transmission is necessary in strengtheamgrganization’s underlying assumptions, valaes, beliefs.
It is recommended that organizations should streagtheir organizational culture by hiring peoplighvbeliefs,
values and assumptions similar to those culturésimihe organizations.

It has therefore been concluded that there is nob thing as a ‘right’ or ‘best’ culture for all aagizations. The
most appropriate culture for an organization isdahe that best helps it cope with the exigenciegssdfusiness
environment. The most appropriate culture for agapization is the one that best helps it cope it
exigencies of its business environment.

In conclusion, it is central to comprehend the emwvinental setting of an organization in order tbndate the
cultural norms, values and beliefs to implement.pkxyees with beliefs and values that are compatitith
organizations’ culture must be recruited from theeption of an organization operation and througjtheu life
span. Organizations must inspire socialization amabrporation of individual employees’ goals withet
organizations’ goals and objectives to sustaincéture. An organization’s Management should impat the
development of interconnecting culture through tise of unambiguous statements of single-mindedicess,
values and cultural standards. Actively, top mamagnt should appraise various cultural elementthiaswill
help to manage and take necessary actions in #tesrigg culture.

In sum, this paper has exposed insights regardedfiog, changing measuring and strengthening argaonal
culture towards the performances of organizatiofise general agreement is that positive organiaatioulture
will lead to better performances of any organizatiball other factors are constant.
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