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ABSTRACT

Culture is the acquired knowledge that people nserder to interpret experience and generate sobétiavior.
Culture help the organization to deal with exteraalaptation problems and internal integration. Cu#t forms values
within the organization, creates an attitude anfiuences the behavior of the individuals. The afrthis paper is to show
through a questionnaire the impact of organizatiomalture on its employees and overall performarafe the

organizations and institutions.
KEYWORDS: Organizational Culture, Culture, Performance, Onggational Performance
OBJECTIVES

e To define what is organizational culture and orgational performance.

» To empirically show the impact of organizationaltare on organizational performance...
METHODOLOGY

The primary purpose of the study is to understapdut organizational culture, thus primary data basn
obtained using questionnaire-based survey methoghrirational culture and its impact on performaace explained
conceptually and testing empirically with the helpa questionnaire. The questionnaire is dividad ifree sections.
Demographic information is shown in section ondlofeed by organizational culture; the third sectideals with the

impact on organizational culture on employees.
INTRODUCTION

In today’s highly competitive world of globalizatip using traditional ways such as technology, faten
machinery and economies of scale it is difficulstestain competitive advantages for the compaAiéstnatively, leaders
in the organizations have laid its emphasis ongeizing on its strong culture to have an edge ®ther in order to
achieve short-term and long-term strategic objestiof the (Fareed et al., 2017). Organizationaluoellconcept lays a
foundation in order to develop organizational bétiavCulture is the defined as ideas, customs,sskieliefs etc.
of people over a period of time. Leaders have amalythat every organization have its own unique@ate culture
different from others. It has certain values whiretip them to find their daily support within orgaaiions (Roth and Lee,

2007). Culture is the sum of the beliefs, the ruleshniques used by organizations institutionscivlaict as artefacts that
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are characterized in terms of the collective progreng using mind or human populations. Wagner aatioi say that
culture is an informal way of sharing different wayf how an individual perceives its life in an anization that makes

employees engage towards that organization whitireinces them about their own personal life and terk.
REVIEW OF LITERATURE

The review of literature includes the studies am@artant findings in the past related to organial culture,
an effect of organizational culture on employees #@ime overall impact of culture on organization&rfprmance.
The term culture is associated with different pespio have different myths, rites, philosophiesglages, and stays at
different places. It is seen that within a sociedy, organization or institution a member who folldame rituals,
religion usually pass along stories, and jargomaragnformal mean to foster or hinder organizatiogwél (Baker, 1980).
Deshpande and Webster Jr (1989) has defined therewlf organizations as the sum total valuesalstubeliefs that are
shared among individuals to make them understa@dutictioning of the organization by explainingrthéhe norms and
the behavior to work in the organization. Camerod ®uinn (1999) suggested that within an orgarorati culture the
assumptions, expectations, memories are the valhésh are taken for granted in an organizationtalks about the
already underlying ideology which employees pereaiad carry in their head to understand the thihgshappen in and

around organizations.

Organizational culture provides unspoken guidelimbéch spread a sense of identity which helps evazyto
enhance their social system i.e., the organizatitofstede et al. (1990) conducted his study oved,d@ employees
working at IBM all over the world to analyze thelirence of the national culture that is affectihg behavior of the
organizations. Hofstede et al. divided its studioifive dimensions namely “power distance, uncatiaiavoidance,
individualism vs. collectivism, masculinity vs femmity and long-term orientation.” Gallagher et @008) The culture of
an organization is one of an important element tvhicfluences everything alike organization. Cultuaet as a
fundamental part of the organization which tell®@bhow the organization operates, what are itsioisand vision,
how does it treat its employees within organizagjorcustomers, and stakeholders outside the ordamza
Taylor and Wright (2004) suggested that organizaioculture is all about they will behave in an amgation.

From where it is created and from where they \eidlgive it.

Wilderom and van den Berg (1998)suggested thaerdttan maintaining a strong culture, the aim sthdod to
reduce the gap or differences between the orgamizathere employees prefer to work with their crdtuypractices and
their perception rather than that of organizatiopedctices. Many researchers have a different opiniegarding
performance. Busenitz andBarney (1997) say thdbpeance is one of the combative issues among thanizations.
Izquierdo et al. (2002) says that performance oérain activity can be defined using 3Es i.e.,necoy, efficiency, and

effectiveness.

Performance is an ability of an organization taiatits goal using its resources in efficient afféaive manner
Daft et al. (2010). The major issue is the différ@pproaches used and its appropriateness in tordgilize and measure
the performance of an organization. Richard andisoi (2001) defined organizational performancehasability of the
organization to achieve its goals and objectivesnRéatraman and Prescott (1990) say that it is déficult to define,

understand its concept and measure it.

NAAS Rating: 3.10- Articles can be sent to editor @ mpactjournals.us




| Impact of Culture on Organization: An Empirical Study 193 |

ANALYSIS AND FINDINGS

In order to assess the organizational culture uariesearchers have supported to use organizatioactices
(Hofstede et al., 1990);(House et al., 2004);(Rfeft997)and (Wilderom and van den Berg, 1998)

Demographic Analysis

The survey was circulated among 200 employees wavarking in private and government organizatiang
institutions in Delhi-NCR. Out of total circulateirvey, only 131 employees filled the survey givangesponse rate of
65.5 %.

Gender and Sector

The results in Table 1 indicated that out of tdtal responses 52.7%were females and remaining 4W&%
males. In Table 2 the sector was divided into foadegories namely IT, KPO, Pharma, Education atitei® The
percentage of the data collected were 22.9%, 19388%0, 21.4% and 32.1% respectively in the aboutose

Table 1 Table 2
Gender Percentage (%) Sector Percentage (%)
Female 52.7% IT 22.9%
Male 47.3% KPO 19.8%
Education 21.4%
Pharma 3.8%
Other 32.1%

Figure 1. Gender and Sector
Age Group, Education, and Work Experience

Table 3 showed that most of the respondents belorizh-30 years (45%), followed by 18-25 years (3d),3
30-35 years (13%) and 35 years and above (10.7%gr&ds Table 4 talks about the education qualdicavhere the
majority were postgraduates (61.1%), followed bsdyates (29.8%), and few belongs to high school) (&&¢6l others
(3.1%). Lastly, Table 5 talks about the work expece with the present organization or institutidiajority of employees
possess the experience of 0-2 years (52.7%) fotldwe2-5 years (25.2%), 5-8 years (9.2%) and 8syaad above (13%).

Table 3 Table 4 Table 5
| Age (Years) |Percentage (%) Education Percentage (%)] |Work Experience| Percentage (%)
18 - 25 31.3% High School 6.0% 0- 2 years 52.7%
25-30 45.0% Graduation 29.8% 2 - 5 years 25.2%
30-35 13.0% Post Graduation 61.1% 5 - 8 years 9.2%
35 & above 10.7% Others 3.1% 8 years & above 13.0%

Figure 2: Age Group Education and Work Experience
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Organizational Culture and Its Aspects

In this section we are talking about the organimatl culture and its shared sense of the purpa$eemiployees;
Structured Systems within organizations for thecpsses and functions along with the resourcesadlaito achieve the
purpose. Followed by mindfulness of employees amdcess of learning and continuous improvement withi

organizations.

Table 6
Statements Stronely Agree | Neutral | Disagree S.trungly
Agree Disagree

My nrgafnlzatlon 5 core purpose {c!r mission and vision) inspires me to 3% | a2% | 19% 39% 2%
work with enthusiasm and commitment.
M)f nlrf?'anlzatlon has clearly established strategic objectives to align 28% | a2% | 23% 59 2%
priorities.
My wurlk grc‘)up?.prlorltles :?re clearly aligned with the organization's 8% | a6% | 21% 2% 39%
strategic objectives and with other groups who depend on us
| can see ? cit‘ear linkage b.etwe.en r.n!,,r work, my group, priorities and 26% as | 21% 59 39
the organisation's strategic objectives.
My organization has clearly established core values, including business 39% 33% | 28% 59 2%

ethics principles, to guide behaviors.

Roles, authorities and accountabilities for all business-critical
activities, especially those for quality and safety management, are 31% | 36% | 24% 9% 1%
clearly established and well understood by all stakeholders.

People in business-critical roles, especially those for quality and safety
management, are fully aware of their responsibilities and are 22% | 45% | 27% 5% 2%
competent to carry them out.

My organization has a documented, systematic process to identify,
assess and manage all risks to people, assets, the environment and 31% 46% | 18% 5% 1%
the organization's reputation.

There are sufficient people within organization who have been trained
on incident management, including reporting, investigation, root 30% | 41% | 22% 5% 2%
causal analysis and corrective actions.

Figure 3: Shared Sense of Purpose

In figure 3 (Table 6) shows that 76% employees$ tlest the organizational core purpose inspiresntie work
with enthusiasm and commitment followed by 19% Videl neutral about it whereas 5% feels the missiah vision of
organization doesn't lead to commitment. 70% of kyges feel that organizations have defined itatsgic objective
according to priorities where 23 feels neither tlagyee nor disagree with objectives followed by ¥#o completely
disagrees. Employees in majority find that thera dear link between organizations objectives amployees priorities.
Also, organizations have clearly defined its coatugs, principles and ethics which guide the beiraef individuals

within organizations.

The resources which are required within organiratito achieve the objectives are well defined or iso
explained in this paragraph. When talking abouesplauthorities, and accountabilities which arateel to critical
activities are clearly established and understgostékeholder or not, 67% of employees said yeg éne defined and are
understood by stakeholders whereas 24% feel tlegt dhe not sure about it whereas 10% say they @restablished

clearly and no information is given to stakeholdédso, 77% of employees says that their orgarorastihave documented
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all the steps, procedures to be followed in ordeadhieve the objective, assess risk, manage peopléts environment
whereas 6% said no such documentation is doneein tihganization and 18% were having no surety tbioei same.
Lastly, if any incident happens within the orgatia then the organization has proper reportingestigation, causal
analysis and corrective actions for the same. i1 Zth% of employees agrees that they have traimgdént management
people within organization whereas 22% gave a mku#rsponse and 7% disagree that there is no priop&tent

management.
Employee Perception: Organizational Culture

This section talks about employees perception diggrits organizational culture, its processes, rthindset of
learning and ways to continuously improve their kv@rhe figure 4 (table 7) talks about organizatlandture with respect
to individual employee and its performance. Majodf employee (55%) assess their task in termsif before starting it
whereas 32% are neutral about risk assessment 4¥ddbes not do risks assessment at all. Organmedticulture
important aspect is work stress. 70% of employagdisat stress is at tolerable level whereas 1@ that stress level is
way above tolerance level. A Sense of the respditgilivithin a organization is important. In ordeo check the
performance of employee and aspects of future émeldpment. 71% says that they have frequent oranéomeeting
discussions with managers to assess performancehwiglps to align task an boost their career wise8% do not
entertain one to one meeting. This one to one mgdtelps the supervisors to understand its emplapeehelp him to
achieve full potential at work.Managers are awafreall the happenings in the organizations whiereg an edge over
others and help its subordinates according to dtergial to improve its performance which overatiproves two-way
trust. Majority of employees feel it correct whesdaw do not agree with it. Teamwork is an impartaspect within
organizational culture and 67% of employees feal ih order to satisfy their internal and extercig@nt they prefer team
work over individual efforts. In teamwork every iwidlual feels free to speak their mind in termssafgesting new ways
to do work, reporting any incident etc. 71% of eoyeles feel that they work according to rules amgllagion assigned to
a task. Finally measuring the performance of itplegees annually to provide them with compensadiod benefits. 79%
of employees say that their organizations benchnfarik performance and give reward and recogniiccordingly better

than its competitors whereas very few (5%) say theyot evaluate their performance.
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Table 7
Strongly - Strongly
Statements Agige Agree | Neutral | Disagree Dlsigron
| do a risk assessment before starting any task. 24% 31% 32% 10% 4%
Work stresses are at a tolerable level and | am able to fully focus on 32% 38% 20% 7% 3%
the task at work
| feel a deep sense of personal responsibility for all the things |
commit to do. | expect to be held accountable if | fail to do what | 35% 51% 12% 1% 2%
promise.
| have frequent one-to-one discussions with my supervisor to discuss
how my goals align with the group and organizational goals, my 27% A44% 21% 6% 3%
performance toward those goals and my personal development plan.
My supervisor is helping me achieve my full potential by providing
ongoing coaching to improve my performance and recognition for my 31% 35% 26% 6% 2%
SUCCESsSes.
All managers know what is happening in our organization and where
all the problems are and the workforce knows exactly what our 27% 37% 28% 6% 2%

managers expect, there are no mixed messages.

Because managers and workers are aligned and show two-way trust
there is less need for bureaucracy, audits and supervision, so workload 23% 34% 26% 12% 5%
is decreasing.

Everyone in my work group collaborates with each other and with
stakeholders in other groups to meet internal and external customer 30% 37% 27% 3% 4%
expectations.

| feel free to speak my mind about risks without fear of negative

30% 41% 18% 8% 3%
conseguences.
My organization has an easy-to-use system for reporting incidents. 34% 37% 18% 8% 4%
A h:gf} rat.e of incident reporting is seen as a good thing in my 24% 319 289 12% 5%
organization.
Incident investigations focus on learning rather than on assigning 24% 359 31% 6% 39
blame.
| comply with the rules while doing a task. 28% 43% 26% 2% 2%
My organization actively benchmarks its performance and seeks to 299 50% 18% 296 1%

learn best practices from competitors and other industries.

My organization has a formal process to review, at least annually, its
performance toward its strategic objectives and the effectiveness of 37% 43% 15% 3% 2%
its risk management system.

CONCLUSIONS

Culture is an important part of an organizationmeasure its performance. It was seen that cultlagspan
important role in explaining mission and visiontb& organization, explaining the relationship kegw superior and
subordinate. Culture tells in and out about thenizations in terms of its work-life balance, stresthin the organization,
the relationship among employees, reporting, andemt etc. Majority of employees know about theoles,
responsibilities, risk related to work. Majority employees finds that the mission vision of theaoigations is in line with
the objectives of the individuals. Also, the majpif employees take compensation, its working emment, and work-

life balance as an important measure to explaiarmrgtion culture.
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