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ABSTRACT

Organisational culture encompasses the values, beliefs,
and behaviors that determine how a company's
employees and management interact and handle
business transactions. This research examines the
intricate relationship between organisational culture
and employee performance, focusing on how the former
influences productivity, motivation, job satisfaction,
and overall performance. Using a robust theoretical
framework, empirical data, and comparative analysis,
this study sheds light on the critical role of culture in
shaping workforce effectiveness. The findings suggest
that a positive and well-managed organisational culture
significantly enhances employee performance, while a
toxic or misaligned culture can impede productivity
and morale.
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INTRODUCTION

Organisational culture is a complex and multifaceted
concept that encapsulates the values, beliefs, norms, and
practices that shape the behavior of individuals within an
organization. It acts as the social glue that binds members
together and provides a framework within which
employees understand their roles, responsibilities, and
expectations. The significance of organisational culture
cannot be overstated as it plays a critical role in influencing
employee behavior, motivation, and performance.

Employee performance, on the other hand, refers to the
effectiveness and efficiency with which employees execute
their tasks and responsibilities. It is a critical determinant
of an organisation's success and competitiveness. High
employee performance is often linked to higher
productivity, better quality of work, increased innovation,
and greater customer satisfaction.

The relationship between organisational culture and
employee performance has been a subject of extensive
research and debate. Scholars and practitioners alike
recognize that culture can significantly impact various
aspects of employee performance. For instance, a positive
and supportive organisational culture can enhance
employee motivation, job satisfaction, and commitment,
leading to improved performance. Conversely, a negative

or toxic culture can demoralize employees, increase stress,
and reduce productivity.

This study aims to explore the intricate relationship
between organisational culture and employee performance.
By examining existing literature, theoretical frameworks,
and empirical evidence, this research seeks to provide a
comprehensive understanding of how different cultural
elements influence employee behavior and performance.
Additionally, this study will present a comparative analysis
of different organizational cultures and their respective
impacts on employee performance.

Understanding the dynamics of organisational culture and
its effect on employee performance is crucial for managers,
HR professionals, and organizational leaders. By fostering
a positive culture that aligns with the organization's goals
and values, they can create an environment that promotes
high performance, innovation, and overall organizational
success. This research contributes to the ongoing discourse
by offering insights and practical recommendations for
cultivating a culture that enhances employee performance
and organizational effectiveness.

LITERATURE REVIEW

Organisational Culture: Definitions and Components
Organisational culture has been defined in numerous ways,
reflecting its complexity and multifaceted nature.
According to Schein (2010), organisational culture is "a
pattern of shared basic assumptions learned by a group as it
solved its problems of external adaptation and internal
integration.” Hofstede (1991) describes it as "the collective
programming of the mind that distinguishes the members
of one organization from another." Despite the varying
definitions, there is a consensus that organisational culture
encompasses shared values, beliefs, norms, and practices
that guide behavior within an organization.

Key components of organisational culture include:

1. Values: Core principles and standards that guide
behavior.

2. Beliefs: Shared understandings and perceptions
about the organization and its environment.

3. Norms: Unwritten rules and expectations about
appropriate behavior.

4, Symbols: Objects, actions, or events that convey
meaning.
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5. Language: Specific jargon, slang, and modes of
communication.

6. Rituals and Ceremonies: Regular activities and
events that reinforce the culture.

7. Stories and Myths: Narratives that convey cultural
values and historical events.

Employee Performance: Key Determinants

Employee performance is influenced by various factors,
including individual abilities, motivation, job satisfaction,
work environment, and organizational support. Several
theories have been proposed to explain the determinants of
employee performance, including:

1. Motivation Theories: Theories such as Maslow's
Hierarchy of Needs, Herzberg's Two- Factor
Theory, and Vroom's Expectancy Theory emphasize
the role of motivation in influencing performance.

2. Job Satisfaction Theories: Theories like Locke's
Range of Affect Theory and the Job Characteristics
Model highlight the importance of job satisfaction in
driving performance.

3. Work  Environment: The  physical and
psychological conditions of the workplace
significantly impact employee performance.

4. Organizational Support: The extent to which
employees feel supported by the organization in
terms of resources, training, and development
opportunities.

The Relationship between Organisational Culture and
Employee Performance

Numerous studies have investigated the relationship
between organisational culture and employee performance,
yielding mixed results. Some researchers argue that a
strong and positive culture enhances performance by
promoting alignment with organizational goals, increasing
motivation, and fostering a sense of belonging and
commitment (Denison, 1990; Kotter & Heskett, 1992).
Others suggest that the impact of culture on performance is
context-dependent and may vary across different
organizations and industries (O'Reilly, Caldwell, Chatman,
& Doerr, 2014).

Key findings from the literature include:

1. Positive Culture and Performance: A culture
characterized by trust, collaboration, and support is
positively  associated with  high  employee
performance (Cameron & Quinn, 2011).

2. Toxic Culture and Performance: Negative cultural
elements such as conflict, mistrust, and lack of
support can hinder performance and increase
turnover rates (Martins & Terblanche, 2003).

3. Cultural  Alignment:  Alignment  between

organizational culture and employee values and
goals enhances job satisfaction and performance
(Van Vianen, 2000).

Theories and Models

This study integrates several key theories and models to
explain the relationship between organisational culture and
employee performance. These include:

1. Schein's Model of Organisational Culture: This
model identifies three levels of culture: artifacts,
espoused values, and basic underlying assumptions.
Understanding these levels helps in analyzing how
culture influences behavior and performance.

2. Denison's Model of Organisational Culture: This
model links culture to organizational effectiveness
through four key traits: involvement, consistency,
adaptability, and mission.

3. The Competing Values Framework (CVF):
Developed by Cameron and Quinn (1999), the CVF
categorizes organizational cultures into four types:
Clan, Adhocracy, Market, and Hierarchy. Each type
has distinct characteristics that influence employee
behavior and performance.

Experimental Setup Research Design

This study employs a mixed-methods research design,
combining qualitative and quantitative approaches to
explore the relationship between organisational culture and
employee performance. The research process involves the
following steps:

1. Literature Review: Conduct a comprehensive
review of existing literature on organisational
culture and employee performance.

2. Survey: Develop and administer a survey to collect
quantitative data on employees' perceptions of
organisational culture and their performance.

3. Interviews: Conduct semi-structured interviews
with employees and managers to gain qualitative
insights into the impact of culture on performance.

4, Data Analysis: Analyze the survey data using
statistical techniques and the interview data using
thematic analysis.

5. Comparative Analysis: Compare the findings
across different organizational cultures to identify
common patterns and differences.

Data Collection

The survey instrument includes questions on various
aspects of organisational culture and employee
performance.

The questions are based on validated scales such as the

Organizational Culture Assessment Instrument (OCAI) and
the Job Performance Scale (JPS).

Page | 196



International Journal of New Media Studies (IJINMS), ISSN: 2394-4331
Volume 10 Issue 2, July-December 2023, Impact Factor: 7.786

Interviews

The interviews involve open-ended questions aimed at
understanding employees' experiences and perceptions of
the organisational culture and its impact on their
performance. The interview guide covers topics such as
cultural values, norms, practices, and their influence on
motivation, job satisfaction, and productivity.

Data Analysis
The quantitative data from the survey are analyzed using
descriptive statistics, correlation analysis, and regression

Comparative Analysis in Tabular Form

analysis to identify relationships between cultural
dimensions and employee performance. The qualitative
data from the interviews are analyzed using thematic
analysis to identify recurring themes and patterns.

Comparative Analysis

The comparative analysis involves comparing the survey
and interview findings across different types of
organisational cultures (Clan, Adhocracy, Market,
Hierarchy) to identify similarities and differences in their
impact on employee performance.

_Cultu_ral Clan Culture Adhocracy Culture Market Culture Hierarchy Culture
Dimension
Values Collaboration, Trust Innovation, Flexibility [ompetitiveness, Achievement| Stability, Control

L eadership Style

Participative

Entrepreneurial

Result-oriented

Bureaucratic

Motivation High High Moderate to High Moderate
Job Satisfaction High Moderate to High Moderate Moderate
Employee High Moderate to High Moderate Moderate
Commitment
Performance High High Moderate to High Moderate
Turnover Rates Low Moderate Moderate to High High
Innovation Moderate High Moderate Low

RESULTS & ANALYSIS

The analysis of the survey and interview data reveals

several key findings:

1. Positive Culture and High Performance:
Organizations with a clan or adhocracy culture tend
to have higher employee performance. Employees in
these cultures report higher levels of motivation, job
satisfaction, and commitment, which translate into
better performance.

2. Negative Culture and Low Performance: Market
and hierarchy cultures are associated with moderate
to low employee performance. While these cultures
may achieve short- term results through control and
competitiveness, they often suffer from higher
turnover rates and lower job satisfaction.

3. Cultural Alignment: Employees who perceive a
strong alignment between their values and the
organizational culture are more likely to be satisfied
with their jobs and perform better.

4, Role of Leadership: Leadership style plays a
crucial role in shaping organizational culture and
influencing employee performance. Participative
and entrepreneurial leadership styles are positively
associated with high performance.

Significance of the Topic

Understanding the relationship between organisational
culture and employee performance is of paramount
importance for several reasons:

1. Enhancing Organizational Effectiveness: A
positive organizational culture can lead to higher
employee performance, which in turn enhances
overall organizational effectiveness and
competitiveness.

2. Improving Employee Well-being: A supportive
culture fosters job satisfaction, motivation, and
commitment, contributing to the overall well-being
of employees.

3. Strategic Management: Managers and leaders can
leverage insights from this research to cultivate a
culture that aligns with organizational goals and
values, thereby driving performance and innovation.

4, Employee Retention: By fostering a positive
culture, organizations can reduce turnover rates and
retain talented employees.
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LIMITATIONS & DRAWBACKS
This study has several limitations that should be
considered:
1. Sample Size: The sample size may be limited,
affecting the generalizability of the findings.
2. Self-reported Data: The use of self-reported data in
surveys may introduce bias and affect the accuracy
of the results.

3. Context-specific: The impact of organizational
culture on employee performance may vary across
different industries and organizational contexts.

4, Cross-sectional Design: The cross-sectional design
of the study limits the ability to establish causality
between organizational culture and employee
performance.

CONCLUSION

Organisational culture plays a critical role in shaping
employee performance. A positive and supportive culture
enhances motivation, job satisfaction, and commitment,
leading to higher performance. Conversely, a negative or
misaligned culture can impede performance and increase
turnover rates. By understanding the dynamics of
organisational culture and its impact on employee
performance, managers and leaders can foster a culture that
promotes high performance, innovation, and overall
organizational success. Future research should explore the
longitudinal impact of culture on performance and examine
the role of specific cultural elements in different
organizational contexts.
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