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Abstract: The organizational culture as a shared description of an organization from within helps to create a
unique social and cultural environment within the group, which later influences how people normally behave
and think, and direct them into a sense of collective values, beliefs and principles, such as the group’s values,
norms, beliefs, visions, and styles (Schrodt, 2002). Because of its collaborative and collective patterns,
organizational culture plays a huge role in organizational management from individual level to overall
organizational level. For instance, during the early stage of a company, employees mostly would like to have
higher and stronger motivations even without any external incentives; or on the other hand, recreating an
organization culture would also help on the organization’s both internal and external development.

The objective of this paper is to introduce the definition of organizational culture, identify its impacts on
companies from individual employee level to overall organizational level.
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1. THE DEFINITION OF THE ORGANIZATIONAL CULTURE

The organizational culture is defined as “the collaborative process of creating shared awareness and
understanding out of different individuals’ to help and orient its members to “reality” in ways that
provide a basis for alignment of purpose and shared action (Watkins, 2013, p. 2-3). Schrodt (2002),
for example, describes that “the pattern of such collective behaviors and assumptions that are taught
to new organizational members as a way of perceiving and, even thinking and feeling.”In all, this
jointly shared description turns to create a unique social and cultural environment within the group,
which later, if it succeeds, manages to direct what an individual employee normally behaves based on
a sense of collective values, beliefs and principles, as the so-called group’s styles, visions, and norms.

What’s more, the organizational cultures provide not only a shared view of “what is” but also of “why
is”. In this view, an organizational culture is about “the story” in which people in the organization are
embedded (Watkins, 2013, p. 3), which means an organizational culture can be learned and shared to
eventually guide employees’ decision makings and daily behaviors. For example, in the beginning a
new-arriving member of an organization usually will, besides be introduced the values, visions, and
norms of the company, be required to participate in some internal induction orientations, namely
team-building activities, which they would have the chance to personally experience why the current
organizational culture is. Therefore, an organizational culture is dynamic and shifting constantly in
response to external and internal changes, and never monolithic, including many sub-cultures that
drive internal variations in the culture of business functions and units (Watkins, 2013, p. 4). For
instance, the organizational culture forms a social norm or an acceptable group conduct inside the
organization, which always rewards a “right” doing, and sanctions a “wrong” thinking and behaving.
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For instance, the evolution of organization’s induction programme can be considered as the best
example to display the influence of the organizational culture. In the past the induction programme
was generally held to ensure new employees to familiarize with their position and job requirements.
On the contrary, nowadays it is emphasized to define the organizational approaches during the
supportive introductory stage for new employees to settle quickly into their job (Dragomiroiu, Hurloiu,
& Mihai, 2014).

2. THE ORGANIZATIONAL CULTURE’S EFFECT ON INDIVIDUAL-LEVEL

Watkins (2013) once compared the organizational culture to the human immune system, controlling
the protection system and preventing “wrong thinking” and “wrong people” from entering the
organization in the first place. For example, a culture within teams or organizations constructs a social
control system based on shared norms and values in order to show how a shared normative order or
culture can influence members' focus of attention, shape interpretations of events, and guide attitudes
and behavior (O'Reilly, & Chatman, 1996). Under this social control system, a mutual agreement is
well accepted, and any employees who do not appreciate organizational values or share a similar
belief will be automatically ruled out.

Furthermore, under the social influence of an organizational norm, a culture also directs the behaviors
and decision making abilities of employees in their daily workplace. And this cultural influence is
grounded in strategy supportive values, practices and behavioral norms adds to the power and
effectiveness of a company’s strategy execution effort (Muthoni, 2012, p. 11-12). For example, new
technology companies, such as Apple or Google, which highly appreciate technological innovation,
would prefera technological orientated strategies and focus on exhibiting creativity, embracing change
and talents seeking. Generally speaking, apart from the impacts on individual level to employees,
organizational cultures also find its influences everywhere in an organization, from structure to
strategic implementations. For instance, Towers (2006) used Google as the typical example of a
hugely successful firm with a very strong culture. The fruit of this organizational culture are
motivated employees who live the Google brand calling themselves “Goolgers”.

3. THE ORGANIZATIONAL CULTURE’S EFFECT ON ORGANIZATIONAL-LEVEL

In addition, in the organization-level, there is a correlative relationship between the organizational
culture and the communication: communication creates and recreates organizational reality, on the
other hand, communication in an organization is also constrained by the prior reality and also shapes
the existing reality (Keyton, 2011, p. 44). For instance, Brown and Starkey (1994) presented a
theoretical and empirical examination of the effects of culture on communication and information in
organizations. In particular, they found out that attitudes to communication and information that had
their roots in a dominant organizational culture. On the other way around, communication helps
individuals to coordinate their activities to achieve goals. Moreover, in a broader picture, the
organizational culture also generates its impact on organizational structure both through its design and
its implementation. The culture creates a frame of reference in which the organization management’s
considerations and reasoning circulate in the process of decision-making concerning the
organizational structure model (Janiéijevi¢, 2013, p. 39-40). In order to good accord with its
organizational culture, the top-level management always selects a structure model, which is able to
best interpret and represent their company’s culture. For instance, a company with a strong
dictatorship culture would not select a loose and decentralized structure model. Particularly,
researchers conducted a study to measure organizational capabilities to horizontal strategy
implementation (Verma, Sharma, & Chen, 2020). The data were drawn from a sample survey of 122
firms in India, which identifies a significant influence of leadership styles and interactive control
system on horizontal strategy implementation, and organizational capabilities that play a critical role
in the implementation of horizontal strategy.
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4. THE ORGANIZATIONAL CULTURE’S OVERALL EFFECTS

As a result, it is not difficult to conclude that this shared values and beliefs has the further influences
on employees’ motivation, satisfaction, and commitments as to assemble people together, making
them have a strong connection with each other and the organization. Individuals are motivated to
"make sense" of their environment and understand why things happen (Heider, 2013), which allows
them to establish a strong emotional belonging in the employees. Consequently, with the motivation
increasing, employees will also feel a stronger commitment and satisfaction. For example, Pranita
(2018) selected a sample of 60 respondents to examine the influence of motivation and organizational
commitment to job satisfaction and employee performance. The results showed a positive influence
between motivation to job satisfaction; a positive influence between the organizational commitment
on job satisfaction. Therefore, it is clear to say that organizational cultures have a great impact on
employees’ individual behaviors and emotions: the stronger an organizational culture is, the
employees feel more motivation, commitment, and satisfactions. Eventually all these positive feelings
combine to create a very strong and inevitable sense of employee belongingness, which increases an
employee’s willingness to comply, cooperate, and help others in the organization according to its
rules. A workplace functions better as a collective whole.

Now with the help of this conclusion, we can manage to understand why gradually motivating public
employees is becoming a nearly impossible mission comparing to the private sectors. Particularly,
Panagiotis, Alexandros, and George (2014) employed a Competing Values Model to diagnose the
organizational culture and to illuminate the relationship of culture and motivation in the organization
studied. They found out that the dominant culture type is Hierarchy (Bureaucracy) while motivation
level was found to be low, demonstrating a negative association between the two variables.
Furthermore, de-motivational employees continue to damage the organizations’ innovation and
development. Harrison and Baird (2015) studied the cultural change across different types of public
sector organizations, and the results show little change having occurred in the culture of other types,
specifically government departments and agencies, which continue to lag behind their private sector
counterparts in the cultural factors of Outcome Orientation and Innovation.

For example, one of the most well-known but as well discussed organization in the world is the
United Nations. These universal values are endorsed by the body’s 193 member states and articulated
in the UN charter and other documents, which further establish the mission, structure, and functioning
of the organization (Clarke, n.d.). Accordingly, the UN’s culture is influenced heavily under the
political and intergovernmental impacts and structures, and exhibited a characteristic of highly
hierarchy system. Second, as the biggest and most authoritative intergovernmental organization, the
UN also does not need to worry about any outside competitions in the market or potential bankruptcy
after any misconducts.

Therefore, undoubtedly, the UN’s organizational cultures lowly has evolved into extremely
bureaucracy and inefficiency, which affects a wide variety levels within the organization, such as
communication, strategy, and control. For example, due to the huge hierarch, efficient
communications among employees within the system disappear; a shared value/vision starts to break
down and evolve separately; the top-level directors notice that it becomes harder and harder to
communicate and deliver any missions to the field officers, and with a great possibility of losing
control in the system. Consequently, here have been many voices that demands a radical and thorough
change within the system. For instance, Javan, director in the United Nations System Staff College,
summaries the problem that traditionally, the UN treats organizational change as a process that starts
at the top and filters down. While this approach seems necessary to ensure proper adherence to new
ways of working, it brings with it some challenges. Problems begin to arise when the upper echelons
of the UN make decisions that affect the entire system, and do not communicate directly. Neither do
they encourage direct participation from staff in decision-making (2017). 1 would go a step further:
since the MDGs became SDGs, the work, the structure and therefore the culture of UN has become
less bureaucratic and more results-based. More precisely, the concept of sustainability has nurtured
also a culture of accountability. With more attention to results, the culture has become more agile, the
work more project-based and the structure more horizontal. Some references and elaboration of this
would be great.
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Moreover, a group of researchers conducted a study about the relationship between effectiveness and
organizational culture, structure, etc., based on 301 organizations. The results suggest that knowledge
management fully mediates the impact of organizational culture on organizational effectiveness, and
partially mediates the impact of organizational structure and strategy on organizational effectiveness
(Zheng, Yang, & McLean, 2010). Therefore, we can notice that a deteriorating organizational culture
has a huge negative effect on the organization’s both internal and external development. In conclusion,
some public sectors, especially the United Nations, requires a change in their organizational culture.
Because only after accomplishing the change in the culture, an organization could regain the
motivation and commitment from its employees, and create a positive foundation for any further
organizational changes, namely, a direct and effective leadership, a compatible organizational
structure, etc.

In a word, the organizational culture is the “root” for the development of a company, and it plays a
fundamental role from employee individual level to the strategic implementation level. Most
importantly, a positive organizational culture will help a company to strive and survive during the
market competitions. However, a negative or damaging organizational culture will destroy a company
from the foundation. Sometimes it has been already too late when people realize the damages and it
will not be easy to change the current harmful situation. Therefore, it is critical for people especially
top-level managers to pay a great attention on the organizational culture and be aware of its impacts
on their organizations.
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