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ABSTRACT 

Research clearly indicates that regardless of the size, sector, industry or age ofa business,

culture affects performance. If organisational culture directly affects performance, it was

concluded essential that the instrumentbeing used to measure culture in the organisation

shouldbe reliable.

The problem statement that the proposed study will attempt to resolve is identified.in the

context of a measuring instrument to be developed to measure organisational çıılture.

Theaim of this proposal is to develop a reliable instrument to measure organisational

culture. Measuring instruments used in previous research will be adapted from literature

to work ona case study based on the academia ofthe Near East University.

Keywords: Organtsational culture; organisatienal performance
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CHAPTERI

TERMS OF REFERENCE

1.1 Intreduetien

This chapter discusses the background to and the terms of reference of this proposal including

the statement ofthe topic, problem situation, problem statement and the objectives.

1.2 Statement of the topie

Personality to the individual is what culture is to the organization. It is a hidden but unifying

force that provides meaning and direction (Green, 1989). In most literature this organisational

personality is referred to as organisational culture - that is, a system of shared meaning, the

system ofbeliefs and values that ultimately shape employee behaviour.

Atkinson (2002) maintains that, despite all the research and interventions developed over the

much is said about organisational culture but little is still understood about how to

that culture.

'le corporate culture has been thought as essential to business success in these turbulent

.es, until recently, little proof of the link between the culture of a company and its

ormance could be cited. The rationale for this statement is emphasised in particular in the

arch of Daniel Denison since the 1980s. Denison has been working not only on the

iblemof measuring culture, but also linking it to specifıc business performance indicators

1996). Building on Denison's work, Fisher (1997) draws on the connecting

een culture and business performance, to help leaders develop strategies to support their

rmance goal. Research conducted by Denison (1984, 1990, and 1996) and Fisher (1997)
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clearly shows that, regardless of the size, sector, industry or age ofa business, culture affects

performance.

1.3 Problemsituation

Northem Cyprus has experienced a fast-growth in the establishment of universities both

rwithin its private and quasi-state sectors with intemational recognition and populated by

intemational students over the last twenty years. It is evident that the fast-growth has left

little time to pay attention to the organisation structures needed to run such academic,

intemational establishments. The fınancial diffıculties and industrial disputes in the semi-

i state Eastem Mediterranean University, confusion of responsibilities and miscommunications

between functions at the Near East University are well observed by the students and the

Cypriot media alike.

any would agree that the culture of the Turkish Cypriot universities would have to change.

e initial challenge lies not with the change of the organisational culture, but with

erstanding what corporate culture is as well as understanding of the effects of culture on

cts of the organisation that are cause for concem and/or celebration. Before the

isation can embark on a joumey to change its corporate culture, however, it needs to

e the culture with a reliable instrument.

Problemstatement

isational culture directly affects performance (Fisher & Denison, 2000), it is essential

instrument being used to measure culture in the organisation should be reliable.

g to Stemberg and Wagner (1986), the question ofthe instruments that have not been

2



validated for the particular criteria they are required to measure produce poor results, which in

turn could lead to poor decision making on a probable culture change.

The aim of this proposal is to develop a reliable instrument to measure organisational culture.

Measuring instruments used in previous research will be adapted from literature to work on a

case study based on the academia ofthe Near East University.

1.5 Objectives

General Objective 

general aim of this proposed study is to develop a reliable instrument to measure

,rganisationalculture.

Specific aims of the Iiterature review 

a) To investigate the conceptualisation of organisational culture

b) To explore the dimensions of organisational culture

Specific aim of the empirical study

ıply the measuring instrument developed on the Near East University academia asa case

Proposed seetions/chapters

sections/chapters are intended for the proposed study:

Aims

Organisational Culture

3



Measurement of Organisational Culture

Empirical Study

Conclusions, limitations and recommendations

Cenelusion

Tpts chapter has outlined the background and motivation for the proposed study. Research

clearly indicated that, regardless of the size, sector, industry or age of an organisation, culture

affects performance. From this it was concluded that organisational culture needs to be

managed or changed in order to manage organisational performance. However, the culture of

an organisation needs to be measured and understood first.

The next section is a brief literature review carried out to determine the relationship between

organizational culture and organizational performance from a theoretical perspective

4



· CHAPTER il

llTERATURE REVIEW: ORGANISATIONAL CULTURE

2.1 Intruduetion

1Jıe primary purpose of this chapter is to determine the relationship between organizational

culture and organizational performance from a theoretical perspective. It is essential to

gain an understanding of related research on culture in organizations, the way in which

organizational culture is defıned and the nature of the concept. No defınition of

organizational culture would be complete without knowledge of the dimensions of culture,

how it is created, transmitted and maintained in organizations, its functions and how it is

managed and changed.

is section therefore examines the history of research on organizational culture in order to

nceptualize it. A number of defınitions and characteristics of organizational culture are

so explored. To promote an understanding of the way organizational culture is developed

managed, the role of leadership in organizational culture is investigated.

Background to organizational culture

arch on organizational culture is certainly not a recent development. Prior to the

icaıion of popular books such as Peters and Waterman's in search of excellence,

Theory Z and Deal and Kennedy's Corporate Cultures in the 1980s, there was a

stream of research on cultural phenomena in organizations dating back to the

All this research did not stem from a consistent theoretical perspective but much of

yielded valuable insights that have been signifıcant for the study of organizations

1993). The publication of these works gave more prominence to cultural

5



research in organizations.

A first systematic attempt to understand work organizations in cultural terms occurred in

the late 1920s with the well-known Hawthorne studies. Findings from this research

emphasized the impotence of the culture of a work group, especially the norms relating to

productivity and the attitude of workers towards management. Informal groups of workers

were found to exert considerable control over the behaviour, including the productivity, of

individual group members (Roethlisberger & Dickson, 1975). The norms were found to

have a greater impact on productivity than either technology working conditions (Schuster,

1986).

human relations movement sparked by the Hawthorne studies was directly relevant to

efforts to understand and manage corporate culture (Kilman, Saxton & Serpa,

This raised the hope that organizational studies would become a major field for

plied anthropologists. However, in succeeding years very few of them joined the

neers. In this context, Trice and Beyer (1993) speculate that managers and academics

re not sufficiently receptive to this pioneering work on organizational culture to

regor (1960), in the human side of enterprise, stated that most managers make

srect assumptions about those who work for them. He was among the first to suggest

of the findings on corporate culture, which emanated from the

(1961) in new patterns of management concluded that a genuine interest and an

h concern on the part of the superior in the success and well-being of his her sub­

es have a marked effect on their performance. He emphasized that the need for a

6



corporate culture of cooperation exists and demonstrated that there was a signifıcant

relation between employee attitudes and their performance.

Argyris (1964) made a strong case for reducing the amount of organisational control. Many

constraints placed by organizations on humarı beings are self-defeating to the

organisational goals of effectiveness and effıciency. He recommended that management

develop a climate in which problems could be expressed openly and in which employee

lıostility could be understood and accepted.

Drucker (1973), in Management, observed the reciprocal nature ofthe relationship between

management and culture. He contended that culture should be managed, and management

and managers, in turn, should shape culture.

Porter, Lawler and Hackman (1975) stress that change and development activities in

organizations do not occur in a vacuum. They are always embedded in an existing

organizations climate culture, which has a vital impact on the degree of success of any

fforts to alter improve the organization.

ehi (1981) in They Z suggested that involved workers are the key to increased

oductivity. Pascale and Athos (1981) assert that the prime determinant of success lies in

organization' s management. They call for greater management sophistication in respect

"man-in-organization", but also acknowledge that the effort to alter the managerial

culture will take a long time.

study of organisational culture received a huge boost in the 1980s. Two books, In

eh of excellence (Peters & Waterman, 1982) and They Z (Ouchi, 1981) were widely

rpreted as contending that organisational cultures were important for organisational

uctivity and adaptability. Soon after, two other publications, the art of Japanese

7



management (Pascale & Athos, 1981) and corporate cultures (Deal & Kennedy, 1982),

attracted attention.

Peters and Waterman (1982) assert that the key to productivity is the "systems" within

which employees work. The productivity-through-people concept is supported in a

research study of 1 300 major US organizations. The report concludes that the dominant

theme of US management practice will be the transformation of organisational culture

towards more participative organizations that eınphasis focusing attention on employee

needs as a major corporate strategy (Schuster, 1986).

Pascale (1990) advocates that true growth is fuelled by the habit of inquiry. His study of

successful chief executive offıcers led him to conclude that each problem these men solved

ereated the opportunity to solve the next problem that their last solution had created. They

displayed the characteristic of not just "having-the-answers" but "living-in-the-question".

They asked questions not merely to generate answers but to reveal what is possible. He

argues for an organisational change in which everything should be questioned and for the

,development of mechanisms to correct organisational excesses.

vitalization of the study of organisational culture in recent years was triggered by two

allel developments. üne was the turbulence and diffıculties that US fırms were

eriencing in competing with organizations froın countries with vastly different cultures.

second was a growing realization by some organisational scholars that structural­

nal approaches to understanding organizations missed crucial aspects of how

· zations function and how they affect the lives of their members (Trice & Beyer,

rding to Kilman (1984), situational forces and key individuals shape organisational
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culture. The situational forces are the organization's mission, its setting and what is

required for success, for example, quality, efficiency, reliability, customer service,

innovation, hard work and loyalty. In the formation of an organization, a tremendous

energy is released as employees bring it into being. As the reward systems, policies,

procedures and rules governing work are formally documented, they have more specific

impact on shaping the initial culture by suggesting what behaviours and attitudes are

important for successes.

However, Kilman (1984) and Trice and Beyer (1993) view these situational forces, as

being subordinate to the actions of key individuals such as the founder of the organization

who brings with him her, his her objectives, principles, values and particularly his her

behaviour. These provide important clues to employees about what is really expected of all

rnbers. In carrying on the traditions of the founder, other top executives affect the

ture of the company by their every example. Employees also take note of critical

idents that stem from management action. Incidents like these become the folklore that

ople remember, indicating what the organization really expects and what really count in

:tting ahead, that is, the unwritten rules of the game (Kilman, 1984).

ording to Trice and Beyer (1993), because culture forms around a recognized need, the

ing and the specific task requirements, it may be functional. However, over time, it

omes a separate entity, independent of the initial reasons and incidents that formed it.

an (1984) states that culture becomes distinct from the organizational formal strategy,

ture and reward systems. As long as it continues to be supportive of and in harmony

these formally documented systems, the culture remains in the background.

(1985) adds that because the founder had the agnail idea, he she will typically have

s on how to have the idea fulfilled - that is, biases based on previous cultural

9



experıences and personally traits report a similar process. As a rule, entrepreneurs are

extremely strong-minded about what to do and how to do it. Typically they already have

strong assumptions about the nature of the world, the role their organization will play in

that world, the essence of humarı nature, truth, relationships, time and space. Ten

mechanisms are cited that founders and key leaders use to embed values.

According to Sathe (1985) and Kilman (1984), the design of physical spaces, deliberate

role modelling, explicit reward systems, legends, myths and parables about key people and

events, the things that leaders focus on, measure and control, reactions to critical events

and organisational crises, organisational design and structure, systems and procedures and

used for recruitment and selection, are formal statements of organisational culture.

mechanisms are not equally strong in practice but they can reinforce one another to

the total message more potent than the individual components (Sathe, 1985).

hein (1988) mentions that the roots of organisational culture are to be found in the

ırganization's solution to external and internal problems, which have been found to work

sistently for a group and therefore taught to new members as the correct way to

rceive, think about and feel in relation to these problems. Organizations are to some

gree integrated by basic assumptions about broad humarı issues that embody

damental concepts of time, space and the nature of things.

ganisational members tend to be unconscious of those values and take them for granted

e a group has had enough ofa history to develop a set of basic assumptions about itself.

(1988) maintains that culture is essentially learned through two interactive

hanisms, namely anxiety and pain reduction - the social trauma model and positive

d and reinforcement. This is known as the success model. From the beginning, a

10



group will encounter basic anxiety stemming from uncertainty about whether the group

will serve and be productive and whether the members will be able to work with one

another. Cognitive and social uncertainty is traumatic, leading group members to see ways

of perceiving, thinking and feeling that they can share and make life more predictable

(Schein, 1988). The founder may have his her own preferred ways of solving these

problems but these will only become embedded in the group if it shares in the solutions

and sees how they work. üne of the problems with this leaming mechanism is that once

people leam how to avoid a painful situation, they continue to pursue this course without

testing to see whether the danger still exists. The organization that carefully engineers

everything cannot fınd out whether customers would accept a less well-engineered and less

costly product. Trauma-based leaming is hard to undo because it hinders testing for

changes in the environment (Schein, 1988).

The second learning mechanism, positive reinforcement, implies that people repeat what

and give up what does not (Schein, 1988). He postulates that if a company begins

its founder's belief that the way to succeed is to provide good service to customers

if that action based on that belief succeeds in the marketplace, then the group will leam

repeat whatever worked and gradually to accept this as a shared view of how the world

ally is - thereby creating a piece of its culture. This learning mechanism differs from

uma-based learning in that it produces responses that continually test the environment. It

however, produce behaviour that is extremely resistant to change if the environment is

nsistent, producing success at one time and failure at another (Schein, 1988).

cording to Robbins (1990), an organization's founders are the ultimate source of its

e. They traditionally have a major impact on the establishment of the early culture

ııse they have a vision of what the organization should be. Furthermore the

ization, in its early years, would have been smaller, making it that much easier to

11



adopt the founders' perspective on how things are to be done.

Fillmore (1990) maintains that three primary variables, taken together over time,

dynamically shape an organization's core values. These variables are the strategic business

decisions, the principals' philosophy of management and the employees' shared

experiences. The core values describe the implicit principles that come into existence once

an organization has had a history of interaction. They are the principles that invisibly guide

member behaviour and define an organization's character and style.

The concept of organisational culture

to the individual is what culture is to the organization. It is a hidden but unifying

rce that provides meaning and direction (Green, 1989). In most literature this organisational

rsonally is referred to as organisational culture - that is, a system of shared meaning, the

stem of beliefs and values that ultimately shape employee behaviour.

the literature there is no shortage of defınitions of organisational culture. Bow.er (1966),

cale and Athos (1981), Deal and Kennedy (1982), French and Bell (1984) and Schein

8) share the view that culture can be described as:

• The dominant values espoused by an organization

The philosophy that guides an organization' s policy towards employees and

customers.

Simply the way things are done in an organization.

The basic assumptions and beliefs shared by members of an organization the

12



prevailing pattems of values, attitudes, beliefs, assumptions, expectations, activities,

interactions, norms and sentiments in an organization Smircich (1983), and French

and Bell (1984) mention that there are pattems of beliefs, symbols, rituals, myths and

practices that have evolved over time in every organization. Together these constitute

the culture. However, culture is not simply another variable isolatable component of

organizations. It is what organizations are (Smircich, 1983).

Schein (1988) views organisational culture as comprising of three elements. The most clearly

visible level of culture is its artefacts and creations - that is, the technological output of the

organization, its written and spoken language and its members' overt behaviour. Culture at

this level is visible, but not always decipherable. At a deeper level, Schein (1988) identifıes

values a sense of what ought to be. Values gradually start a process of cognitive

transformation into beliefs and ultimately assumptions that are found at an even deeper level

of consciousness (Schein, 1988). If the espoused values are reasonably congruent with the

mıderiying assumptions, then the articulation of those values into a philosophy of operating

can be helpful in bringing the group together, serving as a source of identity and core mission.

nıinn (1988) defı.nes organisational culture as the set of values and assumptions that underlie

e statement: "This is how we do things around here." Although cultures tend to vary

nsiderably, they share the common characteristic of providing integration of effort in one

ection, while often precluding the possibility of moving into another direction.

ganisational culture is also defı.ned as a social force that controls patterns of organisational

haviour by shaping members' cognitions and perceptions of meanings and realities,

viding affective energy for mobilization, and identifying who belongs and does not (Ott,

i..iuıtuıc; is the commonly held and relatively stable beliefs, attitudes and values that exist in an

13



organization (Williaıns, Dobson & Walters, 1990). Organisational culture is the pattemed way

of thinking, feeling and reacting that exists in an organisation its sub sects (Tosi, Rizzo &

Carrol, 1990).

According to Denison (1990), organisational culture refers to the underlying values, beliefs

and principles that serve asa foundation foran organization's management system as well as

the set of management practices and behaviours that both exemplify and reinforce those basic

principles. These principles and practices endure because they havegneaning.for the members

organization (Denison, 1990).

ite ( 1991) maintains that the culture of an organization refers to the behavioür pattems and

dards that bind it together, and that it should not be confused with clirnate, whichis the

rt-terrn rnood of the organization. Culture is the surn of behaviour pattems, and is built up

r and Heskett (1992) view organisational culture as having two levels that differ in terrns

ir visibility and resistance to change. At the deeper level, culture refers to values that are

by people in a group and that tend to persist over time. At the rnore visible level,

,·e represents the behaviour pattems style of an organization that new employees are

atically encouraged to follow.

(1992) states that organisational culture creates comrnon understandings arnong

rs about what the organization is and how its rnernbers should behave. Drennan (1992)

organization culture as how things are being done in organizations. It is what is

organization, the habits, the prevailing attitudes, and the grown-up pattem of

defines organisational culture as those aspects of an organization that give it

14



a particular cliınate feel. Culture is to an organization what personally is to an individual. It is

that distinctive constellation of beliefs, values, work styles and relationships that distinguish

one organization froın another. Green (1989) adds the perspective of organisational culture as

hidden but unifying force that provides ıneaning and direction, This organisational

ersonally is referred to as organisational culture that is a systeın .of .shared ıııı;;uııııı~,

steın ofbeliefs and values that ultiınately shape eınployee or behaviour.

these defınitions, however, have a central theıne, naınely that organisational culture

a systeın of shared ıneaning, the prevailing background fabric

oscriptions for behaviour, the systeın of beliefs and values and the lwııuvıvıa;

organization together with the accepted approaches to these.

and

Characteristies and funetions of organlsatlonal culture

ture with a utilitarian perspective on culture refers to it as activities proper to the

·sation, as a ınode of action activity by which culture fulfıls its purpose (Schein, 1988;

& Starke, 1988). Gray and Starke (1988) name seven characteristics of organisational

Rites and cereınonies. These are occasions that draw attention to specifıc

cultural events that have ıneaning for the organisation.

Norıns. The defıning aspect of a culture is the norıns of behaviour that are

forıned and reinforced. Norıns are created by the dominant forces in the culture and

perpetuated through forınal and inforınal reward systeıns.

Syınbols are ınethods of coınınunication used by cultures to reinforce

norıns. Syınbols coınınunicate subtle ınessages.

Cultural ınyths are the folklore of organisational cultures. Most ıneınbers of
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the culture have a sty about an event that communicates an important piece of

inforınation about the culture.

5. Socialisation process. Socialisation is the process by which new members of the

culture are taught the norıns of the culture and inducted into it. This process may be

forınal (e.g. training programmes) inforınal (e.g. leaming the ropes from co-workers).

6. Language. Language is a common distinguishing fact among cultures.

Specifıc terminologies, phrases and buzzwords develop

accepted behaviour pattems.

7. Taboos. Taboos are undesirable norms, that is, attitudes and behaviours not

cultures establish

condoned by the culture.

six distinct, yet similar signifıcant characteristics of

Philosophy. There are policies setting out the organisation's beliefs about how

employees/customers should be treated.

Dominant values. There are important values that the organisation advocates and

expects members to share, such as high product quality, low absenteeism and first-rate

effıciency.

Norıns. Organisational members adhere to standards of behaviour including

guidelines on how much work to produce.

climate. This is the overall "feeling" that is conveyed by the

layout, the way in which members interact and the way in which

of the organisation conduct themselves in the presence of customers other

behavioural regularities. In their interaction with one another,
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organisational members use common language, terminology and rituals related

to deference and demeanour.

6. Rules. There are strict guidelines on getting along in the organisation.

Newcomers must learn these in order to be accepted as full-fledged members of the

group.

Diamond (1993) cites organisational culture as the product of social invention and interaction

is influenced by organisational history, artefacts, physical space, architectural design,

gree of formality, social control involving professional and institutional modes of

ialisation, shared symbols and meanings found in rituals and myths,

ership, personalities, espoused and practised norms and values and

osophies, groups as subcultures, host cultures and, fınally, humour and play at work,

yet another perspective, Trice and Beyer (1993) identifıed six characteristics

Historically based. Cultures can not be divorced :from their histories and they do not

arise ovemight. To develop a culture, people need to spend time together to interact

and share with one another common uncertainties and ways of coping with them.

charged. Because cultures help to manage anxieties, their

substance and forms are infused with emotion and meaning. People tend to cling to

ıv.ıLa.uıı.ııı"u ideologies and practices because they seem to make the future predictable

making it conform to the past. When ideologies and cultural practices are

uvrn,u, their adherents react emotionally.

Individuals acting on their own cannot produce cultures. They

·ginate as individuals interact with one another. Individuals may devise specifıc
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ways of doing things but until these come to be collectively accepted and put into

practice they are not part ofa culture.

4. Dynamic. While cultures create continuity and persist across generations of

members, they are not static but dynamic. Cultures continually change for a

variety of reasons.

5. Symbolic. To assert that cultures are symbolic is to emphasise the expressive

rather than the technical and practical side of human behaviour. Symbolism

plays a vital role in cultural communication and expression because sôniethings often

stand f other things.

6. Fuzzy. Not only are cultures inherently symbolic, they are also fuıidanientally

fuzzy. Modem organisations operate in uncertain and confusing en.virôrınie:tits,

and this, in turu, causes imperfect cultural transmissions. Another source öf

fuzziness is that many subculture influences in organisations emanate from

occupational groups with different work-related uncertainties and experiences.

(1988) pinpoints three functions that are fulfılled by organisational culture. Firstly, it

a role in solving the organisation's problems related to survival. The problems of

adaptation specify the coping cycle that any system must be able. to maintain in

n to its changing environment. According to Schein (1988) the problems of survival in

ext of extemal adaptation are as follows:

Mission and strategy. These entail obtaining a shared understanding of the core

llll""ıvu, primary task and manifest and latent functions.

Consensus on goals as derived from the core mission needs to develop.

l'Wleans. Consensus needs to be reached on the means to be used to attain the goals

as organisational structure, division of labour, reward system and authority
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system.

• Measurement. Consensus must be developed on the criteria to be use din measuring

how well the group is doing in meeting its goals such as the inforrnation and control

system.

• Correction. Consensus is necessary on the appropriate remedial repair strategies to be

used if goals are not being met.

Secondly, culture plays a role in solving the organisation's problem regarding the integration

its intemal processes to ensure the capacity to continue to adapt and survive (Schein, 1988)

intemal issues that the organisation needs to deal with are as follows:

• Ideology and "religion". Every organisation faces unexplainable events to which

meaning should be attributed so that members can respond to them and avoid the

anxiety of dealing with the unexplainable and uncontrollable.

• Power and status. Every organisation must deterrnine its pecking order, its

criteria and rules on how one gains, maintains and loses power. Consensus in

this area is crucial to help members manage feelings of aggression.

Rewards and punishrnents. Every group has to know what its heroic and sinful

behaviours are, what is rewarded and what is punished.

Group boundaries and criteria for inclusion and exclusion. An important area of

culture is the shared consensus on who is in and who is out, and the criteria that

deterrnine membership.

ornrnon language and conceptual categories. Members have to communicate and

erstand each other. If they cannot, a group is impossible by defınition.

acy, friendship and love. Every organisation must deterrnine its rules of the

.e for peer relationships, relationships between the sexes and the manner in which
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'.c/

openness and intimacy should be handled in the context of managing the

organisation's tasks.

Thirdly, culture does more than solve intemal and extemal problems. It also serves the basic

function of reducing the anxiety that humans experience when they are faced with cognitive

encertainty overload. It provides a system for sting out from the mass of input, those things

must be attended to and a set of criteria for reacting to them (Schein, 1988).

(1989) identified four functions of culture. Firstly, it provides shared pattems of cognitive

rpretations so that organisational members know how they .are expected to act and think.

ondly, it also provides shared pattems of affect, an emotional sense of involvement and

itment to organisational values and mal codes so that members know what they are

ted to value and how they are expected to feel. Thirdly, culture defines boundaries

· g identification of members and non-members. Finally, culture operates as an

sational control mechanism, prescribing and prohibiting certain behaviours - adding to

s' perceived confusion regarding organisational culture, the concept of organisational

is often used to describe culture. To demystify organisational culture, it is essential to

differences between organisational culture and climate.

anlsaücnal eulture and leadership 

into effective organisations Ball and Ashbury (1989) have found that leaders

organizations; they are intrepid inspects relying on inspection and expectations;

people with excitement; they get their hands dirty at the coalface; they blaze the

g out business opportunities; they push their people to the extreme; they focus

ention on what they want; they unite the organisation around a vision of the

communıcaıc constantly; and they draw and keep top people around them. Schein
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(1992) maintains that the unique :function of leadership that distinguishes it from management

and administration is the concem for creating, embedding and managing culture in the

organisation.

These are examples of processes that Trice and Beyer (1993) refer to when they state that

organisational cultures are created when leaders set social processes in motion to achieve

their visions of what their organisations should be like and what they should attempt to

The relationship between organisatıenal cnltnre and organisational 

Performance

· son (2002) maintains that, despite all the research and interventions developed over the

s, much is said about organisational culture but little is still understood about how to

corporate culture has been thought as essential to business success in these turbulent

until recently, little proof of the link between the culture of a company and its

(1997) initiated a study aimed at confırming the Denison They of organisational

e and Effectiveness and understanding more about how specific culture traits affect

c perforınance facts. Fisher (1997) labels the Denison model as more than a survey. It

sitioned as a tool that can help organisations, divisions and teams, and the individuals

· each, to attain the following:

• a baseline assessment of current cultural strengths and weaknesses

• An understanding of current culture relative to high-perforıning organisations-
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within a norm base of over 4 000 American companies

• A benchmark against which to target change effects - relative to specific

desired performance

• Clear prioritisation of short-, mid- and long-term change efforts - relative to the

results sought for each ofthese time frames

• An understanding of bottom-line-related performance (profitability,

sales/revenue growth, market share, quality, innovation and employee satisfaction)

with direct links to cultural elements which may be supporting hindering these

performance areas.

• The development of individual leaders who can support and sustain the

desired benchmarked culture.

• A shared understanding, a shared language and shared expectations of

culture and its implications for both individual and group results.

• An understanding and trisection of culture as a business oriented, behavioural,

tangible and results-oriented mechanism - as opposed to the intangible,

cumbersome and often diffıcult to implement notions of culture (refer also

Denison, 1995)

also clarified how culture strength (organisation-wide agreement about culture)

organisational performance and judged the validity of using perceived qualitative

performance to predict perceived financial corporate performance. The study

ey methodology to examine the culture-performance link in 60 companies of

mdustries, sizes and sects. The culture of each company was measured through

n by employees on four culture traits - involvement, consistency, adaptability and

,..d.J.vrnıa.ıı,.,..., was measured through perceptions of top managers in each company
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regarding profitability/retum-on-assets (ROA), sales/revenue growth, market share quality of

products and services, product development/innovation and employee satisfaction.

Findings showed that there is a relationship between an organisation's culture and its

perceived performance. It indicated clarity on the issue that there might be a relationship

between an organisation's culture strength and its perceived performance. The study indicated

that perceived qualitative performance facts in an organisation serve to predict its perceived

financial performance facts. The Denison they was confirmed and the use of perceptions of

top managers to measure actual corporate performance was validated (Fisher, 1997).

ality and employee satisfaction were the performance facts most heavily impacted by

ture traits; however, post hoc analysis showed that each of these so-called "sofi" measures

re correlated with the "hard" facts of profitability/ROA and sales/revenue growth. These

dings offer a strong argument for business leaders to improve fınancial performance, such

profitability and sales/revenue growth, by focusing on improvement of qualitative

örmance facts such as quality and employee satisfaction (Fisher, 1997).

analysis showed that higher levels of the mission trait in an organisation to some

predicted higher performance in fi.ve of six performance areas; the involvement trait

d performance in four of six areas; the adaptability trait predicted performance in

six areas and the consistency trait predicted performance in two of six areas. Fisher

states that it is therefore clear that business leaders setting out to improve their

's performance might be best served by fırst focusing on mission and involvement.

performance in all indicated areas, however, development in all four the culture

must ultimately occur. Where most organisational culture models tend to ignore the
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basic paradoxes faced by businesses and their leaders, the Denison organisational Culture

Model embraces the deep challenges of leadership familiar to most business leaders today.

Contemporary business leaders need both higher quality and lower cost. They need precision

and speed, growth and effıciency. They need to please both shareholders and employees; both

regulate and customers - even when serving one appear to hurt the other (Denison, 1996).

hard really is that business leaders have to pay attention to the inside and the outside of

businesses; to the short term and the long term; to things that provide focus and

ecision; and to things that offer flexibility and fluidity. Denison's (1996) model reflects this

• Missi on represents external focus and supports stability.

• Involvement represents intemal focus and supports flexibility.

• Adaptability represents extemal focus and supports flexibility.

• Consistency represents intemal focus and supports stability.

on's (1996) research shows that the highest-performing companies are those that show

in all four areas. In other words, they have developed cultures that fully address the

xical demands facing them. They are crystal clear about why they exist and where

going (mission). Their people embrace this defıned direction, have line of sight

to company goals, and bring the full complement of their skills to their work

snent}. They hear what their customers want or understand customer needs enough

customers to new products/services, and they are able to leam what is needed to

changing marketplace demands (adaptability). And they have systems, structures

sses in place to help align them as a company, while being both effıcient and

producing results (consistency) (Fisher, 2000). The fındings also show that there
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are relationships between individual culture traits and specifıc performance measures, as

can be seen in table 2. 1.

TABLE 2.1: Denison's fmdings on the relationship between individuai culture traits

and performanee measures (adapted from Denison & Neale,1996)

Specifıc performance measures

Profitability I Revenue Market

share

Innovation 1Qua1ityôf ••ıEmployee
products and .. satisfaction

service
/retum

assets

onjgrowth/

sales

growth

supported supported supported supported supported 1 suppöıi:edby

by by by by by

Mission Mission Mission [Mission]

Involvement Involvement Involvement Involvement

Adaptability Adaptability Adaptability Adaptability Adaptability

Consistency Consistency Consistency

nue growth and market share (both extemally oriented performance measures) are

orted by the ex.temallyoriented cultural traits of mission and adaptability. Usually and

satisfaction (intemally oriented performance measures) are supported by the

in culture traits of involvement and consistency. Innovation (performance

e related to flexibility) is supported by the flexibility-enhancing culture traits of

vement and adaptability. The performance measure of profıtability, by far the most

ehensive and complex measure of business performance, is supported by strength in

cultural areas (Denison & Neale, 1996),
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Findings of research conducted by Fisher in 1997 confırmed Denison's fındings, and also

extend the fındings towards understanding what creates success in modern businesses.

These fındings revealed the following (Fisher, 2000):

• Mission alone, as a singular cultural fact, affects the greatest number of

bottom-line performance measures in a company. If a company is thus simply clear

on why it exists and has a vision, goals and strategies that are embraced throughout

the company, fıve ofthe six performance facts can be affected.

• Involvement is the second most important culture trait, affecting four of the six

performance measures (all except market share and sales growth).

• Adapt affects three ofthe six (sales growth, market share and innovation).

• Consistency affects two of the six (quality and employee satisfaction).

Cenclusien

chapter has discussed a brief review on organisational culture. The next section will

a conceptual/theoretical framework to be used for the proposed study.
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CHAPTER 111

THEORETICAL FRAMEWORK

3.1 Introduction

This chapter introduces the conceptual model to be used in the proposed study (Schein's

1988).

3.2 A conceptual model of organisational culture

In order to develop a clear understanding of what exactly the term "organisationai

culture" means for the purposed study, it is necessary to turu to Schein's (1988)

conceptualisationof organisational culture.

Ott (1989) maintains that Schein's three-level model provides the most useful typology

published to date for classifying elements of organisational culture into useable

groupings. Notwithstanding the fact that a number of authors have acknowledged and

,u.ııı~vu this typology in their work, the literature on organisational culture is generally

well grounded in systematic they and research. Work on the subject tends to be

scriptive without a correspondingemphasis on prescription (Sathe, 1985).

'igure3. 1 depicts Schein's model as amended by a number of authors. From the fıgure, it

evident that level lA of organisational culture includes artefacts such as an

ganisation's written and spoken language and jargon, offıce layouts and arrangements,

anisational structure, dress codes, technology and behavioural norms. According to
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Davis (1984), it is relatively easy to collect information about various artefacts because

they are tangible.

Sathe (1985) describes artefacts as easy to observe but diffıcult to interpret without an

understanding of the other levels. He maintains that this level represents the slice of

cultural reality in which most researchers have been interested. He denotes this level by

the terms "organisational behaviour patterns" and "behaviour".

Ott (1989) has added a level lB, patterns of behaviour, to Schein's model. Martin and

Siehl (1983) fırst proposed this distinction, and labelled it "management practices". Ott

(1989) prefers the broader phrase, patterns of behaviour, norms, which include such

elements of organisational culture as habits, patterns of behaviour, norms, rites and

rituals. These elements are consistent with the later defıned concept of culture and do not

appear to violate Schein'sconceptualisation.

3.1 Schein's model of organisational culture

Level 1 A: Artefacts

Technology Art

Level 1 B: Pattems ofbehaviour

Familiar management tasks Visible

and audible behaviourpattems Norms

i
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Level 2: Values

Testable in the physical environrnent

Testable only by social consensus

t
Level 3: Basic Assurnptions

Relationship to environrnentNature

of reality tirnes and space Nature of

hurnan nature of hurnan activity

Nature of hurnan relationships

Level 2 reveals how ernployees cornrnunicate,explain, rationalise and justify what they

say and do - how they rnake sense of the fırst level of culture. In addition to beliefs and

values, level 2 constructs of organisational culture include ethos, philosophies,

ideologies, ethics and attitudes. Level 2 elernents of organisational culture appear to

JLc.uıı.:;;:,ı.:;rn the true organisational culture and several theists have in fact labelled it as

These elements, however, do not provide accurate inforrnationabout a true culture

ucı.,uu;:,ı.:; of prevalent incongruence between "espoused values" and "values-in-use'' in

ganisatiorıs,Espoused values often serve important syrnbolicfunctions and rnay rernain

an organisation for extended periods of time even though they are incongruent with

ues-in-use (Schein, 1988).
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Level 2 elernents of organisational culture often yield espoused values - what ernployees

will say - rather than values-in-use, which can be used to predict what people, will do

(Ott, 1989).

Level 3 of organisational culture consists of basic underlying assurnptions, which

according to Schein (1992), have becorne taken for granted to such an extent that one

finds little variation in a cultural unit. These basic assurnptions have rnoved out of

rnernbers' conscious into their preconscious because they have yielded successful results

repeatedly over time.

Irnportant distinctions need to be rnade between beliefs and basic assurnptions. First,

beliefs are conscious and can thus be identified without too rnuch diffıculty. Basic

assurnptions, on the other hand, are likely to have dropped out of awareness -they are

there but have rnoved back into the recesses of the rnind. Secondly, beliefs are cognitions,

whereas basic assumptions include not only beliefs but also perceptions (interpretations

cognitions) and values and feelings (affects). Basic assumptions can thus be thought of

a comprehensive, but out-of-conscious system of beliefs, perceptions and values that

tually guide behaviour, that tel1 group members how to perceive, think about and feel

out things (Schein, 1988).

in the case of beliefs and values, basic assumptions can be about almost anything that

olves the organisation's relationship with its environment, such as its views of its

t' s customers, its cornpetitive celebrative posture in the marketplace among other

rnrnent agencies, its openness to using technology frorn other industries to solve
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problems. Assumptions can also be about almost anything related to an organisation's

internal integration process such as the essence of human nature, the nature of human

activity and the nature ofhuman relationships (Ott, 1989).

To investigate the impact leaders in organisations have on organisational culture, it is

necessary to state Bali and Ashbury's (1989) statement that leadership is about mastering

corporate destiny, liberating human potential, bringing in the new and building strong

cultures.

3.3 Conelusion

This chapter has presented the conceptual framework to be used for the proposed study.

The next section will discuss the methodology to be adopted.
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CHAPTERIV

METHODOLOGY

4.1 Introducüon

This chapter sets out the methodologyto be adopted for the aims ofthe proposed study.

4.2 Researeh method

The proposed study will be divided into two phases, namely a literature review and an

empirical study.

4.2.1 Lfterature review

This will be carried out by means of a qualitative literature review to determine how

organisational culture is defıned and the dimensionsunderlying culture.

4.2.2 Empirical study

is involve the development of a measuring instrument to measure organisational

Iture and a quantitative investigation into the culture of the academia at the NearEast

Population and sample

e population will consist of all the full-time academia employed at the Near East

iversity which consists of 32 lecturers from different departments. Since each member

academia will be sent a quastionnaire to participate in the survey, the sampling
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method can be described as random (Mouton, 1996). Each member ofthe academia may

choosewhether or not to complete the questionnaire,however, encouraged.

4.4 Questionnaire 

The questionnaire consists of two main parts. Part one consists of demographicquestions

and ·· part two consists of 4 major categories which are involvement, consistency,

adaptability and mission. Under involvement the sub categories are empowerment, team

orientation and capability. Under consistency the sub categories are core values,

agreement, coordination and integration. Adaptability consists of creating change,

customer focus and organization leaming. Mission consists of strategic diretion and inten,

objectivesand goals and vision

4.5 Data processing 

The questionnaires will be scored, analysed and interpreted electronically by means of

the SPSS software. Accepted statistical means will be used to provide <lata on the

descriptive statistics ofthe sample and the results ofthe study.

Conclusion 

This chapter has discussed the methodological steps to be followed by the proposed

study. Two main steps of the literature review and the measuring instrument to be

the proposed empirical investigationswere highlighted.



CHAPTERV

RESEARCH RESUL TS AND ANALSES

5.1 Part 1

5.1.1 . Demographic Questions

Gen der
- -- ·-- .. ···-···- ··-- -···········-···--···········-·····-·-·······--·-·-.. -·-·-········---··--··-·-· --······---·-1

; 1
lze 1

1 1
1 'i 15 ı

1 os,m of Female 1

1
5 / 1

·~~ !

' ·- ····-······ ... ···--···-··--- ··-··-·· T~~-:-~----· -----····· ·········-····--··· -···--··-- ... - ····--·--······-·· --·····-
Graph 5.1

Table 5.1

In my survey, there were 20 male and 12 female instructors
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Age
···-------- .........._.._ ..__________________...._ ............................. ___________ ...........................

12

10

8

6

4

2

o
20 • 30 30-40 over40

···-·-----------..- ......•.........••...........•........._.

Graph 5.2

Sumofmale

ill., Sum of fernale

Table 5.2

age range of 20 to 30 there were 10 male and O female instructors while there was a balance of 6
ctors in the age range of 30 to 40 but in the range of over 40 male instructors were less to female
ctors on a 4 to 6.

Title

il Male

ııFenıale

ı - ---·-····-------·--·-·T·

Prnf or, or,

Graph 5.3
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Table 5.3

Based on the survey, Our University hasa total of20 male instructors ofwlıich 8 ofthem are Assistant
Professors, no Associate Professor and Professor Doctor and 12 Doctors. There were 12 female
instructors of which 4 of them are Assistant Professors, 4 Associate Professor, O Professor Doctor and 4

Department 

8 ., .. - _. _, ..__ .

6·+ a.a ••,-- ••··-·-·-·-· •••- •••• ,,••••••••••••••• ,_ ••••••• - •••• --- ••--1

4

ı
o

ıııımale

mHema!e

Cornputer
Engineering

aussıness and
Economics

Electrica! 81 Engiish Teaching
Electronk

Erıgineering

Tourism

Graph 5.4

Table 5.4

uter Engineering tlıere were 5 male and 1 female instructor, Business and Economics had 4 male
ale instructors, Electrical and Electronic Engineering had 7 male and 1 female instructor,

Teaching had 2 male and 4 female instructors and Tourism had 2 male and 1 female instructor.
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Number ofYears at Near East University
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Graph 5.5

Table 5.5

male and four female instructors having experience between one to two years at the university while 6
and no female instructors were having experience between three to five years .and' from six to ten

s there were six male and female instructors and only two male and female instructors had experience
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5.2 PART2

5.2.1 INVOLVMENT

5:2.1.1 Empowerment

Most NEU Lectures are highly involved in their jobs

10··,··--··········-··-·-······-·--··-··--··--··2-··-···-···--··-·-··-·-·---·--··--·--·--·······--··---·---····-·---·---·-·-------·-·-------·-·-·-·--------·--·---·------·-·-·--··

8-~------··----·-···-·--------·-··-------·----·--·----·--··----···-··-·--··-···---·-··-----------···----···-·--··-ı

6 !················-······································· -············---·

4··İ···---···---·······--·--·-···-------·--··--·----·----·--········---····----·······------····----··-··-·ı

ı 1
o

lillMale

!ifil Female

Strongly
Disagree

Disagree Norıe/Normal Agree Strongiy Agree

Graph 5.6

Table 5.6

ne of the participants strongly disagreed that they are highly involved in their jobs, two male
ctors disagreed that they were highly involved in their jobs, six male and female instnıctors were
y involved in their jobs and eight males and six females agree that they are highly involved in their
and only four males strongly agreed.
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Information at the NEU is widely shared & everyone has access to it

10--,-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

8+------------------------------------------------------------------~-ı

fı -+---------------------------------------------------------,

4 -!-------------------------------------------1 ti Male

&1, Female

stronglv
Disagree

Dlsagree None/Normal Agree Strongly Agree

Graph 5.7

Table 5.7

male and female instructors equally strongly disagree that information is widely shared and
one has access to it while six. males and four females disagree. Eight males and six. female agreed

mformation is widely shared and everyone has access to it normally. Only four males a.greedthat
ation was widely shared and everyone has access to it while no one strönğly agreed,
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5.2.1.2 Team Orientation 

Team work is used to get the work done rather tharii11.dividualeffort

1: :; :._ ...:: ...:.. -.:-· ·-··:~::·::_·:·:: ... ~.:::::·:-.... ···········-···········-·--···, --- -·-····-· -·---~--------···
6 ··f··-····-·-··-····-···-········· ........• ·-- --··- - -

4

z
o

mıı Male

tııı Fema!e

Stırorıgly
Dlsagree

Disagree None/Normal Agree Strongly Agree

Graph 5.8

Table 5.8

y four males strongly disagreed on team workwhile six females disagreed and eight males and four
es didn't see team work to get the work done, while only six males agreed and two males and
es strongly agreed.

People work like they are part ofthe team

lllllMale

Wli! Fema!e

Strnrıg!y
Disagree

Dlsagree None/Normal Agree Strorıgly Agree

Graph 5.9

40



Table 5.9

Only four males strongly disagreed that people work like that are part of the team, two males an.dgi:,c
females disagreed on that. Eight males and four females thought it was normal that people wo~kedlilce
that were apart ofthe team, four males and two females agreed that people worked asa team and only
two male strongly agreed.

Capability Development 

Problems often arise because we do not have enough training

15 ···--------------------·---···-··---·· ------------------ --·--------------··--------- ----------------------·------------------------- . ----------------------·-· ·- ....ı,;, ı

10 i----------------------------------·-----------------

5 +--- --·-- -- ---·--- ---------~ li!Male

------,----------- ----·-·---·· ,"·---- ·----,-----------------·--,
Strongiy Agree

fJll Female

Strorııgly
Disagree

Norıe/Norma! AgıreeDisagree

Graph 5.10

Table 5.10
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Only two males strongly disagreed that problems often aroused because we did not have enough training,
ten males and six females disagreed and only two males thought that sometimes problems aroused
because we did not have enough training. Six males and four females agreed that problems arouse
because they did not have enough training to handle problems and only two males strongly agreed

There is continuous investment in the skills of lectures

12 ..•................. ·.- , -,- -- -, ,_, .. ,_

10 ..1... ....................•..............................................•..•.....................•..................

8 + -, _.

!!N!Male
6 -r-.. -- ,- ,__,,, -.

4 ·+ .._ .. , ,_, .. , _.. , .. ,_ .. , . ,ılFernale

2+

o -+.. - .. ,.. ,- - ..,.. .._,, _

Strongly
Disagree

Disagree None/Normal Agree Strongly Agree

Graph 5.11

Table 5.11

ofthe instructors strongly disagreed that there is continuous investment in the skills oflectures,
only four females disagreed and ten males and 2 females thought it was normal. Eight males and six

agreed that there was a continuous investment in the skills of lectures, two males and females
agreed.
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5.2.2 Consistency

5.2.2.1 Core Values

There is a clear and consistent set ofvalues to do work
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Graph 5.12

Table 5.12

.e of the instructors thought that there is a clean and consistent set of values to do work. Four males
females thought that there is a clean and consistent set ofvalue to do work, ten males and eight

.es normally thought that there is a clear and consistent set of values to do work and only six males
d.
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There is a characteristics management style that is predictable at all times
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Table 5.13

e and female instructors strongly disagreed that there is a characteristics management style that is
.ble at all times while only four males disagreed and twelve males and six females thought that
s normal characteristics management style that is predictable at all times. Only four females

and two males strongly agreed.
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5.2.2.2 Agreement

There is a "strong" culture
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Table 5.14

males and females strongly disagreed on the idea that there was a strong culture and only two males
eed while twelve males and eight females that strong culture did not bother them. Two females

eed and four males strongly agreed.
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it is easy to reach consensus, even on different points ofview
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Table 5.15

males strongly disagreed that it was easy to reach consensus, even on different poin.tsofview and
males and four females disagreed. There was a balance of six males and females who thought it was

al and only six males agreed on it and two females strongly agreed.
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5.2.2.3 Coordination and integration 

Working with someone from another department has always been easy
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Table 5.16

ere were four males who strongly disagreed that working with someone from another department has
ys been easy and ten males disagreed on that, two males and eight females said it was normal and
males and females agreed while no one strongly agreed.
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There is good alignment of goals across faculties and departınent
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TableS.17

y two males strongly disagreed that there was a good alignment of goals across faculties and
artment, while ten males and two females disagreed and four males aııd eiğhtferiıales said it'was

amal. Two males and females strongly agreed while only two males stroııglfağreed.
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5.2.3 Adaptability

5.2.3.1 Creating change

We respond well to competitors and other challenges
! 15 . ---·--··-· . _, . - .... l
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Graph 5.18

Table 5.18

one strongly disagreed that we responded well to competitors and other challenge, two males and
es disagreed where as ten males and six females said it was normal. Six males and four females

ed that they responded well to competitors and other challenge. Only two males said that they
gly agree.
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New and improved ways to work continually
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Table 5.19

o females disagreed that there were new and improved ways to work continually while six males and
ales said it was normal and ten males and four females agreed and only four males strongly agreed.
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5.2.3.2 Customer Focus 

Students input directly influence our decisions
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Graph 5.20

Table 5.20

Four males and two females disagree that student input influenced their decisions whereas six males and
10 females said that it sometimes effected their decisions and eight males said they.agreed-onthe idea and
two males said that they strongly agreed.
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All members have a deep understanding of students
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Table 5.21

Two male instructors strongly disagreed that they have a deep understanding of students while föur male
and female instructors disagreed and eight males and six females said they sometimes understood the
understandings of the students where are four males and six females agreed and only two males strongly
agreed.
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5.2.3.3 Organization Learnlng

Learning is an important objective of our university lecturers
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Table 5.22

Only four males disagreed that leaming was an important objective of our university lecturers where as
four males and two females thought it was normal and six males and eight females agreed that the
:important objective was to learn and four males and two females strongly agreed.
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We view failure as an opportunity for learning
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Table 5.23

Two females strongly disagreed that they viewed failure as an opportunity for learning and eight males
and two fenıales disagreed and eight males and four fenıales said it was normal where as twöriıales aııd

fenıales agreed and strongly agreed.
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5.2.4 Mission 

5.2.4.1 Strategic direction and intent 

There is a long term purpose and direction in our departınent
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Table 5.24

Only two male instructors strongly disagreed that their department has a long term purpose and direction.
Six males and two females disagreed. Four males and two females said it was normal where as four males
and six females agreed and four males and two females strongly agreed.
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Table 5.25

Two male instructors strongly disagreed on the idea while six males and four females disagreed and six
males and two females said that sometimes the university strategies helped other universities while three
males and six females agreed and only three males strongly agreed.

5.2.4.2 Objectives and goals

People understand what needs to be done for their work
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Table 5.26

Only two males strongly disagreed on the question and six males disagreed on it. Two males and six
females said it had no impact while four males and females agreed and six males and two females
strongly agreed that people needed to understand what needs for their work to be done.

There is widespread agreement about goals
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Table 5.27

No one strongly disagreed from male and female, six male and four female instructors disagreed that
there is a widespread agreement about goals while six males and two females said it was normal and eight
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males and six females agreed that there was a widespread agreenıentabout goals and no one strongly

agreed.

5.2.4.3 Vision 

We have shared vision of what
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Table 5.28

None of the instructors strongly disagreed while four males and females disagreed that have shared vision
of what NEU stands for while eight males said it was normal and six males and eight females agreed and
only two males strongly agreed.
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Management ofNEU hasa long term viewpoint
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Table 5.29

Two male and female instructors strongly disagreed and disagree that the managementofNEP has a\loiıg
term view point. Only four males said it was normal and eight males and six fe1I1alesa.~~~gllllgi@·ı.ı:
males and two females strongly agreed that the management ofNEU has a long term view point.

59



CHAPTERVI

CONCLUSIONS

6J. Introduction 

The chapter summarizes the general topic of the proposed research, recommendation,

general conclusion and its limitations.

6.2 Organisational eulture and performance 

Research clearly indicated that regardless of the size, sector, industry or age of a

business, culture affects performance. If organisational culture directly affects

performance, it was concluded essential that the instrument being used to measure culture

in the organisation should be reliable.

6.3 Conclusion for the results

Based on the results from the questionnaire, In Near East University, .. there, <is

empowerment at a large scale; empowerment means to give power or allthoriw to Jh~
instructors. This means that all the instructors are involved in the deçision)nıa.!<ll}g

process and information is shared among the instructors.
Team orientation which one of the most important thing in an organization,it means that

the employees can work as a cooperative unit and agree on the same ideas and goals was

also surveyed. Mest people like to work asa team than to workalone. 'The. instructors in

this university also like to work together as a team so that they may .achieve more yet at

the same time some of them do not work like they are a part ofa team but rather work as

an individual. ·

Capability development, the quality of being capable physically or intellectually of

improving by expanding or enlarging or refıning in other words the ability to gain
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tlırough experience has an important role in the organization. in Near East University,

most ot tne problems tlıat arise are not due to lack of enough training but because most of

the prob\ems are non occurrence problems that usually occur very rarely, more over ıhere

is a constant investment in the skills of lectures. 

in tlıe second section of tlıe questionnaire, consistency which means the property of

holding sometlıing togetlıer and retaining its outline, we have core va\ues which are tlıe

basic beliefs of an organization on which it stands, almost everyone has a clear and

consistent set of values and tlıey belief in the same basic values and tlıe decisions taken

by tlıe management is always predictable since there is a consistency in tlıe management.

Agreement, there is a harmony in the opinions of the instructors but most of tlıe

instructors has a hard time to reach an agreement when tlıey have different views of point

which would seem normal since most people cannot come to an agreement when most of

their views do not meet.

Coordination and integration, The skillful and effective interaction of movements and

tlıe act of combining into an integral whole which means that a job is carefully

coordinated or carried out so that ınere may be no error or as little as possible and to be

able to integrate or combine tlıe job togetlıer. Working togetlıer from people from

anotlıer departınent has heen generally low since most of tlıe departınent has almost

different vıews and at tlıe same time there isn't a good alignment across tlıe fatu\ties and

departments in Near East University 

The third section of the questionnaire which is adaptability or the ability to change or be

changed to fit chaııged circumstances. Creating a change is .important to an organization

so that people might not be doing the same tlıings over and over.again. in tlıis university,

there is constant change so that the instructors may not be doing the same things over and

over again and so tlıat they can adap! to different situations and environments. The

instructors in tlıis university can respond very well to competitor and other challenges
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Customer focus, one the most important things in the organization is to focus on the

customer needs because that is the thing that keeps an organization its customers, if the

customers are happy the organization can prosper if the customers are not satisfıed the

organization can see its self to put up the shutters in the near future if they continue to

treat the customers defıciently, In Near East University the customers are students,

students have an impact on the decisi on of the instructors and most of the members have

an understanding of what the students want and need.

Organization leaming is another important object, to educated the employees of an

organization is an important process in keeping the organization working. In Near East

University it is a top priority that leaming is the most important objective of the

university lecturers but the negative part is that most of us do not view failure as an

opportunity for leaming.

The fourth section the questionnaire is mission which means the aim of the organization,

strategic direction and intent is an elaborate and systematic plan of action which will lead

an organization in to a desired course. There is long term purpose and direction at Near

East University and yet at the same time there is no long term purpose and direction and

our strategies sometimes leads other universities to improve them self s.

Objectives and goals, these are the goal intended to be attained (and which is

be attainable) and the place designated to reach at the end for the university.

Near East University understand what needs to be done for their work and there is a wide

spread agreement about goals among most of the instructors.

Vision, a long term view of an organization as how it sees its self in the future, Near

East University has a shared vision for what it stands for in the future, ·· the management

also hasa long term view point

The problem statement that the proposed study will attempt to resolve was identifıed in

the context ofa measuring instrument to be developed to measure organisational culture.
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6.4 General conclusionof the study

From the Literature study covered in previous chapters, it become evident that an

organizations founders mainly develop organizational culture and perpetuated and

maintained by various socialization programmes and humarı resources function.

Organisational culture fulfıls a number of important function relating to the organizations

survival and adaptation. It also become clear that organizationaLculture can be managed

by activating certain levers but changes generally do not happen in .a short space of time.

Many organization cultures have been defıned over time .. these eare not unique and

overlap to varying degrees.

It has been pointed out that leadership is a contributor to orgarrizational-cultüre not only

in creating it but also in shaping changes to it.

Two important Messages can be leamt from the literature research on the effect of

organizational culture on performance. When an organization is face with a crisis or

trying to produce a step change in results, management should not focus on consistency

alone. When new systems, processes or structure are being introduced in an attempt to

gain control, organizations leader wants to produce breakthrough results, focus should be

on mission and involvement.

Between to these culture traits, the performance measures can be affected: The other two

culture traits (adaptability and consistency) count for full and sustainable performance

over the long run- but not without mission and involvement. There is a close relationship

between the culture of organization and their pattems of performance.

6.5 Limitations

The key limitation of the proposed study is its generalisability, since investigations will

be based on a case study. The fındings to be reached will need to be further validated

through application of the methodological steps defıned in this proposal across other

organisations and industries.
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Recommendation for future research 

ing to the limitations of this study it is recommended that more research be done on

e cultures of organizations. A test-retest study should be done to facilitate the most

portant index for intemal consistency,which should be computed through other means

f collecting data. To determine whether the measurements are what it is supposed to

easure, it is essential that the validity be explored fürther in a future study in the

ltures of organizationscontext.
e of the purposes of item analysis is the determination of the degree to which items

n discriminate among individuals in terms of some criterion. This criterion is usually

e total score on the preliminary form and items that correlate well with the criterion,

ether an extemal criterion or the total score are retained as good items and those with

oor correlations are rejected.
this study it was not possible to employ an extemal criterion in terms of which the

alidity of the items could be determined, as the computation of validity was not in the

ope of this study.

Conelusion

his final chapter has summarized the main arguments of the proposed study and its

imitations,General conclusion of the study, recommendationfor füture research.
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QUESTIONNAIRE

Dear Lecturer,

I am a final year student in the department of Business Administration. The following
questionnaire is for the completion of my graduation project wlıich is on Organization
Culture. I would be more than obliged if you a spare a 1 O minutes of your time
completing the questions. All responses will be kept confederational.

Ammar Al-Otaibi
20011821

PART1

Demographic Question.

1. Male / Female

2.Age

20-30 30-40 over 40

D D D
3. Title

Asst Prof Assoc Prof ProfDr. Dr.

D D D D
4. Department / Faculty

------------------------------------------------------

5. Numbers ofyears atN.E.U
1-2 3-5 6-10 over 1 O years

D D D D
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.T 2

ing the scale below please state the extent to which you agree with each of the
llowing statement.

ale:
4. Agree 5. Strongly

A_gree
3.None I
Normal

1. Strongly
Disagree

2. Disagree

Most N.E.U Lecturers are highly involved in their jobs

. Information at the N.E.U is widely shared and everyone has access to it.

. Team work is used to get the work done rather than individual effort.

w ~ [u GJ ~

. People work like they are part ofa team.

w ~ [u GJ ~

apability Development 

. Problems often arise because we do not have enough training.

GJ ~ [u [u GJ
. There is continuous investment in the skills of lecturers.
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>NSISTENCY

ıreValue

There is a clear and consistent set of values to do work.

There is a characteristics management style that is predictable at all times.

[TI E] E] 0 [u

greement 

There is a "strong" culture.

[TI ~ 5J 0 [u

It is easy to reach consensus, even on different points ofview.

~oordination and integration 
,:J,

Working with someone from another department has always been easy.

is good alignment of goals across faculties and department

We respond well to competitors and other challenges.

New and improved ways to work continually.



20. Our strategy leads other lôcal UniVersities to inıprove ıhem selves.

5. Students input directly influence our decisions.

6. All members have•a·deep.understandingof students.

rganization learning 
7. Leaming is an important objective of our universitylecturers.

8. We view failure as an

,trategic direction and intent 

19. There is along-term
our department.

GJ w 8 0 GJ

Objectives and goals 
21. People understand what needs to be done for their work,

GJ w 8 0 GJ

22. There is widespread agreement about goals.

GJ w 8 0 GJ
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Thank you very much for your time

. We have shared vision ofwhat the N.E.U stands for.

. Management ofN.E.U hasa Iong-term View point.

Ammar Al-Otaibi
20011821 
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