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Abstract :-  

Objective: This paper focuses on diverse parameters of 

organizational culture so as to determine and understand the 

culture of an organization effectively. The parameters are the 

key to recognize the employee’s mindset towards the 

organization and the various key factors that are driving the 

culture of the organization. Moreover it also provides insights on 

the impact of various parameters on the employee’s 

performance. 

Design/methodology/approach: A structured questionnaire is 

used for the purpose of research. It was divided into the various 

parameters of organizational culture so as to analyze its impact 

on the employee’s performance and satisfaction 

Findings: The paper reflects that the parameters of 

organizational culture has a major impact on the performance 

of employees. The organizational culture is a very important 

aspect of a successful organization. It affects the organizations 

productivity, efficiency and performance. A strong culture helps 

in retaining employees and it strengthens the company’s brand. 

Research limitations: The study is limited only to a certain 

group of employees 

Implications: The paper will show direction to the top 

management of organizations regarding the importance of 

diverse parameters of organizational culture such that it will 

impact the performance of employees so as to sustain in the 

current dynamic competitive era. 

Originality/value: Marking out the parameters of organizational 

culture where the management need to work so that the 

productivity of employees increases. 

Keywords: Leadership, Learning & development, PMS, 

Working conditions, Employee Engagement. 

I. INTRODUCTION 

rganizational culture works a lot like this. Every 

company has its own unique personality just like people 

do. Unique personality of an organization is referred to as 

organizational culture. In groups of people who work together 

organizational culture is an invisible but a powerful force that 

influences the behavior of the members of that group. So, 

organizational culture is a system of shared assumptions, 

values and beliefs which governs how people behave in 

organizations. These shared values have a strong influence on 

the people in the organization and dictate how they dress, act 

and perform their jobs. 

“The values and behaviors that contribute to the unique social 

and psychological environment of an organization”. 

Various factors like organization's expectations, experiences, 

philosophy, and values that hold it together, and is expressed 

in its self-image, inner workings, interactions with the outside 

world, and future expectations are included in organizational 

culture. Corporate culture also deals with the ways the 

organization conducts its business, treats its employees, 

customers, and the wider  community, freedom of decision 

making, developing new ideas, and personal expression, how 

power and information flow through its hierarchy, and how 

committed employees are towards organizational objectives.  

The following parameters will help to determine and 

understand the culture of an organization effectively. These 

parameters are the key to recognize the employee‟s mindset 

towards the organization and the various key factors that are 

driving the culture of the organization. 

 Employee Engagement 

 Leadership 

 PMS & Goals 

 Learning & Development 

 Rewards & working conditions  

 

II. LITERATURE REVIEW 

Deal & Kennedy (1982) have defined culture as simply as “A 

system of informal rules that spells out how people behave 

most of the time”. Barley (1983) suggests that a common 

thread runs through these definitions, which renders culture as 

“something” shared by organization members.   Uttal (1983) 

defined it as a system of shared values (what is important) 

and beliefs (how things work) that interact with a company‟s 

people, organizational structures, and control systems to 

produce behavioral norms. Kilmann (1985) defined 

organization culture as the shared philosophies, ideologies, 

values, assumptions, beliefs, expectations, attitudes and 

norms that knit an organizational together.  

According to Charles Handy (1993) model, there are four 

types of culture which the organizations follow which is 

Power, Task Culture, Person Culture and Role culture 

Deal (1986) defined it as the human invention that creates 

solidarity and meaning and inspired commitment and 

productivity. In a sample of United States firms O‟Reilly 

O 
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(1991) identified the following seven dimensions of 

organizational culture using an instrument they developed, 

the Organizational Culture Profile (OCP): innovative, stable, 

respecting of people, outcome oriented, detail oriented, team 

oriented, and aggressive. These dimensions are quite similar 

to Hofstede‟s dimensions. 

A widely accepted definition of organizational culture was 

offered by Schein (1990) as a pattern of basic assumptions – 

invented, discovered, or developed by a given group as it 

learns to cope with its problem of external adaptation and 

internal integration – that has worked well enough to be 

considered valid and, therefore, to be taught to new members 

as the correct way to perceive, think and feel in relation to 

those problems.  

Furthermore, culture could also be viewed as consisting of 

three levels with the most visible level being behavior and 

artifacts. This aspects of culture is easiest to observe in an 

organization and contains member behavior patterns and 

aspects of culture more transparent than most (e.g., work 

environment layout, technology, dress codes, building 

decorum). Further, Deshpande, Farley and Webster (1993) 

suggest that organizational culture reveals “why things 

happen the way they do”. Those who hold the interpretive 

view of culture believe that norms, values, rituals, structure, 

and ideologies are manifestations of culture.   

Quinn and Cameron (1999) suggest organizational culture 

refers to the taken-for-granted values the underlying 

assumptions, expectations, collective memories, and 

definitions present in the organization. It represents how 

things are around here. It reflects the prevailing ideology that 

people carry inside their heads. It conveys a sense of identity 

and provides unspoken guidelines for how to get along and 

enhances the stability of the social system to which they 

belong.    

Edgar Schein (2010), divided organizational culture into three 

different levels: Artifacts and symbols, Exposed Values & 

Basic underlying assumptions. Also known as the onion 

model, in practice, the three levels of the organizational 

culture model are sometimes represented as an onion model 

as it is based on different layers. The outer layer is fairly easy 

to adapt and easy to change. The deeper the layer, the harder 

it becomes to adjust it. Deeply embedded in the core of the 

onion we find the assumptions. Around the core we find the 

values. The artifacts and symbols can be found in the outer 

layers of the onion and these can be changed more easily. 

Between this layer and the layer in which the values are 

embedded, there may be another layer in which we find the 

so-called „heroes‟; people who play or have played an 

important role in the organization and who are admired. The 

core of the onion is made up of assumptions. These are about 

„how the world works‟ according to the all the people who 

belong to the organization and stem from experiences and 

perception. These have partly become unconscious 

assumptions nd they are considered to be self-evident 

therefore they need not be discussed.  

III. METHODOLOGY 

A. Objectives 

 To study the employees opinion towards attitude 

physical and social structure of the organization. 

 To assess various attitudes of the employees towards 

their welfare measures and towards the climate of the 

organization. 

 To study the different parameters of organizational 

culture like employee engagement, leadership, 

performance management system and goals, learning 

and development, rewards and work conditions. 

 

B. Respondents 

To study various parameters of organizational culture and its 

impact on performance, the research was conducted on the 

employees of ABEX department at Adani Enterprises Ltd. A 

sample 40 respondents was taken for the research. The 

samples were selected using the Random Sampling method. 

IV. DISCUSSION 

H01: Employees in the organization are not flexible and 

adaptable to changes. 

TABLE I  

EMPLOYEES ARE FLEXIBLE & ADAPTABLE 

One-Sample Statistics 

  N Mean 
Std. 

Deviation 

Std. Error 

Mean 

Employees in this 

organization are 

flexible and 
adaptable to changes 

40 3.45 0.504 0.08 

 

One-Sample Test 

  

Test Value = 3 

t df 

Sig. 

(2-

tailed) 

Mean 
Difference 

95% Confidence 
Interval of the 

Difference 

Lower Upper 

Employees 

in this 

organization 

are flexible 
and 

adaptable to 

changes 

43.308 39 0 3.45 3.29 3.61 

From the above table I, it can be noted that significant value 

i.e. (.000) which is less than the set significant value (0.005) 
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so here we reject the null hypothesis and accept the alternate 

hypothesis which states that the employees in this 

organization are flexible and adaptable to changes. 

This proves that the company has a very flexible and 

adaptable culture which is very good because if an 

organization has such type of flexibility and adaptability the 

organization can go a long way achieving success. The 

organization is given any such different kind of projects it can 

easily achieve the same because employees readily adopt 

changes. 

H02: Employees do not work collaboratively as a team. 

TABLE II 

COLLABORATIVE TEAM 

One-Sample Statistics 

  N Mean 
Std. 

Deviation 

Std. Error 

Mean 

Employees believe in working 
collaboratively as a team 

40 3.6 0.496 0.078 

 

One-Sample Test 

  

Test Value = 3 

t df 
Sig. 
(2-

tailed) 

Mean 

Difference 

95% 

Confidence 
Interval of the 

Difference 

Lower Upper 

Employees 
believe in 

working 

collaboratively 
as a team 

45.891 39 0 3.6 3.44 3.76 

Table II highlights the importance of working collaboratively 

as a team. In this table the significant value i.e. (.000) which 

is less than the set significant value (0.005) so here we reject 

the null hypothesis and accept the alternate hypothesis which 

states that the employees believe in working collaboratively 

as a team. 

This proves that the employees share their ideas, knowledge 

and skills and work collaboratively. This shoes that the 

organization has an open and a friendly culture where in the 

employees take up task and try completing it by taking ideas 

from their colleagues. When there is collaboration the goals 

will be achieved in a good manner because it has been 

achieved through the ideas and suggestions of groups. 

H03: Managers do not encourage new ideas given by the 

employees 

TABLE III 

ACCEPTANCE OF NEW IDEAS 

One-Sample Statistics 

  N Mean 
Std. 
Deviation 

Std. 

Error 

Mean 

The manager willingly 

encourage new ideas given by 

the employees 

40 3.53 0.506 0.08 

 

One-Sample Test 

  

Test Value = 3 

t df 
Sig. 
(2-

tailed) 

Mean 

Difference 

95% 
Confidence 

Interval of the 

Difference 

Lower Upper 

The manager 

willingly 

encourage 
new ideas 

given by the 

employees 

44.082 39 0 3.525 3.36 3.69 

Table III analyses the approach of manager towards new idea 

given by employees. From one sample t test, significant value 

i.e. (.000) which is less than the set significant value (0.005) 

so here we reject the null hypothesis and accept the alternate 

hypothesis which states that the manager willingly 

encourages new ideas given by the employees. 

This proves that the mangers though have their own beliefs 

but they readily accept and encourage new ideas in the 

organization. This shows that the organization has a 

motivating culture and the leaders/managers encourage the 

employees to come out with new ideas. 

H04- Employees do not participate actively in defining goals 

TABLE IV 

PARTICIPATIVE GOAL SETTING 

One-Sample Statistics 

  N Mean 
Std. 

Deviation 

Std. Error 

Mean 

There is an active 
participation of 

employees in defining 

goals 

40 3.13 0.723 0.114 

 

One-Sample Test 

  

Test Value = 3 

t df 

Sig. 

(2-

tailed) 

Mean 
Difference 

95% 
Confidence 

Interval of the 

Difference 

Lower Upper 
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There is an 

active 

participation 
of 

employees 

in defining 
goals 

27.344 39 0 3.125 2.89 3.36 

The above table IV measures the participation of employees 

in defining goals. In this table the significant value i.e. (.000) 

which is less than the set significant value (0.005) so here we 

reject the null hypothesis and accept the alternate hypothesis 

which states that there is an active participation of employees 

in defining goals. 

This proves that the mangers value their employees and 

understand the importance of the employees knowing what 

the organization intends to do, or what its upcoming projects 

are because if the employees are aware about what is 

happening in the organization they will thrive to work 

towards the same. They will have an idea that will they go 

about achieving the same. 

H05- PMS system is not transparent and effective. 

TABLE V 

EFFECTIVE PMS 

One-Sample Statistics 

  N Mean 
Std. 

Deviation 

Std. Error 

Mean 

The PMS system 

is transparent and 
effective 

40 2.88 0.992 0.157 

 

One-Sample Test 

  

Test Value = 3 

t df 
Sig. 
(2-

tailed) 

Mean 

Difference 

95% 

Confidence 
Interval of the 

Difference 

Lower Upper 

The PMS 
system is 

transparent 

and 
effective 

18.331 39 0 2.875 2.56 3.19 

Table V signifies the effectiveness of PMS From the above 

analysis of one sample t test, significant value i.e. (.000) 

which is less than the set significant value (0.005) so here we 

reject the null hypothesis and accept the alternate hypothesis 

which states that the PMS system is transparent and effective. 

This proves that the organization is very clear and crisp in 

providing the ratings to its employees. The employees are 

rated as per their performance. There is no biasness in the 

organization which shows that the organization has positive 

culture. 

H06-Learning programs do not helps to develop personal and 

organizational efficiency.  

TABLE VI 

EFFECTIVENESS OF LEARNING PROGRAM 

One-Sample Statistics 

  N Mean 
Std. 

Deviation 

Std. Error 

Mean 

The learning programs 
have continuously helped 

the employees to develop 

their personal as well as 
organizational efficiencies 

40 3.43 0.594 0.094 

 

One-Sample Test 

  

Test Value = 3 

t df 

Sig. 

(2-

tailed) 

Mean 
Difference 

95% Confidence 
Interval of the 

Difference 

Lower Upper 

the learning 

programs 
have 

continuously 

helped the 
employees to 

develop their 

personal as 

well as 

organizational 

efficiencies 

36.448 39 0 3.425 3.23 3.62 

Table VI evaluates the impact of learning program on the 

efficiencies of employees as well as organization. From the 

above table, the significant value i.e. (.000) which is less than 

the set significant value (0.005) so here we reject the null 

hypothesis and accept the alternate hypothesis which states 

that the learning programs have continuously helped the 

employees to develop their personal as well as organizational 

efficiencies.  

This shows that the organization has a learning culture. There 

are learning and development programs continuously that 

help the employee to grow as an individual and develop the 

efficiencies which helps the employee to have organization 

efficiencies. 

H07- The working conditions are not flexible and favorable. 

TABLE VII 

WORKING CONDITIONS 
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One-Sample Statistics 

  N Mean 
Std. 

Deviation 

Std. 
Error 

Mean 

The working conditions 

are flexible and 

favorable 

40 3.25 0.776 0.123 

 

One-Sample Test 

  

Test Value = 3 

t df 

Sig. 

(2-

tailed) 

Mean 
Difference 

95% 
Confidence 

Interval of the 

Difference 

Lower Upper 

The 

working 

conditions 
are 

flexible 

and 
favorable 

26.48 39 0 3.25 3 3.5 

Table VII shows whether the working conditions are flexible 

and favorable. In the above table the significant value i.e. 

(.000) which is less than the set significant value (0.005) so 

here we reject the null hypothesis and accept the alternate 

hypothesis which states that the working conditions are 

flexible and favorable. 

This proves that the employees are satisfied with the working 

conditions in the organization. This motivates the employee 

to stay in the organization and work. The employees always 

want a flexible and favorable environment this motivates the 

employee to work harder. 

H08- The culture and climate of the organization is not so 

positive and supportive. 

TABLE VIII 

POSITIVE & SUPPORTIVE ORGANIZATIONAL 

CULTURE 

One-Sample Statistics 

  N 
Mea

n 

Std. 

Deviat

ion 

Std. 

Error 

Mean 

The culture and the climate of the 

organization is positive and 

supportive 

40 3.45 0.552 0.087 

 

One-Sample Test 

  Test Value = 3 

t df 

Sig. 

(2-
tailed) 

Mean 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

The culture 

and the 

climate of the 
organization 

is positive 

and 
supportive 

39.501 39 0 3.45 3.27 3.63 

 

Table VIII highlights whether the culture & climate is 

positive & supportive. From the above analysis the significant 

value i.e. (.000) which is less than the set significant value 

(0.005) so here we reject the null hypothesis and accept the 

alternate hypothesis which states that the culture and the 

climate of the organization is positive and supportive. 

This shows that the employees are quite satisfied with culture 

and climate of the organization. This again creates motivation 

in the employees to work harder. When the organization is 

positive and supportive the employees are happy to work in 

the organization and will continue working for a longer time. 

H09- Work relationships are not mature and impolitic. 

TABLE IX 

WORK RELATIONSHIP & POLITICS 

One-Sample Statistics 

  N Mean 
Std. 

Deviation 

Std. Error 

Mean 

The work relationships are 

mature and impolitic 
40 3.2 0.758 0.12 

 

One-Sample Test 

  

Test Value = 3 

t df 

Sig. 

(2-

tailed) 

Mean 
Difference 

95% 
Confidence 

Interval of the 

Difference 

Lower Upper 

The work 

relationships 

are mature 
and 

impolitic 

26.705 39 0 3.2 2.96 3.44 

 

Table IX analysis the work relationships stating whether it is 

mature as well as impolitic. Here the significant value i.e. 

(.000) which is less than the set significant value (0.005) so 

here we reject the null hypothesis and accept the alternate 
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hypothesis which states that the work relationships are mature 

and impolitic. 

This proves that the employees in the organization share a 

mature relationship and there is no type of work politics that 

occurs in the organization. The employees have mutual 

understanding among themselves and work accordingly as a 

team. Again this makes an organization a good place to work. 

Because in whole lot of organization there is politics which 

goes on which in turn compels the employee to leave the 

organization. So this organization has a positive and 

motivating culture.   

V. QUANTITATIVE FINDINGS 

Apart from the hypothesis testing there were several other 

questions asked in the survey. On that basis the entire 

findings has been divided under five major headings as per 

the research objectives which is employee Engagement, 

Leadership, Performance Management System and Goals, 

Learning and Development and Rewards and Working 

Conditions. The major finding of the study is 55% agree that 

employees in this organization are flexible and adaptable to 

changes. Moreover on Leadership, there is a mixed opinion 

about the leaders having a clear vision of the organization that 

guides them. 47.5% agree that the managers guide the 

employees in order to meet the organizational as well as 

individual needs. 55% agree that the managers ask for 

suggestions from their subordinates and consider them. 60% 

agree that the manager never differentiates among his team 

members based on his virtues. 50% agree that the managers 

constantly encourages feedback session for employees. On 

Performance Management System and Goals, 65% agree that 

the organization and the employees have clearly defined goals 

and mission. 62.5% agree that there is an active participation 

of employees in defining goals. 47.5% agree that there is 

cross collaboration between various groups to attain 

organizational goals. 40% agree that the PMS system is 

transparent and effective. 50% agree that the manager is 

helpful in defining KRA‟s/KPI‟s and guide them in achieving 

the same, 57.5% agree that the managers and superiors were 

objective enough in giving performance ratings and 67.5% 

agree that the feedback provided at the end of the 

performance system is performance and development 

oriented. For Learning and Development, there is a mixed 

opinion regarding the learning programs which have 

continuously helped the employees to develop their personal 

as well as organizational efficiencies. 60% agree that the 

learning programs have helped to bridge the gap between the 

existing and the required skills, knowledge and attitude and 

Regarding rewards and working conditions, there is a mixed 

opinion about the employees are measured and rewarded 

according to how well their goals are achieved, 50% agree 

that the reward system is fair and effective, 50% agree that 

the working conditions are flexible and favorable, 50% agree 

that the culture and the climate of the organization is positive 

and supportive and 55%  agree that the work relationships are 

mature and impolitic.  

VI. CONCLUSION 

On the basis of the research we can say that organizational 

culture is a very important aspect of a successful 

organization. It affects the organizations productivity, 

efficiency and performance. A strong culture helps in 

retaining employees and it strengthens the company‟s brand. 

A manager should be aware of the culture and should drive 

his employees accordingly. When there is unison of thought 

and actions results are bound to follow. So a company should 

thrive to develop this to have a strong culture. On the 

parameter of Employee Engagement, it can be concluded that 

the respondents in the organization are flexible and adaptable 

to changes occurring in the organization. They prefer working 

collaboratively as a team and have transparent 

communication with their bosses. They have a friendly 

atmosphere which motivates them to work. For Leadership, it 

can be concluded from the study that the managers are good 

leaders. They guide the employees whenever necessary and 

never differentiates among their team members. The manger 

willingly encourages new ideas but also has his own views 

for the same. For PMS, it could be figured out from the study 

that the performance management systems are transparent and 

effective and the managers are helpful in defining 

KRA‟s/KPI‟s and also guide them to achieve the same. The 

feedback at the end of the system is performance and 

development oriented. Regarding Learning and Development, 

it could be concluded from the study that the learning and 

development programs have helped to bridge the gap between 

the existing and the required skills, knowledge and attitude. It 

could also been figured that the learning programs have 

continuously helped the employees to develop their personal 

as well as organizational efficiencies and have constantly 

acted as a growth medium. Similarly Rewards and Working 

Conditions, employees are valued for their work, reward 

systems in the organization are fair and effective, and the 

employees are measured and rewarded according to how well 

the goals are achieved. It could also be figured out that the 

working conditions are flexible and favorable and the culture 

and climate of the organization is positive and supportive.  
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