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1. Introduction 

 

Culture in an organization is considered a silent code of communication used by employees for communication during their 

day-to-day activities. Culture helps in coordination of the organization, determining the organization behavior, its goals, work 

methods, interactions, relations and conduct. Culture can be made up of both formal and informal components. Some of the 

different informal components are like behavioral norms, history, symbols, values, organizational beliefs, myths and rituals. 

According to Rai (2011), some of the formal organizational culture components include leadership, the structure of an 

organization, policies, and mechanisms of socialization, reward systems, and the decision - making processes. 

 

Organizational culture plays important roles such as conflict reduction, promoting consistency of perception, problem 

definition, and evaluation of issues and shaping of opinions. Organizational culture is also important in coordination and 

controlling the organization as it promotes consistency. Another important aspect is the reduction of uncertainty whereby people 

of the same culture have similar cultural mind frame, which reduces anxiety-making choices easier. 

 

Studies carried out in several parts of the world have shown that organizational culture is a key determinant of employee 

performance. Organizational culture is regarded as a “social glue” that create a bond among employees, which makes them feel 

part of the organization thus making them perform their duties efficiently and effectively by bringing out in them, their best 

performance (Fakhar, 2005, p.981). Employees in organizations have different behaviors as earlier stated. In order to have unity in 

an organization there is a need of policies, processes, rules and regulations that guide every employee to have sanity and order 

within the organization. These policies, processes, rules and regulations are what are mostly referred to as culture. Organizational 

culture varies globally.  

 

Organizational culture varies globally. This is because of the difference in a number of factors. Some of the factors include 

national culture, history of the organization and the individual personality of an employee in the organization just to mention but a 

few. From the above factors, the employees‟ performance plays an important role with respect to the culture of the organization. 

Employees can either deny or accept the culture of an organization. Public Universities in Kenya are assets to the country. 

Universities as organizations foster economic growth, productivity and competitiveness of a country (Bloom, Canning & Chan, 

2000). These forms of organizations were developed to curb challenges in the society. In Africa, some of these challenges include 

poverty, hunger, disease, illiteracy, unemployment, poor economic growth and low productivity. 

 

In Kenya, Public Universities have led to economic growth through carrying out research and training of students who become 

future employers and employees of other organizations in the country. These institutions have become the backbone of our 

economy. They have led to great innovations like the M-pesa, a mobile money platform that has led to the increase and adoption 
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of mobile banking and payments in Kenya and internationally. Major projects like Kenya‟s Vision 2030, are driven by 

Universities through research, innovation, commissioning and implementation of these projects, where we have skilled man power 

and know how based on training initially offered by these organizations. These organizations however can fail to reach the 

expectations of their major stakeholders if they have poor or dysfunctional organizational culture. This study will investigate the 

organizational culture of Public Universities in Kenya and how they affect the performance of employees who are major assets to 

an organization. 

 

2. Research Problem 

 

Ondieki (2015) conducted a study on all Universities and established that they are the same and they have similar underlying 

values, assumptions and ways of interacting which contribute to both social and physical environments. Thus he noted that the 

norms attributed to different ways of leadership, historical background basis for founding a university and the relationships forged 

amongst the stakeholders. This therefore means that different universities present a certain uniqueness which creates unique and 

sometimes peculiar organizational culture (Omoro, 2015). Consequently, the diverse organizational cultures must demand a look 

at the factors that affect them being that some of the universities have had transformations since their inception which has also 

created a handover of culture but cultures which the factors affecting them remain significantly investigated.  

 

Literature available reveals that cultures of the organizations are different as a result of differences in history of organizations, 

policies, values and beliefs, and employees especially leaders. Using an organizational culture of one organization on another is 

almost impossible.   
 

3. Study Objective 

 

The main objective of the study was to determine the factors affecting organizational culture in public universities in Kisii County, 

Kenya. 

 

4. Review of Literature 

 

4.1 Theoretical Framework 

 

4.1.1 Durkheim’s Theory of Culture 
 

This theory was developed by Durkheim (1890). According to this theory, an organization uses culture to influence its 

activities based on the goals and objectives set by the management of a firm. Culture is defined in this theory as a growing web of 

representations, which generally includes deep beliefs, values and symbolic systems. Symbols may include things like corporate 

logos, emblems, products and policies that make an organization unique. The theory argues that it is through the culture that an 

organization influences the tasks and achievement of organizational objectives. 

 

According to Zheng and McLean (2010), workers may divide themselves into subgroups, where they identify themselves with 

certain symbols, beliefs and values and collectively have a similar mission to achieve. This can be found in different employees, 

who are at different levels in an organization or who are professionals in certain areas. 

 

 In an organization, employees at the same level may converge into one subgroup or at times associate themselves with other 

employees outside the organization with similar professions, levels and are identified with common symbols, beliefs and values. 

This affects the culture of an organization where certain professionals have a way of doing their duties as opposed to others. This 

may have a positive or negative impact to the organization‟s culture hence performance of employees. 

 

4.1.2 Dynamic Capabilities Theory 
 

Trice and Beyer (1993) maintain that dynamic capabilities enable organizations to build, mix and reconfigure their resources. 

This makes firms maintain a competitive edge in the face of changing business environments.  Other scholars have expanded the 

theory of dynamic capabilities, which includes scholars like: 

(Eisenhardt and Martin, 2000; Trice and Beyer, 1993; among others). In order for an organization to be competitive in its 

industry and in whatever it produces, it needs to have dynamic capabilities, which constitute the firm's ability to utilize its 

resources effectively. 

 

In an organization, dynamic capabilities enable an organization to be able to quickly respond to change and deploy resources 

accordingly to achieve a desired outcome (Dosi, 2006). According to Agha and Alrubaiee (2012), highly competitiveness market, 

core competence has emerged as the main concept for competitive strategy. They define core competence as knowledge that 

differentiates firms, from those that are performing and the non-performing ones. According to Johnson and Scholes (2003), core 

competences are robust and difficult to duplicate because they are related to management strategies, linkages within the 

organization and connections in the supply and distribution chains (Zheng & McLean, 2010). 
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Resources are inputs to an organization in the production process (Dosi, 2006). Resources may include human, financial, 

technological and physical. When an organization has unique and diverse resources the more the organization becomes competent 

as so are its employees. Resources should be used to strengthen an organization‟s position after conducting a Strength, Weakness, 

Opportunity, Threats (SWOT) analysis. Resources should be used to build on the strengths and remove the firm‟s weaknesses. 

Capabilities refer to organizational skills at mixing its teams resources so that they can be used more efficiently and effectively 

(Management Study Guide, 2014). For an organization to maintain a competitive edge, it is important for it to leverage on its 

dynamic capabilities. Dynamic capabilities are important to an organization. Integration of different resources should be provided 

by an organization‟s culture. This would then offer the dimensions of a strong organizational culture, which would include 

teamwork, innovation and autonomy, where employees with these unique and diverse qualities are integrated into one strong 

human resource, therefore making an organization maintain a competitive advantage. 

 

4.2 Discussion of Key Study Variables 

 

4.2.1 Organizational culture 
 

Early organization behavior researchers (Pascale and Athos, 1981) found that there is a clear link between the performance of 

an organization and culture. According to Kotter and Heskett (1992), organizations with enhancing cultures grew in their total 

income by 65% between the years 1977 and 1988, when compared to firms that did not have an enhancing culture, which grew by 

1%. This shows that organizational culture has had a huge impact as from the past. 
 

Kotter (2012) maintains that organizational culture enhances the performance of an organization and offers employee job 

satisfaction. Magee (2002) asserts that organizational culture, is fundamentally connected to the practices of the organization and 

that the performance of an organization depends on its culture. Because of a difference in the culture of countries and 

organizations, it is difficult to come up with a single theory or model that can be used by different organizations because of the 

differences in organizational processes and structures (Hofstede, 1990).  

 

Hofstede (1990) claims that employees in an organization develop organizational culture and that some of the observable 

characteristics in a certain culture can be measured and their effect on employees‟ performance identified. This illustrates that the 

most outstanding traits of a certain culture can be identified. This would have a huge impact on the performance of the employees 

in an organization. DiTomaso (1992) and Denison (1996) argue that if the culture of an organization concurs with changes in the 

environmental factors this leads to a high performance of the organization as whole. Denison (1996) and DiTomaso (1992) also 

maintain that traits of one organization cannot be copied to another, whereby the best culture of a firm is that which resides on the 

principles or values of the organization. 

 

According to Gallagher (2007), from the different studies that have been carried out on the effects of organizational culture on 

employee performance, it is evident that the performance of an organization is highly dependent on the organizational culture. An 

organizations culture is important to a firm in that it boosts employees‟ performance and can be one of the dynamic capabilities 

organizations can use to maintain a competitive edge in the international market (Robbins & Sanghi, 2007). According to 

Cameron and Quinn (2011), organizational culture works as an internal integration between the activities of an organization and 

its employees. Where an organization fails to fulfill its positive organizational culture, it fails to fulfill its functions and objectives, 

hence influencing employees negatively. Gerhart (2009) maintains that organizational culture is a mirror of the national culture. 

When an organization has a good organizational culture these also has an effect on the national culture of a country or society. 

This clearly highlights the importance of organizational culture to the society. 

 

The question that standards out based on this study is, what is the impact of organizational culture on employee performance in 

public universities? This study will explore organizational cultural dimensions, to answer this question and in particular, within 

the setting of Universities in Kisii County, Kenya (MMU).  In this study, the five cultural dimensions selected are teamwork 

orientation, reward orientation, innovation orientation, training and development orientation, and autonomy orientation (Meyer 

and Allen (1991). It is the position of the researcher that these dimensions have a great impact on employees and the overall 

performance of the organization. 

 

4.2.2 Teamwork 

 

For any organization or institution to succeed, teamwork is widely recognized as a positive force. Teamwork is a form of 

collective action when carrying out the day-to-day activities of an organization. Teamwork empowers individuals and through 

cooperation where they work together as groups, individuals or groups become productive. Individuals get to understand each 

other and the importance of teamwork as well as bring about the culture of teamwork for the success of the firm.  

 

According to Cohen and Bailey (1990), organizations, which have emphasized more on teams perform better, increase 

productivity and are better in problem solving. Ingram (2000) asserts that organizations that promote teamwork create a sense of 
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belonging in their employees. This enables a firm to be able to maintain its employees especially retain the best people. According 

to Jones et al, (2007), employees working in teams can produce more output as compared to individuals.  

 

Most studies indicate that companies are not only looking for employees who possess the required skill, but workers who have 

the right skills, technical ability and can work as a team by solving the problems of an organization. Managers are coming up with 

projects for employees with the aim of creating opportunity to strengthen their knowledge, skill and teamwork (Hartiain, 2003). In 

the end, this is likely to enhance the competitive edge of the organization.  

 

Brown et al (1996) examined managers and revealed that teams can be more than the traditional corporate structure of quick 

and efficient decision making. He further maintains that teams are required for the restructuring and reengineering processes for 

the future. This shows that teamwork at the management level is important for the future success of a firm. Brown (1996) points 

out that activity like encouraging the input and feedbacks from employees make dramatic improvements in the success of an 

organization. Companies have to encourage teamwork in order to gain a competitive advantage because it is the foundation for 

new ideas. Teamwork is important because it reduces and breaks down pieces of work for everyone to take part. The backward 

development in organizations today can be attributed to inadequate teamwork among its workers, which at the end affects the 

individual and the performance of the organization. 

 

Aggressive lifestyle can engender a feel of teamwork within the administrative center, when people are placed in agencies and 

asked to compete with one another, which can have some of advantageous results that come from workers cooperating with every 

different aspect of work (Hazad, 2015). For instance, workers can learn the fee of communication and helping a person else, both 

of which could spill over into other regions of labor like customer service (Pearce, 2007). Nevertheless, Pfeffer, J & Hofstede 

(2010) expressed that this kind of healthful competitive subculture helps ease control‟s concerns over wasted monetary resources 

on idle hard work. Furthermore, aggressive culture pushes personnel to meet deadlines and adhere to management requirements to 

avoid creating a negative effect, but advantage that considers and enhances confidence of management. 

 

Consistent with Gomez-Mejia (2008), running in teams will continually be a terrific method to get things carried out, rather 

than getting a most effective single person, there may be a set of human beings working and questioning together to attain a not 

unusual intention. A team with desirable dynamics pushes every member to compete against himself to constantly enhance and 

contribute something vast to the team. In any enterprise, the workplace will usually be full of gifted individuals with exceptional 

areas of knowledge and specialization.  

 

In a surrounding that fosters dangerous competitive tradition, agree with is continually placed into query, Banham (2009) goes 

in advance to demonstrate that the shortage of consideration in a place of work can be damaging to a business enterprise because it 

undermines powerful conversation from the various personnel, that's necessary for a commercial enterprise to prosper and 

succeed. So long as aggressive subculture within the place of work is maintained wholesome, it was beneficial for the corporation. 

Healthful competitive way of life invokes employees to be efficient and effective, while fostering camaraderie among them. That 

is in stark comparison to unhealthy aggressive culture, which creates a disturbing and stress-packed environment that promotes in-

fighting amongst employees (Hazad, 2015). 

 

Lewis, (2010) in his descriptive and regressed study on culture in general and done in Norway looking at the 

telecommunication industry noted that organizational change is an aspect that plays on competitive, normative and consensual 

culture as it can also modify an organization‟s ethos, and organizational culture can encroach on how successful the organizational 

change is applied or understood. Principles like hierarchical structure, togetherness of the organization, and contact of new 

members as concerns existing workers, all can alter organizational change. As an instance, a company employs new employees to 

staff a non-existent third shift beforehand. These fresh employees have huge potential to change the organizational culture and 

receipt of the organizational change (Keyton, 2005). 

 

Fernandez and Rainey (2013) on their part in their explanatory review of qualitative works of teamwork culture argued there is 

the need for case studies to truly comprehend teamwork culture. Four dissimilar types of companies (University Services, 

Outreach Education, VA hospital, and Messaging Technology) who were applying quality improvement agendas were studied via 

participant observation, raw data, prescribed interviews, and survey questionnaires. Generating vision, upholding buy-in to 

mission, sense-making and feedback, creating legitimacy, and communicating goal accomplishment were seen to be main 

[themes] to   upholding commitment to these teamwork culture agendas. In some of the cases (University   Services, Outreach 

Education), an absence of organization and planning showed itself to underwrite to difficulty in upholding a clear depiction, in the 

minds of employees, of the agendas, goals and a confidence that they were being accomplished to help improve teamwork culture. 

The others (VA Hospital, Messaging Technology) widespread original planning was existent, but little was achieved to refresh 

interest and value of the program as time elapsed. Disappointments in communication led to these delayed and/or failed programs 

of change. 

 

4.2.3 Innovation  
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Innovation can be defined as a process that starts with a new abstract idea in mind and ends with an introduction of the idea 

into the market, in the form of either a product or a service (Freeman and Engel, 2007, p. 94). Innovation and creativity trigger the 

performance of employees. In this context, the culture of an organization lies at the heart of organizational norms, whereby it 

reflects the influence of organizational culture on innovation and creativity. Daft (2000) states that organizational culture plays an 

important role in creating an environment that allows learning and innovation therefore making an organization respond to 

challenges, threats and opportunities, therefore creating an adaptive culture in such situations. 

 

According to Johannessen et al., (2001) innovation can be of different types. For example, introduction of new products or 

service, improving existing technologies, or simple enhancing management practices. Innovation is important as it gives an 

organization a competitive edge. According to Lee and Yu (2004), an innovative oriented culture helps firms grow in their 

businesses. Lee and Yu (2004) did the research on insurance companies, where it was noted that for a company to survive it has to 

be innovative because of the competition in this sector, whereby an insurance company needs to continuously innovative 

insurance products for it to stand out or survive. Wang, Guidice, Tansky and Wang (2010) maintain that organizational culture 

plays an important role in ensuring innovation and by having an innovative culture to be specific, where by a firm improves its 

ability to innovate. In a study carried out in 20 countries, where 800 executives were involved, it was found out that the main 

barrier to innovation (IBM Global Business Services, 2006) is a culture that does not support its existence and growth. 

 

Innovation requires an organization to be creative and at the same time implement those creative ideas. As earlier stated in this 

study that innovation involves putting abstract ideas into practice by implementing them, in other words taking the risk to 

implement the ideas. Successful implementation of creative ideas, calls for certain sets of behavior, values and norms, which is 

different from simply producing creative ideas.  Flynn and Chatman (2001) maintain that having a generation of creative ideas 

alone does little for the organization, what is extremely important is implementation of those creative ideas in an effective manner.  

Neely et al. (2001, quoted by Leskovar-Spacapan and Bastic, 2007) conclude in their study, where they found innovative firms 

tend to have a strong culture, a clear purpose and vision, and a good strategy and business philosophy of growth, by improving 

their products and services. These lead to customer satisfaction and effective management of resources.  

 

Dedication inside the enterprise, a need for aligning a man or woman's interests with those of the main enterprise, Continuous 

effort, for this reason, the work of building an agency‟s tradition by no means ends (Veiga, 2011).  Maintaining an innovation 

lifestyle begins with whom is employed.  It's far essential to cautiously display and screen potential employees to ensure that they 

may suit inside the tradition (Banham, 2009).  Ashforth (2013) said that an innovation lifestyle is likewise sustained by the praise 

system, by the autonomy and admiration one delivers to the employees, and by way of constant communication about the 

continuing innovation vision for the enterprise. Creating an innovation culture creates an enterprise so that it will continue to grow 

by adapting to alternate methods and by using actively, and pursuing new possibilities within the marketplace. 

 

Pfeffer and Hofstede, (2010) observed that for the innovation commercial enterprise, its subculture begins from day one.  To 

act innovation, people have to sense empowerment to take the lead and create positive change. The culture is a mirrored image of 

the values the entrepreneur brings into the business. Tradition is important for an innovation mission due to the fact it's miles the 

mechanism that institutionalizes the values of its founders.  Subculture serves to socialize new personnel.  It helps them recognize 

how they need to deal with the clients, how they ought to treat every other, how they have to act of their jobs, and a way to 

typically healthy interactions and achieve success within the commercial enterprise (Pfeffer & Hofstede, 2010). 

 

4.2.4 Training and Development 
 

A number of studies indicate that the ability for employees to have a learning culture in an organization injects creativity and 

ideas, which can be understood and put into practice, and provides the ability to spot opportunities. It even becomes more critical 

as skills wear down, become obsolete over a certain period and have to be replenished. Rohan & Madhumita (2012) support the 

argument that investing in employees through training on their skills, issues to do with teamwork, problem solving, decision 

making, and interpersonal relations has a beneficial impact on the performance of employees and growth of an organization. This 

is also the view held by Meyer and Allen (1991) who argues that training and development is an important part of a progressive 

organization. 

 

According to Denison and Mishra (1995), an organization that invests on the skill of its employees tends to stay competitive 

and meets the needs and wants of the business. This is vital in shaping the building blocks of the main organizational resources. 

By investing in human capital, firms are able to recognize the importance of employees in terms of their value creation potential. 

This is because employees‟ possess unique and valuable abilities. Employees can be viewed as a major source of an organization 

having a competitive advantage. 

 

According to Satterfield & Hughes (2007), training affects the behavior and working skills of workers, which has a result on 

their performance and that of the organization. An organization with training and development culture stands a chance in building 

competitive advantage over its competitors because it is difficult to reduplicate individual talents (Denison and Mishra, 1995). It is 

prudent for an organization to give its employees both on the job and off the job training (Baum et al., 2007). As earlier 
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mentioned, an organization maintains its competitive edge by training its employees, through this improving their job performance 

and the organizations performance at large. 

 

Mohamed, Rasli, and Mansor (2012) assert that the amount of funds that companies place in training in the business 

environment is expected to generate a return on investment (ROI) to an organization. Investing in employee training is viewed by 

organizations as being an imperative investment. The above findings attest that organizations still view training as being a critical 

element for the success of employees and the organization. Equipping employees with proper and up to date skills promotes 

innovation in an organization, which is another important element in the culture of an organization as discussed above in our 

research; therefore, employee training should be included in an organizations culture. 

Hargreaves, (2014) gives highpoints on the significance of creating openings for individual voices to be heard in cooperative 

activities, while Fullan (1997) asserts that "reform frequently backfires because we fail to understand from those who disagree 

with us" (p. 8). He holds that "resistance" to reform can be greatly informative. Still, research has exposed that up to fifty percent 

of teachers in swiftly changing schools feel that they are powerless to air their apprehensions or express different ideas and are 

low on the elements of entrepreneurial culture (Peters et al, 2013). 

 

4.2.5 Reward and Recognition  
 

Markova and Ford (2011) maintain that the success of a company resides on the will of employees to use their abilities, 

creativity and expertise in favor of the company‟s existence. It is the organization‟s duty to encourage and sustain these positive 

attributes, which can be done by having effective reward practices in place. Employees are the engine of organizational machinery 

while reward is the fuel. No organization can be able to achieve its goals and objectives without its employees. This clearly shows 

the importance of putting matters related to employees as having high priority.  

 

Rizwan and Ali (2010), assert that employees who are highly motivated serve as a competitive advantage in any company. 

This is because it is through employees that an organization is able to well achieve its goals and objectives. The number of 

employees in an organization who are efficient and effective are likely to be limited if there is no motivation at work. Mendonca, 

(2002) says that based on the expectancy theory, which points out that employees are more likely to be motivated to perform if 

there is a strong link between their performance and the reward they receive. Guest, (2002) is of the opinion that reward is one of 

the keys that motivates employees to perform as expected. 

 

Reward and recognition promote motivation of employees in an organization. Robbins and Judge (2011: 205) state that 

motivation is the process that promotes an employee‟s direction, intensity and persistence of effort to attaining certain goals. 

Judge (2011: 2010-211) talks about the McClelland's theory of needs, which is closely related to another theory, the motivational 

theory. The motivational theory states that motivation creates an employee‟s loyalty and friendly relationship between employees 

in an organization. When an organization rewards its employees, this motivates them and builds in them other important 

characteristics, which are important to an organization‟s culture namely teamwork and innovation as discussed earlier in our 

research. 

 

5. Research Methodology 

 

The study adopted descriptive research design. Nachmias and Nachmias (2007) reported that a descriptive survey is used to 

obtain information on the current status of phenomena to describe what exists with respect to variables in a situation, by asking 

individuals about their perceptions, attitudes, behavior, values or opinions.  

 

A target population comprises of all of a real or hypothetical set of objects or people that an investigator wishes to study (Borg 

and Gall, 2008) and for which findings of the investigation are generalized. The target population for the study consisted of the 

722 permanent and contract employees of the 6 universities found in Kisii County, Kenya. The respondents included the top level 

and middle level managers, and employees from both the teaching and non-teaching categories.  

 

Sampling was carried out through survey method involving administering structured investigative questionnaires to 

respondents.  Stratified Random sampling technique was used to select the respondents through random sampling procedure from 

the different departments of the university. The choice of this technique ensures that all categories of staff are covered during the 

survey to reflect the true sample Mugenda and Mugenda (2003) of the population according to Cooper and Schneider (2010), a 

randomly drawn sample is unbiased giving equal chances of selection to all members of the population. 

 

6. Data Analysis and Results 

 

 

6.1 Descriptive Statistics 

 

6.1.1 Influence of Teamwork on Organizational Culture 
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The first objective of this study sought to establish the influence of teamwork on organizational culture at the universities. 

Table 1 shows the results on this front.  

 

Table 1 influence of teamwork on organizational culture 

 Mean Std Dev. 

The university encourages teamwork. 2.80            .75 

The university recognizes and 

encourages diversity. 

2.18 .87 

Management involves employees in 

planning and setting objectives. 

2.17 .84 

Teamwork contributes to an 

organization‟s success 

2.89 .83 

Team working is part of the university‟s 

culture 

2.19 .72 

 

From Table 1 it is evidently clear that majority 72.7% agreed with the assertion that the university encouraged teamwork. 

Further, 19.3% disagreed and 8.0% were undecided on the matter of competitive culture. This is an indication that by encouraging 

teamwork among employees, the organization would be in position to derive benefits of faster task completion enhancing greater 

performance. This result goes in tandem with reviewed literature with Foshan (2010) arguing that aggressive way of life is 

inevitable at the place of business. Each employee is making an attempt to outdo some other employee in his or her performance 

stages. An employer appreciates an employee who performs nicely or alternatively excellently. Moreover, the study says that an 

employer judges an employee on the premise of his or her overall performance levels and consequently, teamwork culture forces 

employee to push each other to surpass their normal limit leading to high organizational performance. Further, Hazad (2015) 

asserted that one of the foremost advantages of teamwork lifestyle inside the place of work is that it can create surroundings in 

which employees push in every different corner to exceed their normal limits that could result in expanded productivity, both at a 

man or woman level, and most of the entire workforce as a whole. 

 

On whether the university recognized and encouraged diversity. Here, majority at 76.8% disagreed, 19.2% were neutral and 

4.6% agreed. Therefore, this was an indication that the university was not good at the diversity culture. This is consistent with 

Gomez-Mejia (2008), who asserted that running in teams will continually be a terrific method to get things carried out, rather than 

getting a most effective single person; and there may be a set of human beings working together to attain a not unusual intention 

but that this was often hampered when the teams were diverse in terms of gender or ethnicity or nationality. A team with desirable 

diversity dynamics pushes every member to compete against himself to constantly enhance and contribute something better to the 

team. In any enterprise, the workplace will usually be full of diverse but gifted individuals with exceptional areas of knowledge 

and specialization but whose teamwork is hampered by an unregulated diversity element.  

 

On whether management involved employees in planning and setting objectives; 63.2% disagreed, 30.3% were neutral and 

6.5% agreed.  The study implies that there is very minimal management involvement of staff in planning and setting objectives. 

This is supported variously by literature with Banham (2009) for instance demonstrates that the shortage of consideration by 

management in setting policy in a place of work can be damaging to an organization because it undermines powerful conversation 

from the various personnel, that's necessary for an enterprise to prosper and succeed particularly when they take resources into 

consideration. So long as aggressive subculture within the place of work is maintained wholesome, it is beneficial for the reducing 

of management concerns on wasted financial resources on labor that is often idle. 

 

On whether teamwork contributes to an organization‟s success.  The findings here showed that majority at 71.4% agreed, 

14.5% disagreed and 14.1% were neutral. This implies that since this organization was found to support teamwork culture, it was 

considered a good idea that employees see teamwork culture more positively because the culture supports greater performance in 

the organization.  In agreement to this result, Pfeffer and Hofstede (2010) expressed that the kind of healthful teamwork 

subculture that allows for meeting of deadlines helps ease management‟s concerns over wasted monetary resources. Furthermore, 

aggressive teamwork culture pushes personnel to meet deadlines and adhere to management requirements to avoid creating a 

negative effect, but one that considers and enhances confidence of management. Finally, team working is part of the university‟s 

culture, majority at 85.0% agreed, 9.2% disagreed and 5.7% were undecided.  This implies that the staff appreciated the 

importance of teamwork. Further, based on the results as stipulated in the mean and the standard deviations, all the responses 

showed valid and reliable results.  

 

6.1.2 Influence of Innovation on Organizational Culture 
 

The second objective sought to establish the connection between innovation and organizational culture and the results are 

highlighted in Table 2. 
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Table 2 Influence of Innovation on Organizational Culture 

 Mean Std. Dev. 

The university encourages innovations. 2.10 .76 

Employees are rewarded when they come up 

with innovations. 

2.77 .77 

Management appreciates employees who 

come up with new ideas, which do not work. 

2.11 .74 

Management did not allow employees to 

decide on methods to use to complete their 

work. 

2.99 .93 

Innovation is part of the university‟s culture 

 

2.19 .72 

 

Table 2 provides findings on whether the university encouraged innovations. On this, majority at 73.7% agreed, 13.1% 

disagreed and 13.2% were undecided. This is an indication that the culture of innovativeness element is regarded as a way in 

which individuals can be a strong force for change in a given organization. Thus, by empowering employees to make innovative 

decisions about a given change, the management has the opportunity to experience less resistance among the employees. And as 

Veiga, (2011) noted, the empowerment of individuals to be innovative in any organization is necessary for the acquisition and 

implementation of a robust entrepreneurial culture that would boost performance.  

 

On whether employees were rewarded when they came up with innovations, 76.3% disagreed, 13.2% were neutral and 10.5% 

agreed. This implies that despite empowering staff into an innovation mindset, the management of The universities organization 

appears to have put in place no mechanism to address the rewarding of employees, thus supporting performance. This is a 

negative result that agrees with Heneman (2009) who noted that the key to unleashing that creative strength of an organization is 

to create a system of either intrinsic or extrinsic rewarding system to motivate the innovators. Dedication to people, a rewarding 

subculture based on the idea that every character may be a powerful force for exchange within the corporation and effective 

communication that is both collaborative and meaningful is important for organizational performance.  

 

On whether management appreciated employees who came up with new ideas, which did not work, 71.5% disagreed, 23.3% 

were neutral and 5.2% agreed. This implies that the staffs were not empowered to full participate and engage with the universities 

system; as far as innovation was concerned.  Maintaining an innovation lifestyle begins with whom is employed.  It's far essential 

to encourage persons who are innovative even if they fail from time to time (Banham, 2009).  Ashforth (2013) said that an 

innovation lifestyle is likewise sustained by an empowerment system, by the autonomy and admiration one delivers to the 

employees, and by way of constant communication about the continuing innovation vision for the enterprise. Creating an 

innovation culture creates an enterprise so that it will continue to grow by adapting to alternate methods and by using actively, and 

pursuing new possibilities within the marketplace but which is often not the case in many universities as the results here attest. 

 

On whether management allowed employees to decide on methods to use to complete their work, 60.4% disagreed and 39.6% 

were undecided. This implies that innovativeness particularly occasioned by newer methods was a component that the university 

was not committed to. This innovation culture is necessary particularly in the wake of renewed teaching and productivity efforts. 

Research supports the assertion that when an organization is committed to innovativeness and experimentation, in the long run, 

the performance would increase inevitably (Banham, 2009; Ashforth, 2013). 

 

Finally, when asked whether innovation was part of the university‟s culture, 69.1% agreed, 15.1% were undecided and 15. 7% 

disagreed. This was an indication that innovation is what the university would like to achieve but that based on previous findings, 

they were not encouraging it with efficient action. Literature supports this as it has been argued that for the innovation-minded 

enterprise, its subculture begins from day one.  To act innovatively, people have to sense empowerment to take the lead and create 

positive change. The culture is a mirrored image of the values the players bring into the organization. Innovation is important for 

an organizational mission due to the fact it loads the mechanism that institutionalizes the values of its founders.  It helps them 

recognize how they need to deal with the clients, how they ought to treat every other, how they have to act by virtue of their jobs, 

and a way to typically healthy interactions and achieve success within the organization (Pfeffer & Hofstede, 2010). 

 

6.1.3 Influence of Reward Orientation on Organizational Culture 
 

The third objective sought to assess the link between reward orientation and organizational culture and the result is as 

highlighted on table 3.  
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Table 3 Reward Orientation and Organizational Culture 

 Mean Std Dev. 

Employees are promoted based on 

performance. 

3.10 .96 

Employees are appreciated at the university. 

 

2.76 .73 

Employee efforts are recognized and 

rewarded at the university. 

1.11 .64 

Performance incentives are clearly linked to 

the goals and objectives of the university. 

2.09 .73 

Reward and recognition is part of the 

university‟s organizational culture. 

2.14 .76 

 

Based on results from Table 3 on whether employees were promoted based on performance, 58.3% disagreed, 28.3% were 

neutral and 13.4% agreed. The result therefore indicates that the management of the organization had no robust rewarding and 

recognition culture and whatever existed was not premised on performance. This also implies a somewhat bureaucratic system. 

Trice (2014) found that a regularized organizational society is exceptionally straightforward, after strict directions and rules that 

maintain the arrangements of the association. Workers once in a while veer off from their particular occupation part; breaking 

tradition or does something besides what is asked of them. These sorts of associations that are run as a tight ship are not well 

suited and not representative and does not reward staff based on their performances.  

 

On whether employees were appreciated at the university, 76.4% disagreed, 20.0% agreed and 3.2% were neutral. This implies 

that the rewarding and recognition culture that lend itself to a bureaucratic system had problems that then allowed for instances 

where the staff were not appreciated. Zike (2011) argued that an organization that lacks rewarding and recognition is unified with 

unbending and tight methods, approaches and requirements; and the organization responds with stringent controls and also a 

hesitance to adjust or change. Organizations are extremely lined out with a high level of convention in the way it works. 

Hierarchical outlines exist for each division, and everybody comprehends who is in control and what his obligations are for each 

circumstance. Choices are made through a composed procedure, and a strict summon and control structure is available 

consistently but that this does not work in the present organizational realities.  

 

When asked whether employee efforts were recognized and rewarded at the university, 94.8% disagreed and 4.9% agreed. 

This is also agreed to in literature with Mayne (2009) arguing that managers together with staff are more inclined to the rewarding 

and recognition culture since that is the place they feel great, and change in the condition of standardizing society is seen as a risk 

to the soundness of the norm. however, management often times does not do the rewarding and recognition part to the detriment 

of the organizational culture.   

 

On whether performance incentives were clearly linked to the goals and objectives of the university, 76.3% disagreed, 18.6% 

were neutral and 5.2% agreed. This again implies that the rewarding and recognition culture had problems that then allowed for 

instances where the staff did not benefit from their performances. Finally, when asked if, reward and recognition was part of the 

university‟s organizational culture, slightly less than half at 45.1% disagreed, 36.1% were undecided and 21.6% agreed.  This 

implies that since people were not used to the rewarding and recognition culture, the staff felt left out. This again agrees with 

similar literature from Mayne (2009) that argues that managers together with staffs who are not inclined to the rewarding and 

recognition culture feel insecure in their works and this works to the detriment of organizational culture. It should be noted that all 

the variables and results here are reliable based on the significant difference between the mean and standard deviation results. 

  

6.1.4 Influence of Training and Development on Organizational Culture 
 

The fourth objective sought to assess the influence of training and development on organizational culture and the result is as 

expressed in Table 4. 

 

Table 4 Training and Organizational Culture 

 Mean Std. Dev 

Training and development is given 

priority in the university. 

 

2.60 

 

.71 

I believe that training is important to 

an employee. 

2.08 .77 

Training is part of the university‟s 

organizational culture 

2.87 1.84 

 

From Table 4 it is evidently clear that majority 72.7% agreed with the assertion that training and development was given 

priority in the university. Further, 19.3% disagreed and 8.0% were undecided on the matter. This is an indication that by 
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encouraging training and development among employees, the organization would be in a position to derive benefits of faster task 

completion enhancing greater performance. This result goes in tandem with reviewed literature with Foshan (2010) arguing that 

the training and development way of life is inevitable at the place of business. Each employee is making an attempt to get work 

done in a better way so as to get better work done. An employer appreciates an employee who performs well or alternatively 

excellently. Moreover, the study says that an employer judges an employee on the premise of his or her overall performance levels 

and consequently, training and development culture forces employee to push each other to surpass their normal limit leading to 

high performance.  

 

On whether the staff believed that training was important to them, majority at 76.8% agreed, 19.2% were neutral and 4.6% 

disagreed. Therefore, this was an indication that employees were likely to work better in a situation where culture of training is 

supported. This is consistent with Gomez-Mejia (2008), who asserted that training teams will continually be a terrific method to 

get things carried out; and there may be a set of human beings working together to attain a not unusual intention. A team with 

training dynamics pushes every member to compete against himself to constantly enhance and contribute something better to the 

team. In any enterprise, the workplace will usually be full of gifted individuals with exceptional areas of knowledge and 

specialization but whose teamwork is hampered by an unregulated training culture.  

 

Finally, on whether training was part of the university‟s organizational culture; 63.2% agreed, 30.3% were neutral and 6.5% 

were undecided.  The study implies that there is very high regard for training in the university. This is supported variously by 

literature with Banham (2009) for instance demonstrates that the training consideration in a place of work can be helpful to an 

organization because it underscores powerful conversation from the various personnel, that's necessary for an enterprise to prosper 

and succeed particularly when they take training into consideration.  

 

6.2 Inferential Analysis 

 

6.2.1 Correlations Analysis 
 

Pearson‟s Correlation analysis was designed and later measured for the universities of Kenya and the results presented in table 

below. 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 5 Correlation Analysis for The Universities  

  

Culture Teamwork   Innovation    Rewarding Training 

Culture Pearson 

Correlation 
1     

Sig. (2-tailed)      

N 75     

Teamwork Pearson 

Correlation .638
**

 1    

Sig. (2-tailed) .000     

N 75 75    

Innovation Pearson 

Correlation 
.526

**
 234

**
 1   

Sig. (2-tailed) .001 .001    

N 75 75 75   

Rewarding Pearson 

Correlation 
.656 .306

**
 .139

**
 1  

Sig. (2-tailed) .000 .001 .052   

N 75 75 75 75  

Training  Pearson 

Correlation .719
**

 .005
**

 .295 .181
**

 1 

Sig. (2-tailed) .000 .005 .011 .023  

N 75 75 75 75 75 
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Wong and Hiew (2005) had asserted in their seminal work that there were certain limits to deliberate on when one is inferring 

on the correlation coefficient value (r) and they asserted that a score of 0.10 to 0.29 is weak, 0.30 to 0.49 is medium and finally 

0.50 to 1.0 is significantly strong. Nevertheless, Field (2005) in his study extended the Wong and Hiew assertion by noting that 

the coefficient should not go beyond 0.8 to avoid multicollinearity hiccups. Therefore, in the present study the correlation 

coefficient is 0.79 which is does not exceed 0.8 and thus presents no multicollinearity issues. 

 

From the table, all the independent variables (teamwork, innovation, reward and recognition and training and development) 

had a positive relationship with organizational culture at The universities. Training and development had the highest correlation 

(r=0.719, p< 0.00), then reward and recognition (r=0.656, p< 0.00), followed by teamwork (r=0.638, p< 0.00) and finally 

innovation  had the least correlation with organizational culture (r=0.526, p< 0.01). This implied that teamwork, innovation, 

reward and recognition and training and development have a positive relationship with organizational culture at The universities.  

 

7. Conclusions and Recommendations 

 

7.1 Conclusions 

 

Based on the objectives and findings of the study, the conclusions are as follows 

Based on the first objective, it is evidently clear that the university encouraged teamwork but the university had not recognized 

and encouraged diversity. Further, the university management did not involve employees in planning and setting objectives 

inasmuch as teamwork contributed to the university‟s success.  It can thus be concluded that ineffective teamwork and 

inconsiderate diversity efforts had a negative influence on organizational culture at the universities.  

 

Based on the second objective, the university encouraged innovations but employees were not rewarded when they came up 

with innovations. Also, the university management did not appreciate employees who came up with new ideas, which did not 

work. The management did not allow employees to decide on methods to use to complete their work inasmuch as innovation was 

part of the university‟s culture. It can thus be concluded that lack of significant innovative culture had a negative influence on 

organizational culture at the universities.  

Based on the third objective; employees were promoted but not based on performance, they were significantly not appreciated 

at the university and their efforts were not recognized and rewarded at the university. Finally, performance incentives were not 

clearly linked to the goals and objectives of the university. It can thus be concluded that lack of rewarding and recognition had a 

negative influence on organizational culture at the universities.  

 

Based on the fourth objective, it is evidently clear that training and development was given priority in the university. Also, the 

staff believed that training was important to them and training was part of the university‟s organizational culture. It can thus be 

concluded that effective training and development had a positive influence on organizational culture at the universities.  

 

7.2 Recommendations 

 

Based on the objectives and conclusions, this study recommends;  

i. The management of the universities should devise a workable plan to encourage and promote teamwork among staff. 

this, they can do by stipulating certain important tasks as teamwork based and hence teamwork remunerated. The staff 

themselves should proactively use teamwork as a means to boost morale and improve organizational culture for better 

performance and job satisfaction.  

ii. The management of the universities should embrace innovativeness and encourage staff to proactively be innovative in 

their work. the use of technology as a sure means of catalyzing innovation should be fully adopted in all the spheres of 

the university.  

iii. The management of the universities should use both intrinsic and extrinsic rewarding systems to performing staff and 

those with innovative ideas and projects. the management should create an environment where no one is scared or 

victimized for being different and creatively innovative as this will build the organizational culture of the university.  

iv. The management of the universities should continue putting emphasis on training and development. The training and 

development practice should be tied to employee performance appraisals and promotion endeavors. The staff themselves 

should also seek additional professional training to boost workmanship and organizational culture. 

v. The government of Kenya through the Ministry of Education should enact policy, where unavailable, and revise policy, 

where loopholes exist, that would safeguard the training, promotion and human resource policy of staff to improve 

organizational culture and performance of universities.  

 

 

References  

 

1. Akong'a, J. C. (2014). The Effect of Financial Risk Management on Financial Performance of Commercial 

Banks in Kenya. Masters Research Project, University of Nairobi. 



INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH                                                                 ISSN: 2617-4138              
IJARKE Business & Management Journal                                                               DOI: 10.32898/ibmj.01/1.4article18                                                                                                     

www.ijarke.com          

 

202 IJARKE PEER REVIEWED JOURNAL                                    Vol. 1, Issue 4                                                           May – Jul. 2019 

    
 

2. Argote, L., & McGrath, J. E. (1993).Group process in organizations. Inc. L. Cooper & I. T. Robertson (Eds.), 

International review of organizational psychology (pp. 333–389). New York: Wiley. 

3. Ashforth, B.E. (2013). Climate formation of Culture: Issues and extensions. Academy of Management Review, 

10: 837-841. 

4. Banham J (2009). The cost of mental ill Health to Business, 2
nd

 edition, Prentice Hall Publisher London UK. 

5. Brey, P. (1999).Worker Autonomy and the Drama of Digital Networks in Organizations. Journal of Business 

Ethics, 22(1), 15-25. http://dx.doi.org/10.1023/A:1006199816737 

6. Brown, A. (1996). Organizational Culture: The Key to Effective Leadership and Organizational Development, 

Leadership and Organizational Development Journal, 13(2), 3–6. 

7. Cohen, S. G. and Bailey, D.E (1990). What makes teams work: group effectiveness research from the shop floor 

to the executive suite? Journal of Management studies 23 (3), 239-90. 

8. Daft, R.L.(2000). Organization Theory and Design. (7th ed.) South-Western College Publishing, Thomson 

Learning. U.S.A. 

9. Denison, D.R. (1996), “What is the difference between organizational culture and organizational climate? A 

native‟s point of view of a decade of paradigm wars”, Academy of Management Review, Vol. 21, No. 3, pp. 619-

654. 

10. Denison, D.R. and Mishra, A.K. (1995), “Toward a theory of organizational culture and effectiveness, 

“Organization Science, Vol.6No. 2, pp. 204-223. 

11. DiTomaso,N.(1992). Predicting Corporate Performance from Organizational Culture. Journal of Management 

Studies,VoL.l29, p83-798 

12. Flynn, F.J., and Chatman, J.A. (2001), “Innovation and social control: oxymoron or opportunity”, in Cooper, C., 

Cartwright. Journal of Management Studies, VoL. l29, p83-798 

13. Foshan. A (2010).Management Theory of Leadership and Practice, 6
th

 Edition, Thomson Publishers, Mumbai. 

14. Gerhart, B. (2009). How much does national culture constrain organizational culture?. Management and 

Organization Review, 5(2), 241-259 

15. Gomez-Mejia R, (2008) management: People, Performance, Change, 3rd edition. McGraw-Hill,  New York 

USA. 

16. Guest, D. E. (2002) „Occupational Psychology‟. In Warner, M (ed.) (2nd ed.) International Encyclopedia of 

Business and Management. Thomson Learning, pp. 4803-4820. 

17. Jones, A., Richard, B., Paul, D., Sloane K., and Peter, F. (2007).Effectiveness of teambuilding in organization. 

Journal of Management, 5(3), 35-37. 

18. Hartenian ,L.S. (2003), Team member acquisition of team knowledge, Skills and abilities. Journal of team 

Performance Management, 9 (1/2), 23-30. 

19. Hau, T. C., & Omar, K. The Impact of Training on Organization Performance: A Study of Hotel Sector in 

Terengganu, Malaysia. 

20. Habib, Salman, et al. "The Impact of Organizational Culture on Job Satisfaction, Employees Commitment and 

Turn over Intention." Advances in Economics and Business 2.6 (2014): 215-222. 

21. Hazad M. (2015) Hard labour ,Stress, ill Health and Hazardous employment Practices Hazard center 4
th

 

edition, New York USA. 

22. Hofstede, C.(1980). Culture‟s Consequences: International Differences in Work-related Values. Beverly Hills, 

California 

23. Hofstede, G. (1990), “Measuring organizational cultures: a qualitative and quantitative study across twenty 

cases”, Administrative Science Quarterly, Vol. 35,pp. 286-316. 

24. Huselid, M. A. (1995) „The Impact of Human Resource Management Practices on Turnover, Productivity, and 

Corporate Financial Performance‟, Academy of Management Journal, 38(3): 635-672. 

25. Ingram, H. (2000). Linking teamwork with performance. Journal of Team Performance Management, 2 (4), 3-

10/ 

26. Johannessen, J., Olsen, B., and Lumpkin, G.T. (2001), “Innovation as newness: what is new, how new, and new 

to whom?” European Journal of Innovation Management, Vol. 4 No. 1, pp. 20-31. 

27. Kotter, J.P. & Heskett, L. (1992). Corporate Culture and Performance. New York: Free Press 

28. La Motta, T. (1995). Recognition: The quality way. New York: Quality Resources. 

29. Lee, S.K.J. and Yu, K. (2004),“Corporate culture and organizational performance”, Journal of Managerial 

Psychology,Vol. 19 No. 4, 

30. Lewis, L. K. (2010). Communicating change: Four cases of quality programs. Journal of   Business 

Communication, 37, 128-155. 

31. Ljungquist, U. (2013). Adding dynamics to core competence concept applications. European Business 

Review, 25(5), 453-465. 

32. Markova, G. & Ford C. (2011). Is money the panacea? Rewards for knowledge workers. International Journal 

of Productivity and Performance Management, Vol. 60 No. 8,813-823. 

33. Magee, K. C. (2002). The impact of organizational culture on the implementation of performance management 

(Doctoral dissertation). (UMI No.3047909). 

http://dx.doi.org/10.1023/A:1006199816737


INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH                                                                 ISSN: 2617-4138              
IJARKE Business & Management Journal                                                               DOI: 10.32898/ibmj.01/1.4article18                                                                                                     

www.ijarke.com          

 

203 IJARKE PEER REVIEWED JOURNAL                                    Vol. 1, Issue 4                                                           May – Jul. 2019 

    
 

34. Magee, Kimberly Clauss. "The impact of organizational culture on the implementation of performance 

management." (2003): 0839-0839. 

35. Mayne, L. (2009). Comparative research in human resource management: The International Journal of Human 

Resource Management, 7 (3), 585-604. 

36. Mendonca, M. (2002) „Human Resource Management in the Emerging Countries‟. In Warner, M (ed.) (2nd Ed.) 

International Encyclopedia of Business and Management. London: Thomson Learning, pp. 2697-2703. 

37. Meyer, J.P. and Allen, N.J. (1991), “A three-component conceptualization of organizational commitment”, 

Human Resource Management Review, Vol. 1, pp. 61-89. 

38. Mulika, F (2010). The Impact of Team on Employee Performance in Strategic Management and the 

Performance Improvement. Department of Abu Dhabi Police, UAE 

39. Ouchi, W.G. (1981). Theory Z: How American Business Can Meet the Japanese Challenge. Addison-Wesley 

Pub (Sd). 

40. Pascale, R.T., Athos, A.G. (1981). The Art of Japanese Management: Applications for American Executives. 

New York: Warner Books. 

41. Pfeffer, J &Hofstede, G. (2010).Cultures and organizations: Intercultural cooperation and its importance for 

survival. McGraw-Hill, New York. 

42. Rohan, S. & Madhumita, M. (2012): “Impact of Training Practices on Employee Productivity:  

43. Trice, H., M. (2014). Management of Organization Culture, Thomsons Publishers, New York. 

44. Spector, P. E. (1986). Perceived control by employees: A meta-analysis of studies concerning autonomy and 

participation at work. Human Relations,39, 1005–1016 

45. Stannack, P. (1996). Perspective on Employees Performance. Management Research News, Vol l19, No4/5.p38-

40 

46. Schwalbe, M. L. (1985). Autonomy in Work and Self-Esteem. The Sociological Quarterly, 24(6), 519-

535.http://dx.doi.org/10.1111/j.1533-8525.1985.tb00242.x 

47. Satterfield JM, Hughes E. (2007):”Emotion skills training for medical students: a systematic review”. Medical 

Education, 41:935–41. 

48. Veiga, J. F. (2011). Leaders putting people first for organizational success, Academy of Management Executive, 

Vol. 13, pp. 37-48.  

49. Wheeler, A. R., Coleman Gallagher, V., Brouer, R. L., &Sablynski, C. J. (2007). When person-organization 

(mis) fit and (dis) satisfaction lead to turnover: The moderating role of perceived job mobility. Journal of 

Managerial Psychology, 22(2), 203-219. 

50. Wang, D., Su, Z., & Yang, D. (2011).Organizational culture and knowledge creation capability. Journal of 

knowledge management, 15(3), 363-373. 

51. Wang, S., Guidice, R. M., Tansky, J. W., & Wang, Z. M. (2010).When R&D spending is not enough: The 

critical role of culture when you really want to innovate. Human Resource Management, 49(4), 767-792. 

52. Zheng, W., Yang, B., & McLean, G. N. (2010).Linking organizational culture, structure, strategy, and 

organizational effectiveness: Mediating role of knowledge management. Journal of Business research, 63(7), 

763-771. 

53. Zikie, J. (2011), How does organizational culture matter? The role of organizational  culture in group diversity 

processes and performance. Annual Meeting of  Academy of Management, Washington, DC.  

 

http://dx.doi.org/10.1111/j.1533-8525.1985.tb00242.x

