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As an enterprise addresses internal and external issues, its culture might change. These ideals are kept since the 

company's business model efficiently addresses environmental concerns and secures its prosperity. New members 

study business principles and practises to behave professionally. Any initiative to enhance organisations and 

human resources policies and procedures must address the impact of an organization's culture on employee 

behaviour.  This study examines how ITES company cultures affect productivity and product quality. national 

political, social, and commercial revival. ITES staff were surveyed using a standardised questionnaire. The 

questionnaire sought to understand the employees' organisation culture, which affects the firm. Employee 

preferences were recorded using a rank order scale from 1 to 5, with 1 being the most valued choice and 5 being 

the least valued. 191 workers supplied data from the two firms using a sample method. This study found that 

business culture affects productivity and quality. This study helps business experts, researchers, and corporate 

leaders understand industry needs and goals. 
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Introduction 

Organisations are one of the most important building blocks of a society. Eventually, throughout the process of 

establishing and developing an organisation, a certain sort of organisational culture will emerge. The purpose of 
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the organisational culture is to foster unity and cohesiveness among employees, as well as to energise and inspire 

them to think creatively and enthusiastically about ways in which the business may become more profitable. 

According to Tianya (2015), the culture of an organisation has a significant impact on the conduct of its 

employees. Just like humans, every business have its own unique personality, just like individuals do. The 

community that surrounds an entity is what gives it its one-of-a-kind quality. A community of people that work 

together creates an organisational culture, which is an intangible but powerful force that influences the members 

of that community's behaviours. This force is known as organisational culture. When an organisation achieves 

structural stability, appropriate behavioural patterns become fundamentally self-evident to its members (Citeman 

2008). 

The purpose of a firm is to increase the amount of loyalty shown by its existing client base. Therefore, it is 

necessary to cultivate a positive image for the company. In other words, having a positive business image results 

in positive economic benefits, and having a positive corporate image is dependent on having a healthy 

organisational culture. Therefore, if we had a better grasp of what it is that makes up the culture of an organisation, 

as well as how it is created, maintained, and taught, we would have a better capacity to explain and anticipate the 

behaviours of employees while they are on the job. It would appear that there is a widespread agreement that 

"organisational culture" refers to a structure that distinguishes the organisation in question from those of similar 

types, with members sharing a concept of what the term means. This framework of shared definitions, upon closer 

scrutiny, is shown to be a collection of fundamental qualities that the organisation holds in high regard. Therefore, 

the purpose of this study is to investigate organisational culture in a more general sense using the previously 

established statements as a foundation. This will result in a deeper comprehension of the following topics: 

institutionalisation and its relationship to organisational culture; common characteristics that make up 

organisational culture; conceptualization of strong and weak cultures; organisational culture's functions; and 

methods of learning organisational culture. 

Origin of Organisational Culture 

From a sociological point of view, the foundation of an organization's culture may be traced back to the efforts 

of, amongst other people. According to this point of view, the most important element in determining how well 

an organisation performs is not variables such as structure or policy or politics, but rather the culture of the 

organisation. As a direct result of this, the attention shifted away from the cultures of individual nations and 

towards the culture of the organisations themselves. The concept that organisational culture provides a non-

mechanistic, adaptable, and creative approach to the understanding of how organisations work is at the root of 

the interest in organisational culture from the perspective of human resource management and success. This belief 

drives the interest in organisational culture. As a result, organisational culture is seen to be the "cure-all" solution 

for the majority of the issues that arise inside organisations. Research that has been conducted in the field of 

organisational philosophy has contributed to another theoretical development of the notion of organisational 

culture. These research focused on identifying and understanding the culture of idea organisation by employing 

various typologies or categories, such as the ones listed below: In order to describe organisational culture, we first 

identified four broad sorts of cultures: the culture of tough guys and machismo; the culture of working hard and 

playing hard; the culture of betting on your own firm; and the culture of the process. described organisational 
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culture by using four different types of classification, namely cultures of power, position, task, and person; used 

three levels to explain organisational culture, namely artefacts, values, and basic underlying assumptions; defined 

five primary culture typologies, namely stable, reactive, anticipating, experimenting, and creative; described 

organisational culture by using five different primary culture typologies, namely stable, reactive, anticipating, 

experimenting, and creative; and positional culture, control culture, task culture, and atomistic culture were the 

four types of culture that were used to characterise the organisational culture. It was pointed out that the 

differences across cultures may be broken down into five categories: power distance, individuality vs collectivism, 

uncertainty avoidance, masculinity against femininity, and perplexity. dynamism. O'Reilly presented seven 

fundamental qualities in order to characterise the culture of an organisation. These features include innovation 

and risk-taking, attention to detail, orientation of performance, orientation of individuals, aggression, and 

coherence of team orientation. The aforementioned typologies of organisational culture, which each have their 

own meaning of the word "organisational culture," give thorough overviews of the distinctions that exist across 

theorists. The majority of the shifts and distinctions have developed with the passage of time. 

  

Conceptualizing organizational culture 

The idea of culture is something that has to be taught and discussed inside organisations. argues that the way 

employees think and behave in the workplace may be better understood by looking at the cognitive structures that 

underpin organisational cultures. According to, the "normative glue" is referred to as organisational culture, which 

is a means of maintaining the cohesiveness of the entire organisation. The notion of organisational culture also 

gives a platform for examining the differences that exist amongst businesses operating within the same national 

culture that are able to thrive. In today's modern world, the idea of organisations frequently incorporates the 

concept of culture into its overall framework. According to Schein (2016), organisational culture may be the result 

of the interaction of two primary social group factors: the structural stability of a group and the absorption of a 

single item into a higher norm. Even when individuals working at different levels of the organisation come from 

a variety of diverse backgrounds, the culture of the organisation can be approximated to be represented by a 

framework of shared values that all members of the organisation hold in common. It was also asserted that the 

organization's core beliefs and ideals exert an indirect but discernible impact on all people who are affiliated with 

the organisation. It is sometimes stated that standards are intangible; but, in order for businesses to improve the 

productivity of their employees and their overall profitability, they need to seek for standards. The term "counter 

culture" refers to shared ideas and values that are implicitly in opposition to the values and beliefs that are 

recognised as counter cultures in the larger organisational culture. Counter cultures are typically created around 

a prominent manager or leader. The culture of the organisation that existed before this one may be seen as a 

potential danger to this sort of culture. A subculture is a sector of a culture that exhibits various norms, values, 

beliefs, and behaviours of individuals as a result of disparities in geographical locations or (within an organisation) 

departmental goals and work needs. Subcultures can also arise as a result of differences in job requirements and 

organisational structure. 
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There was a correlation between the perception of workers in the subculture and the employees' commitment to 

the organisation. Some groups may have a shared culture among themselves in order to facilitate social contact 

outside of the working environment. owing to the fact that the culture of the organisation is reflective of the beliefs 

that are commonly held by its members. As a result, employees who come from a variety of backgrounds or hold 

a variety of positions within the organisation are required to recognise their community of persons who use the 

same phrases. However, this does not imply that there aren't any different subcultures. The majority of big 

organisations have one dominant culture as well as a variety of subcultures. A dominant culture is one that 

expresses the fundamental beliefs that the vast majority of members have in common and that contribute to the 

unique character of the organisation. In big organisations, subcultures have a tendency to develop as a 

representation of the typical difficulties or problems that people of the same department or area go through. In 

each of the several departments, there is the potential for the existence of a distinct subculture that shares both the 

fundamental beliefs and ideals of the dominant culture as well as those beliefs and ideals that are unique to the 

representatives of that department. If companies were merely made up of a variety of distinct subcultures, the 

influence of the corporate culture as an independent variable would be significantly diminished. The aspect of 

culture known as "shared sense" is what makes it such an effective tool for the education and moulding of 

behaviour. However, individuals of the subculture might be influenced in their behaviour by the subculture itself. 

Culture in an organisation may also be viewed as a framework that distinguishes it from other organisations by 

providing its members with a shared interpretation of the organization's mission and values. The concept of 

organisational culture is one that should be given significant consideration in any firm. Culture in the workplace 

and open lines of communication among staff members are two factors that significantly affect performance. 

Cultures inside organisations reveal aspects such as working circumstances, the conduct of employees, and so on. 

The organisational culture is a crucial factor in determining the overall effectiveness of an organisation, and every 

company has its own unique social hierarchy. The company's work culture has a significant role in both the 

creation of its brand image and the differentiation of the company from its competitors. The idea of "culture" has 

undergone a radical transformation throughout the course of recent history. In the past, the idea of "culture" 

referred to a summary of collective practises and norms that existed inside an organisation and could not be 

changed. The idea was conceived after it was realised that organisational culture is very palpable, and that it is 

possible for it to be purposefully developed and utilised as part of the employee experience. The focus and 

attention of organisational leaders is required in order to maintain organisational culture, and culture should be 

purposefully included into the organisational structure. 

The way in which individuals are treated inside organisations is determined by the organisational culture, which 

is a set of shared assumptions, values, and beliefs. These widely held views have a significant impact on the 

individuals working for the firm and dictate how they should act, dress, and carry out their responsibilities. Every 

organisation has its own unique culture, which it cultivates and maintains, and this culture determines the 

parameters and parameters for which members of the organisation are expected to behave. The elements that 

make up an organization's culture may be broken down into seven categories, each of which ranges in importance 

from high to low. When all of these characteristics are considered together, the value that each organisation 

assigns to each one is what ultimately forms the culture that exists inside that organisation. Members of 

organisations make choices on the significance that should be placed on certain characteristics by their firm, and 

then they modify their behaviour in order to conform to the collection of values that they view to be important. 
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The beliefs and attitudes that "contribute to an organization's unique social and psychological environment" are 

what make up an organization's organisational culture. Culture of an organisation is a reflection of the values, 

beliefs, and ideals that are held in common by its members. Culture is the result of a number of elements, including 

the company's history, product, market, technology, and strategy; employee type; management style; and strategy. 

The organization's culture consists of its mission, values, and standards, as well as its structures, symbols, and 

lexicon, as well as its assumptions, beliefs, and behaviours. In addition to functioning as a mode of seeing, as well 

as cognition and feeling, the pattern of such group behaviours and assumptions is something that is taught to new 

participants when they join an organisation. The manner in which individuals and groups interact with one 

another, as well as with consumers and stakeholders, is also influenced by the culture of the organisation. In 

addition, the culture of an organisation can play a role in determining the degree to which employees feel 

connected to their employer. Even while a corporation may have its "own distinctive culture," bigger 

organisations frequently have subcultures that either coexist peacefully or are at odds with one another. This is 

because each subculture is associated with a different set of managerial personnel. There are fundamentally 

different organisational cultures, each of which is determined by the goals of the organisation as well as the 

leadership style. You will learn, for instance, that all managerial choices are required to be documented in great 

detail by the managers, and that "successful managers" are those who can present extensive evidence to back their 

suggestions. This is the case at one of the organisations that you will encounter. There is no support for creative 

decisions that involve significant risk or change. The tendency of managers is to not submit suggestions that 

significantly differ from the status quo since managers of failing projects are publicly criticised and penalised for 

their roles in the failure of the project. 

Characteristics making up organizational culture 

In order to encourage reasonable involvement from workers and maximise the value of their contributions, you 

need a culture that encourages individual and organisational learning, the generation of new knowledge, and a 

willingness to share what you've learned with others. It would appear that there is a widespread understanding 

that the term "organisational culture" refers to a framework that distinguishes a particular organisation from other 

organisations with a shared meaning held by members of that organisation. Upon closer study, this structure of 

common sense is revealed to be a collection of fundamental qualities that are highly valued by the business. 

According to the most recent research in this field, there are seven fundamental characteristics that, collectively, 

define the essence of the culture of an organisation. 

1.   Innovation and risk taking: The degree to which employees are encouraged to be innovative and 

take risks. 

2.   Attention to detail: The degree to which employees are expected to exhibit precision, analysis, and 

attention to detail. 

3.   Outcome orientation: The degree to which management focuses on results or outcomes rather than 

on the techniques and processes used to achieve these outcomes. 
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4.   People orientation: The degree to which management decisions take into consideration the effect 

of outcomes on people within the organization. 

5.   Team orientation: The degree to which work activities are organized around teams rather than 

individuals. 

6.   Aggressiveness: The degree to which people are aggressive and competitive rather than easygoing. 

7.   Stability: The degree to which organizational activities emphasize maintaining the status quo in 

contrast to growth. 

Types of organisational culture 

It is critical to keep in mind that there is not just one organisational culture out there. The majority of scholarly 

works acknowledge, without question, the existence of unique cultures at a variety of different organisations. 

According to findings from theoretical research on organisations (Zammuto, Gifford, and Goodman, 1999), there 

are primarily four different types of organisational cultures: 

Internal process model 

The internal process model necessitates a control/internal emphasis that makes use of information management 

and communication in order to accomplish the goal of preserving continuity while also exercising control. This 

paradigm is sometimes referred to as a 'hierarchical society' since it necessitates the management of technical 

subjects, compliance, and obedience to laws. The traditional bureaucracy and public administration theoretical 

paradigm is most directly represented by the internal process model. This model is characterised by its reliance 

on organised rules and processes as control mechanisms. 

Open systems model 

The open systems approach has a flexibility/external emphasis in which preparedness and adaptability are 

employed to achieve development, resource acquisition, and external assistance. This is accomplished via the 

utilisation of both internal and external support. This paradigm is often known as a 'developmental culture' since 

it is associated with creative and inventive leaders who frequently maintain an attention on the external 

environment. These kinds of businesses are fiercely competitive, their top executives aren't afraid to take chances, 

and individual initiative is directly tied to the benefits offered by the organisation. 

Human relations model 

The human relations model calls for a flexible and internally focused approach, one in which employees' morale 

and harmony in the workplace are fostered by continued education and expansion of available human resources. 

This kind of organisational culture is sometimes referred to as a 'community culture' since it is connected with 

confidence and engagement via the process of cooperation. In this type of organisation, managers strive to 

advance their employees' careers and act as mentors. 
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Rational goal model 

The logical goal model includes a control/external orientation as one of its components. Within this orientation, 

planning and target setting are utilised to accomplish productivity and performance goals. This kind of 

organisational culture is known as a rational culture because it places a strong emphasis on successful performance 

and the realisation of organisational objectives. These kinds of production-oriented businesses organise their 

employees and their managers to pursue predetermined goals and aims, and they tie employee incentives to how 

well they achieve those goals and aims. This scholarly understanding of cultural forms does not entail that the 

styles may be found in any pure form within organisations. The presentation of a variety of cultural forms is 

possible for organisations. Rather, such typologies help in our perception of the predominate cultures and in our 

thinking about what re-balancing is necessary if culture is to be led to adopt new behaviours and ideals. 

REVIEW LITERATURE 

According to research carried out by Kotter et al. (2015), the notion of "organisation culture" refers to the 

accumulation of shared beliefs and ideals through time, which enables an organisation to shape the manner in 

which its employees behave. According to (Gordon, 2016), organisation culture is the result of the drive that 

acknowledges the hard work and contributions of the members of the organisation and provides a holistic 

understanding of what and also the ways in which to be achieved, but goals are interconnected, and also the 

method each employee might possibly achieve goals. According to Hofstede (2018), an organization's culture 

may be summed up as a common mental approach that differentiates the members of one cluster from those of 

another. Therefore, the higher-than-plan claims that the culture of the company implies that of keeping people in 

line and exciting them towards the organization's goals. Early studies in the field of organisation behaviour 

(Peters, 2019) noticed the clear linkages between culture and the effectiveness of organisations. These cultural 

morals have been picked by organisations according to their own strategies, which range from crystal rectifier to 

triple-crown organisations. Even though it's common knowledge that company culture has a direct impact on 

employee productivity, a number of academics (Willmott, 2020) point out that there are still questions to be 

answered on how the two are connected. Therefore, according to Gordon (2016), the qualities of a culture may 

have an effect on performance; however, this influence is constrained or conditioned by the specific situation. 

They suggest more that culture might potentially contribute to increased performance if it aligns with changes of 

environmental elements at intervals throughout the context. Researchers have recently argued that cultural 

qualities cannot be generated, and that as a result, supply will be the determining factor in the longevity of an 

organisation. According to the resource-based reading method (Barney, 1991), property is dependent on the 

values, rarity, and property of the culture that is being considered. The purpose of the literature review as a whole 

is to investigate the relationships that exist between culture, quality, and productivity and to present those 

relationships at the predominant level of analysis. Because of the inherently subjective character of culture, it may 

be challenging to precisely identify the components that comprise an organization's culture. There is a general 

consensus regarding organisation culture on being historically determined and socially structured (Pettigrew, 

2015). This involves beliefs, behaviours, values, and morals allied with completely different levels of the 

organisation and incorporates to all or any aspects of structure life. Despite the fact that no single theory is 

universally accepted, there is a general consensus concerning organisation culture on being historically 
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determined and socially structured. According to an article published in 2015 by Schein, organisation culture is 

defined as the complete growth of an organisation, including natural settings, the ceremonial and rituals, the 

atmosphere, and the values of the business. According to Martins and (Terblanche, 2014), culture is inextricably 

linked to the values and views that are held in common by employees working for the same company. The workers 

are connected to the organization's values, norms, tales, beliefs, and principles through the organization's culture, 

which also incorporates these assumptions into activities and behaviours as a set of rules for appropriate conduct. 

According to Klein (2016), organisation culture is the heart of an organization's operations, which has a profound 

influence on the efficacy of the organisation as a whole and, as a result, the quality of its products and services. 

According to what was detailed in (Schein, 2014), organisation culture is a dynamic force that is present 

throughout the company. This force is rotating, participating, and interactive, and it is created up of the gestures, 

actions, and attitudes of the workers as well as the management. Previous students (Rossman, 2015) have defined 

culture as a shared competence that is dependent on the behavioural and social actions of a group. Some of the 

research that were conducted as part of this stream looked at the correlation between productivity and 

organisational climate rather than organisational culture. Given that the terms "climate" and "culture" are 

sometimes claimed to be used interchangeably (Denison, 1996), it is important to evaluate the research that relate 

the climate of an organisation to its level of output. In an exhaustive examination of producing businesses, 

Patterson (2014) discovered that characteristics of organisational climate such as care for worker welfare would 

result in satisfaction, and that higher levels of satisfaction would lead to increased levels of productivity. 

According to (Fenton-O'Creevy, 1998), stronger participation ultimately results in attachment with the 

organisation, which leads to increased motivation and the demand for responsibility, and this may result in bigger 

levels of productivity. The educational literature makes clear distinctions between organisational climate and 

culture. According to one school of thought, organisational culture encapsulates both the more complex and the 

more fundamental parts of an organization's way of existence, despite the fact that both climate and culture, on 

the whole, signify a similar progression (Denison, 1996). There are only a limited number of empirical research 

that have studied the relationship between organisation culture and productivity. Nevertheless, several studies 

have lightly touched upon the link between certain features of organisation culture and the influence that they 

have on productivity. For example, in an extensive study of service organisations, (Dobni, 2000) identified four 

different types of value systems and related them to productivity in terms of role behaviours. These value systems 

were the entrepreneurial value system, the performance stressed value system, the integrated value system, and 

the temperate value system. They came to the conclusion that the types of worth systems were connected with 

role behaviours (service productivity). Indeed, "culture of productivity" is illustrated in their foundational study 

by Akin (1986). According to them, a productive culture is comprised of various components including the "right" 

kind of people, identification with the task at hand, cooperation, trust and support, standing that is defined by data 

of job and performance, support for accomplishment, and autonomous use of skills. They contend that a "culture 

of productivity" is distinguished by legibility (clear communication), coherence (integration of the components 

of labour), and openendedness (adaptability to change). According to Kopelman (2015), characteristics of the 

work environment do have an effect on workers' overall productivity. According to them, a "reward orientation" 

finishes up in clarity in outcome expectations, leading to multiplied production, whilst a "goal emphasis" or 

"means emphasis" generate good self-evaluation by staff that is feasible. In addition, the presence of "socio-

emotional" support inside an organisational setting has an effect on the psychological characteristics and 
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emotional states of the people working there, which in turn leads to higher levels of motivation and greater levels 

of productivity. 

RESEARCH METHODOLOGY 

The Various steps in the research methodology are as follows. 

Exploratory study 

An exploratory research was conducted by conducting unstructured interviews with personnel working in an 

information technology and business services (IT&BS) firm in Chennai. In addition to this, a review of the 

previous research on organisational culture was carried out. We looked at secondary sources of data, such as 

business newspapers and magazines, national and international research journals, consultancy reports from 

commercial research organisations, and national and worldwide research agencies. The voids in the previously 

published research provided additional support for the importance of carrying out the investigation. This study 

contributed to the identification of five factors on which organisational culture has an influence on the levels of 

productivity and quality of business in the ITES industry. 

1)      Organisation decision / Communication / Employee’s involvement 

2)      Teamwork / colleagues / peer communication 

3)      Job factors / control / demands / role clarity 

4)      Physical work conditions / Infrastructure 5) Compensation / Salary / Benefits / Recognition 

Questionnaire development 

A structured form was designed in order to carry out the study based on the understanding that was received 

through a review of the relevant literature and preliminary research. There was one group of questions that 

pertained to the personal particulars of the respondents, the demographic profile of the respondents, the decision 

of the organisation, peer communication, role clarity, and pay. The majority of these questions were of the 

multiple-choice variety, which means you should be able to answer them in the shortest amount of time possible. 

An order-primarily based ordinal scale with points ranging from one to five was used to measure the answers 

related with a preference for productivity and quality of business. A point value of one indicated strong 

disagreement, while a point value of five indicated strong agreement. It was requested of the responders that they 

rate the form according to their preferences. 

Research Design 

At the ITES company in Chennai, the purpose of this investigation is to create a judgement regarding the influence 

that the organization's culture has on the work performance of its employees. For the sake of this discussion, we 

will assume that culture is a variable, whereas productivity and quality will be treated as dependents. In order to 
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determine the connection that exists between a company's culture and the level of output and quality produced by 

its workforce, the ITES companies in Chennai used a number of different criteria. The participants in this study 

were employees who were affiliated with a variety of ITES businesses located in various parts of Chennai. In 

order to achieve economical coverage and lower costs, non-probability convenience sampling was utilised in the 

selection of the ITES businesses that were most favourable to growth. We used a non-probability convenience 

selection strategy to choose a total of 191 workers for our sample size. This is the maximum number of employees 

that has been studied in any of our prior research articles. The size of the sample is determined based on prior 

research articles' support. It is important to highlight the fact that the researcher had limited financial resources at 

their disposal, which meant that they could not grant or authorise a larger sample size. Every piece of analytical 

work has a structure for the data to be grouped in. Its purpose is to make ensure that the data that have been 

required are gathered in an accurate and cost-effective manner. During the course of this research, the primary 

method of information gathering was utilised. The main data comprises of many items that were presented to the 

respondents in an organised format. These were given to them. The decision to organise the form was based on 

the necessity of minimising the amount of variation in the meanings conveyed by the questions, since this was 

the most straightforward way to ensure that comparisons could be made between the replies. The form was handed 

out without regard to individual preferences in order to guarantee sufficient participation from each and every 

worker in the research. Both primary and secondary sources of information were utilised in order to identify the 

various elements and get the intended result. The purpose of this study was to investigate the relationship that 

exists between the culture of a company and the levels of productivity and quality achieved by its workforce by 

collecting and analysing relevant data using descriptive data points, correlation, and statistical methods. 

Statistical Analysis and interpretation 

According to the survey that was carried out and the statistical analysis that was carried out, the following five 

criteria are the most important factors that workers are eager to have as a part of the culture of the company. Excel 

was used as a statistical tool in order to compute the statistical mean of all the different parameters. Further 

analysis of the findings was conducted in order to discover the primary components that are having an effect on 

the productivity. 

F. Implications for HR managers 

1) According to the findings of the study, it is very necessary for HR professionals working for ITES companies 

to place a primary emphasis on effectively conveying the precise job description to workers. workers report that 

it helps them perform better when they are aware of what tasks must be completed. 

 2) Managers should make a point to conduct frequent meetings and involve people in decision making to make 

inclusive culture. 

3) The skill matrix is expanding as a result of globalisation and technological advancement, and as a result, more 

and more employees are searching for dynamic tasks. Human resources should make it possible for regular work 

rotations and expansions, as well as providing opportunity to take on new and difficult responsibilities. 
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CONCLUSION 

Culture is the "social glue" that gives a "we-feeling" and helps resist the differentiation mechanisms that are an 

inherent feature of every organisation. Culture in an organisation serves as the bedrock upon which 

communication and the comprehension of a shared semantic framework are built. If these responsibilities are not 

carried out in a satisfactory manner, an organization's culture will result in a significant reduction in performance. 

Even if there may be a set of fundamental organisational principles or norms in place, and even though distinct 

work settings may have their own unique cultures, it is nevertheless possible for there to be cultural diversity 

within an organisation. The respondents are of the opinion that parameters such as organisational Decisions/ 

Communication (Manager)/ Employee's Involvement, Teamwork / Colleagues/ Peer communication, Job Factors 

/ Control /Demands/Role Clarity, Physical work conditions /I nfrastructure/Resources, Compensation/ Salary/ 

Benefits /Recognition, and Role Clarity define the culture of the organisation, which has an impact on the 

productivity. A structured questionnaire was distributed to a random sample of workers working for an ITES 

company in order to get insight into their perspectives about the elements that influence organisation culture and 

to determine whether or not this has an effect on the operations and quality of the business. The culture of the 

company has a significant bearing on the levels of productivity and quality achieved in business. According to 

the findings of this study, there is a favourable connection between the culture of an organisation and the levels 

of production and quality of business. 

REFERENCES 

[1]   Denison, D. R., & Mishra, A. K. (2016). Toward a theory of organizational culture and effectiveness. 

Organization science, 6(2), 204-223. 

[2]   Shahzad, F., Iqbal, Z., & Gulzar, M. (2013). Impact of Organizational Culture on Employees Job Performance: 

An Empirical Study of Software Houses in Pakistan. Journal of Business Studies Quarterly, 5(2), 56-64. 

[3]   Mathew, J. (2017). The relationship of organisational culture with productivity and quality: A study of Indian 

software organisations. Employee Relations,29(6), 677-695. 

[4]   Joseph, K. (2019). The influence of organizational culture on organizational learning, worker involvement 

and worker productivity. International Journal of Business and Management, 4(9), p243. 

[5]   Uddin, M. J., Luva, R. H., & Hossain, S. M. M. (2012). Impact of organizational culture on employee 

performance and productivity: A case study of telecommunication sector in Bangladesh. International Journal of 

Business and Management, 8(2), p63. 

[6]   Ojo, O. (2019). Impact assessment of corporate culture on employee job performance. Business Intelligence 

Journal, 2(2), 388-397. 

[7]   Paul R. Krugman. (2020). Peddling Prosperity: Economic Sense and Nonsense in the Age of Diminished 

Expectations. WW Norton & Company. 



IJAER/March-April 2021 /Volume-10/Issue 5                                                                       ISSN: 2278-9677 

Copyright@ijaer.org                                                                                                                                                                 Page  190          

[8]   Sharma, S. K., & Sharma, A. (2010). Examining the relationship between organisational culture and 

leadership styles. Journal of the Indian Academy of Applied Psychology, 36(1), 97-105. 

[9]   Sun, S. (2019). Organizational culture and its themes. International Journal of Business and Management, 

3(12), p137. 

  

 


