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This paper presents research results whose aim was to examine and define the dependences and impact
of organizational culture on the effects of business performance. The research was carried out on
Serbian companies and was conducted in three stages. In the first stage, 72 parameters of organizational
culture were defined and 30 experts were polled about the significance of these parameters. This was
followed by factor analysis which assisted in the selection of 7 key factors of organizational culture.
These 7 factors were taken as the representatives of organizational culture in Serbian companies. In the
second stage, the representatives of the effects of business performance were defined. Economic indices
(7 economic indices) were taken as the representatives of business effects. The third stage included an
explanation of the actual state concerning the key factors of organizational culture and the selected
economic indices in Serbian companies. The data was collected by polling 100 managers from 100
companies. Finally, multivariate regression and correlation were applied in order to determine the
dependences of organizational culture and business effects. The research results confirm the existence
of a strong relation between organizational culture and business performance. The obtained
dependences show that economic indices in companies are improved by increasing the level of
organizational culture. Equations are made which enable the calculation of the values of some economic
indices depending on the value and level of the key factors of organizational culture within the company.
An efficient review of the current state of economic indices, the simulation of the possible state of
economic indices, as well as the effective selection of future activities oriented towards increasing the
level of organizational culture are thus provided. These activities all contribute to improved business
results.
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INTRODUCTION

Organizational culture is an important field of manage-
ment today. In Serbia, however, it has not been studied in
depth and there is no data on the state of organizational
culture in Serbian companies or any proposals or
suggestions for its improvement. What is certain is that
the level of organizational culture in Serbia is very low,
and that there is an unfavourable base in national culture.
It may therefore be assumed that substantial changes are
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are required in organizational culture in Serbian
companies. The need for this type of research arose as a
consequence of this state.

The development of organizational culture is particularly
important in companies from countries in transition (Alam,
2009a). The influence of organizational culture is espe-
cially manifested in companies which have completed the
process of ownership transformation (Alam and Khalifa,
2009). With the completion of the process of economic
transition and with the influx of foreign capital on the
market, organizational culture assumes an increasingly
important role in the process of doing business inter-na-
tionally (Alam, 2009b). Companies in Serbia are currently



faced with the following challenges: transition,
privatization and the need to accept market economy
conditions. The level of organizational culture is very
important in overcoming the afore-mentioned challenges
and raising such a level in Serbian companies would
result in improving the quality of both national and inter-
national collaboration (Pecujlija et al., 2010). Some other
countries in the region, such as Romania and Greece,
are facing a similar situation (Romeo, 2010).

Organizational culture is the system of divided values,
value orientations, beliefs, and customs within an
organization, and thereby influences the structure of the
organization and directs its conduct, but also determines
the norms of conduct within the organization itself
(Sharplin, 1958). Riggio (2003: 422) defines culture as
“the system of shared backgrounds, norms, values, or
beliefs among members of a group.” Van den Berg and
Wilderom (2004: 571) define organizational culture as the
“shared perceptions of organizational work practices
within organizational units that may differ from other
organizational units.” Every company has its own specific
organizational culture. Drennan  (1990) defines
organizational culture as the way things are done in an
organization. Working groups within an organization have
their own code of conduct within the organization itself as
well as their own ways of reacting, which, when viewed in
a broader context, have a direct impact on the system as
a whole (Black, 2003). Organizational culture is the factor
which directly influences the success or failure of an
organization. For this reason attention must be paid to
the key dimensions of organizational culture (Deal and
Kennedy, 1982):

Values — represent the convictions, the heart of
organizational culture.

Heroes — the people who represent the personification of
the values.

Ceremonies and Rituals — an unofficial system of
communication or concealed hierarchy of power in the
organization.

Unifying individual and common goals and relying on the
responsibility of the employees are the success factors of
organizational culture (Morgan, 1977). According to
Krefting and Frost (1985), the way in which organizational
culture can influence competitive advantage is by
improving and overcoming the limitations of the organiza-
tion by facilitating individual interaction and/or by limiting
the flow of information to certain levels. The accepted
values also enable managers to foresee the reaction of
employees to certain strategic decisions, which in turn
enables them to reduce any undesired consequences
(Ogbonna, 1993). Most theoreticians agree that sustain-
able competitive advantage stems from creating
organizational competitiveness which is superior to and
can hardly be reached by the competition (Reed and
DeFillippi, 1990). Barney (1986) suggested that
organizational culture was potentially a source of sustainable
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competitive advantage. The unique qualities of a
company’s organizational culture are a powerful source
of generating advantage over its competitors. The link
between the leadership style and organizational
performance is connected by the nature and form of
organizational culture (Ogbonna and Harris, 2000).

In addition to the need to determine the level, one of the
greatest problems facing organizational culture in Serbian
companies is the fact that the new model of conduct is
based on the foundations of old values. This fact is the
source of confusing messages, values, and norms and
the cause of an unclear perception of the new circum-
stances and changes (Alam et al., 2010). Therefore, the
importance of the changes in relation to the past period is
questionable because the environment which is faced
with the challenges of the new era is led and directed by
outdated and antiquated norms. The need to replace the
old with the new is the cause of transition, and one of the
goals of privatization is the improvement of the efficiency
of the company’s business. This can be achieved by
changing the values of the employees and managers
within an organization. The company must build up a
system of values by which it will be recognizable (Khan et
al.,, 2010). Successful managers must influence their
employees and then organizational culture integrates the
values and attitudes of the employed in the company.
Great uncertainty in the life of an organization frequently
endangers its achievements (Thompson, 1967). Conse-
quently, one of the frequent topics of organizational
research is reducing uncertainty as a means of
establishing control over the company’s fate (Thompson,
1967). New approaches to organizational culture include
changes to the organization in terms of customer
relations, quality and innovation, the introduction of an
employee reward system and the development of know-
ledge, skills and abilities which is then harmonized with
the adopted concept of change (Liao et al., 2010; Yang
and Hsu, 2010).

The research carried out by Hofstede (1980) and his
group of collaborators encompassed 40 countries, inclu-
ding the cities of Ljubljana, Zagreb, and Belgrade from
the former Yugoslavia. After processing, the data was
subsequently checked and tested. This research was
refreshed by new data in the year 2001 (Hofstede, 2001).
After the disintegration of the Socialist Federal Republic
of Yugoslavia, it was possible to separate the results for
Slovenia, Croatia, and Serbia.

Hofstede identified the following characteristics of
national and regional culture, which directly influence
organizational culture (Hofstede, 1980):

1. Power distance: Employees who belong to a culture
with a great power distance prefer an authoritative style
of leadership. A low distance indicates that all people, all
employees should have equal rights..

2. Avoiding uncertainty. Indicates the limit to which a
society accepts uncertainty and risk.

3. Individualism or collectivism: The limits to which people
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are expected to oppose or behave in a superior manner
as members of a group or an organization.

4. Male or female culture. Indicates those cultures based
on traditional male or female values. For example, male
culture comprises competitiveness, ambition and the
accumulation of money and material goods.

Sociologists in Serbia have diagnosed that Serbian
national culture is compatible with the picture of national
culture which derives from Hofstede’s research. These
results point towards an unfavourable national cultural
business environment basis in Serbia. If we take into
consideration that national culture significantly influences
organizational culture, it is safe to assume that the
organizational culture itself is also at a very low level.
Organizational culture research in Serbia is of great
significance for the following reasons:

1. A non-stimulating national culture basis.

2. Serbia is a country of great potential which has been
grossly neglected during the last two decades.

3. There is a great deal of room in Serbia for foreign
investment, as well as the existing significant interest of
foreign investors in Serbia.

4. Serbia is a country of great importance for the
Southeast European region.

The objective of this research is to establish the impact of
organizational culture on business performance. Its
importance stems from linking organizational culture with
business results. In this way, organizational culture is not
only studied by itself, but mathematical dependences be-
tween organizational culture and some business effects
are also determined. The research was based on Serbian
companies.

ORGANIZATIONAL
EFFECTS

CULTURE AND BUSINESS

Organizational culture influences many aspects of busi-
ness. This influence can be stronger or weaker, direct or
indirect, but it is always positive. Researchers have
presented empirical studies to characterize the impact of
organizational culture on organizational processes and
outcomes, particularly on effectiveness (Carmeli and
Tishler, 2004; Denison and Mishra, 1995; Hofstede et al.,
1990; Powell and Dent-Micallef, 1997; Yilmaz and Ergun,
2008). In addition to measuring the impact of organiza-
tional culture on business effects, there are numerous
examples in literature concerning the use of the quantita-
tive approach in researching organizational culture, as
well as the measurement of its impact on some aspects
of business.

The impact of organizational culture on business effects
is the theme of the research explained in the reference
(Gordon and DiTomaso, 1992). The main conclusion of
this research is that the level of organizational culture

proportionally influences the company’s business
performance. The reference Van Den Berg and
Wilderom, (2004) proposes five dimensions to facilitate
the measurement and comparison of organizational
culture. Gakar and Ertlirk (2010) conducted research into
the impact of organizational culture on innovative ability
in small and medium-sized companies. In the reference
Kavanagh and Ashkanasy (2006) discovered the impact
of leadership and management change on organizational
culture and employees concerning organizational chan-
ges were examined. The reference Scott et al. (2003)
studied the possibilities and quantitative methods for
measuring organizational culture in medical organiza-
tions. Kangas (2009) carried out research into the impact
of organizational culture on knowledge management. In
the reference Braunscheidel et al. (2010) the impact of
organizational culture on supply chain integration was
examined and it was confirmed that organizational culture
had a significant impact on both internal and external
integration practices. In the reference Shieh (2010) it was
found that corporate culture showed a significantly
positive correlation with supply chain management and
organizational innovation. According to Nahm et al.
(2003), a high level of organizational culture and custo-
mer orientation result in the emergence of a higher level
of time-based manufacturing practice and business per-
formances. Matin et al.( 2009) pointed to the importance
of improving organizational culture in customer-oriented
companies and thus increasing customer satisfaction. In
the reference (Berson et al., 2008) the bond between the
values of the chief executive officer (CEO) and
organizational culture was confirmed as well as that
between organizational culture and business results.
Belassi et al. (2007), discovered the direct impact of
organizational culture on new product development
(NPD) was asserted. The results from Egan et al. (2004)
revealed that organizational learning culture (OLC) had a
significant influence on both job satisfaction and motiva-
tion. According to Hung et al. (2010), organizational
learning culture has a significant impact on business
performance. Moreover, organizational learning has a
significant impact on the link between a company’s dyna-
mic and operational capabilities (Bustinza et al., 2010).
The research carried out in five countries (Cseh et al.,
2004) showed a moderately significant relationship
between socio-cultural values and organizational culture
perceptions. In the reference Donate and Guadamillas
(2010), the existance of significant bonds among organiz-
ational culture, knowledge management, company perfor-
mance and innovations was confirmed. According to
Naor et al. (2010), organizational culture has a more
significant influence on manufacturing performance than
national culture. This data emphasizes the significance of
developing internal organizational culture. The research
by Zheng et al. (2010) confirms that knowledge manage-
ment fully mediates the impact of organizational culture
on organizational effectiveness. Gregory et al. (2009)
shows how employees' attitudes mediate in the relationship



between organizational culture and organizational
effectiveness. The research carried out in six countries
(Kwantes and Boglarsky, 2007) stresses the existance of
strong bonds between organizational culture and
leadership effectiveness and somewhat weaker (but still
significant) bonds between organizational culture and
personal effectiveness. Organizational culture has a
significant impact on buyer-seller relationships (Gyau and
Spiller, 2007). According to Skerlavaj et al. (2007),
organizational learning culture has a direct, positive
impact on non-financial performance, while it has a
positive but indirect impact on financial performance. In
the reference Stock et al. (2007), it is confirmed that by
raising the level of some characteristics of organizational
culture, medical error reduction in hospitals may occur.
According to Skerlavaj et al. (2010), organizational
learning culture has a direct, positive influence on
innovations.

Such a large amount of research related to measuring
the impact of organizational culture as well as the
significance of this issue has resulted in the emergance
of numerous methods and instruments used for this
purpose. An analysis of these methods was carried out in
the relevant literature. For instance, Scott et al. (2003)
carried out the systematization of the existing methods.
The authors suggested 13 selected methods, giving
preference to those that used the quantitative approach
and were supported statistically. According to Scott et al.
(2003), it was still hard to say which method was the
best. In the reference, Van den Berg and Wilderom,
(2004), the stress was on establishing a unique method
for measuring organizational culture. However, the
authors stated that a consensus had not been reached
on this issue. In the reference Jung et al. (2009), 70
instruments for researching organizational culture were
identified but it was concluded that there was no ideal
instrument for this purpose. The majority of these 70
methods (48 of them) were reduced to psychometric eva-
luation. The following statistical methods were used most
frequently: factor analysis, multivariate regression and
correlation, path analysis, structural Equation Modelling
(SEM) and similar. In the reference Jung et al. (2009),
they added that some countries had defined question-
naires for measuring organizational culture. Moreover,
there are some specialized instruments for measuring
organizational culture in some industrial branches, for
example, in the hospitality industry (Dawson et al., article
in press) and the fitness industry (Macintosh and
Doherty, 2010) that can be found in the literature.

In this paper, research in the impact of organizational
culture on some economic indices was carried out by
using the following statistical methods: factor analysis,
multivariate regression and correlation. As previously
mentioned, these two methods are often used in
examining the impact of organizational culture on certain
business aspects which may be seen in the numerous
references, for example, Wilderom and Van den Berg,
(1999); Den Hartog and Verburg, (2004); Macintosh and

Nikolic et al. 4625

Doherty (2010) and LukasSova et al. (2006). The following
part of the paper presents the applied methodology and
the research results as well as their analysis.

RESEARCH METHODOLOGY

In order to determine and mathematically describe the impact of
organizational culture on business effects, it was necessary, first of
all, to define the following:

1. The representatives of organizational culture in Serbian com-
panies: These are the values which represent organizational culture
and which are later measured and related to business effects.

2. The representatives of business effects: Their values are deter-
mined depending on the values of organizational culture. Economic
indices are taken as the representatives of business effects.

According to the aforementioned factors, the research methodology
is outlined in three stages and several sub-stages:

1. Determination of the representatives of organizational culture.

i. Defining the parameters of organizational culture.

i. A poll on the significance of the defined parameters of
organizational culture (Poll 1).

iii. The use of factor analysis - in order to determine the key factors
(representatives) of organizational culture.

2. Determination of the representatives of business effects.
3. Determination of the impact and dependence of the
representatives of organizational culture and business effects.

i. A poll on the state of the representatives of organizational culture
and business effects (Poll 2).

ii. Multivariate regression and correlation with the aim of the final
determination of the dependence of organizational culture and
business effects.

Determination of the representatives of organizational culture

The determination of the representatives of organizational culture
represents the first stage of the research. The first stage was
realized in the previous research and the results were published in
the reference (Nikoli¢ et al., 2009). Here, only the final results are
presented. The final results of the first stage represent the starting
point for further research, that is, the theme of this paper.

Factor analysis was applied in order to determine the key factors
of organizational culture in Serbian companies. Factor analysis was
performed on the results of Poll 1 on the basis of 72 defined
parameters of organizational culture. The factor selection was
made according to the Kaiser-Guttman criterion on the basis of
which 7 factors of organizational culture in Serbian companies were
identified. These factors cover more than 71% of organizational
culture parameter variation.

According to Nikoli¢ et al. (2009), the factors of organizational
culture, which are most important for Serbian companies, were
defined in the following way:

F1: OC+ — Position and perspectives of the company’s employees.
F2: OC, — Recognisability of the symbols of organizational culture
in the company.

F3: OC; — Orientation of the company to strategic aspects of doing
business.

F4: OC4 — Quality of communication and information flow in the
company.
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Table 1. Questionnaire contents for examining the influence of organizational culture on economic indicators.

Sign Key factors of organizational culture (OC)

Evaluation of the current state
of the organizational culture

factor
OC1 Position and perspectives of the company’s employees 1 2 3 4 5
OC. Recognisability of the symbols of organizational culture in the company 1 2 3 4 5
OC; Orientation of the company to strategic aspects of doing business 1 2 3 4 5
OC4 Quality of communication and information flow in the company 1 2 3 4 5
OCs Quality of internal relationships in the company and employee motivation 1 2 3 4 5
OCs Aspirations of the company towards originality and customer satisfaction 1 2 3 4 5
OC7 Quality of the employees’ established norms of business conduct 1 2 3 4 5

Sign Economic indices (El)

El1  Share of salaries in business revenues

El,  Company productivity

Els  Production economy

Els  Business profitability

Els  Company's liquidity

Els  Profit margin (profit share in business revenues)

El;  Potential financial risks (exchange rate fluctuations, high interest rates and the like)

Evaluation of the current state
of economic indices

2 3 4

[ACI SR \C I \C I \O I V]
W wWwwwwow
L
(6,06 BN NG, RS, IS, BNG) |

F5: OCs — Quality of internal relationships in the company and
employee motivation.

F6: OCe — Aspirations of the company towards originality and
customer satisfaction.

F7: OC7 — Quality of the employees’ established norms of business
conduct.

Determination of the representatives of business effects

Economic indices are taken as the representatives of business
effects. The following seven economic indices have been analyzed:

Els - Share of salaries in business revenues

El, - Company productivity

Els - Production economy

El4 - Business profitability

Els - Company's liquidity

Els - Profit margin (profit share in business revenues)

El; - Potential financial risks (exchange rate fluctuations, high
interest rates and the like)

Determination of dependence between organizational culture
and business effects

The poll on the state of the representatives of organizational
culture and business effects (Poll 2)

The previously defined key factors of organizational culture in
Serbian companies can be used to establish the impact of
organizational culture on business effects (economic indices).
Firstly, a questionnaire, as shown in Table 1, was compiled.
Table 1 presents the key factors of organizational culture in Serbian
companies, as well as the economic indices of interest. Then, the
polling of the required number of managers was carried out in
Serbian companies. The managers were expected to assign values
to each factor by awarding marks from 1-5. The mark should

sent the level of the current state of the examined factor (indicator)
in their company. The marks have the following meaning: 1 — Highly
unfavourable, 2 - Unfavourable, 3 - Average, 4 - Favourable, 5 —
Very favourable. A similar approach to the assessment of organiza-
tional culture parameters has been applied in previous research
(Veiga et al., 2000).

The basic characteristics of the polling process and results for Poll
2 are:

1. Number of managers: A total of 100 managers from 100
companies answered the questions.

2. Respondents (managers): The respondents are people in senior
managerial positions in their respective companies and those who
have considerable insight into the company’s strategy, the relation-
ships within the company, etc. The contacted managers can be
said to be the most competent people in the companies included in
Poll 2.

3. Type of company: The research was carried out in Serbian com-
panies, regardless of the business branch or form of property within
the company. The sample was selected to represent public and
private enterprises. Smaller companies, with fewer than 20 emplo-
yees, were not included in the research. The reason behind that is
the significant and direct influence of the smaller enterprise owners’
personal traits and preferences on the organizational structure,
while the larger enterprises are less susceptible to such influences.
The goal was to obtain results as independent as possible of the
owner’s personal traits.

4. Research area in terms of geography: The research was
conducted on the territory of Serbia.

5. Research period: The research lasted for about 5 months in the
period between April and September, 2010.

Determination of dependence between organizational culture
and business effects

After polling (Poll 2), statistical analysis was carried out on the



Table 2. Dependences El; - Share of salaries in business revenues — from organizational culture.
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Parameter Estimates (Spreadsheet 3) Sigma-restricted parameterization

El4 El, Std.Err El El4 -95.00% +95.00% El4 El4 -95.00% +95.00%

Effect Param. ) t p Cnf.Lmt Cnf.Lmt Beta (B) St.Err.B Cnf.Lmt Cnf.Lmt
Intercept 1.402 0.423 3.313 0.001 0.562 2.243

OCq4 0.042 0.131 0.320 0.750 -0.218 0.301 0.046 0.143 -0.238 0.329
(0]67} 0.004 0.141 0.027 0.979 -0.276 0.283 0.004 0.139 -0.273 0.280
0Cs 0.452 0.110 4.092 0.000 0.233 0.671 0.483 0.118 0.248 0.717
0OC4 0.077 0.111 0.693 0.490 -0.143 0.297 0.081 0.117 -0.152 0.315
0OCs 0.053 0.114 0.465 0.643 -0.173 0.279 0.053 0.114 -0.173 0.278
OCs -0.059 0.103 -0.572 0.569 -0.264 0.146 -0.060 0.105 -0.269 0.149
0OCy 0.034 0.112 0.302 0.764 -0.188 0.255 0.035 0.117 -0.197 0.268

From Table 2, the following dependences are observed: Parameter a = 1.402 shows the theoretical value El; when the value of all OC is equal to zero; Coefficient by = 0.042 shows how many units
Elsis increased by if OC; is increased by one unit; Coefficient b, = 0.004 shows how many units El; is increased by if OC. is increased by one unit; Coefficient bs = 0.452 shows how many units El; is
increased by if OC; is increased by one unit; Coefficient b, = 0.077 shows how many units El; is increased by if OC, is increased by one unit; Coefficient bs = 0.053 shows how many units El; is
increased by if OCs is increased by one unit; Coefficient bs = - 0.0592 shows how many units El; is decreased by if OCg is increased by one unit; Coefficient b; = 0.034 shows how many units El; is
increased by if OCy is increased by one unit.

Table 3. Testing dependence El; - Share of salaries in business revenues — from organizational culture.

Test of SS Whole Model vs. SS Residual (Spreadsheet3)

Depend. Multiple Multiple Adjusted SS df MS SS df MS

Variable R R R? Model Model Model Residual Residual Residual F P

El4 0.581 0.338 0.288 39.470 7.000 5.639 77.280 92.000 0.840 6.713 0.000

Table 4. Dependence El, - Company productivity — from organizational culture.
Parameter Estimates (Spreadsheet3) Sigma-restricted parameterization
El> El> El> El> -95.00% +95.00% El2 El, SLEr.B -95.00% +95.00%
Effect Param. Std.Err t p Cnf.Lmt Cnf.Lmt Beta (B) T Cnf.Lmt Cnf.Lmt
Intercept 0.997 0.354 2.816 0.006 0.294 1.700

0OCq 0.240 0.109 2.193 0.031 0.023 0.457 0.263 0.120 0.025 0.501
0OC: -0.196 0.118 -1.667 0.099 -0.430 0.038 -0.195 0.117 -0.428 0.037
OCs 0.197 0.092 2.137 0.035 0.014 0.381 0.212 0.099 0.015 0.409
0OCq4 0.298 0.093 3.208 0.002 0.113 0.482 0.317 0.099 0.121 0.513
OCs -0.227 0.095 -2.376 0.020 -0.416 -0.037 -0.227 0.095 -0.416 -0.037
OCs 0.170 0.086 1.970 0.052 -0.001 0.342 0.174 0.089 -0.001 0.350
0OCy 0.258 0.093 2.762 0.007 0.072 0.443 0.272 0.098 0.076 0.467
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collected data. Multivariant regression and correlation were used to
establish the interdependence of organizational culture and
business effects. The influences on each economic indicator were
determined separately.

The results of the statistical analysis are presented in the
following tables (Table 2 to Table 15). The bold values in the tables
point at statistically significant coefficients.

In Table 3, the corrected determination index R? = 0.2877 is
observed. This index shows how the percentage of the variable's
variability EP4 is explained by variances in variables OC+ to OC;.
Such descriptions and testing of dependences are also valid for the
following tables (Table 4 to Table 15).

Table 16 presents the correlations of all key factors concerning
organizational culture and all analyzed economic indices. The bold
values are statistically significant in the basic set. The following is
valid for these values: the values obtained on the basis of the
sample are equal to those in the whole basic set, or outside the
sample. In Table 16 almost all values are significant. The strongest
relations are in the grey fields.

Table 16 gives the linear coefficients of the correlation, which
show how strong the relation between some variables are. The
explanation of the coefficient is:

r < 0.5 weak relation,

0.5 <r < 0.7 significant relation,
0.7 =r < 0.9 strong relation,
0.9 <r very strong relation.

RESEARCH RESULTS AND THEIR ANALYSES
El, - Share of salaries in business revenues

Table 2 shows that economic index El; - Share of
salaries in business revenues is significantly influenced
by factor OC3. At the same time, on the basis of Table 2,
the multivariate regression dependence model can be set
concerning the impact of organizational culture on
economic index Ely, in the following form:

Y (El;) = 1.4022 + 0.0418 - OC, + 0.00376 - OC, +
0.4520 - OC; + 0.0769 - OC, +
+0.0530 - OCs — 0.0591 - OCg + 0.0336 - OC;, (1)

where the values OC; to OC; are in the interval [1, 5].

Equation (1) points to the negative impact of factor OCg
on economic index El.

In Table 3, the corrected index of determination can be
noticed (in this case, it is R® = 0.2877). This value
explains the percentage of the variability of El; which is
explained by the variabilities of OC; to OC5. In other
words, this means that the impact of organizational
culture on the variability of economic index El; is 28.77 %,
while the residue is made up of the impact of other
factors and coincidences.

El, - Company productivity

Table 4 shows that economic index El, — Company
productivity is statistically significantly influenced by

factors OC4, OCs, OC,4, OCs (negative impact) and OC;.
On the basis of Table 4, the multivariate regression
dependence model can be set concerning the impact of
organizational culture on economic index El,, in the
following form:

Y (Ely) = 0.9970 + 0.2396 - OC, — 0.1960 - OC; + 0.1975
) 003 + 0.2977 - OC4 -
—0.2266 - OCs + 0.1702 - OCg + 0.2576 - OC7

(@)

Where the values OC, to OC; are in the interval [1, 5].

Equation (2) shows the negative impact of factors OC,
and OC5 on economic index Els.

In Table 5, the corrected index of determination can be
noticed (in this case, it is R® = 0.4967). This value
explains the percentage of the variability of El, which is
explained by the variabilities of OC; to OC;. In other
words, this means that the impact of organizational
culture on the variability of economic index El, is 49.67
%, while the residue consists of the impact of other
factors and coincidences.

El; - Production economy

Table 6 shows that economic index El; - Production
economy is statistically significantly influenced by factors
OC,, OCg and OC5. On the basis of Table 6, the multiva-
riate regression dependence model can be set concer-
ning the impact of organizational culture on economic
index Els, in the following form:

Y (Elg) = 0.8212 + 0.0963 - OC; + 0.2836 - OC, — 0.1500
-OC;3 +0.0111 - OC4 +
+ 0.0415 - OCs + 0.2415

(3)

Where the values OC, to OC; are in the interval [1, 5]

Equation (3) demonstrates the negative impact of factor
OC; on economic index Els.

In Table 7, the corrected index of determination can be
noticed (in this case, it is R? = 0.4095). This value
explains the percentage of the variability of El; which is
explained by the variabilities of OC; to OC5. In other
words, this means that the impact of organizational
culture on the variability of economic index Elz is 40.95
%, while the residue is made up of the impact of other
factors and coincidences.

El, - Business profitability
Table 8 shows that economic index El, - Business

profitability is significantly influenced by factor OC5. At the
same time, on the basis of Table 8, the multivariate
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Table 5. Testing of dependence El, - Company productivity — from organizational culture.

Test of SS Whole Model vs. SS Residual (Spreadsheet3)

Depend. Multiple Multiple Adjusted SS df MS SS df MS
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Variable R R? R? Model Model Model Residual Residual Residual F P
El2 0.730 0.532 0.497 61.507 7.000 8.787 54.053 92.000 0.588 14.955 0.000
Table 6. Dependence El; - Production economy — from organizational culture.
Parameter Estimates (Spreadsheet3) Sigma-restricted parameterization
Effect El; El; Els Els -95.00% +95.00% Els Els -95.00% +95.00%
Param. Std.Err t p Cnf.Lmt Cnf.Lmt Beta (B) St.Err.0 Cnf.Lmt Cnf.Lmt
Intercept 0.821 0.383 2.142 0.035 0.060 1.583
OC; 0.096 0.118 0.814 0.418 -0.139 0.331 0.106 0.130 -0.152 0.364
OC:> 0.284 0.127 2.226 0.028 0.031 0.537 0.282 0.127 0.030 0.534
0Cs -0.150 0.100 -1.499 0.137 -0.349 0.049 -0.161 0.107 -0.374 0.052
0C4 0.011 0.101 0.111 0.912 -0.188 0.211 0.012 0.107 -0.201 0.224
0OCs 0.041 0.103 0.401 0.689 -0.164 0.247 0.042 0.103 -0.164 0.247
OCs 0.242 0.094 2.582 0.011 0.056 0.427 0.248 0.096 0.057 0.438
OCy 0.261 0.101 2.588 0.011 0.061 0.462 0.276 0.107 0.064 0.488
Table 7. Testing dependence El; - Production economy — from organizational culture.
Test of SS Whole Model vs. SS Residual (Spreadsheet3)
Depend. Multiple Multiple Adjusted SS df MS SS df MS
Variable R R R? Model Model Model Residual  Residual  Residual F P
Els 0.672 0.451 0.409 52.143 7.000 7.449 63.417 92.000 0.689 10.806 0.000

the multivariate regression dependence model
can be set concerning the impact of organizational
culture on economic index El,, in the following
form:

Y (Ely) = 1.6142 + 0.1556 - OC; + 0.1809 - OC, +
0.0637 - OC3 — 0.1409 - OC, + + 0.0226 - OCs +
0.0661 - OCg + 0.2572 - OC;  (4)

Where the values OC; to OC; are in the interval

[1, 3]

Equation (4) points out the negative impact of
factor OC, on economic index El,.

In Table 9, the corrected index of determination
can be noticed (in this case, it is R? = 0.3134).
This value explains the percentage of the variability
of El4 which is explained by the variabilities of OC;
to OC,. This means that the impact of organiza-
tional culture on the variability of economic index

El, is 31.34 %, while the residue is made up of the
impact of other factors and coincidences.

El; - Company's liquidity

Table 10 shows that economic index Els -
Company's liquidity is significantly influenced by
factor OCs. At the same time, on the basis of
Table 10, the multivariate regression dependence
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Table 8. Dependence El, - Business profitability — from organizational culture.

Parameter Estimates (Spreadsheet3) Sigma-restricted parameterization

Els Els -95.00° +95.009 Ely -95.00% +95.009
Erogy  ElParam.  ElStdErr , o0 ro.00% Beta(y  EVSLEMS 00 ro.00%
Intercept 1.614 0.376 4.290 0.000 0.867 2.361
0OCq 0.156 0.116 1.339 0.184 -0.075 0.386 0.188 0.140 -0.091 0.466
OC: 0.181 0.125 1.447 0.151 -0.067 0.429 0.198 0.137 -0.074 0.469
OCs 0.064 0.098 0.648 0.518 -0.131 0.259 0.075 0.116 -0.155 0.305
OCs4 -0.141 0.099 -1.429 0.156 -0.337 0.055 -0.165 0.115 -0.394 0.064
OCs 0.023 0.101 0.223 0.824 -0.179 0.224 0.025 0.111 -0.197 0.246
OCe 0.066 0.092 0.720 0.473 -0.116 0.248 0.074 0.103 -0.131 0.280
0Cy 0.257 0.099 2.595 0.011 0.060 0.454 0.298 0.115 0.070 0.527
Table 9. Testing dependence El,4 - Business profitability — from organizational culture.
Test of SS Whole Model vs. SS Residual (Spreadsheet3)
Depend. Multiple Multiple Adjusted SS df MS SS df MS F b
Variable R R2 R2 Model Model Model Residual Residual Residual
Elg 0.602 0.362 0.313 34.644 7.000 4.949 61.066 92.000 0.664 7.456 0.000
model can be set concerning the impact of This value explains the percentage of the regression dependence model can be set

organizational culture on economic index Els, in
the following form:

Y (Els) = 1.3200 + 0.1734 - OC; + 0.0189 - OC, +
0.1233 - OC3 — 0.1031 - OC, + + 0.2166 - OCs +
0.1312-OC¢ + 0.1211 - OC, (5)

Where the values OC; to OC are in the interval
(1, 5]

Equation (5) demonstrates the negative impact of
factor OC, on economic index Els.

In Table 11, the corrected index of determination
can be noticed (in this case, it is R® =0.3188).

variability of Els which is explained by the
variabilities of OC; to OC,. This means that the
impact of organizational culture on the variability
of economic index Els is 31.88 %, while the
residue consists of the impact of other factors and
coincidences.

Els - Profit margin (profit share in business
revenues)

Table 12 shows that economic index Elg - Profit
margin (profit share in business revenues) is
significantly influenced by factor OC,. At the same
time, on the basis of Table 12, the multivariate

concerning the impact of organizational culture on
economic index Elg, in the following form:

Y (Elg) = 0.8743 + 0.2172 - OC; — 0.0672 - OC, +
0.0576 - OCs + 0.1293 - OC4 — — 0.0690 - OCs +
0.2664 - OCg + 0.1990 - OC;,  (6)

Where the values OC; to OC- are in the interval
[1, 5]

Equation (6) points out the negative impact of
factors OC, and OCs on economic index Els.

In Table 13, the corrected index of determination
can be noticed (in this case, it is R? = 0.3817).
This value explains the percentage of the
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Test of SS Whole Model vs. SS Residual (Spreadsheet3)

5:2221’ Multiple  Multiple  Adjusted ss df MS sS df MS . )
R R R Model Model Model Residual Residual Residual
Els 0.606 0.367 0.319 39.353 7.000 5.622 67.887 92.000 0.738 7.619 0.000
Table 12. Dependence Els - Profit margin (profit share in business revenues) — from organizational culture.
Parameter estimates (Spreadsheet3) Sigma-restricted parameterization
Effect Els Param Elg Elg Elg -95.00% +95.00% Els Elg -95.00% +95.00%
) Std.Err t P Cnf.Lmt Cnf.Lmt Beta (B) St.Err.B Cnf.Lmt Cnf.Lmt
Intercept 0.874 0.381 2.294 0.024 0.117 1.631
OCq 0.217 0.118 1.847 0.068 -0.016 0.451 0.246 0.133 -0.019 0.510
OC: -0.067 0.127 -0.531 0.597 -0.319 0.184 -0.069 0.130 -0.327 0.189
OCs 0.058 0.099 0.579 0.564 -0.140 0.255 0.064 0.110 -0.155 0.282
OCs4 0.129 0.100 1.295 0.199 -0.069 0.328 0.142 0.109 -0.076 0.359
OCs -0.069 0.103 -0.672 0.503 -0.273 0.135 -0.071 0.106 -0.281 0.139
0OCs 0.266 0.093 2.866 0.005 0.082 0.451 0.281 0.098 0.086 0.476
0GCy 0.199 0.100 1.983 0.050 -0.000 0.398 0.216 0.109 -0.000 0.433

variability of Elg which is explained by the
variabilities of OC; to OC,. This means that the
impact of organizational culture on the variability
of economic index Elg is 38.17 %, while the
residue is made up of the impact of other factors
and coincidences.

El; - Potential financial risks (exchange rate
fluctuations, high interest rates and the like)

Table 14 shows that economic index El; -
Potential financial risks is significantly influenced
by factor OC;. At the same time, on the basis of
Table 14, the multivariate regression dependence
model can be set concerning the impact of

organizational culture on economic index El,, in
the following form:

Y (El;) = 1.1655 + 0.0003 - OC; + 0.2224 - OC, +
+0.1844 - OCs + 0.0599 - OC; + 0.2831 - OC;

(7)

Where the values OC; to OC- are in the interval
(1, 5]

Equation (7) demonstrates the negative impact of
factor OC, on economic index El-.

In Table 15, the corrected index of determination
can be noticed (in this case, it is R2=0.2266).

This value explains the percentage of the varia-
bility of El; which is explained by the variabilities
of OC4 to OC-. In other words, this means that the
impact of organizational culture on the variability
of economic index El; is 22.66 %, while the resi-
due is made up of the impact of other factors and
coincidences.

The analysis of the correlations concerning
the key factors of organizational culture and
the analyzed economic indices

Based on Table 16, the following strongest
relations among the variabilities can be noticed:



4632 Afr. J. Bus. Manage.

Table 13. Testing dependence Elg - Profit margin (profit share in business revenues) — from organizational culture.

Test of SS Whole Model vs. SS Residual (Spreadsheet3)
Depend. Multiple Multiple Adjusted SS df MS SS df MS
2

Variable R R R? Model Model Model Residual Residual Residual F P
Elg 0.652 0.425 0.382 46.365 7.000 6.624 62.625 92.000 0.681 9.730 0.000
Table 14. Dependence El; - Potential financial risks (exchange rate fluctuations, high interest rates and the like) from organizational culture.
Parameter estimates (Spreadsheet3) Sigma-restricted parameterization
El, Param. El; El; El; -95.00% +95.00% El; El; -95.00% +95.00%
Effect Std.Err t p Cnf.Lmt Cnf.Lmt Beta (B) St.Err.B Cnf.Lmt Cnf.Lmt
Intercept 1.166 0.490 2.376 0.020 0.191 2.140
OCq 0.000 0.151 0.002 0.999 -0.300 0.301 0.000 0.149 -0.295 0.296
0Cz 0.222 0.163 1.365 0.176 -0.101 0.546 0.198 0.145 -0.090 0.486
OCs 0.044 0.128 0.344 0.732 -0.210 0.298 0.042 0.123 -0.202 0.286
OCs4 -0.124 0.129 -0.966 0.337 -0.380 0.131 -0.118 0.122 -0.361 0.125
OCs 0.184 0.132 1.396 0.166 -0.078 0.447 0.165 0.118 -0.070 0.400
OCe 0.060 0.120 0.501 0.618 -0.178 0.298 0.055 0.110 -0.163 0.273
0Cy 0.283 0.129 2.191 0.031 0.026 0.540 0.267 0.122 0.025 0.510
Table 15. Testing dependence El; - Potential financial risks (exchange rate fluctuations, high interest rates and the like) — from organizational culture.
Test of SS Whole Model vs. SS Residual (Spreadsheet3)
Depend. Multiple Multiple Adjusted SS df MS SS df MS
Variable R R® R? Model Model Model Residual Residual Residual F P
El7 0.530 0.281 0.227 40.610 7.000 5.801 103.750 92.000 1.128 5.144 0.000
1. El, and OC, (0.59) Based on Table 16, the weakest relations are 3. Ely and OCg (0.26)
2. Ely and OC; (0.57) among the following variabilities: 4. Els and OC, (0.27)
3. El, and OC; (055) 5. Elyand OC, (028)
4. E|3 and OCg (055) 1. E|7 and OC4 (021)
5. Elz and OC; (0.55) 2. El; and OC5 (0.23) In addition, Table 16 shows that the variabilities
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Table 16. Correlations of the key factors of organizational culture and the analyzed economic indices.

Correlations (Spreadsheet3) Marked correlations are significant at p <.01000 N = 100 (Casewise

Variable deletion of missing data)

0C; 0C; 0Cs 0C4 0Cs 0Cs 0Cy
El4 0.41 0.39 0.57 0.36 0.33 0.26 0.34
El, 0.55 0.41 0.53 0.59 0.23 0.46 0.52
Els 0.50 0.55 0.36 0.39 0.43 0.51 0.55
Els 0.47 0.48 0.43 0.28 0.41 0.40 0.51
Els 0.47 0.43 0.46 0.27 0.50 0.43 0.46
Elg 0.52 0.44 0.45 0.46 0.33 0.52 0.51
El; 0.34 0.40 0.35 0.21 0.43 0.33 0.46

El, and El; have the strongest relation with organizational
culture and that OC, and OC- have the strongest relation
with business results.

Conclusion

The applied research methodology proved to be
successful in examining the impact of organizational
culture on business effects. This research confirmed a
strong relation between organizational culture and busi-
ness effects. The obtained dependences show that by
increasing the level of organizational culture the econo-
mic indices in companies also improve. The results of the
factor analysis can be summed up in the following ways:

1. 7 key factors of organizational culture which
realistically represent the state of organizational culture in
Serbian companies are defined.

2. The factors of organizational culture which have the
strongest impact on economic indices are determined.

3. The set multivariate regression models enable the
calculation of the values of some economic indices,
depending on the value and level of the key factors
concerning organizational culture in companies.

4. By using the corrected determination indices the
impact (in percentage) of organizational culture on some
economic indices was determined.

5. Based on the correlation value, the following strongest
relations among the analyzed variabilities can be noticed.

The possibilities for the implementation of the obtained
results, as well as their practical significance are as
follows:

1. Developing managers' consciousness — showing them
that the development and increase of organizational
culture contribute to better business effects.

2. The operative use of the key factors of organizational
culture facilitates the measurement, monitoring and
improvement of organizational culture itself in Serbian
companies.

3. On the basis of the set influences, it is possible, by
using appropriate activities oriented at increasing the
level of a specific organizational culture segment, to
increase the level of strictly determined economic indices.
4. The set multivariate regression models enable
managers to achieve a rapid, efficient and qualitative
review of the current state of economic indices, as well as
the simulation of the possible, future state of economic
indices. In this way, the effective selection of future
activities aimed at increasing the level of organizational
culture is secured. These activities will contribute to
improved business results.

5. Through the implementation of the previously
mentioned measures the level of economic indices and
the effects of business are increased.

The limitations of this research lie, firstly, in the fact that
the results are applicable only in Serbian companies. The
results may also be used in some transitional countries. It
is also possible to expand the research to some other
country or to repeat the same research in Serbia, in some
other time period and by using some other parameters.
Moreover, an important direction of future research may
be the application of the same methodology in resear-
ching some other business processes and their impact on
business effects.

REFERENCES

Alam GM (2009a). Can governance and regulatory control ensure
private higher education as business or public goods in Bangladesh?
Afr. J. Bus. Manage., 3(12): 890-906.

Alam GM (2009b). The role of science and technology education at
network age population for sustainable development of Bangladesh
through human resource advancement. Sci. Res. Essays, 4(11):
1260-1270.

Alam GM, Khalifa MTB (2009). The impact of introducing a business
marketing approach to education: a study on private HE in
Bangladesh. Afr. J. Bus. Manage., 3(9): 463-474.

Alam GM, Hoque KE, Ismail L, Mishra PK (2010). Do developing
countries need education laws to manage its system or are ethics and
a market-driven approach sufficient? Afr. J. Bus. Manage., 4(15):
3406-3416.

Barney J (1986). Organizational Culture: Can it be a source of
competitive advantage?. Acad. Manag. Rev., 11(3): 656 - 665.



4634 Afr. J. Bus. Manage.

Belassi W, Kondra AZ, Icmeli Tukel O (2007). New product
development projects: the effects of organizational culture. Proj.
Manag. J. 38(4): 12 - 24.

Berson Y, Oreg S, Dvir T (2008). CEO values, organizational culture
and firm outcomes. J. Organ. Behav. 29(5): 615 - 633.

Black RJ (2003). Organisational culture: creating the influence needed
for strategic success. London.

Braunscheidel MJ, Suresh NC, Alicia D, Boisnier AD (2010).
Investigating the impact of organizational culture on supply chain
integration. Hum. Res. Manag., 49(5): 883 - 911.

Bustinza OF, Molina LM, Arias-Aranda D (2010). Organizational
learning and performance: Relationship between the dynamic and the
operational capabilities of the firm. Afr. J. Bus. Manage., 4(18): 4067-
4078.

Gakar ND, Ertirk A (2010). Comparing innovation capability of small
and medium-sized enterprises: examining the effects of organizational
culture and empowerment. J. Small Bus. Manag., 48(3): 325-359.

Carmeli A, Tishler A (2004). Resources, capabilities, and the
performances of industrial firms: A multivariate analyses. Manager.
Decis. Econ., 25(6/7): 299 - 315.

Cseh M, Ardichvili A, Gasparishvili A, Krisztidan B, Nemeskéri Z (2004).
Organizational culture and socio-cultural values: perceptions of
managers and employees in five economies in transition. Perform.
Improv. Q., 17(2): 5 - 27.

Dawson M, Abbott JA, Shoemaker S. The hospitality culture scale: A
measure organizational culture and personal attributes. Int. J. Hosp.
Manage. Atrticle in Press. DOI: 10.1016/j.ijhm.2010.10.002

Deal TE, Kennedy AA (1982). Corporate cultures: the rites and rituals of
corporate life. Harmondsworth: Penguin Books.

Den Hartog DN, Verburg RM (2004). High performance work systems,
organisational culture and firm effectiveness. Hum. Res. Manag. J.,
14(1): 55 - 78.

Denison DR, Mishra AK (1995). Toward a theory of organizational
culture and effectiveness. Organ. Sci., 6(2): 204 - 223.

Donate MJ, Guadamillas F (2010). The effect of organizational culture
on knowledge management practices and innovation. Knowl. Proc.
Manag., 17(2): 82—94.

Drennan D (1990). Transforming company culture: Getting your
company from where you are now to where you want to be. London:
McGraw-Hill.

Egan MT, Yang B, Bartlett KR (2004). The effects of organizational
learning culture and job satisfaction on motivation to transfer learning
and turnover intention. Hum. Res. Develop. Q., 15(3): 279 - 301.

Gordon GG, DiTomaso N (1992). Predicting corporate performance
from organizational culture. J. Manage. Stud., 29(6): 783 - 798.

Gregory BT, Harris SG, Armenakis AA, Shook CL (2009).
Organizational culture and effectiveness: A study of values, attitudes,
and organizational outcomes. J. Bus. Res., 62(7): 673 - 679.

Gyau A, Spiller A (2007). The role of organizational culture in modeling
buyerseller relationships in the fresh fruit and vegetable trade
between Ghana and Europe. Afr. J. Bus. Manage., 1(8): 218-229.

Hofstede G (1980). Culture’s consequences: International differences in
work related values. Beverley Hills, CA: Sage Publications.

Hofstede G, Neuijen B, Ohayr DD, Sanders G (1990). Measuring
organizational cultures: A qualitative and quantitative study across
twenty cases. Admin. Sci. Q., 35(2): 286 - 316.

Hofstede G (2001). Culture’s consequences; Comparing values,
behaviors, institutions and organizations across nations. 2nd Edition.
Beverly Hills, CA: Sage publications.

Hung RYY, Yang B, Lien BYH, McLean GN, Yu-Ming Kuo YM (2010).
Dynamic capability: Impact of process alignment and organizational
learning culture on performance. J. World Bus., 45(3): 285 - 294.

Jung T, Scott T, Davies HTO, Bower P, Whalley D, McNally R, Mannion
R (2009). Instruments for exploring organizational culture: a review of
the literature. Pub. Admin. Rev., 69(6): 1087 - 1096.

Kangas LM (2009). Assessing the value of the relationship between
organizational culture types and knowledge management initiatives. J.
Leader. Stud., 3(1): 29 - 38.

Kavanagh MH, and Ashkanasy NM (2006). The impact of leadership
and change management strategy on organizational culture and
individual acceptance of change during a merger. Brit. J. Manage.,
17(S1): S81 - S103.

Khan MA, Afzal H, Chaudhry IS, Khan MFA (2010). Impact of
organization’s mission an encouraging factor for overall performance.
Afr. J. Bus. Manage., 4(13): 2652-2658.

Krefting LA, Frost PJ (1985). Untangling webs, sur. ng waves, and
wildcatting: A multiple-metaphor perspective on managing culture. In
Frost P.J. et al. (Eds). Organization Culture. Beverley Hills, CA: Sage
Publications.

Kwantes CT, Boglarsky CA (2007). Perceptions of organizational
culture, leadership effectiveness and personal effectiveness across
six countries. J. Int. Manage., 13(2): 204 - 230.

Liao C, Wang HY, Chuang SH, Shih ML, Liu CC (2010). Enhancing
knowledge management for R&D innovation and firm performance:
An integrative view. Afr. J. Bus. Manage., 4(14): 3026-3038.

LukasSova R, Frankova E, Surynek A (2006). Organizational culture of
Czech manufacturing companies: An empirical typology. J. East Eur.
Manage. Stud., 11(4): 349 - 371.

Maclntosh EW, Doherty A (2010). The influence of organizational
culture on job satisfaction and intention to leave. Sport Manag. Rev.,
13(2): 106 - 117.

Matin HZ, Jandaghi G, Khanifar H, Heydari F (2009). Designing a
competent organizational culture model for customer oriented
companies. Afr. J. Bus. Manage., 3(7): 281-293.

Morgan W (1977). Investor owned vs. publicly owned water agencies:
An evaluation of the property rights theory of the firm. Water Resour.
Bull., 13: 75 - 82.

Nahm AY, Vonderembse MA, Koufteros XA (2003). The impact of
organizational culture on time-beased manufacturing and
performance. Decis. Sci., 35(4): 579 - 607.

Naor M, Linderman K, Schroeder R (2010). The globalization of
operations in Eastern and Western countries: Unpacking the
relationship between national and organizational culture and its
impact on manufacturing performance. J. Oper. Manag,. 28(3): 194 -
205.

Nikoli¢ M, Besi¢ C, Sajfert Z, Savié M, Coékalo D (2009). The situation
and perspectives of organizational culture in Serbian companies.
Techn. Technol. Educ. Manage. - TTEM. 4(2): 169 - 180.

Ogbonna E (1993). Managing Organizational Culture: Fantasy or
Reality? Hum. Res. Manag. J., 2(3): 42-54.

Ogbonna E, Harris LC (2000). Leadership style, organizational culture
and performance: empirical evidence from UK companies. Int. J.
Hum. Res. Manage., 11(4): 766 - 788.

Pecujlija M, Nerandzi¢ B, Perovi¢ V, Jevtic A, Simi¢ N (2010). Initiating
innovation in Serbian companies' organizational cultures. Afr. J. Bus.
Manage., 4(18): 3957-3967.

Powell T, Dent-Micallef A (1997). Information technology as competitive
advantage: The role of human, business, a technology resource.
Strat. Manage. J., 18(5): 375 - 405.

Reed R, De Filippi RJ (1990). Causal Ambiguity, Barriers to Imitation,
and Sustainable Competitive Advantage. Acad. Manag. Rev., 15(1):
88 - 102.

Riggio RE (2003). Introduction to industrial / organizational psychology,
4th edition. NJ: Prentice-Hall. Upper Saddle River.

Romeo I, (2010). Romania and Greece: Together or alone against the
present global crisis. Afr. J. Bus. Manage., 4(19): 4191-4198.

Scott T, Mannion R, Davies H, Marshall M (2003). The quantitative
measurement of organizational culture in health care: a review of the
available instruments. HSR: Health Serv. Res., 38(3): 923 - 945.

Sharplin A (1958). Strategic Management. New York: McGraw-Hill.

Shieh CJ (2010). Supply chain management, organizational innovation
and corporate culture: The impact of relatedness. Afr. J. Bus.
Manage., 4(9): 1736-1744.

Stock GN, McFadden KL, Gowen CR Il (2007). Organizational culture,
critical success factors, and the reduction of hospital errors. Int. J.

. Prod. Econ., 106(2): 368 - 392.

Skerlavaj M, Stemberger MI, Skrinjar R, Dimovski V (2007).
Organizational learning culture - the missing link between business
process change and organizational performance. Int. J. Prod. Econ.,

. 106(2): 346 - 367.

Skerlavaj M, Song JH, Lee Y (2010). Organizational learning culture,
innovative culture and innovations in South Korean firms. Exp. Syst.
Appl., 37(9): 6390 - 6403.

Thompson JD (1967). Organizations in action. New York: McGraw-Hill.



Van den Berg PT, Wilderom CPM (2004). Defining, Measuring, and
Comparing Organisational Cultures. Applied Psychology: Int. Rev.,
53(4): 570- 582.

Veiga J, Lubatkin M, Calori R, Very Ph (2000). Measuring
organizational culture clashes: A two-nation post-hoc analysis of a
cultural compatibility index. Hum. Relat., 53(4): 539 - 557.

Wilderom CPM, Van den Berg PT (1999). Firm culture and leadership
as firm performance indicators: A resource-based perspective
(Discussion Paper No. 0003). Tilburg, The Netherlands: Tilburg
University, Center for Economic Research.

Yang YC, Hsu JM (2010). Organizational process alignment, culture
and innovation. Afr. J. Bus. Manage., 4(11): 2231-2240.

Nikolic et al. 4635

Yilmaz C, Ergun E (2008). Organizational culture and firm effectiveness:
An examination of relative effects of culture traits and the balanced
culture hypothesis in an emerging economy. J. World Bus., 43(3): 290
- 306.

Zheng W, Yang B, McLean GN (2010). Linking organizational culture,
structure, strategy, and organizational effectiveness: Mediating role of
knowledge management. J. Bus. Res., 63(7): 763 - 771.



