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Powerful Influence of Organizational Culture on Employee
Suggestion Systems in Ensuring Corporate Success
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Abstract

Organizational Culture includes the organization values, visions, norms, working language, systems,
symbols, beliefs and habits. Organizational culture affects the way people and groups interact with each
other, with clients, and with stakeholders. The research examines a variety of dimensions of employee
performance. The data used in this study came from an employee suggestion systems survey conducted.
The findings of the survey coupled with existing literature allowed the researchers to make
recommendations to increase employee performance and ultimately increase employee productivity. The
recommendations are increasing team building trainings, conducting an organizational culture inventory,
increase recognition, and implementation of 360 degree evaluations of all employees. The study investigated
the various strategies for organizational culture and support and its effect on workers performance. Eight
(8) organizations were selected by simple random sampling technique. They were stratified into three (3)
public sector and five (5) private service organizations. Through proportional allocation method of the
stratified sampling technique, a total of 60 respondents were selected. Questionnaires were either self-
administered or through the face-to-face interview. Both descriptive and inferential statistics were used in
the analysis.
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Introduction

Organizational culture is the behavior of humans
who are part of an organization and the meanings
that the people attach to their actions. Robert A. Cooke
defines culture as the behaviors that members believe
are required to fit in and meet expectations within
their organization. When one views organizational
culture as a variable, one takes on the perspective
that culture is something possessed by an organization?
Culture is just one entity that adds to the organization
as a whole. Culture can be manipulated and altered
depending on leadership and members.
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Healthy organizational cultures

Organizations should strive for what is
considered a “healthy” organizational culture in
order to increase productivity, growth, efficiency and
reduce counterproductive behavior and turnover of
employees.

A variety of characteristics describe a healthy
culture, including;:

* Acceptance and appreciation for diversity

* Regard for and fair treatment of each employee as
well as respect for each employee’s contribution
to the company

* Employee pride and enthusiasm for the
organization and the work performed

* Equal opportunity for each employee to realize
their full potential within the company

* Strong communication with all employees
regarding policies and company issues

* Strong company leaders with a strong sense of
direction and purpose
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* Ability to compete in industry innovation and
customer service, as well as price

* Lower than average turnover rates (perpetuated
by a healthy culture)

* Investment in learning, training, and employee
knowledge.

Need for the Study

Ravasi and Schultz (2006) state that organizational
culture is a set of shared mental assumptions that
guide interpretation and action in organizations by
defining appropriate behavior for various situations.
At the same time although a company may have their
“own unique culture”, in larger organizations, there
is a diverse and sometimes conflicting cultures that
co-exist due to different characteristics of the
management team. The organizational culture may
also have negative and positive aspects. Schein (2009),
Deal & Kennedy (2000), Kotter (1992) and many others
state that organizations often have very differing
cultures as well as subcultures.

Research Objectives

The primary objective of this study is to assess the
impact of organizational culture on employee
suggestions are as follows:

1. To ascertain if organizational culture affects
employee suggestions systems.

2. To determine empirically the relationship between
organizational culture and employee suggestions
systems.

3. To formulate recommendations regarding
organizational culture and employee suggestions
systems.

Scope of the Study

The study was carried out by taking a sample size
of 60 employees of public and private sectors has
presented a holistic conceptual framework of
organizational culture and its impact on employees’
suggestions systems and subsequent job performance
and retention.

Research Methodology

A structured questionnaire, using Likert five-point
rating scale was prepared, which was administered

as a schedule. A systematic variation in the
organizational culture and employee suggestions
systems was found between workplaces, and the
variation in job analysis was attributed to several
organizational levels. Organizational characteristics
of workplaces have an impact on the working
environment and thereby participation of employees.

Literature Review

Organizations are known for their unique cultures.
With globalization there has been a plethora of
changes in the working patterns. The old concept of
bureaucratic organizations has given place to
participative management style where employees are
encouraged to give their expert opinions and take
independent decisions. Human Resources Department
plays a pivotal role in bringing major changes in the
working style of an organization. As human resource
activities grow in scope and complexity, many human
resource practices such as recruitment and selection,
compensation, performance management, career
planning, training and development and rewards are
delegated to the Human Resource department.
Organizational culture defines the way employees
complete tasks and interact with each other in an
organization. The cultural paradigm comprises
various beliefs, values, rituals and symbols that
govern the operating style of the people within a
company. Corporate culture binds the workforce
together and provides a direction for the company. In
times of change, the biggest challenge for any
organization may be to change its culture, as the
employees are already accustomed to a certain way
of doing things.

Types

The dominant culture in organizations depends
on the environment in which the company operates
the organization’s objectives, the belief system of the
employees and the company’s management style.
Therefore, there are many organizational cultures. For
example, highly bureaucratic and well-structured
organizations typically follow a culture with
extensive controls. Employees follow standard
procedures with a strict adherence to hierarchy and
well-defined individual roles and responsibilities.
Those in competitive environments, such as sales,
may forgo RICT hierarchies and follow a competitive
culture where the focus is on maintaining strong
relationships with external parties. In this instance,
the strategy is to attain competitive advantages over
the competition. The collaborative culture is yet
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another organizational way of life. This culture
presents a decentralized workforce with integrated
units working together to find solutions to problems.
Collins and Porras, 2000 identified that
organizational culture always refers to a system of
shared meaning held by members of the society that
distinguish one organization from other
organizations. The members believe that these shared
meanings are a set of key characteristics, and that the
organization values and the essence of an
organization’s culture can be captured indifferent
basic characteristics. Of these characteristics, some
are: (1) Innovation and risk taking which

performing their duties; (2) Attention to detail which
identifies the degree to which employees are expected
to exhibit precision analysis and attention to detail;
(3) Outcome orientation refers to the degree to which
management focuses on results or outcomes rather
than on the techniques and processes used to achieve
those outcomes; (4) People orientation focuses on the
degree to which management decisions take into
consideration the effect of outcomes on people within
the organization; (5) Team orientation discusses the
degree to which work activities are organized around
teams rather than individuals.

characterizes the degree to which employees are Materials and Methods
encouraged to be innovative and take risks while
Table 1: Details of the respondents
Variables (n=60) Number %
Public sector 30 50
Private sector 30 50
Total 60 100

Sample

For the present study a sample consisting of 3
public sector organizations and 3 private sector
organizations have been selected. Sample size
includes 60 employees [30 from public sector and 30
from private sector] constituted the sample on the
basis of incidental sampling technique. The age
ranges from 30 - 50 years. The study is limited to
respondents selected from Hyderabad.

Tools used

The tools used for hypothesis testing Karl Pearson’s
Coefficient Correlation. Research hypothesis states

that organizational culture is not positively related
to employee suggestions systems. The null
hypothesis, which is assumed to be true until proven
wrong, is that there is really no relation between these
two parameters.

Hypotheses

H,: Organizational culture is not positively related
to employee suggestions systems.

H,: Organizational culture is positively related to
employee suggestions systems.

Results

Table 2: Organizational culture Constructs: Mean and Standard Deviation of Employees Agreeing and Disagreeing.

S.N. Organizational culture Constructs Mean SD
1 Do you agree management believes that employees are the most important asset of firm? 41 0.40
2 Do you agree employees are constantly watched to assure that rules and procedures are followed? 4 0.63
3 Do you agree employees share a pride in their work? 45 0.54
4 Do you agree organization has a code of professional conduct that employees are expected to follow? 41 0.75
5 Do you agree management encourages creativity, innovation, and continuous improvement among staff? 3.8 0.40

Table 3: Organizational culture Constructs: Frequency and Percentage of Employees Agreeing and Disagreeing

S.N. Organizational culture Constructs SDA DA N A SA
1 Do you agree management believes that employees are the most important asset of firm? 0 0 0 0 1
2 Do you agree employees are constantly watched to assure that rules and procedures are 0 0 1 4 1
followed?
3 Do you agree employees share a pride in their work? 0 0 0 3 3
4 Do you agree organization has a code of professional conduct that employees are 0 0 1 3 2

expected to follow?

5 Do you agree management encourages creativity, innovation, and continuous 0 0 1 5 0

improvement among staff?
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Table 4: Employee Suggestions Systems.Constructs: Mean and Standard Deviation of Employees not sure and saying yes

S.N. Employee Suggestions Systems Constructs Mean SD
1 Does your organization have a steady, uninhibited flow of improvement ideas from employees? 4 1.09
2 Do you regularly give improvement ideas that effect the bottom line of your organization? 4 0.89
3 Are you confident that employees are actively searching for improvement ideas and otherwise thinking 4.6 0.51
about ways to increase productivity, quality and customer satisfaction?
4 Do employees fully utilize their creative and analytical abilities to generate workable improvement 45 0.83
ideas?
5 Are you confidential that potentially useful ideas are never stifled by employees or supervisors? 4.5 0.54

Table 5: Employee Suggestions Systems.Constructs: Frequency and Percentage of Employees not sure and saying yes

S.N.  Employee Suggestions Systems.Constructs NS N RA OF Y

1 Does your organization have a steady, uninhibited flow of improvement ideas 0 1 0 3 2
from employees?

2 Do you regularly give improvement ideas that effect the bottom line of your 0 0 2 2 2
organization?

3 Are you confident that employees are actively searching for improvement ideas 0 0 0 2 4
and otherwise thinking about ways to increase productivity, quality and
customer satisfaction?

4 Do employees fully utilize their creative and analytical abilities to generate 0 0 1 1 4
workable improvement ideas?

5 Are you confidential that potentially useful ideas are never stifled by employees 0 0 0 3 3

or supervisors?

Discussions

This presents the research findings and discussion
of the results with reference to the specific research
objectives.

Impact of Organizational Culture on Employee
Suggestions Systems

The study sought to find out the impact of
organizational culture on employee suggestions
systems. The results obtained were as shown in figure
below.

Asshownin the figure1, 0% of respondents strongly
disagree and 0% disagree their organizational culture
is not efficient. 10% are neutral and 43.3% strongly
agree. A majority of 46.6% agree that their organizational
culture is efficient in encouraging employee suggestions.

As shown in figure 2, 0% of the respondents are
not sure whether employees suggestions systems are
accepted or not. 3.3% gave response as no. 10% of
respondents are neutral in their views. 36.6% gave
response as oftenly. A majority of 50% of the
respondents say yes their organizations do accept
employee suggestions systems. The below figure
shows the Pearson correlation between organizational
culture and employee suggestions systems.

Frequency of Organizational Culture

100
80
60
40
20 0% 0%
0
Strongly Disagree Neutral Agree Strongly agree
disagree
Fig. 1: 1 2 3 4 5
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Table 6:
S.N. Factor Frequency %
1 Strongly disagree 0 0
2 Disagree 0 0
3 Neutral 3 10
4 Agree 14 46.6
5 Strongly agree 13 433
Total 30 100
Table 7:
S. No. Factor Frequency %
1 Not sure 0 0
2 No 1 33
3 Rarely 3 10
4 Oftenly 11 36.6
5 Yes 15 50
Total 30 100
Frequency of Employee Suggestions Systems
o
100 -
80
60
40
20
0
Fig. 2:

Table 8: Pearson Correlation Between Organizational Culture and Employee Suggestions Systems

S.N. X Y X2 Y2 XY
1 26 24 0.36 4 1.44
2 25 24 0.16 4 0.64
3 24 28 0.16 4 0.64
4 27 27 2.56 1 2.56
5 25 27 0.16 1 0.16
yX =127 Y'Y =130 Y x2=34 Y y2=14 Yxy =5.44
nEXY IXTY 0.79> 0.11; r>6P.E; Coefficient of correlation is

r=0.795

T‘ =

Yo JInzx? Ex)xnzy? (2Y2)]
1. Coefficient of determination= 0.795x 0.795=0.63

[r2]

2. Coefficient of non-determination =1-0.63 =0.37[1-
r2]

3. Determination of alienation ="0.37=0.608 [“1-r2]

4. Significance of correlation = P.E.= 0.6745 x 1-r2/
"N =0.6745 X 0.37/2.23=0.11

certain ; r is significant. The value 0.795** shows the
correlation is significant at 0.05 level. There is a
significant association between Organizational
culture and employee suggestions systems. Hence,
H, is rejected. H,is accepted.

Recommendations

The study revealed that recognizing employees for
their suggestions is important if we want to create an

Journal of Social Welfare and Management / Volume 10 Number 2/ May - August 2018



78 B. Swathi & Sunil Kumar / Factors Influence Job Satisfaction of Bank Employees: An Internal Marketing Outlook

engaged culture in our organization and encourage
more ideas. However, it is important to know how one
should recognize employees for their suggestions.
There are many great ways to recognize employees,
but money is not one of them. Employees want their
good work to be acknowledged and appreciated, with
more than just money. Responding and acting on
employee suggestions will engage employees and
encourage them to submit more helpfulideas. Acting
on them will also show employees that their
suggestions are taken seriously and want to use them
toimprove organization.

Conclusion

Many of employees probably have similar
suggestions, so encourage employees to work on
others’ suggestions to improve them. Let employees
provide feedback on other employees’ suggestions to
help expand upon those suggestions. Allowing
employees to provide feedback on others’ suggestions
can also encourage participation in submitting
suggestions. This can help manager to understand
the organization more and his employees’ needs. He
ill gain more insight from his employees. The study
showed results in terms of organizational culture and
employee suggestions systems. Pearson correlations
signified that that the organizational culture is
positively related to employees’ suggestions systems
in the members of public sector and private sector
organizations. Organizational culture and support
strategies will impact positively on workers’
performance. This enhances the employee
contributions to the success of the organization.
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