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Abstract 

When discussing the deeply ingrained patterns of ideas, ideals, and other symbolic systems that have an effect on the 

behavior of an organization, the word "culture" is frequently used. Generation these inclinations are passed along from 

generation to generation. Members of various groups are able to differentiate themselves from one another due to the mental 

training that they receive as a collective. This encompasses the customs, beliefs, and values that are generally recognized. 

The primary objectives of this research is to investigate the many organizational cultures that exist and to analyze the link 

that exists between organizational performance and culture. According to the findings of the study, hierarchy cultures are 

more prevalent at public universities, whereas clan cultures are more prevalent at private educational institutions. The 

findings indicate that institutions who get public funding are bureaucratic, hierarchical organizations which adhere to a 

predetermined set of norms and have a stable leadership structure which places an emphasis on effectiveness. In contrast, 

privately supported institutions have evolved into employee-friendly places of employment that place a premium on 

employee development and win the trust of their staff members via mentorship and participation. According to the findings 

of a recent study, the administrations of private universities need to construct an organizational culture in a manner that is 

grounded on realism. In order to realize the vision, it is the responsibility of the followers and the leaders to think, act, and 

behave in a manner that is consistent with the fulfillment of their commitments to the cause. 

Keywords: Organizational Culture, Employee Performance, Workplace and Private University. 

Introduction 

A group of social standards, values, beliefs, and behaviors are referred to as a "culture" in this context. This is how the term 

is often defined. (Hofstede et al., 1990) defined organizational culture as "a collection of values, beliefs, and norms shared 

by its members and reflected in organizational practices and goals." An organization's culture, according to this definition, 

is "a collection of values, beliefs, and norms shared by its members." The usefulness of this strategy is demonstrated by 

the speed with which creative talent, testing, and risk-takers are chosen. The major objectives of this article are to examine 

the many corporate cultures that exist and the relationship that exists between culture and organizational success. 

Organisational Culture  

The social link lists that were developed in the late 1940s are credited with being the ones who initially brought the concept 

of organizational culture to light. It currently serves as a particularly useful place for conversations regarding how to define 

the social structure, and it has been doing so for some time. The word "organizational culture" is frequently used 

interchangeably with the phrases "situational determinants" or "environmental determinates," both of which relate to factors 

that have an impact on the patterns of behavior that individuals exhibit. There have been times when the phrases 

"organizational culture" and "organizational environment" have been used interchangeably. These two concepts cannot be 

confused with one another in any way. According to Forehand and Gilmer, "Culture is comprised of a set of characteristics 

that serve to distinguish an organization from others of its kind." These characteristics have an influence on the actions 

taken by members of the organization and are rather stable over the course of time.  
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As a consequence of this, organizational culture is a feature of the internal environment that has an influence on the actions 

and behaviors of the members of the company and is typically stable over the course of time. The relevance of a certain set 

of organizational characteristics may be used to characterize the culture of an organization. Even while it may be difficult 

to have as many different cultures represented in the workplace as there are employees, the fact that this makes people's 

actions even more relevant for assessing the climate in general and the stability of the working environment makes this a 

reality. This is the case despite the fact that it could be difficult to recruit staff members from the wide variety of cultural 

backgrounds that already exist. It is essential to investigate the setting from the vantage point of the entire construction. In 

spite of the fact that there could be significant cultural variances within departments, these variations will, to some extent, 

be mirrored in the culture that the organization as a whole represents. 

It is essential for institutions of higher education to have advantageous internal organizational circumstances, in particular 

with regard to the culture of the organization. This is the case in order to raise the level of satisfaction that is experienced 

by employees and lecturers. If there is a healthy organizational culture, in which core values, norms, and beliefs are 

developed jointly by members of the organization to achieve organizational goals, it will be possible to provide suitable 

aspects of work for organizational members, including employees and lecturers. This is because a healthy organizational 

culture is one in which it is possible to provide suitable aspects of work for organizational members. This is owing to the 

fact that it will be feasible as a result of a culture of support inside the firm. Therefore, job satisfaction for lecturers working 

at tertiary institutions will be attainable if organizational cultures are constructed, developed, and expanded in ways that 

clearly support the availability of activities that are in line with the expectations, requirements, and interests of staff and 

lecturers. This is only feasible if organizational cultures are established, maintained, and enhanced in a manner that plainly 

promotes the accessibility of tasks that are in line with the anticipations, requirements, and interests of workers and 

lecturers. Higher education institutions must presently overcome a variety of challenges in order to improve their 

knowledge transfer, community service, and organizational performance (Pucciarelli & Kaplan, 2016; Lesley, 2018; 

Kaenlein & Haenlein, 2016). This is according to a number of recent studies (Pucciarelli & Kaplan, 2016; Lesley, 2018; 

Kaenlein & Haenlein, 2016).  

Literature Review 

Khan, Masrek, and Nadzar (2017) devised an alternative method for measuring the question's significance, and it focused 

mostly on aspects of a person's capacity for effective communication. The study for this report was carried out by academic 

librarians based in Pakistan. Self-evaluation is more important than enthusiasm in determining whether or not one would 

be happy in their line of employment, according to one survey. It is possible to apply the ideas or recommendations 

presented in this research to improve the employment of librarians, which would ultimately result in an efficient service 

and enhanced customer service from the user's point of view. Because of this premise, a new research industry for happiness 

in the workplace has emerged. Vijayabanu (2017) and the other individuals. As a direct consequence of this, the firm as 

well as the employee may look forward to a prosperous corporate culture. A more cheerful working atmosphere has a direct 

influence on the morale of employees, which in turn leads to an increase in productivity. The purpose of this study was to 

investigate the connections that exist between many characteristics of organizations, such as remarkable workers, 

participation conflicts, member freedom, member efficiency, support for the organizations, and job commitments. This 

was the purpose of the inquiry that was being carried out now. The data for this material, which was acquired from the 

experiences of one hundred employees at a private firm that processed sugar, was contributed by those employees. In order 

to conduct an analysis of the data, a structured analytic model was developed with the assistance of Smart-PLS. There was 

a high link between each of the five traits of independence that employees possess and their level of job engagement, with 

the exception of member efficiency. This model scored 67.2 percent on the R2 scale, which indicates that it is a good 

model. This highlights how six different factors that are not directly connected to employee engagement at work can have 

an effect on it. In addition, the shortcomings of this approach as well as the potential avenues for additional investigation 

have been investigated. Anandhalli (2018) It is necessary to provide a relaxing atmosphere in the library in order to increase 

productivity and provide new library services, both of which are to the end users' advantage. The goal of this research is to 

determine the elements that have an impact on the degree of work satisfaction experienced by librarians. Some of these 

factors include contact, the culture of the company, support from leadership, financial compensation, incentives for 

professional advancement, and opportunities for advancement. Questionnaires were distributed to library professionals 
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working in each of the 81 colleges located in either the Yadgir or Gulbarga district of the Karnataka region. The purpose 

of these questionnaires was to collect data. 

The Relationship Between Organizational Culture and Commitment  

The basic beliefs of the organization, as well as the values, practices, and core beliefs that are created and implemented as 

a means of working toward the organization's goals, are all understood by all members of the group. Eldridge and Crombie 

(1974) defined culture as a particular set of rules, principles, practices, and behaviors that explain how individuals and 

social groups respond to the meaning conveyed in transactional speech (Furnham, 2006). A specific set of rules, values, 

beliefs, and behaviors is referred to as a culture, and it illustrates how people and groups interact to respond to the meaning 

conveyed in transactional discourse. A unique collection of rules, principles, attitudes, and practices that characterize how 

people interact in communities to respond to meaning can be referred to as a culture. Cultures can be quite basic or 

extremely complicated. The relationship between dedication and an organization's culture has been studied by researchers 

like Chin et al. (2002), Smith and Rupp (2002), Chatman (1988), and Denison (1990), among others. The studies (Canessa 

and Riolo, 2003; Yanti and Dahlan, 2017; Polychroniou & Trivellas, 2018) suggest that a strong organizational culture 

would promote cooperation among group members and help them match their own goals with those of the group. 

Additionally, such a culture would assist group members in balancing individual goals with communal goals. Researchers 

Yanti and Dahlan (2017) and Polychroniou and Trivellas (2018) concluded that a strong organizational culture would 

increase the likelihood of collaboration among group members. This shows that a positive corporate culture may be able 

to motivate employees to fight for the achievement of the organization's objectives. The results of Lok and Crawford's 

(2004) study also show how an organization's organizational culture affects the level of commitment demonstrated by its 

employees. To put it another way, a company's culture directly affects the level of loyalty shown by its employees. 

In a certain set of circumstances, a number of factors influence work satisfaction. 

Mullins (2005) asserts that a number of variables, including those relating to specific persons as well as those connected to 

social, cultural, organizational, and environmental issues, can have an impact on a person's level of work satisfaction. More 

precise information is present in certain components than others. An individual's personality, degree of education and 

experience, level of intelligence and skill, age, marital status, and career inclination are just a few of their early traits. 

Additional examples of personal characteristics include education and professional experience. Second, social components 

include things like interpersonal relationships, group dynamics and norms, communication opportunities, and unofficial 

networks that may exist. The fundamental attitudes, values, and ideas that individuals have are included in the third group 

of factors, which is cultural. The kind and size of the firm, its formal structure, employee rules and procedures, employee 

relationships, the nature of the task, work-related technologies, management strategies, and working conditions are all 

examples of organizational elements. The task's complexity, workplace technology, management procedures, and working 

circumstances are other examples. The effects brought on by governments, society, technology, and economics make up 

the fifth group of environmental components. The impacts were combined to create this category. However, in other 

situations, this may not always be the case. In some of these other circumstances, the interaction of these different variables 

may have an impact on a person's level of job satisfaction, but in other situations, this may not be the case. The actual work, 

the pay or salary, promotions, work partners, working conditions, difficulties, the nature of the work, and communication 

are some of the significant characteristics of a job that may be used as measuring indicators, according to Mullins (2005), 

each of these studies represents a legitimate examination into the subject of achieving happiness in one's work. The nature 

of the profession, issues at work, remuneration or income, and working conditions are further possible influences. Other 

important elements that affect a worker's degree of job satisfaction may be summed up via a variety of lenses, and these 

elements include the nature of the work done, the workplace, and the effectiveness of the communication channels. 

Significant correlation exists between organizational culture and instructors' job satisfaction at private universities.  

In 2009, McShane and Von Glinow sought the advice of Schein, a consultant who stated that the culture of a business is 

comprised of three essential components. The first type is artifacts, which include physical structures, organizational jargon, 

myths and legends, rites and rituals, and rites and rituals. Rituals and mythologies are also included in this group. There is 

a possibility that physical buildings can likewise be considered artifacts. Second, values that are held in common, such as 
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actively-held beliefs and evaluations of what kinds of acts are proper and what kinds are not. The third factor is what I'll 

refer to as "shared presumptions," which can be broken down into three categories: ideal mental models, unintended earlier 

impressions or ideas, and shared presumptions. Ideal mental models are the most prevalent kind of mental model, followed 

by unintentional earlier impressions or ideas. This leads one to believe that the company's shared beliefs, ideals, and 

practices must, at the very least, be a component of the culture of the organization. It would appear from this that there is 

a direct connection between certain features of community culture and business culture. 

According to the above description, organizational culture is a pattern of behavior that contains assumptions, norms, values, 

beliefs, and ways of acting that individuals of the organization believe, feel, and agree upon. It is easy to deduce from this 

definition that organizational culture is a pattern of conduct that incorporates values. Indicators such as freedom of action 

innovation, organizational stability assurance, respect for others, results-orientedness, attention to detail, team orientation, 

and aggression are used to evaluate this style of behavior. On the basis of this description, the hypothesis for this research 

project is that there is a substantial linear correlation between organizational culture and lecturers' job happiness as well as 

their confidence in working at private colleges. 

Objectives of the Study 

1. To compare the prevalent cultures in Haryana's government and private institutions and to study the dominating 

culture type utilizing OCAI.  

2. To determine if the favored culture of a few colleges differs significantly from the culture that is now prevalent. 

Hypothesis of the Study 

H01:  Is There A Significant Difference Between The Culture That Is Prevalent And The Culture That Selected Universities 

Prefer? 

H02: Comparing the prevalent cultures in Haryana's private institutions using OCAI to see whether there is any one 

dominating culture type. 

Materials and Method 

This study looks into the cultures that are most common among university faculty members as well as those that are most 

prominent in Haryana's educational institutions. In this study, private institutions in Haryana are examined to determine 

the predominant cultural orientation there. 

b. Sample Selection and Respondents: 

A deliberate sample was used to choose three institutions for this study, of which two were private. The Northcap 

University, originally known as ITM University, and Amity University both call Gurgaon their home in the years 1996 and 

2010, respectively. Academicians (assistant professors, teaching associates, and research researchers) from the 

aforementioned universities answered the questionnaire. 

The questionnaire was initially distributed to 90 academics, receiving a total of 64 replies; however, 4 of those responses 

were disregarded. Academics working for universities completed a total of sixty valid samples, resulting in a response rate 

of 40%. 

c. Research Instrument: 

The organizational culture assessment instrument (OCAI), which was created by Cameron and Quinn in 1999, was the 

method that was employed for the study. There were two sections to the questionnaire. The demographic data of the 

respondents, such as their ages, genders, and institutions of higher education, was the subject of the questionnaire's first 

section. The second component was made up of six more characteristics as compared to the first, which examined company 
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culture. Respondents were given 100 points to divide among the four items in whatever way they thought suitable, with 

each dimension being assessed by four statements. The test consisted of 24 statements in total, each of which addressed 

questions about the key cultural traits, organizational leadership, human resource management, organizational coherence, 

strategic priorities, and success criteria. With A standing for clan culture, B for adhocracy culture, C for market culture, 

and D for hierarchical culture, these labels indicate four distinct value systems that are directly at odds with one another. 

Each dimension's dependability was found to be between 0.70 and 0.81, indicating that the responses are internally 

consistent. 

The concept of "job satisfaction" describes how a professor assesses the elements that contribute to his positive and 

contented feelings as a result of his experience working as a lecturer at higher educational institutions. Topics including 

the actual nature of the work, compensation and perks, chances for promotion, coworkers and the workplace atmosphere, 

challenges faced, and communication strategies are all included in this review. Trust is the lecturer's assessment of how 

much he wants to rely on the tertiary institution's leadership. Trust is defined as an assessment of the lecturer's desire to 

depend on the tertiary institution's leadership based on favorable expectations of the leader's actions and attentions, which 

includes indicators like integrity, competence, consistency, loyalty, and openness. 

Result and Discussion 

The goal of an organizational culture study is to paint a complete picture of the values and standards that are widely held 

inside a corporation. The acquired data have been examined and evaluated using the relevant procedures in order to meet 

the study's goals. 

a. Demographic Profile of Respondents: 

The following table shows the demographic breakdown of individuals who replied..: 

1 . Independent variable: 

Table I- Based On Gender 

 Private Universities 

Gender Percentage 

Male 53.2 

Female 46.8 

Table 2 Based On Age 

Age Percentage 

21-29 76.6 

30-41 23.1 

(Source: Field Survey) 

The demographic information from the respondents is shown in Table 1. 53.2% of the sample population in the private 

sector is made up of men. The findings also show that, in contrast to commercial institutions, which are dominated by men, 

public universities are run by women. 
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The findings also show that the majority of individuals working in the education sector are between the ages of 21 and 29, 

which shows that there are more young people (76.6%) in private institutions.  While 30- to-41-year-olds make up just 

23.1% 

2. Dependent Variable 

b. An Examination of the Variables That Make Up Organizational Culture 

The typical scoring procedure specified in the instrument that was used to score the items was used to determine the mean 

scores of the items in order to examine the prevalent cultural type present in the firms that were taken into consideration.. 

Table 3- Using OCAI Scoring, the average scores for organizational culture dimensions 

Culture Type Observed Mean 

 (Private Univ.) 

Hierarchy 21.91 

Market 17.4 

Adhocracy 26.8 

Clan 33.32 

Total 100 

Table 2 contains a listing of the responsibilities that need to be completed by the staff members in line with the established 

list of protocols. The successful coordination of these activities is a task that provides the leaders with a sense of fulfillment. 

 The workplace has a mean score of 33.22, and it is a location where people routinely share their thoughts and information 

with one another regarding their personal lives as well as their professional lives. Because of this, private universities are 

understandably worried about the prevalence of clan culture. Because of the consistent leadership and the long-lasting ties 

that exist among the workers, these places of employment have an atmosphere that is reminiscent of large extended families. 

Regardless matter how well the company is doing, employees will look to management for direction and advice. Traditions 

that have been passed down through the years and a shared dedication have allowed the group to remain united. These 

companies hire individuals that share the same aims as the company, which results in better levels of employee engagement 

overall. Because the company recognizes the importance of investing in the continued development of its human resources 

over the long term, it places a strong emphasis on maintaining high morale and maintaining group cohesion. Before making 

any choices, the company focuses a significant amount of emphasis on working together as a team, soliciting the opinions 

of workers, and coordinating efforts. At private institutions, the culture of the clan is replaced by the culture of the 

adhocracy (26.8). This indicates that the work environment is more achievement oriented and that more weight is given to 

innovation and the creation of new techniques to enhance the teaching process. In addition, the work environment is more 

likely to be characterized by a greater emphasis on creativity. Nevertheless, as can be seen from the scores of 17.4 and 

21.91, respectively, for market culture and hierarchical culture, these businesses place a larger premium on being dynamic 

in how they respond to market concerns than they do on being stable and adhering to rigid rules and procedures. 

c. Analysis of the differences between the dominant culture and the chosen culture 

The second goal of the study was to measure the degree of difference between the dominant culture and the culture that 

was chosen, and for this, the Z-test was used.: 

Table 4- Mean, Standard Error, and Organizational Culture Z-Values 

 Private Universities 

S. No Dimension S.M. Pref O.M Prev.** S.E. Prev.** Z-Value 

1 Organizational 

Leadership 25 

28.81 1.72 2.1 
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2 Dominant 

Characteristics 25 

30.66 2.05 2.77* 

3 Organizational 

Glue 25 

37 2.07 6.24* 

4 Management of 

Employees 25 

34.15 1.66 5.43* 

5 Criteria for Success 25 24.6 2.35 4.01* 

6 Strategic Emphases 25 33.81 2.14 4.15* 

Critical Value: 2.58, Significance Level: 0.01S.M. stands for "Standard Mean," O.M. Standard Error, Prevailing Culture, 

and Preferred Culture are all capitalized. 

The Z-value for privately held colleges was shown to be statistically significant at the 1% level for all other criteria, with 

the exception of organizational leadership. This would seem to imply that, with the exception of organizational leadership, 

there is a significant gap between the ideal culture of privately held universities and the real culture of such institutions, 

despite the fact that the ideal culture is more egalitarian. Staff members give the impression that they are satisfied with the 

nurturing and mentoring that takes place under the guidance of private institutions. When it comes to organizational 

features, management practices, organizational glue, strategic emphasis, and success criterion aspects, the employees have 

a preference for a culture that is achievement-oriented and places a greater emphasis on innovation and the production of 

new methods to boost productivity. In addition, this kind of culture also places a greater emphasis on the creation of new 

ways to enhance productivity. In addition to this, they would want to live in a culture that recognizes the value of 

independence and innovation in the working environment. 

Table 5. Table of variance for confidence in company culture, importance, and linearity  

Source of Variation dk SS ANS F-hit 

F-tab 

α=0.05 α=0.01      

Total 67 1654824.00000     

Regression (a) 1 1636069.20722     

Regression (b/a) 1 6218.58775 6218.58773 109,132** 3.87 6.77 

Remainder (S) 30 12536.20501 56.98274    

Match (TC) 23 2836.58141 60.35281 1,074ns 1.42 1.65 

Error (G) 37 9699.623620 56.06712    

 

The results of the calculation show that the regression equation of organizational culture over trust has a very high F-stat 

value. This can be seen by looking at the results. This result was arrived at by applying the aforementioned formula. 109.131 

> F-table, where it is assumed that there is an error rate of 0.01 percent. The linearity test for regression produced the result 

F-arith 1.076 F-table when the error rate was set at 0.05 and when the numerator and denominator were both set to 47 and 

103, respectively. Additionally, same result was obtained when the error rate was kept at 0.05. According to the results of 

the computation of the F-statistic, the data presented here provide evidence that confirms the linearity of the regression 

equation that describes the relationship between trust variables and organizational culture. 

Findings 

The predominant kind of culture in private institutions is known as clan culture, which gives the impression that these 

organizations provide a more friendly atmosphere in which employees freely share their expertise with one another. The 

commitment of the workers to one another as well as their trust in one another is what ensures the smooth operation of the 

business as a whole. Throughout the entirety of the history of higher education in the United States, the clan culture has 

maintained its preeminent position. The presence of an adhocracy culture, which is the second most common kind of 
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culture, is an indication that the firms in question are prepared to take risks when it comes to making strategic decisions 

and that they place a high emphasis on innovation and the most recent technical breakthroughs in their industry. They are 

seeking to differentiate themselves from the services provided by their rivals in order to attract a greater number of clients 

and pupils. Private schools are more adaptable and dynamic than highly organized institutions, which tend to have rigid 

organizational structures due to the absence of a robust market and a culture that values hierarchical relationships. Because 

it acts as the social glue that keeps the firm together, culture's primary function is to set correct standards for what employees 

are expected to say and do. This is one of the primary functions of culture. Fifth, the mechanisms of control and meaning-

making that have an impact on and help shape the attitudes and behaviors of those who are employed. The outcome of 

these processes may be seen in the previous four things on this list. This exemplifies the concept that the culture of an 

organization serves certain reasons, not just for the company itself but also for its personnel, and that these purposes may 

be utilized to achieve the aims of the organization. 

Conclusion 

The culture of an organization is the fundamental component that underpins its organizational structure. Beliefs and values 

held by a company serve as a compass for its employees, directing them in the right direction even when confronted with 

challenging circumstances. Businesses, particularly those with larger workforces and more complex operations, stand to 

profit more from fostering a culture of having well defined rules and procedures. This form of hierarchical culture 

encourages improved cooperation and productivity, both of which contribute to the company's continued smooth operation 

and stable standing. Because it encourages loyalty and trust in the management of the company, clan culture is ideal for 

modern firms that are owned mostly by families or other closely knit groups of individuals. This is because it helps the 

company to grow. The findings of the study, which provide researchers an outstanding understanding of the working 

environment and culture at the institutions situated in the state of Haryana, have major consequences for researchers since 

they offer researchers with this information. Additionally, the findings of the study give researchers an extraordinary 

understanding of the working environment and culture at the institutions located in the state of Haryana. Nevertheless, 

rather than focusing their attention just on a single state, the researchers may look into academic institutions located in a 

number of different states in subsequent studies. The only people who contributed data to the study were researchers and 

employees of the company; but, in the future, the researchers may decide to broaden the scope of the sample to include 

students and other interested parties. In light of the findings of the study, it is quite likely that the management of private 

institutions needs to build organizational culture. The leaders of the followers as well as the followers themselves need to 

ensure that they are thinking, acting, and behaving in an appropriate manner while doing their duties in order to successfully 

carry out the vision. In order for leaders to have the desired effect on the thoughts, actions, and behaviors of followers, it 

is vital for leaders to establish standards for behaviour. Either the leader of the community will develop new values for the 

community, or they will compile the values that are already in place. The next step for leaders is to put these concepts into 

action by encouraging and inspiring their people to accomplish the goals, which is the following stage. 

References  

1. Khan, A., Masrek, M.N.F. &Nadzar, M. (2017). Emotional intelligence and job satisfaction of academic librarians: 

An assessment of the relationship. Journal ofLibrarianship and Information Science, 49(2), 199-

210.https://doi.org/10.1177/0961000616650733.  

2. Vijaybanu, et al,(2017). Perceived Organization climate and Work Commitment in Indian Private Manufacturing 

Sector,International Journal of Economic Research.14(8).  

3. Pandia, Rameash & Domnic, C (2018). Job satisfaction among LIS professionals working in the higher education 

sector of jammu& Kashmir,India: A case study,Journal of Indian library Assocation,54(3),July-sep.  

4. Sherman, Sofia, et al,(2018). Leveraging organizational climate theory for understanding industry-academia 

collaboration, Information and software Technology, 98,148-160.  

5. Kumar, Jitender (2019). Job satisfaction level of library professional in Haryana: International Journal of Current 

Research Vol. 11, Issue, 11, pp.84548457, November, DOI: https://doi.org/10.24941/ijcr.36874.11.2019.  

6. Jerome Idiegbeyan-Ose & Ayooluwa Aregbesola, (2019).Relationship between Motivation and Job Satisfaction of 

Staff in Private University Libraries, Nigeria, Academy of Strategic Management Journal , Vol: 18 Issue: 1.  



   
  
  
 

2635 

European Economic Letters 

ISSN 2323-5233 

Vol 14, Issue 2 (2024) 

http://eelet.org.uk 

7. Nahak, Brundaban & Mohapatra, R.K. (2019). Job Satisfaction among Library Professionals Working In University 

Libraries of Odisha: A Case Study, International Journal of Information Dissemination and Technology, 9(4), 173-

177.  

8. Raja, S & Chockalingam, Madhavi (2019). Influence of Organizational Climate on Employee Performance in 

Manufacturing Industry, Suraj Punj Journal for Multidisciplinary Research, Vol-9, issue-3, P 146-157. 

9. Denison, D. (1990). Corporate Culture and Organizational Effectiveness. John Wiley & Sons, New York Edles, L. D. 

(2002). Cultural sociology in practice. Malden, MA: Blackwell Publishers Eldridge, J.E.T. & Crombie, A.D (1974). 

A sociology of organizations. London:  

10. George Allen and Unwin Fanggidae, R. E., Suryana, Y. & Efendi, N. (2016). Effect of a Spirituality Workplace on 

Organizational Commitment and Job Satisfaction (Study on the Lecturer of Private Universities in the Kupang City-

Indonesia).  

11. Procedia-Social and Behavioral Sciences, 219, 639-646. https://doi.org/10.1016/j.sbspro.2016.05.045  

12. Farid, H., Izadi, Z., Ismail, I. A. & Alipour, F. (2015). Relationship between quality of work life and organizational 

commitment among lecturers in a Malaysian public research university. The Social Science Journal, 52(1), 54-61. 

https://doi.org/10.1016/j.soscij.2014.09.003  

13. Furnham, A. (2006). The Psychology of Behavior at Work: The Individual in the Organization. New York: Psychology 

Press.  

14. Genetzky-Haugen, M. S. (2010). Determining the relationship and influence organizational culture has on 

organizational trust. Theses & Dissertations, Agricultural Leadership, Education & Communication Department, 5. 

15.  Giri, E. E., Nimran, U., Hamid, D. & Musadieq, M. A. (2016). The Effect of Organizational Culture and 

Organizational Commitment to Job Involvement, Knowledge Sharing, and Employee Performance: A Study on 

Regional Telecommunications Employees of PT Telkom East Nusa Tenggara Province, Indonesia. International 

Journal of Management and Administrative Sciences, 3(4), 20-33.  

16. Kane-Urrabazo, C. (2006). Management's role in shaping organizational culture. Journal of nursing management, 

14(3), 188-194. https://doi.org/10.1111/j.1365-2934.2006.00590.x  

17. Kaplan, A. M. & Haenlein, M. (2016). Higher education and the digital revolution: About MOOCs, SPOCs, social 

media, and the Cookie Monster. Business Horizons, 59(4), 441-450. https://doi.org/10.1016/j.bushor.2016.03.008 

18. Krejcie, R. V. & Morgan, D. W. (1970). Determining sample size for research activities. Educational and psychological 

measurement, 30(3), 607-610. https://doi.org/10.1177/001316447003000308  

19. Kroeber, A. L. & Kluckhohn, C. (1952). Culture: A critical review of concepts and definitions. Papers. Peabody 

Museum of Archaeology & Ethnology, Harvard University.  

20. Lesley, P. (2018). The University Challenge (2004): Higher Education Markets and Social Stratification. Routledge. 

Lok, P. & Crawford, J. (2004). The effect of organisational culture and leadership style on job satisfaction and 

organisational commitment: A cross-national comparison. Journal of management development, 23(4), 321-338. 

https://doi.org/10.1108/02621710410529785  

21. Nelson, D. L. & Quick, J. C. (2006). Organizational behavior: Foundations, reality and challenges. South-Western, 

Nashville, Tennessee. Nikunen, M. (2012). Changing university work, freedom, flexibility and family. Studies in 

Higher Education, 37(6), 713-729. https://doi.org/10.1080/03075079.2010.542453  

22. Mullins, L. J. (2005). Management and organizational behaviour (7th ed.). New Jersey Prentice Hall. 

23. O'Reilly III, C. A., Chatman, J., & Caldwell, D. F. (1991). People and organizational culture: A profile comparison 

approach to assessing person-organization fit. Academy of management journal, 34(3), 487-516. 

24. Prown, J. D. (1993). The truth of material culture: history or fiction?. In History from Things: Essays on Material 

25. Culture, edited by Steven D. Lubar and WD Kingery, 1-19. Washington: Smithsonian Institution 

26. Robbins, S. P., & Judge, T. A. (2007). Organizational Behavior. New Jersey: Person Education. 

27. Schein, E. H. (2010). Organizational culture and leadership (Vol. 2). John Wiley & Sons. 

28. Scott, W.R., & Davis, G.F. (2007). Organizations and organizing: Rational, natural, and open system perspectives. 

Upper Saddle River, NJ: Pearson Prentice Hall. 

29. Williams, E. S., Rondeau, K. V., & Francescutti, L. H. (2007). Impact of culture on commitment, satisfaction, and 

extra-role behaviors among Canadian ER physicians. Leadership in Health Services, 20(3), 147-158. 



   
  
  
 

2636 

European Economic Letters 

ISSN 2323-5233 

Vol 14, Issue 2 (2024) 

http://eelet.org.uk 

30. Yusuf, F.A. (2011). Pengaruh Budaya Organisasi, Kepemimpinan, Kepuasan Kerja Dan Kepercayaan Terhadap 

Komitmen Organisasi Dosen Pada Perguruan Tinggi Swasta Di Kabupaten/Kota Serang Provinsi Banten. (Doctoral 

Dissertation, Jakarta State University). 

31. Özçelik, G., Aybas, M. & Uyargil, C. (2016). High performance work systems and organizational values: Resource-

based view considerations. Procedia-Social and Behavioral Sciences, 235, 332-341. 

https://doi.org/10.1016/j.sbspro.2016.11.040  

32. Polychroniou, P. & Trivellas, P. (2018). The impact of strong and balanced organizational cultures on firm 

performance: Assessing moderated effects. International Journal of Quality and Service Sciences, 10(1), 16-35. 

https://doi.org/10.1108/IJQSS-09-2016-0065  

33. Pucciarelli, F. & Kaplan, A. (2016). Competition and strategy in higher education: Managing complexity and 

uncertainty. Business Horizons, 59(3), 311-320. https://doi.org/10.1016/j.bushor.2016.01.003  

34. Pudjiarti, E. S. (2018). Elements of entrepreneurship in private universities: Organizational change capacity, 

innovative capability and the performance. Journal of Entrepreneurship Education, 21(2), 1-15.  

35. Pudjiarti, E. S., Wahyudi, S. & Suharnomo, S. (2017). Organizational learning and lecturer performance: The 

mediating position of voluntarily creative roles. The International Journal of Learning in Higher Education, 24(2). 

doi:10.18848/2327-7955/CGP  

36. Rao, M. B. (2016). Motivation of teachers in higher education. Journal of Applied Research in Higher Education, 8(4), 

469-488. https://doi.org/10.1108/JARHE-08-2015-0066  

37. Riswanto, A., Saribanon, E. & Gaffar, V. (2018). The importance of the cultural and gender outlook on consumer 

behavior studies: An Indonesian perspective. Arthatama Journal of Business Management and Accounting, 2(1).  

38. Sangadji, E. M. & Sopiah, S. (2013). The Effect of Organizational Culture On Lecturers’ Job Satisfaction and 

Performance: A Research in Muhammadiyah University throughout East Java. International Journal of Learning & 

Development, 3(3), 1-18. http://dx.doi.org/10.5296/ijld.v3i3.3673  

39. Schein, E. H. (1990). Organizational culture (Vol. 45, No. 2, p. 109). American Psychological Association.  

40. Silverthorne, C. (2004). The impact of organizational culture and person-organization fit on organizational 

commitment and job satisfaction in Taiwan. Leadership & Organization Development Journal, 25(7), 592-599. 

https://doi.org/10.1108/01437730410561477  

41. Smith, A. D. & Rupp, W. T. (2002). Communication and loyalty among knowledge workers: a resource of the firm 

theory view. Journal of knowledge management, 6(3), 250-261. https://doi.org/10.1108/13673270210434359  

42. Sosa, J. & Sagas, M. (2006). Assessment of organizational culture and job satisfaction in national collegiate athletic 

association academic administrators. A&M University-College Station, Texas. 


