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ABSTRACT

This article represents a theoretical approach to the main contributions made to the conceptual definition of organizational culture. It contains an extensive
bibliographical review of national and foreign authors, who have reflected on the particular elements that characterize the cultural context of organizations
and their relevance to business development. In line with this, contemporary debates described in current research are included, which allow describing the
main research paradigms, as well as the role played by the directive or managerial bodies in the development of a propitious work environment, characterized
by the generation of well-being and personal development of an organization's stakeholders.
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1. Introduction

The leaders' knowledge of the theoretical foundations of the administrative sciences and their application to the business environment is becoming
more relevant every day; with even more emphasis, if they are related to the way to encourage human resources to work together to achieve organizational
objectives. In the same way, aspects such as the development and application of techniques that allow articulating the individual characteristics of a work
group and involving them in decision making, become motivational factors that affect the development of institutions.

In accordance with their managerial functions, managers must strive for a successful management in which the actions necessary to satisfy the
demands of the environment are planned in an orderly fashion. (Arribas-Ros, 2004). However, the business response to the changing market depends not
only on the timely management of processes, but also on the internal culture of the organization, since the synergy established between the different links
in the work chain will ensure that each area of the institution is oriented towards achieving the same objectives.

The current organizational trend shows how in many institutions “the paradigm of individual success" prevails, in which the achievement of
objectives is based solely on the performance of managers and not on the results obtained from collective work. "But as organizations advance this
approach loses value as greater importance is given to the process direction in a participative way through teamwork within the organization" (Segredo, et
al., 2017).

Employees should not be considered as a simple resource available to obtain the desired results, but as the main asset of an organization, since the
success and sustainability of the organization depends on the talent and congruence of their actions. At present, it is necessary that managers at all levels
transform their mentality, allowing human capital to develop its capabilities and empowering them with the corporate mission-vision. Likewise, the
organization must be understood as an integrated system, incorporating cultural aspects and other elements that contribute to the resolution of various
business problems, ensuring its permanence in the environment, making diagnoses and carrying out modifications to them (Ortiz, et al., 2021).
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From this perspective, the conceptual development of organizational culture should be taken as a highly relevant component in the consolidation of a
manager's knowledge. However, the approaches found in relation to the subject are diverse, since some studies refer to the organizational capacity to offer
a greater labor welfare, orienting their conception towards the behavior within the institutions and therefore, the practices that lead to create a healthy and
beneficial environment for the workers. While some studies relate to the anthropological and social perception of the concept, conceiving it as a
transcendental element in each of the environments of an entity (Gonzales, et al., 2018).

These environments are conditioned by factors that give legitimacy to each of the processes that energize the organizational culture (Serrate, et al.,
2014).In this way, companies can develop plans and strategies that allow the implementation of permanent changes aimed at sustainability, as a result of
the creation of a solid corporate identity, encouraging the appropriation of collective commitments and the creation of a focused, adaptable and flexible
mission approach in each of the areas of the organization (Salazar, et al., 2017).

Today the world is more globalized and competition is increasing at an accelerated pace, so achieving sustainability in the markets becomes a more
tedious task. For this reason, the strategic role of an organization must "get into soft aspects of the organization offers great benefits for it, which achieves
growth, efficiency, and success" (Palafox, et al.,. 2019).

From this point of view, companies seek that their human capital is involved with their corporate purpose, to such a degree that their empowerment
and loyalty lead them to increase their productivity levels, favoring the strategic elements that characterize the organizational culture as well as the
mission, vision and corporate values. In accordance with the above, the organizational culture has become a fundamental factor for the definition of
strategies, actions and processes; since these are managed by people who respond to the needs of the companies in accordance with their feelings and
well-being.

From this perspective, this research seeks to identify the characteristics of organizational culture through a literature review that will contribute to the
consolidation of research on the subject and future business enrichment.

2. Methodology

For the development of this research, a systematic review methodology was used, since, as explained by Manchado et al. (2009),this method allows to
perform searches that are directly related to the topic to be investigated and to describe the existing theoretical foundations, in order to generate new
research proposals.

In the first instance, a documentary review was carried out in research databases such as EBSCO, Redalyc, Scielo and Elsevier, establishing key
words. Subsequently, a set of parameters were established to reduce the search range, such as language (Spanish-English-Portuguese), document titles and
working mainly with recently published articles, and others were taken into account which, due to their relevance to the research, were presented as
theoretical references. Similarly, undergraduate theses were excluded within the parameters of the review.

Finally, an attempt was made to determine the relationship of the studies found in relation to the topic of organizational culture in a generalized
manner and then to analyze whether the findings alluded to organizational culture in a specific way in order to finally process the information. In this

sense, by performing the documentary search in the Redalyc tool, where the largest amount of information was found and classifying the mention of the
concept according to the discipline of the publications, the following results were obtained:
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Figure 1. Documentary review Redalyc

Fuente: Redalyc (2022).
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As can be seen, the results show that the largest number of publications found in the Redalyc database referring to organizational culture are in the
field of education. Meanwhile, those related to accounting and administration occupied the fourth place of referencing, with a total of 4,618 publications
found, representing approximately one third of what was researched on the topic in the field of education.

3. Results and discussion

Organizational culture is considered "a strategic resource that has the value of ensuring the continuity and permanence of organizations". From this
point of view, it can be established that it is an intangible aspect of the business environment, which can only be appreciated from the effects and
consequences that it has in relation to its development or detriment within an organization (Gonzélez & Flores, 2020).

In the research conducted by Cameron and Quinn (2006)cited by Vesga et al. (2020),reference is made to the Competence Values Framework (CVF)
model in which four types of culture are identified, thus making it possible to assess the culture of an organization. For this, Cameron and Quinn establish

that there are implicit factors that are difficult to discern for organizations, which bring values and consensual interpretations of the reality of things.
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Figure 2. Types of organizational culture
Source: Vesga et al. (2020).

These four types of cultures are independent of each other, so there is usually a predominance of one over the others, and Cameron and Quinn
describe them as follows;

Clan culture. They emphasize joint work, leadership and mentor support, characterized by tradition and loyalty.
Adhocratic culture. The organization is perceived as a system of change, dynamic, innovative, flexible and advanced.
Marketing culture. Characterized by its emphasis on obtaining results in highly competitive and demanding environments.
Hierarchical culture. It presents a structure surrounded by policies and rules, with a high degree of rigidity.

Seen from the perspective of strategic communication, organizational culture is considered one of the most important intangible assets, which is based
on intellectual capital. For several decades now, it has ceased to be considered a variable, being understood as a “constitutive dimension of the
organization", as stated by Yopan et al. (2019)when they state that organizational culture shares values and beliefs, characteristics of the people, structures
and systems that make up an organization, generating behavioral norms.

From the perspective of Kast and Rosenzweig (2003),successful organizations are characterized by strong cultures, where there are practices to
stimulate people who are part of human resources, in order to play roles and achieve business goals. Hence, the most important administrative role is to
shape that culture, so that the impact generated in the managerial and philosophical style of the organization is significant.

According to Schein (1988),this concept can be understood as a set of premises invented by a social group through its learning and problem solving,
which are "considered valid and therefore to be taught to new members of the group as the correct way of perceiving, thinking and feeling in relation to
these problems".

This author highlights the importance of the emergence of internal interactions related to the cultural aspects of the organization, which facilitate the
development of actions to detect errors that can be corrected in a timely manner. Similarly, the social responsibility acquired by companies, should lead
them to take action as actors of human development, in which the activities are carried out by "people who want to work for society and not just for a
salary" (Rodriguez & Pacheco, 2019).
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The fact that the characteristics of the environment and the various work groups that are established within an organization can affect the identity of
employees and redefine their conception of the vision itself, makes organizational culture a source of continuity and sustainability that is perceived by the
members of an entity. In the same way, knowledge of organizational culture facilitates new employees' interpretation of the internal reality of the
organization, clarifying contexts that would otherwise be somewhat confusing.

According to Chiavenato (2008),there are two types of aspects involved in organizational culture in what is called the "Iceberg of organizational
culture", some related to operational and functional elements, and others behavioral or emotional, as shown in Figure 3.
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Figure 3. Iceberg of organizational culture

Source: Adapted from Gestion del TalentoHumano. Chiavenato (2008).

The formal and open aspects are related to the organizational structure, job descriptions, objectives and corporate strategies; components that are
publicly observable. While the informal and hidden aspects are related to the power, influences, perception, attitudes, feelings and behavioral norms that
characterize a given group, which are socially and psychologically oriented.

According to Mendez (2019),the behaviors of social interaction within an organization are subject to the parameters proposed and constructed by the
organization. These behaviors are learned from the moment they receive induction and are appropriate once they are observed and imitated, as a result of
constant interaction with the elements and individuals around them. Mendez highlights Durkheim's statement that the organizational climate must be an
aspect of individual character, as a particular and subjective conscience that derives the behaviors or conducts characteristic of an individual, which have
been developed through the interaction of the person with colleagues, leaders and other formal components of an organization.

This process of collective interaction benefits the organization, generating sufficient cohesion to align individual efforts in accordance with the
objectives and interests of the organization, while contributing to corporate sustainability. The aforementioned corporate identity is a conditioning element
for organizational development, on which depends the way in which the members of a company share, accept, cohere and project their performance based
on the criteria of "social responsibility, values, ethics and standards with which they act, as well as uniform knowledge by sharing analysis methodologies
that allow them to understand their environment™" (Mendez, 2019).

Ochoa (2022)relates the postulates of Ogbonna and Harris (2000),Ravasi and Schultz (2006),Homburg and Pflesser (2000),and Cooke and Rousseau
(1988),to establish that organizational culture is a mechanism that favors “performance, growth, volume, satisfaction and market participation"; but also,
that those behaviors and orientations of an organization within a specific context, favor the development of programs for organizational transformation
and generation of integral living conditions, thus increasing financial and market performance.

Siervo and Simeone (2019),state that organizational culture is not reduced only to the members that make it up, but extends to all groups that are part
of the sphere of influence of the institution, that is, with those with whom it interacts in the development of its economic activity namely: “customers,
suppliers, labor organizations, neighbors, authorities".

On the other hand, Rincén and Aldana (2021)state that an organizational culture well grounded in respect and the promotion of personal, family,
professional and social development of individuals, will have an impact on the performance of those who are part of the human resources of an
organization; directly influencing the achievement of objectives and results efficiently. From this point of view, a healthy environment with a high level of
individual and collective well-being is established. In the process of cultural transformation of an organization, it means a change of mentality and actions
of the people who make it up, seeking to break the existing paradigms (Alvarez, et al., 2020).
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4. Conclusions

Organizational culture is a transcendental aspect in the development of institutions, which depending on its proper management, allows to achieve a
favorable work climate and environment, which in addition to making workers proud of the work performed within an organization, positively influences
the behavior and attitudes present in its different areas. In the same way, the actions of any company should be oriented to increase the levels of job
satisfaction, which encourages the achievement of corporate goals and becomes a competitive advantage, by having suitable and motivated human
resources. Under this perspective, Pineda and Manzano (2018),mention that entrepreneurial thinking with human behavior, stating that this is linked to the
behavior of organizations and serves as a stimulus for the individual.

There are several benefits immersed in the organizational culture, such as the fulfillment of strategies in which, when solidified, the values and
personal characteristics of each individual are incorporated as part of their appropriation and empowerment with the business objectives. However, the
opposite scenario can occur, which can harm the internal activities of an organization and all the individuals involved in them, by not paying due attention
to the emergence of negative aspects.

It should be noted that the literary findings found during the documentary review are directly related to the development of the researched topic, since
they allude to the care of workers as the most important and complex asset of any organization, on which depends the success or failure of its objectives.
In addition, it is essential to understand that the relevance of a pleasant work culture and environment, depends on the levels of competitiveness,
efficiency, value generation and sustainability within the market.

For this reason, the realization of this type of literature reviews represent several advantages and allow to analyze the organizational benefits obtained
from the contribution of the different strata of an entity, to achieve an optimal organizational culture. However, this topic should be analyzed from the
administrative and accounting disciplines, beyond the social sciences, since it is the top management of an organization that is mainly involved in the
development of strategies that allow taking organizational culture as a mechanism for growth and business competitiveness.
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