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ABSTRACT : 

Organizational tradition plays a essential role in shaping employee conduct, motivation, and standard performance. It encompasses the values, beliefs, and practices 

that manual how employees interact and work inside an organization. This take a look at explores the connection among organizational subculture and employee 

performance, aiming to pick out how unique cultural trends impact productiveness, process satisfaction, and worker engagement. Using both qualitative and 

quantitative techniques, statistics was accumulated from employees across various sectors to assess their perceptions in their organizational way of life and its effect 

on their overall performance. The findings display that a robust, positive, and inclusive tradition fosters higher worker morale, better communique, improved 

innovation, and superior performance. Conversely, a susceptible or bad lifestyle can lead to disengagement, excessive turnover, and terrible productivity. The study 

concludes that cultivating a supportive organizational subculture is vital for organizational success and recommends that control put money into cultural 

development as a strategic priority.  
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Introduction 

In these days’s aggressive and fast-changing commercial enterprise surroundings, organizations are continuously looking for methods to enhance worker 

overall performance and productivity. One of the most giant but frequently overlooked factors influencing employee performance is organizational 

subculture. Organizational way of life refers back to the shared values, norms, beliefs, and practices that form the conduct and interactions of employees 

inside an corporation. It creates a unique identification for the enterprise and impacts how duties are achieved and selections are made. A sturdy and 

advantageous tradition aligns employees with the employer's dreams and encourages behaviors that guide excessive overall performance. In assessment, 

a vulnerable or poisonous culture can create confusion, lessen motivation, and boom employee turnover. As such, know-how the impact of organizational 

tradition is essential for groups aiming to maximise worker capability and obtain sustainable growth.  

This research paper specializes in analyzing the direct and oblique effects of organizational subculture on worker performance. It ambitions to pick out 

the cultural tendencies that contribute to higher tiers of motivation, commitment, and efficiency amongst employees. Additionally, the have a look at 

seeks to highlight how management, verbal exchange style, teamwork, and popularity structures within a cultural framework impact worker consequences. 

By exploring each theoretical insights and sensible evidence, this study affords a deeper expertise of ways organizational culture acts as a using force 

behind employee behavior and average organizational effectiveness. 

Objectives of the Study 

• To assess the nature of organizational culture in different workplaces. 

• To analyze the impact of organizational culture on employee performance. 

• To understand employee perceptions and attitudes toward their organization’s culture. 

Literature Review 

Organizational culture has long been recognized as a fundamental element that shapes employee behavior, performance, and the overall effectiveness of 

an organization. Scholars and practitioners have explored this concept from various angles, revealing its complex yet influential nature. 

According to Robbins and Judge (2019), organizational culture refers to a system of shared meaning held by members that distinguishes one organization 

from another. Their work emphasizes how values, norms, rituals, and symbols embedded in a company’s culture affect decision-making and employee 

behavior. Similarly, Schein (2017) defines organizational culture as a pattern of basic assumptions developed over time as a group learns to cope with 

problems of external adaptation and internal integration. He stresses the role of leadership in creating and sustaining cultural values. 

Cameron and Quinn (2011), through their Competing Values Framework, identify different types of organizational cultures such as clan, adhocracy, 

market, and hierarchy. They argue that alignment between organizational culture and strategic goals can improve efficiency and employee satisfaction. 
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Denison (1990) further supports this by asserting that specific cultural traits—such as adaptability, mission, consistency, and involvement—directly 

contribute to organizational effectiveness and employee engagement. 

The work of Shahzad et al. (2012) offers empirical evidence on the direct link between organizational culture and performance. Their study concluded 

that a positive and supportive culture leads to higher motivation, better teamwork, and increased productivity. Similarly, Lok and Crawford (2004) 

investigated the combined impact of culture and leadership on job satisfaction, revealing that cultural alignment with employee expectations significantly 

enhances commitment and job performance. 

Deal and Kennedy (2000) focused on the symbolic aspects of corporate culture, noting that rituals, traditions, and storytelling play a powerful role in 

shaping employee perceptions and fostering unity. Their findings suggest that companies with strong cultural identities often enjoy higher morale and a 

clearer sense of direction. 

Martins and Martins (2003) emphasize the dynamic relationship between culture and strategy, arguing that an organization's ability to implement strategy 

effectively is largely influenced by its cultural environment. A mismatch between culture and strategy can lead to resistance to change and decreased 

performance. 

In addition to academic literature, online sources such as ResearchGate and SHRM.org offer practical insights and case studies on how culture affects 

workplace dynamics. These resources provide real-world examples that support the theoretical frameworks discussed by the scholars above. 

Research Methdology 

This study adopts a descriptive research design to understand the relationship between organizational culture and employee performance. Descriptive 

research is suitable for obtaining information that describes the current situation as it exists and for identifying patterns and relationships between 

variables. 

2. Research Approach 

A quantitative research approach has been used, as it allows the collection and analysis of numerical data to measure employee responses regarding 

various aspects of organizational culture and its effect on performance. 

3. Data Collection Method 

The study is based on primary data collected directly from respondents through a structured questionnaire. The questionnaire was designed based on the 

three main objectives of the study and consisted of close-ended questions using a 5-point Likert scale ranging from "Strongly Agree" to "Strongly 

Disagree." 

4. Sampling Method 

A convenience sampling method was used to collect data from employees working in different organizations. This method was chosen due to ease of 

access and time limitations. 

5. Sample Size 

The sample size for this research was 100 respondents, consisting of employees from different workplaces and industries. This size was deemed sufficient 

for general insights while being manageable for analysis. 

6. Data Analysis Techniques 

The collected responses were organized in tabular format and analyzed using percentage analysis to interpret the level of agreement or disagreement with 

each statement. This helped to identify trends and evaluate how organizational culture influences employee behavior and performance. 

7. Research Instrument 

The main instrument for data collection was a self-administered questionnaire. It was divided into three sections, each aligned with the research objectives: 

• Section A: Nature of organizational culture 

• Section B: Impact of culture on performance 

• Section C: Employee perceptions and attitudes 

8. Scope of the Study 

The research is limited to employees currently working in various organizations across sectors. The study focuses on their perceptions and experiences 

regarding organizational culture and performance. 
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9. Limitations of the Study 

• The sample was limited to 100 respondents, which may not fully represent all industries. 

• Convenience sampling may introduce bias as the respondents were selected based on availability. 

• Responses are subjective and may vary based on personal experience or organizational context. 

Data Analysis & Interpretation 

Q1: My organization promotes clear values and beliefs that guide employee behavior. 

Particular No. of Respondents Percentage 

Strongly Agree 28 28% 

Agree 42 42% 

Neutral 15 15% 

Disagree 10 10% 

Strongly Disagree 5 5% 

Interpretation: 

A total of 70% of respondents (Strongly Agree + Agree) believe their organization promotes clear values and beliefs. This shows a strong presence of 

value-based culture in most workplaces. 

Q2: There is open communication and transparency in my workplace. 

Particular No. of Respondents Percentage 

Strongly Agree 20 20% 

Agree 40 40% 

Neutral 18 18% 

Disagree 12 12% 

Strongly Disagree 10 10% 

Interpretation: 

60% of employees agree that communication and transparency exist in their workplace, while 22% disagree or strongly disagree, indicating room for 

improvement in this area. 

Q3: Teamwork and collaboration are encouraged in my organization. 

Particular No. of Respondents Percentage 

Strongly Agree 26 26% 

Agree 39 39% 

Neutral 17 17% 

Disagree 12 12% 

Strongly Disagree 6 6% 

Interpretation: 

65% of respondents agree that teamwork and collaboration are encouraged, suggesting a moderately strong culture of collaboration in many organizations. 

Objective 2: To analyze the impact of organizational culture on employee performance 

Q4: The organizational culture motivates me to give my best at work. 

Particular No. of Respondents Percentage 

Strongly Agree 30 30% 

Agree 35 35% 

Neutral 20 20% 

Disagree 10 10% 

Strongly Disagree 5 5% 

Interpretation: 

65% of employees feel that organizational culture motivates them to perform well, while 15% do not feel motivated, indicating the importance of culture 

in driving employee efforts. 



International Journal of Research Publication and Reviews, Vol (6), Issue (6), June (2025), Page – 5526-5530                        5529 

 

Q5: I believe that the culture at my workplace helps improve my productivity. 

Particular No. of Respondents Percentage 

Strongly Agree 25 25% 

Agree 40 40% 

Neutral 20 20% 

Disagree 10 10% 

Strongly Disagree 5 5% 

Interpretation: 

65% of respondents believe that their workplace culture enhances productivity, confirming the positive relationship between culture and performance. 

Q6: Recognition and rewards in my organization encourage better performance. 

Particular No. of Respondents Percentage 

Strongly Agree 22 22% 

Agree 38 38% 

Neutral 20 20% 

Disagree 12 12% 

Strongly Disagree 8 8% 

Interpretation: 

60% of employees agree that recognition and rewards boost their performance, while 20% disagree, suggesting that improving reward systems could 

enhance employee output further. 

Objective 3: To understand employee perceptions and attitudes toward their organization’s culture 

Q7: I am satisfied with the culture of my organization. 

Particular No. of Respondents Percentage 

Strongly Agree 24 24% 

Agree 41 41% 

Neutral 18 18% 

Disagree 10 10% 

Strongly Disagree 7 7% 

Interpretation: 

65% of respondents are satisfied with their organization’s culture, showing an overall positive perception among employees. 

Q8: I feel valued and respected as a part of the organization. 

Particular No. of Respondents Percentage 

Strongly Agree 28 28% 

Agree 36 36% 

Neutral 15 15% 

Disagree 12 12% 

Strongly Disagree 9 9% 

Interpretation: 

64% of employees feel valued and respected, a sign that positive culture enhances emotional well-being and commitment in the workplace. 

Q9: I would recommend my workplace culture to others. 

Particular No. of Respondents Percentage 

Strongly Agree 27 27% 

Agree 35 35% 

Neutral 20 20% 

Disagree 10 10% 

Strongly Disagree 8 8% 

Interpretation: 

62% of respondents would recommend their workplace culture to others, suggesting overall confidence in the organizational environment. 
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Findings 

• 70% of the respondents agreed that their company promotes clean values and ideals that manual worker conduct.  

• 60% of personnel felt that open communication and transparency exist inside their administrative center, whilst a widespread element (22%) 

disagreed.  

• 65% of respondents agreed that teamwork and collaboration are advocated, reflecting a moderately wonderful collaborative environment.  

• 65% of personnel reported that the organizational tradition motivates them to present their excellent at work.  

• 65% also believed that their organizational way of life enables enhance their productivity.  

• 60% of the contributors agreed that reputation and rewards play a function in enhancing their performance.  

• 65% of respondents said they were glad with their organisation’s tradition. 

•  64% felt valued and respected of their place of job.  

• 62% cited they would advise their workplace way of life to others. 

Conclusion 

Organizational culture plays a critical function in shaping the behaviors, attitudes, and universal performance of employees. It serves as the underlying 

framework that defines how people have interaction with every other, respond to challenges, and align with organizational desires. This have a look at, 

based totally on number one facts collected from a hundred respondents, confirms that a robust and high-quality organizational way of life substantially 

complements worker motivation, process delight, and productiveness. The findings of the have a look at screen that employees typically perceive their 

companies to have nicely-defined values and norms that affect their work conduct. Communication, transparency, and collaboration were additionally 

recognized as important cultural factors, though a few personnel expressed concerns concerning the consistency of those factors in their workplaces. The 

presence of a culture that helps teamwork and open communicate fosters a greater engaged and efficient personnel. 

Moreover, the impact of organizational subculture on performance effects became in reality glaring. A majority of employees recounted that their 

paintings performance is immediately prompted with the aid of the cultural surroundings of the corporation. Motivation, reputation, and a feel of belonging 

emerged as important factors that power individuals to perform higher. Organizations that praise overall performance and recognize employee 

contributions are much more likely to enjoy more suitable results and decrease turnover. Employee perception and pleasure with organizational tradition 

have been additionally superb universal, however no longer without a few obstacles. While most respondents expressed pride and a willingness to suggest 

their organizational way of life to others, a extremely good portion of the team of workers remained neutral or dissatisfied. This highlights the importance 

of constantly comparing and improving cultural practices to ensure alignment with worker needs and expectations.  
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