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Abstract

This research aims to assess direct and indirect influences of organizational culture on
job performance, as well as to evaluate the impact of each sub-element of organiza-
tional culture on such performance. It is argued that employees performance derives,
on the one hand, from a long-term perspective related to changes that organizations
manage and implement during their process of growth. A second dimension of orga-
nizational culture can be given through organizational values, routines and distinc-
tive aspects of culture that allow organizations to create solid competitive advantages.
Since most studies in this field were held in Western work cultures, this paper will
be devoted to the analysis of this relationship within an Arabic cultural environment
and more specifically within a Saudi context. A quantitative study tool, based on a
comprehensive research questionnaire, was used and the sample was selected from
various government departments being operative in Alkharj. The findings indicate a
positive relationship between organizational culture and job performance. Likewise,
four organizational culture sub-elements, namely Managing Change, Achieving Goals,
Coordinating Teamwork and Cultural Strength, were found affecting positively on job
performance, but with varying and distinct intensity. Only Customer Orientation was
found negatively associated with job performance.

Keywords organizational culture, change management, cultural

strength, group cohesion, job performance, Saudi Arabia

JEL Classification  Mi10, M14

INTRODUCTION

Most recent researches in the field of management and behavioral
studies have an influence on conceptual and empirical linkage of or-
ganizational culture with organizational performance, as well as with
individual job performance. However, most of these organizational
culture studies were mainly elaborated within Western work environ-
ments. There has been little or no evidence to have similar studies be-
ing conducted in Arabian culture generally and Saudi Arabian work
culture particularly. In Western work cultures, it is an established ar-
gument that organizational culture has direct or indirect, individual,
as well as collective performance of the teams and organizations. A
number of questions arise about the generalization of those findings
and their implementation in other work cultures. Currently, this work
culture is in process of transformation from a government endowment
economy to a private competitive industrial economy. Indeed, during
the last couple of years, the Saudi Arabian economy is transforming
from government-controlled economy to a market control economy.
The Saudi leadership vision 2030 has a comprehensive renovation plan
for the economy and a number of socioeconomic measures are taking
place in all facets of the economy. These measures, at a larger level, in-
clude value addition tax, withdrawal of subsidies from oil and electric-
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ity, and implementation of Saudization Plan vigorously. In view of these transformational processes of
the economy, researchers expect that there will be tremendous cultural changes in the organizational
settings and resultantly there will be impacts on the performance of individuals and consequently on
organizations, specifically on completion of National Transformational Plan 2020. Prince Sattam Bin
Abdulaziz University, as a part of public sector organizations, depends on policy guidelines and budget-
ing provisions from Ministry of Higher Education of Saudi Arabia. Internally, the organization has a
culture of mutual trust, collective decision-making process through teamwork, encouraging innovation,
state of the art information technology and infrastructure support for academic and research excellence.
Rewards for excellence in academic and research performance are prevalent in the university. Currently,
the university has approximately an equal ratio of expats and Saudis at work, which makes a blend of
performance culture. In a couple of years, when transformational process of saudization is complete,
there will be a new work culture, which will have no effect of foreigner’s cultural values and efficacies
of work. We feel that this is the right time to carry out such studies to see the impact of organizational
culture and its sub-elements on the performance of the individuals in the public sector work environ-
ment, which has a direct influence on this transformation. The aim of this research is to establish a
baseline of influencing cultural variable in the performance process and to create academic literature
for subsequent studies. This study will examine the culture-performance relationship in a Saudi public
sector university and will predict probable impacts on performance due to cultural changes. Our find-

ings would facilitate the organization to prepare and implement remedial measures timely.

1. LITERATURE REVIEW

Edith Penrose (1995) identifies the concepts of core
and network as two main promising organization-
al paradigms that organizations and researchers
should rely on, since they shape the behavior of mar-
kets and the effects of ‘free market’ competition. She
highlights that the organizations which focus on
adapting to their core values and are able to develop
network of existence will be the future of the market.
Indirectly this gives an insight to the establishment
of organizational culture based on core values and
her conceptual argumentation gives rise to the link-
ing of the organization culture and its elements to
the organizational performance. The organization
as a nexus of social groups has become the prevail-
ing idea within all recent researches, where cultur-
al capabilities and core competencies are the main
determinants in shaping the process of the growth
of organizations and henceforth their performance.
One of the earliest studies lies in Hofstede’s (1980)
seminal work, where he assimilates organizational
culture to the software of the mind. In fact, it is in
organizational culture that one can find the origin
and eventual purpose of any analysis dealing with
firms, their development, as well as their perfor-
mance. Specifically, Hofstede argues that differenc-
es in strategies, behaviors and performances emerge
from differences in organizational cultures per-
taining actually to differences in national cultures.
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Wallach (1983) identified the basic facets of organi-
zational cultures and clarified the Hofstede’s (1980)
findings about the culture. Peter and Waterman
(1982) found a significant link between strong cul-
ture and high financial performance. The actions of
the performers in a cultural setting reflect their con-
figuration of the learned mind processes through-
out the span of their lives and this configuration
tendency creates differences among individuals
(Kotter & Heskett, 1992). Organizational culture
and organizational practices co-exists, which affects
the socioeconomic value created by firms. Schein
(2006) emphasizes that a right and strong corpo-
rate culture is the major key that enables firms to
solve their problems, adapt their managerial style
and reach effectiveness and expected levels of per-
formance. Most researchers have almost agreed in
conceptualizing organizational culture as a whole
mechanism of interconnected and interdependent
set of commonly shared values that systematical-
ly determine organizational behaviors, and norms
adopted in solving problems and reaching higher
levels of success. Kandula (2006) carried out a study
and recommended the organizations to exhibit a
strong work culture to gain tremendous, consistent
and plausible performance. A winning strategy can-
not be extended to new situations with success un-
less differences in organizational cultures are taken
into account (Deal & Kennedy, 1982), otherwise
the organizations cannot guarantee the same levels



of performance, and it may even become counter-
productive. Therefore, organizational culture must
adapt over time with dynamic situations in order to
cope up with intra- and inter-organizational trans-
formations to meet with people’s backgrounds, ex-
pectations and satisfactions. In this paper, we will
discuss the impact of organizational culture and
all its sub-elements on employee job performance
within a public sector. This evaluation is essential,
because it makes the organizational decision mak-
ers to realize the strings exists in organizational cul-
ture and employee performance relationship that
guides them to evolve such strategies, which would
lead to achieve organizational strategic objectives.

1.1. Organizational culture and
performance

Aycan et al. (1999) argued that organizational
culture at its peak becomes a source of compet-
itive advantage for organizations, since it affects
commitment of people at work, both individual
and collective process of learning and capability
development, and it arises from the underlying
assumptions, beliefs, norms, values and attitudes.
In sum, as argued by Pettigrew (1979), organiza-
tional culture explains how employees think and
make decisions that ultimately affect the perfor-
mance. Lund (2003) while discussing the employ-
ee-related performance variables, recommended
the management of the organizations to clear-
ly identify the performance variables of the em-
ployees such as task knowledge, task expectation,
extents of achievement and satisfactory levels of
performance, and correlate these with the clear-
ly identified dimensions of the corporate culture.
Furthermore, he recommends and suggests that
organization culture prevails and moves in a uni-
fied direction only if the management clearly es-
tablishes the corporate culture dimensions, ex-
plain them to the organizational members vividly,
and all employees agree on their mutual associa-
tion. Ogbonna and Harris (2000) research find-
ings positively associated organizational culture
with corporate performance. The researchers like
Shahzad et al. (2013) elaborate organization cul-
ture as the key influencer of the performance and
establish that a strong organization culture is a
great source of performance excellence and con-
sistent achievements. Kozlowski and Klein (2000)
emphasize upon the presence of strong organ-
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izational culture based on true value and belief
systems in order to gain sustainability in higher
performance. Denison (1990) links management
decisions and behavioral practices to the outcome
of commonly shared norms, values and beliefs
that an organization transforms and experiences
since its inception. The set pattern of works and
handling issues in management decisions are the
reflection of organizational norms system. Brown
(1998) establishes that organizations are the out-
comes of experiences and experiences make learn-
ing, which largely develop such norms, values and
procedures that ensure a long-term presence of
the organization in the field. He clearly establishes
the presence of strong organizational cultural val-
ues to assure consistent performance.

The study of organizational culture has signifi-
cance when it has correlation with the perfor-
mance in order to improve actions (Alvesson,
1990). Barney (1986) explains that core values en-
courage creativity, innovativeness, higher achieve-
ments and flexibility in firms. The most common
definition of performance explains it as the degree
or extent of achievement of pre-assigned goals
(Shields & Brown, 2015) and each organization has
to: firstly, determine measurable goals; secondly,
link the abilities and competencies of the employ-
ees to these goals and; thirdly, provide the employ-
ees with sufficient resources to expect achievement
of goals. Mathematically this can be described
as: Performance = (Motivation X Employee com-
petence X Resources) (Griffin & Moorhead, 2011).
The organizations are supposed to prepare and
train their employees in such a way that they are
fully abreast of the task demands from the orga-
nizations and they are able to link their abilities
to specific actions so as they can contribute to
the performance of the organization. In manage-
ment literature, performance refers to the degree
or extent of achievement of pre-established goals,
but some scholars (Roe & Ester, 1999) emphasize
the fact that performance can be identified and
measured through two main dimensions; action
dimension and the output dimension and devel-
op a linear relationship in which output becomes
dependent on actions. In this argument, the per-
formance depends upon actions of the employees.
Likewise, financial performance parameters in the
organization also depend upon the actions taken
by the employees and their respective achieve-
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ments relate to the degree of achievement of mis-
sion and strategic objectives assigned to individu-
als and groups at work (Peter & Waterman, 1982).
The individual performance improvements plans
may work effectively if the organization manipu-
lates organizational culture and commonly share
such value system that encourages employee, as-
sures openness, and promulgates transparency and
fairness. Thus, decision makers aspiring to have
better individuals, as well as teams performance,
must strive to establish an aspiring work culture
(Cameron & Quinn, 2011). Manetje and Martins
(2009) recommend researchers to analyze and un-
derstand the cultural impacts on performance be-
fore carrying out any studies, which measure or-
ganizational performances. Al-Matari and Omira
(2017) carried out a study in Saudi Arabia to exam-
ine the relationship between organization culture
and performance in the public sector environment
and collected responses from 384 samples, their
findings indicated a positive relationship between
the two. Kang and Stewart (2007) also positively
link conducive work culture and higher organiza-
tional, as well as individual performance. We find
studies from Ouchi (1981) to Al-Matari and Omira
(2017), which have studied performance vis-a-vis
work cultures. Despite the fact that there exist di-
vergent views in past research about organizational
culture and employees, as well as business perfor-
mance studies, but majority of researcher agree to
have observed cultural impacts on performance.
These studies surely validate to carryout similar re-
searches in such work environments that remain
unattended from the researchers. Therefore, we
can form the research hypothesis asfollows:

HI:  Organizational culture positively influences
job performance.

1.2. Managing Change
and performance

One of the major characteristics of internal and
external environments lies in their continuous
change aspect. It has become necessary for organ-
ization to adapt and adjust their strategic behavior
according to changes that they face. Burnes (2004)
discussed the presence of change in every action of
the organization, and argues that for each change,
there appears resistance that destroys the change
initiatives. Oreg (2003) established that employ-
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ees who opt for resistance are extremely difficult
to come up with effective performance. Therefore,
leaders are always facing such employees where
an efficient communication strategy may be effec-
tive in handling them. Change and organizational
strategies exist together and effective change man-
agement can have positive influence on the per-
formance of employees (Kunze et al., 2013). In a
public sector environment, change becomes more
difficult due to involvement of top to bottom pol-
icies and decisions orientation. We form our hy-
pothesis as follows:

H2: Managing Change actions of the organiza-
tion positively influence the job performance
of the employee.

1.3. Achieving Goals orientations
and performance

Collective performance has the double advantage
of increasing cohesion and positive competition
between employees. It is argued for example that
goals orientations very likely increase cognitive
abilities of individuals, which positively affects
their learning and performance. Moreover, achiev-
ing goals orientations incites employees to aspire
to accomplish difficult or uncertain tasks, which
eventually helps them to maintain high standards
of performance (Porath & Bateman, 2006). The or-
ganizational leaders encourage the efficacies of such
employees who aspire to have effective goals orien-
tation and there has been a positive link between
the performance and goals orientation of the em-
ployee (Janssen & Van-Yperen, 2004). Specifically,
in the Saudi cultural context, it is more important
for individuals to not deceive and disappoint the
group than to succeed alone. It is the role of organ-
izations to pave the way for individuals desiring to
acquire new sKkills, to not avoid critical or uncertain
situations and to improve their capabilities and
competencies. Moreover, employees who achieve
goals are very often concerned with feedback and
others’ evaluation and even judgment. With pos-
itive acknowledgment comes higher performance.
Vandewalle et al. (2004) positively associated goals
orientation with higher performance. We form our
hypothesis as follows:

H3: Achieving Goals orientations positively im-
pacts on the job performance of the employee.



1.4. Coordinating Teamwork
and performance

Coordination process is essential in building up
organizational culture since it necessitates provid-
ing employees with the firm’s strategic issues and
objectives. Coordinating teamwork is relevant in
designing the optimal structure of the organiza-
tion where each member can identify his exper-
tise according to what he is expected to achieve.
Consequently, members of each group would be
able to recognize complementarities between their
practices and outcomes. Teamwork is thereby the
key to enhance individual and collective learning
which affects organizational performance.

Stewart and Barrik (2000) found indeed a positive
relationship between teamwork and performance.
We form our hypothesis as under:

H4: Coordinating Teamwork positively influenc-
es job performance of the employee.

1.5. Customer Orientation
and performance

Customer orientation can be defined as managers’
guide towards the implementation of strategies that
meet with customers wants and needs and which al-
lows organization to create the appropriate (added)
value. Employees, on the other hand, are conscious
of the fact that the evaluation of their job perfor-
mance is tightly connected to customer satisfaction.
In a university environment, students and labor mar-
ket organizations are direct or indirect customers of
the institution. Brown et al. (2002) argued about the
positive linkage of customer orientation and job per-
formance in a service industry. So, the organizations
are supposed to strongly link employee’s actions with
the customer focus in order to obtain higher perfor-
mance. We form our hypothesis as follows:

H5:  Customer Orientation improves job perfor-
mance of the employee.

1.6. Cultural Strength
and job performance
Organizational culture encompasses values,

norms and behaviors. It also describes and de-
termines both socio-cognitive and socio-cultur-
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al environment of an organization. Strong cul-
ture leads to strong identity, which gives a certain
feeling of security to employees, as if they were
protected by their corporate structure, and en-
courages them to be committed to this identity.
Strong culture, on the other hand, reflects a high
degree of control by leaders and hierarchy to var-
iables related to competition and affecting glob-
al performance. Organizational culture should
be regarded at the same time as an asset and as
a resource. Cultural strengths simply represent a
competitive advantage. Established organization-
al norms and behaviors are used as strategic re-
sources with the potential to create and implement
improved organizational routines in order to de-
liver sustainable competitive advantages. The sus-
tainability of these latter depends in fact on the
extent to which organizations succeed in offering
appropriate internal environment to employees. A
good use of cultural strengths provides cues in or-
der to reach desirable behaviors and performance.
Organizations do not only manage employees;
they lead them to make cultural strengths prolific
in their process of knowledge-based learning, ca-
pability development and performance enhance-
ment. Lund (2003) established a positive link with
cultural strength and job performance, which
eventually leads to higher collective performance.
Hé6:  Cultural Strength in the organization pos-
itively influence the job performance of the
employee.

1.7. Research model

A number of research models are present in the past
studies, which link the performance evaluation in
presence of the impact of organizational cultural
dimensions. Deshpande et al. (1993) recommend-
ed an organizational culture composed of the el-
ements such as competitive, innovative, and bu-
reaucratic and community culture. Another com-
mon model in use is of Denison (1996) that evalu-
ates culture-performance relationship with its four
sub-elements such as Involvement, Consistency,
Adaptability and Mission. We have also consid-
ered the most common Hofstede’s (1980) model
that was a robust model for past researches but its
elements were good to measure national cultures.
Sashkin and Rosenbach (1996) model of cultural
assessment was also applied in many of the past

211



Problems and Perspectives in Management, Volume 16, Issue 3, 2018

Organizational culture
.

/

Managing Change
Achieving Goals

H1

Job
performance

Coordinating Teamwork
Customer Orientation
kCuIturaI Strength

H2, H3,

J

H4, H5, H6

Figure 1. Research model

researches to assess the organizational cultural el-
ements. We have also evaluated the model used by
Ogbonna and Harris (2000) in their study to as-
sess the relationship between organization culture
and performance. They used a modified version of
these models and argued that the Denison’s model
focused on the direct relationship of the organiza-
tional culture elements and the financial perfor-
mance of the company, and it did not take care
of the indirect impacts of the cultural elements.
Likewise, Brewer and Venaik (2012) criticized the
use of Hofstede’s model in organizational cultur-
al studies and recommended that Hofstede mod-
el was merely a tool to assess national cultures.
Given these discussions, we consider it fit to apply
(Sashkin & Rosenbach, 1996) model in assessment
of the organizational culture in relation with the
job performance of the employees. Given this dis-
cussion, we draw our research model as under in
which HI studies the collective and overall impact
and the sub elements have also been assessed in-
dividually and collectively as H2, H3, H4 and H5.
All five sub-elements are related to our research,
but one element (customer orientation) was a lit-
tle bit modified to make it useable in an academic
environment.

2. METHODOLOGY

In this research, we have applied a survey design
research methodology to obtain responses from
the respondents on a questionnaire, which has
two main parts. The first part includes the general
information about the respondents such as tenure,
gender, marital status, age and education, where-
as the second part includes questions about the
research variables such as organization culture
and job performance. The organizational culture
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assessment questionnaire (Sashkin & Rosenbach,
1996) includes 30 questions to obtain the respons-
es of organizational culture, as well as its sub-var-
iables such as managing change, achieving goals,
coordinating teamwork, customer orientation and
cultural strength. The scale after collection of data
was aligned as referred in the scale development
process by the authors and in the data process,
the answers were appropriately reversed as direct-
ed. The job performance as a variable was also as-
sessed through 21 questions at a Likert scale of 5,
where one (1) denoted as completely disagree and
five (5) denoted as completely agree (Williams
& Anderson, 1991). We have also used this scale
to measure the overall job performance of the
employee.

The study population of the research consisted of
all the employees, both male and females, work-
ing in government departments in Alkharj area of
Saudi Arabia. But for the purpose of convenience,
the research sample includes the respondents
from faculty members and employees working in
Prince Sattam Bin Abdulaziz University, as well as
the employees (male and female) working in var-
ious colleges. The university is among the biggest
government institutions in Alkharj area, as well
as its sub-campuses based in Hotat Bani Tamim,
Alsulayel and Wadi Aldawasser. The employees
belong to various nationalities and settle into one
work culture. We have floated a total of 250 seri-
ally numbered questionnaires to the respondents
out of which we received back 198 questionnaires,
which constituted a response rate of approximate-
ly 79%. However, in pursuit of better response rate,
we followed the respondents successively. From
the total questionnaires we received back, the
questionnaires, which did not have complete in-
formation, or they were not considered valid for
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Table 1. Descriptive statistics

o e Range ;Minimum;Maximum; Mean Std. Skewness " KurtOSIs
Description N Stat'St'cé statistic statistic statistic statistic %ds‘i‘:t?st{?cnéswtiﬂici esrtr%r Statistic esrtr%r
Collegename 176 7 1 8 482 2400 @ 006 183 | -1.235 364
Years of service ;”7176”7 3 1 4 1 252 1079—004 183 —1264 364
Nationality 176 = 7 R 8 291 . 2430 . 987 183 577 364
Male or female : 176 = 1 . 2 ¢ 120 ¢ 400 ¢ 1522 ¢ 183 | 320 : 364
Marital status = 176 & 3 e 4 ¢ 191 ¢ 527 ¢ 1083 : 183 : 5980 @ .364
Age in years 76 4 1 5 230 959 620 183 . 285 364
Qualification ¢ 176 ¢ 4 o 5 ¢ 290 ¢ 1233 : -284 i 183 : -1.156 : .364

Valid N (listwise) 176 - - - - - .

the purpose of this research, were discarded and
finally a total of 176 numbers were considered
valid for this research, because these had complete
information and apparently were devoid of any bi-
as. It is important to mention that Saudi nationals
were 79 and expatriates were 97 from the respond-
ents. So, a good mix of both locals and expatriates
constitutes a true unbiased preposition of the re-
sponses. Table-1 below is a highlight of numbers,
means, standard deviations, skewness, kurtosis.

Model 1. Analysis (overall study)

Reliability analysis of the scales is the most impor-
tant step to ensure that the work being undertak-
en is in line and consistent with past research or
otherwise. We have used SPSS 16.0 and applied
Cronbach’s Alpha test to ensure that the scale is
reliable and can be used for further testing. In
both scales, we have found Cronbach’s Alpha val-
ue as 0.846 for 30 items of the organizational cul-
ture scale and 0.711 for 21 items of the job per-
formance scale. Furthermore, the statistician has
agreed to accept reliability, in social sciences, if
Cronbach’s Alpha value is greater than .70. These
values of Cronbach’s Alpha as shown in Table 2
give us confidence to continue with the scales for
our further results.

Table 2. Reliability analysis

Reliability statistics: Reliability statistics: job
organizational culture scale performance scale
- H H H « H H
= :_c = C'U
=2 o 5] %) = »© ] %)
s €3N E © £BTN £
@ g g-c @ %} » g g-c 2 o
T 235§ I £ £358 =
g 52 5 8 5E2 s
2 °Ec 2 °Ec
g oss z §  OaSf z
= = @ = = «»
o o
.846 .851 30 .71 771 21

ANOVA test of respective scales also appeared sig-
nificant at confidence value p = 0.05 as shown in
Tables 3 and 4. Significance in ANOVA shown in
last column determines the accuracy of the model
variables and their associated relationships.

Table 3. ANOVA: Organizational culture scale

© Sum of Mean F

Description ' squares df . square Sig
Between people | 1134.939 © 175 | 6.485 @ — : -

Within people
503049 29 17347 17410 .000

Between items

Residual N 5056.617 : 5075 © 996 . - . -
Total - .5559.667 5104 = 1.089 . - | -
Total 16694606 0 5279 i 1.268 | — | -

Note: Grand mean = 3.31.

Table 4. ANOVA: Job performance scale

. Sum of | df . Mean | F

Description squares | _ square Sig
Between S 557558 175 0 3186 . - . -
people ; H :

Within people

Between items

Residual 13228402 3500 922
Total 16924000 135200 1967 - -
Total i 7481.558 i3695: 2.025 : — P—

Note: Grand mean = 3.60.

In the next step of our analysis, we carried out the
descriptive statistics analysis in SPSS and found
the following results as shown in Table 5. The pur-
pose of this test was to evaluate the variables for
normality. We observe that the values of skew-
ness and kurtosis are in accordance with the ac-
ceptable range suggested in literature. Hair et al.
(2012) establish that the value of skewness must
fall in between the range of +1 and as suggested
by MacGillivray and Balanda (1988), the value of
kurtosis must be within +3. In both cases, our val-
ues are within the acceptable limits.
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Table 5. Descriptive statistics

o E : o ¢ Skewness Kurtosis
Variables i Minimum Maximum: Mean §Std. dequt|0n§ Variance - - -
i statistic | statistic : statistic | statistic | statistic :ggatistic: Std. i Statistic Std.
; ; : : : : H ror : i error
Performance = 1 5 3.50 1.080 1166 —468 183 -324 364
gﬁ%ﬁpézat'ona' 160 i  4.60 3.1653 54779 300 © —.029 i 183 i 141 | .364
valid N iswis L : ; U S R B
Table 6. Correlation between the variables
Test Variables Performance Organizational culture
. Performance 1.000 .518
Pearson correlation e R R
77777777777777 Organizational culture .518 1000
. . Performance - .000
Sig. (1-tailed) e i e
Organizational culture .000 -

The correlation between the two variable such
as organizational culture and performance
appears to be 0.518 (Table 6) which substanti-
ates the positive relationship between the two.
Furthermore, one-tailed test also appeared sig-
nificant in this case. This clearly indicates that
organizational culture significantly gives posi-
tive rise to the job performance of the individu-
als if organization makes effort to enhance cul-
tural orientation. Given these results, we are in
a position to accept our first hypothesis HI.

Table 7 below shows the model summary in
which R? value appears to be 0.269, which ex-
plains an approximate 26.9% increase in per-
formance variance through the impact of the
organizational culture, which is quite a plausi-
ble result. Overall this finding and the positive
relationship (r = 0.518) of correlation make us
comfortable in substantiating the influence of
organizational culture on job performance.

Table 7. Model summary

The coefficient values of the total model as indi-
cated in Table 8 exhibit the model significance,
as well as the beta value as 0.518, which is suf-
ficient to make an understanding of the result
that organizational culture has a positive im-
pact on the performance.

Model 2. Analysis (elements
of organizational culture
and performance relation)

We have also carried out a detailed analysis of each of
the sub-elements of organizational culture, one after
the other, so as to establish their linkage as recom-
mended in literature. This comes to discuss the exist-
ence of each element correlation with the dependent
variable, as well as the existence of the significance
between each element and the dependent variable.
The following table shows the inter-item correlation
matrix and the value of correlation is quite substan-
tial to accept the relationship as significant.

R R square

Adjusted | Std. error of

Change statistics

Model : k ! : "
R square : the estimate | R square F Sig. F
: q : . change : change : df1 df2 change
1 © .518a .269 264 926 .269 ©63.926 0 1 174 .000
Note: a. Predictors: (constant), organizational culture.
Table 8. Coefficients
Unstandardized coefficients Standardized coefficients : .
Model : Sig.
B Std. error Beta : :
1(constanta 266 410 = 648 518
Organizational culture 1.022 128 518 £7.995 £.000

Note: a. Dependent variable: performance.
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Model 2. Variables MBS AQENIE  Teamwork  SUSORE Glonath  perfommance
Managing Change 1.000 - - : - : - : -
Achieving Gorarlrs 77777777777 —7.7121” L 17.7000” - - - -
Teamwork ;235 R 77.7025” 17.7000” B ”7 R B ”7 R o 7 V
Customer Orientation 042 193 01 1000 -
Cultural Strenéth 7777777777 ;i40 R —7.7061” ;332 R —7.7057” o 17.7000” R
job performance 245 251 324 030 51 1.000
Note: N = 176 and dependent variable: performance.

Table 10. Coefficients
Model Ur&tgmig;(ri‘itzsed Standardized coefficients Si.
B . Std. error Beta

: (Constant) 147 .390 : - 376 ¢ .007
 Managing Change o1 069 SCU 3088 002
, Achieving Goals LA L0930 523 000

Teamwork 142 .066 140 2171 .001
Customer Orientation o5 059 o078 1277 203
Cultural Strength 47 060 453 7158 000

Note: a. Dependent variable: performance.

A deeper look of the correlation matrix shows
that all elements of organizational culture such as
Managing Change, Achieving Goals, Teamwork
and Cultural Strength are positively correlated
with job performance, except the customer orien-
tation, which is negatively associated with job per-
formance. This allows us to accept our hypotheses
H2, H3, and H5, but reject H4. These findings are
obvious and consistent with the findings of past
researches except H4, which might be due to the

fact that our sample belonged to public sector en-
vironment and there is restriction to follow the
insight of the government to devise action strate-
gies. Overall beta values as shown in Table 10 also
indicates a positive movement of these elements
except customer orientation, which has a negative
beta value. Furthermore, all our results are signif-
icant at p-value less than .05, but the findings of
customer orientation are also insignificant due to
which we reject our hypothesis H4.

CONCLUSION

The higher education was in focus during the last decade in Saudi Arabia. Government has established
a number of universities in Saudi Arabia in order to meet the needs of higher education of their masses.
Currently there are 26 universities in Saudi Arabia, where 20 of them exist since 10 years at most and
strive to gain proper ranking and recognition from all over the world. Prince Sattam Bin Abdulaziz
University is one of these newly established universities and it is competing to be within top 10 univer-
sities of Saudi Arabia in terms of its academic, as well as research performance. Currently, it has about
2,500 academic staff to serve around 25,000 students, majority of these are for bachelor programs. The
university gains its financial and policy support from the Ministry of Higher Education. The overall
working culture of the university is based on mutual trust, teamwork, shared value system and respect,
but within the legal framework provided by Ministry of Higher Education. The university emphasizes
upon teamwork to organize and accomplish academic, as well as research achievements. It gains its forc-
es of integration and cohesion from its societal value system.
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The results of our research indicate a positive association between organization culture and job perfor-
mance. This finding is also consistent with those of Al-Matari and Omira’s (2017) research, which was
recently conducted in Saudi Arabia public sector environment. The null hypothesis that organizational
culture influences the job performance has been proved statistically. Overall influence of organization-
al culture on job performance as identified in a number of past researches carried out in non-Arabic
cultures (Aycan et al., 1999; Lund, 2003; Ogbonna & Harris, 2000; Shehzad et al., 2013) have been sub-
stantiated in Saudi cultural environment as well. However, the impact of each element on the job perfor-
mance was not found similar to these same researches. Specifically, the impact of customer orientation
was found negatively associated with the job performance and this finding is contrary to the findings
of Stewart and Barrik (2000). This might have been due to the influence of public sector environment
top-to-bottom trigger down policies.

On the other hand, we have identified that cultural elements such as managing change influence ratio is
21.3%, achieving goals influence ratio is 31.1%, teamwork influence ratio is 14.2% and cultural strength
influence ratio is 42.7%. These statistical results highlight the presence of cultural impacts on perfor-
mance. In view of these findings, we recommend the policy makers in the university to give more focus
on strengthening the organizational culture as a first measure, then make plans to award and motivate
the goals achievers, then prepare plans to envision the future of the organization after 2020 and lastly fo-
cus on teamwork to achieve desired goals. These four components can be actually regarded by top man-
agement as main regulators of individual and collective performances. Future studies can be carried
out in order to evaluate separately the impact of each element of organizational culture on performance.

Henceforth, the university should make necessary measures in order to allow changes in the organiza-
tion and appreciate goals’ achievers. The most important steps are to enable teamwork strengthening
better work ethics and organizational practices; these two dimensions would actually lead to better
appreciation norms, values and beliefs to be commonly shared by the organization’s members. We also
recommend that similar studies should be carried out at a larger extent by focusing on the samples from
both private and public sectors work environments. Likewise, a comparative analysis between findings
from public and private sectors can provide government with interesting cues in order to raise public
sector’s performance. Indeed, this could be a starting point to implement a national system of innova-
tion based on organizational culture.
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