How to Cite:

Khan, S., Mishra, S., & Ansari, S. A. (2021). Role of organizational culture in promoting
employee development: a review of literature. Linguistics and Culture Review, 5(S3), 585-
595. https://doi.org/10.37028/lingcure.vSnS3.1630

Role of Organizational Culture in Promoting
Employee Development: A Review of Literature

Sadaf Khan
Research Scholar, Amity University, Amity Road, Sector 125, Noida, Uttar
Pradesh 201301, India

Shikha Mishra
Associate Professor, Amity University, Amity Road, Sector 125, Noida, Uttar
Pradesh 201301, India

S. A. Ansari
Professor, MONIRBA, Allahabad University, University Road, Prayagraj Uttar
Pradesh 211002, India

Abstract---The review paper attempts a review and summarization of
the existing literature available on organizational culture and
employee development. Employee development is seen as an asset for
the organizations, which arises from within the organization and is
build by the organizational culture. The paper has shown that a
positive and direct relationship exists between organizational culture
and development of an employee. Employee development is dependent
on the culture of the organization and that organizational culture is
instrumental in building mental health of the employees.
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Introduction

Organizational culture has been hailed as a mechanism that controls behaviour of
the individuals working in that organization (Agwu, 2014; Chilla, et al., 2014). It
is a set of visions, norms, working language, systems, symbols, habits, principles,
traditions, policies, values and beliefs that forms the structure of its operating
system Denison (1990); Morgan (1997); Chilla et al. (2014), and steers its
workforce to mentally and emotionally behave in a particular direction (Schein,
2011; Chilla, et al., 2014). It is this structured system of collective sense -
“innovation and risk-taking, attention to detail, outcome orientation, people
orientation, team orientation, aggressiveness and stability,” which differentiates
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and defines one organization from the other (Collins & Porras, 2005; Forehand &
von Gilmer, 1964). Hofstede (1984), defined culture as “the collective
programming of the mind which distinguishes the members of one human group
from another”. He also acknowledged the chief dimensions of culture that shape
work practices in different countries as “power distance, uncertainty avoidance,
individualism vs. collectivism, masculinity vs. feminist and long vs. short-term
orientation”. There are two types of culture that prevails in an organization
namely, strong and weak organizational cultures. Strong culture hints at
presence of employees having same wave lengths; whereas weak culture is
characterised by individuals possessing different beliefs and values (Agwu, 2014).
Culture characterizes the persona of an organization majorly influencing
employee satisfaction and organizational success (Balthazard et al., 20006). It is
referred to as the “social glue” that binds an organization (Trevino & Nelson
2021).

According to Nelson & Quick (2007), there are four main functions performed by
organizational culture namely; offers a sense of individuality, boosts dedication,
strengthens organizational values and acts as a control apparatus for influential
behaviour. It has the prospective to boost workplace performance, contentment
level of employees and a sense of belief about problem solving (Kotter, 2008). A
strong organizational culture increases chances of success of an organization by
mainly performing three main functions, as described by Ojo (2009):

e “Control System: organizational culture is a deeply embedded form of social
control that influences employee decisions and behaviour. Culture is
pervasive and operates unconsciously.

e Social glue: organizational Culture is the “social glue” that bonds people
together and makes them feel part of the organization’s experience.
Employees are motivated to internalize the organization’s dominant culture
because this helps fulfill their need for social identity. This social glue is
increasingly important as a way to attract new staff and retain top
performers.

e Sense making: organizational culture assists the sense-making process. It
helps employees understand what goes on and why things happen in the
company. Organizational culture also makes it easier for them to
understand what is expected of them and to interact with other employees
who know the culture and believe in it (Ojo, 2009)”.

Organizational culture, whether strong or weak, also impacts employee
development. Ogden (2007), has concluded that job stressors, which include work
pressure, ambiguity in role, add to work-life imbalance. A healthy organizational
culture is also synonyms to a healthy employee (Montgomery, 2006). Employee
development can be summarised in the words of Hillier et al. (2005): “Creating
and generating wellness at work involves a balance between healthy performance,
a sense of purpose, effective and inclusive communication and work-life balance”
(Hillier et al., 2005). Employee development as noted by researchers is seen as
source of motivation, recognition, creativity, independence, self-management,
recognition, encouragement, flexibility, team dynamics, and leadership
(Olafsdéttir, 2008; Twumasi-Ankrah, 2012; Thomas & Ganster, 1995). This paper
will look at mental and psychological well being of employees as part of employee
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development in an organization. However, there is scarce material and research
available in this context. Keeping these points in mind, this research aims to
explore the relationship that exists between organizational culture and employee
development (Suardiana, 2016; Laksana, 2016).

Objectives

Organizational culture is a set of norms, beliefs and practices that sets an
organization apart from the other. It is these defining practices that helps an
individual employee to grow, develop and prosper or leads to burnout and fatigue.
Keeping these aspects in mind, this paper aims to review the relationship between
organizational culture and employee development. Second, the paper will analyse
with the help of existing literature, significant impact if any of the effect of
organizational culture on employee development. Third, to explore the
psychological factors that support employee development in a healthy
organizational culture (Wong, 2021; Suryasa, 2019).

Research Methodology

The study under consideration is conceptual in nature. On the basis of objectives
of research, this study can be categorized as correlational in nature as it tries to
establish relationship or dependence between the constructs under study namely,
organizational culture, employee development, and psychological factors of
individual wellbeing (Keng et al., 2011; Way et al., 2005). This research can be
classified as fundamental or pure research as the study attempts to advance
existing stock of knowledge about the subject. The work entails qualitative
approach to research. The research makes use of secondary data by exploring
extensive published material and online sources on the subject. Review of
literature forms the basis of the research (Kalynychenko et al., 2021; Smith et al.,
2018).

Organizational culture

Several scholars have defined Organizational Culture from time to time
emphasizing on its importance and relevance. Kilmann et al. (1985), defined it as
“shared philosophy, ideology, value, assumption, beliefs, hope, behavior and
norms that bound the organization together”. Robbins & Judge (2012), saw it as
“Common perceptions which are held by the members of an organization; a
system of common meaning”, while George (2002), described it as “Informal
design of values, norms that control the way people and groups within the
organization interact trough each other and with parties outside the
organization.” Ravasi & Schultz (2006), describe it as “a set of shared mental
assumptions that guide interpretation and action in organizations by defining
appropriate behavior for various situations.” Tichy (1982), defined it as the
“normative glue” that binds an organization in a whole. Schein (2011), observed
organizational cultures to be a set of “shared philosophies, ideologies, beliefs,
assumptions, expectations, attitudes, norms and values.” Kennedy (1982),
defined it as “The way things get done around here” and created a model that
works on an organizations efficiency to collect feedback, reward system, and the
level of risk taken (Hayton, 2005; Garofano & Salas, 2005). Based on the said
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factors, the organizational cultures were named as Work-hard, play-hard culture,
Tough-guy macho culture, Process culture and Bet-the-company culture.

Aktas et al. (2011), described the four types of organizational culture based on the
Competing Values Framework (CVF). Competing Values Framework is considered
to be the most dominant and expansively referred models in the field of
organizational culture study. The framework is based on six organizational
culture dimensions and four dominant culture types (Cameron & Quinn, 2011).
Aktas et al. (2011), summarized the different cultures as follows:

e “The Clan Culture: The clan culture is full of shared values and common
goals, an atmosphere of collectivity and mutual help, and an emphasis on
empowerment and employee evolvement. A kind of organizational culture
where the sense of “family” is strongly exists. Teamwork is emphasized and
leader’s role is as a mentor. The organization’s focus is to maintain its
stability. Loyalty, cohesiveness and participation are highly regarded in
setting the criteria of success.

e The Adhocracy Culture: The adhocracy culture is like a temporary
institution, which is dismissed whenever the organizational tasks are ended,
and reloaded rapidly whenever new tasks emerge. Adhocracy is an
organizational culture which gives a lot more opportunity for individuals to
develop in their own way, as long as they are consistent with the
organization goals. Leaders are characterized as entrepreneurs who are
driven by innovation and findings of new ideas. Organization’s focus is to
gain opportunity as much as it can be from the external environment.
Individuals will be considered a succeeded persons if they can create and
develop new ideas and innovations.

e The Market Culture: The market culture focuses on the transactions with
the environment outside the organization instead of on the internal
management. The organizational goal is to earn profits through market
competition. Market culture is a type of culture which stresses on the
effectiveness on goal achieving. Competition is a common condition among
individuals in order to develop them, which cause less flexibility in personal
relationship. Criteria of success are based upon target achievements by
individuals, which usually conducted from activities that connect the
organization with its market or stakeholders (external parties).

e The Hierarchy Culture: The hierarchy culture has a clear organizational
structure, standardized rules and procedures, strict control, and well
defined responsibilities. This culture can be simply identified through the
domination of rule, system and procedure. Stability inside the organization
is a prime orientation which should be maintained through a set of fixed
and tight rules. Criteria of success are based on how far the individuals can
do their tasks correctly based on the procedure and in the same time able to
maintain the stability in the system (Aktas et al., 2011).”

Employee development
Employee development is a critical function of Human Resource Management.

Vaught et al. (1985), defined employee development as “any individual or
organizational activity that, through increased learning, contributes to both
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personal and organizational objectives” (Vaught et al., 1985). Development
focuses on enhancing the knowledge and skills of workforce so that they will be
equipped to undertake new responsibilities and challenges. It is an attempt
towards broadening the horizon of an individual’s acumen for future
responsibilities (Snell et al., 2010). Employee development is considered to be the
key driver of value growth in any organization (Mayo, 2000). It is also referred to
as the “intangible assets” of an organization. Additionally, the concept of employee
development by Greenberg & Baron (2003), adopted as “The set of processes that
arouse, direct, and maintain human behavior towards attaining some goal”
(Martin & Siehl, 1983; Gregory et al., 2009).

Role of organizational culture in promoting employee development

There are several factors that play an integral role in enhancing employee
development. The way the culture of an organization works helps in boosting the
morale of the employees. It helps in restoring a healthy work environment where
the employee’s feel loved and appreciated (Dachner et al., 20211; Wong et al.,
2013). Their hard work is recognized and compensated accordingly. A healthy
organizational culture also boosts the wellbeing of an individual which directly
leads to overall development of an employee. Numerous factors that play
significant role in building overall development of an employee are as follows:

e Creativity of an employee towards his work is one of the markers of
psychological development and an employee’s interest towards his work.
While defining creativity Haner (2005), referred to it as “a component of
organizational creativity, often referred to as “invention” (Haner, 2005).
Shalley (1995), defined individual creative behavior as:

e “Developing solutions to job-related problems that are judged as both
novel and appropriate for the situation” (Shalley, 1995). Emphasizing the
importance of creativity in an individual for an organization, Amabile
(1988), stated that, “Individual creativity and organizational innovation
are closely interlocked systems. Individual creativity is the most crucial
element of organizational innovation, but it is not, by itself, sufficient”
(Amabile, 1998).

e Thus, creativity helps in approaching a problem in a novel way that benefits
the organization in the long run. Creativity is boosted by the culture of an
organization; helpful and supportive organization fosters creative and vice-
a-versa.

Ability to use one’s creative skills creatively to produce desired results or unique
ideas or solution to a problem is dependent not only on an employee’s creative
instincts but also on the amount of motivation he gets from the culture of his
organization to exercise his skills. Latham & Pinder (2005), defined motivation as
motivation is a psychological process resulting from the interaction between the
individual and the environment.” (Latham & Pinder, 2005). Amabile (1998), in
contextualizing creativity of an employee referred to extrinsic and intrinsic
motivation. Motivation, whether external or internal in general helps to keep an
individual going. In her theorization Amabile (1998), found external motivation to
be easy and ongoing. Organizational culture plays an important role in boosting
motivation with the help of fringe benefits and rewards and promotions (Benabou
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& Tirole, 2003). Abraham Maslow’s hierarchy of needs theory also supports
individual motivation and relates it to the state of self-actualization. Theorists and
researchers in support of extrinsic motivation are also of the opinion of it being
morale booster for employees. Twumasi-Ankrah (2012), provided evidence of
works that supports external motivation:

“George & Zhou (2002), concluded that perceived rewards for creative performance
acted as a moderator on the positive link between negative mood and creative
performance. The rewards they identified seemed to be extrinsic, although not
contracted, made of pay raises and promotions. Tellis et al. (2009), found in their
multinational study that; incentives for enterprise (innovation, new business creation)
were important practices that allowed engendering and sustaining radical innovations”
(Twumasi-Ankrah, 2012).

Constant support and encouragement that an employee receives from his team
and management are also crucial for his mental wellbeing and performance. They
receive support and encouragement in the following ways; non-specific
organizational support Anderson et al. (2004); Basadur & Gelade (2006), support
from management in general and executive management in particular (Amabile,
1998; Andrew et al., 2008).

Recognition of one’s efforts and its subsequent appreciation within and outside
the team are important boosters that lead to employee development. Recognizing
the hard work and efforts made by an employee is an integral part of an
organization’s culture that cares about growth and development of its workforce.
While explaining the importance of recognition Twumasi-Ankrah (2012), explains,
“The recognition is important and impactful when it comes from a peer, a
supervisor, a senior executive, a respected industry authority, and the more
public it is Taylor (1990), claimed that individual recognition is more important
than salaries, bonuses, or promotions” (Twumasi-Ankrah, 2012).

Conducive work environment created by an organization also plays a vital role in
developing an employee. Team related activities like team cohesion, trust and
openness, supportive presence of coworkers, team support, internal
communications, and play and humor all contribute towards better employee
performance and development in an organization. Tata & Prasad (2004), found
that “Work teams change the way people interact and work in organizations”.
Isaksen & Lauer (2002), in their studies gave immense importance to “respect,
communications, clear roles and responsibilities, freedom to develop ideas, —play
hard, work harderl, reaching the goal, enthusiasm, commitment; comfortable
discussing everything, brainstorming to improve others‘ ideas without feelings of
hurt; leading by example, encouraging new ideas, sharing best practices, leader
provided guidance, support, encouragement, and secured support and resources
from outside the team; common, clear, compelling, open, and challenging goals”
as markers of employee development supported by organizational culture
(Twumasi-Ankrah, 2012). Management studies “suggest that teams with high
levels of self-management may be more effective in organizations where the
authority to make decisions on task performance is distributed, and in
organizations with fewer explicit rules, policies and procedures” (Tata & Prasad,
2004).
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A great team and conducive work environment result from right leadership.
Researchers like Oldham & Cummings (1996), postulated that leadership is
prominent aspect of the work environment for employees. Goleman (2017), stated
the benefits of having a flexible leader. He claims that “a leader who demonstrates
an authoritative, democratic, affiliate and coaching style will greatly benefit the
workplace climate and thus the performance amongst the members” (Goleman,
2017). Goleman (2017), further stresses upon the importance of authoritative
leadership style by claiming it to be highly effective for organization as well as
individual. He says, “The overall result of this leadership style is highly committed
employees who ultimately receive their motivation from the overall success of the
organization. The leadership style additionally constitutes flexibility, this means
the leader assures his or her final say in important matters but also allows leeway
for employees to be independent in terms of innovation and creativity” (Goleman,
2017). Adding additional information about affiliate leadership style, he opines,
“to a great deal revolve around the individuals’ part of the organization. This
leadership style is considered highly flexible, high in trust, and allows innovation
and risk-taking” (Goleman, 2017). Table 1, summarizes the factors that are
instrumental in development of an employee and are created because of the
positive and supportive work culture of an organization.

Table 1
Factors promoting employee development
Factors promoting Researchers
Employee Development

Creativity Haner (2005); Shalley (1995); (Amabile, 1998).

Motivation Latham & Pinder (2005); Benabou & Tirole (2003);
Amabile (1998); Twumasi-Ankrah (2012).

Recognition Twumasi-Ankrah, 2012

Team Dynamics Tata & Prasad (2004); Twumasi-Ankrah (2012);

Isaksen & Lauer (2002)

Leadership Oldham & Cummings (1996); Goleman (2017)

Conclusion

Organization culture is the adhesive that binds an organization together,
supporting its growth and the well being of its employees. It has been widely
studied as an important component for survival of an organization. Besides,
forming the structure for operating an organization it also ensures long term
productivity and growth (Lemon & Sahota, 2004; Ellinger et al., 2008).
Organizational culture provides a healthy work environment for ensuring
development and mental well being of its employees. It believes in fostering
prosperity that helps the individuals as well as the organization. Referring to the
existing literature on the subject and various studies conducted by researchers, it
is evident that a strong and healthy work culture in an organization supports
employee development. Strong organizational culture is directly responsible for
positive employee development. Development of an employee takes into account
his / her psychological health and professional health by providing them with a
support system that understands, acknowledges, respects, motivates, encourages
to be creative and constructive at work (Berson et al., 2005; Alvesson, 2011;
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Ernst, 2001). It also takes financial and promotive measures like bonus, rewards
and promotion to keep the employees motivated and engaged. Thus, it can be
concluded by saying that organizational culture is key to employee development.
Stronger the culture, happier and satisfied the employees; whereas weak the
organization, dissatisfied and unhappy the employees. Unhappy employees also
leaves the organization, whereas satisfied and dedicated employees stay for long
with the organization and becomes instrumental in the growth of the
organization.

References

Agwu, M. O. (2014). Organizational Culture and Employees Performance in the
National Agency for Food and Drugs Administration and Control (Nafdac),
Nigeria. Global Journal of Management and Business Research.

Aktas, E., Cicek, 1., & Kiyak, M. (2011). The effect of organizational culture on
organizational efficiency: The moderating role of organizational environment
and CEO values. Procedia-Social and Behavioral Sciences, 24, 1560-1573.

Alvesson, M. (2011). Leadership and organizational culture. The SAGE handbook
of leadership, 151-164.

Amabile, T. M. (1998). How to kill creativity (Vol. 87). Boston, MA: Harvard
Business School Publishing.

Anderson, N., De Dreu, C. K., & Nijstad, B. A. (2004). The routinization of
innovation research: A constructively critical review of the
state-of-the-science. Journal of organizational Behavior, 25(2), 147-173.

Andrew, J. P., Haanees, K., Michael, D. C., Sirkin, H. L., & Taylor, A. (2008).
Measuring Innovation 2008. The Boston Consulting Group.

Balthazard, P. A., Cooke, R. A., & Potter, R. E. (2006). Dysfunctional culture,
dysfunctional organization: Capturing the behavioral norms that form
organizational culture and drive performance. Journal of Managerial
Psychology.

Basadur, M., & Gelade, G. A. (2006). The role of knowledge management in the
innovation process. Creativity and Innovation Management, 15(1), 45-62.

Benabou, R., & Tirole, J. (2003). Intrinsic and extrinsic motivation. The review of
economic studies, 70(3), 489-520.

Berson, Y., Oreg, S., & Dvir, T. (2005, August). Organizational Culture As A
Mediator Of Ceo Values And Organizational Performance. In Academy of
Management Proceedings (Vol. 2005, No. 1, pp. FF1-FF6). Briarcliff Manor, NY
10510: Academy of Management.

Burke, R. J., & Ng, E. (2006). The changing nature of work and organizations:
Implications for human resource management. Human resource management
review, 16(2), 86-94. https://doi.org/10.1016/j.hrmr.2006.03.006

Cameron, K. S., & Quinn, R. E. (2011). Diagnosing and changing organizational
culture: Based on the competing values framework. John Wiley & Sons.

Chilla, H. A., Kibet, Y., & Douglas, M. (2014). Effects of organizational culture on
organizational performance in the Hospitality Industry. International Journal of
Business and Management Invention, 3(1), 1-13.

Collins, J. C., & Porras, J. 1. (2005). Built to last: Successful habits of visionary
companies. Random House.


https://doi.org/10.1016/j.hrmr.2006.03.006

593

Dachner, A. M., Ellingson, J. E., Noe, R. A., & Saxton, B. M. (2021). The future of
employee development. Human Resource Management Review, 31(2), 100732.
https://doi.org/10.1016/i.hrmr.2019.100732

Denison, D. R. (1990). Corporate culture and organizational effectiveness. John
Wiley & Sons.

Ellinger, A. E., Ketchen Jr, D. J., Hult, G. T. M., Elmadag, A. B., & Richey Jr, R.
G. (2008). Market orientation, employee development practices, and
performance in logistics service provider firms. Industrial Marketing
Management, 37(4), 353-366.
https://doi.org/10.1016/j.indmarman.2007.01.002

Ernst, H. (2001, July). Corporate culture and innovative performance of the firm.
In PICMET'O1. Portland International Conference on Management of Engineering
and Technology. Proceedings Vol. 1: Book of Summaries (IEEE Cat. No.
01CH37199) (pp. 532-535). IEEE.

Forehand, G. A., & Von Haller, G. (1964). Environmental variation in studies of
organizational behavior. Psychological bulletin, 62(6), 361.

Garofano, C. M., & Salas, E. (2005). What influences continuous employee
development decisions?. Human Resource Management Review, 15(4), 281-304.
https://doi.org/10.1016/j.hrmr.2005.10.002

George, J. M. (2002). ORGANIZATIONAL HEHAvoR.

George, J. M., & Zhou, J. (2002). Understanding when bad moods foster creativity
and good ones don't: the role of context and clarity of feelings. Journal of
applied psychology, 87(4), 687.

Goleman, D. (2017). Leadership that gets results (Harvard business review
classics). Harvard Business Press.

Greenberg, J., & Baron, R. A. (1995). Behavior in organizations: Understanding
and managing the human side of work (Doctoral dissertation, Univerza v
Mariboru, Ekonomsko-poslovna fakulteta).

Gregory, B. T., Harris, S. G., Armenakis, A. A., & Shook, C. L. (2009).
Organizational culture and effectiveness: A study of values, attitudes, and
organizational outcomes. Journal of business research, 62(7), 673-679.
https://doi.org/10.1016/j.jbusres.2008.05.021

Haner, U. E. (2005). Spaces for creativity and innovation in two established
organizations. Creativity and innovation management, 14(3), 288-298.

Hayton, J. C. (2005). Promoting corporate entrepreneurship through human
resource management practices: A review of empirical research. Human
resource management review, 15(1), 21-41.
https://doi.org/10.1016/j.hrmr.2005.01.003

Hillier, D., Fewell, F., Cann, W., & Shephard, V. (2005). Wellness at work:
Enhancing the quality of our working lives. International Review of
Psychiatry, 17(5), 419-431.

Hofstede, G. (1984). Culture's consequences: International differences in work-
related values (Vol. 5). sage.

Isaksen, S. G., & Lauer, K. J. (2002). The climate for creativity and change in
teams. Creativity and innovation management, 11(1), 74-86.

Kalynychenko, I. A., Latina, H. O., Kopytina, Y. M., Protsenko, I. I., & Ivanii, I. V.
(2021). Formation of professional-pedagogical culture of future specialists of
physical culture and sports specialties. Linguistics and Culture Review, 5(S3),
396-410.


https://doi.org/10.1016/j.hrmr.2019.100732
https://doi.org/10.1016/j.indmarman.2007.01.002
https://doi.org/10.1016/j.hrmr.2005.10.002
https://doi.org/10.1016/j.jbusres.2008.05.021
https://doi.org/10.1016/j.hrmr.2005.01.003

594

Keng, S. L., Smoski, M. J., & Robins, C. J. (2011). Effects of mindfulness on
psychological health: A review of empirical studies. Clinical psychology
review, 31(6), 1041-1056. https://doi.org/10.1016/i.cpr.2011.04.006

Kennedy, A. A. (1982). Corporate cultures: The rites and rituals of corporate life.
Reading, Mass.; Don Mills, Ontario: Addison-Wesley Publishing Company.

Kilmann, R. H. (1985). Corporate culture. Psychology today, 19(4), 62-68.

Kotter, J. P. (2008). Corporate culture and performance. Simon and Schuster.

Laksana, I. K. D. (2016). To the maintenance of balinese culture. International
Journal of Linguistics, Literature and Culture, 2(2), 64-70.

Latham, G. P., & Pinder, C. C. (2005). Work motivation theory and research at the
dawn of the twenty-first century. Annu. Rev. Psychol., 56, 485-516.

Lemon, M., & Sahota, P. S. (2004). Organizational culture as a knowledge
repository for increased innovative capacity. Technovation, 24(6), 483-498.
https://doi.org/10.1016/S0166-4972(02)00102-5

Martin, J., & Siehl, C. (1983). Organizational culture and counterculture: An
uneasy symbiosis. Organizational dynamics, 12(2), 52-64.
https://doi.org/10.1016/0090-2616(83)90033-5

Mayo, A. (2000). The role of employee development in the growth of intellectual
capital. Personnel Review.

Montgomery, J. G. (2006). The role of organizational culture in effective team
development. Teams in library technical services, 3-21.

Morgan, G. (1997). Imaginization: New Mindsets for Seeing, Organizing, and
Managing. Berrett-Koehler Publishers, Inc., 450 Sansome Street, Suite 1200,
San Francisco, CA 94111-3320.

Nelson, D. L., & Quick, J. C. (2007). Understanding organizational behavior.
Cengage Learning.

Ogden, J. (2007). Essential readings in health psychology. McGraw-Hill Education
(UK).

Ojo, O. (2009). Impact assessment of corporate culture on employee job
performance. Business Intelligence Journal, 2(2), 388-397.

Olafsdéttir, S. (2008). The role of organizational culture in employees work-life
balance as an aspect of health.

Oldham, G. R., & Cummings, A. (1996). Employee creativity: Personal and
contextual factors at work. Academy of management journal, 39(3), 607-634.
Ravasi, D., & Schultz, M. (2006). Responding to organizational identity threats:
Exploring the role of organizational culture. Academy of management

journal, 49(3), 433-458.

Robbins, S. P., & Judge, T. (2012). Essentials of organizational behavior.

Shalley, C. E. (1995). Effects of coaction, expected evaluation, and goal setting on
creativity and productivity. Academy of Management journal, 38(2), 483-503.
Smith, V. ., Florence, K. ., & Maria, F. . (2018). Semantics in cultural perspective

overview. Linguistics and Culture Review, 2(1), 24-31.

Snell, S., Bohlander, G. W., & Bohlander, G. (2010). Principles of human resource
management. South-Western Cengage Learning.

Suardiana, I. W. (2016). The language power, acculturation model towards urban
society of transmigration region: wayang meénak sasak art studies in
lombok. International Journal of Linguistics, Literature and Culture, 2(3), 77-86.

Suryasa, W. (2019). Historical Religion Dynamics: Phenomenon in Bali Island.
Journal of Advanced Research in Dynamical and Control Systems, 11(6), 1679-
1685.


https://doi.org/10.1016/j.cpr.2011.04.006
https://doi.org/10.1016/S0166-4972(02)00102-5
https://doi.org/10.1016/0090-2616(83)90033-5

595

Tata, J., & Prasad, S. (2004). Team self-management, organizational structure,
and judgments of team effectiveness. Journal of Managerial Issues, 248-265.
Taylor, R. (1990). Interpretation of the correlation coefficient: a basic

review. Journal of diagnostic medical sonography, 6(1), 35-39.

Tellis, G. J., Prabhu, J. C., & Chandy, R. K. (2009). Radical innovation across
nations: The preeminence of corporate culture. Journal of marketing, 73(1), 3-
23.

Thomas, L. T., & Ganster, D. C. (1995). Impact of family-supportive work
variables on work-family conflict and strain: A control perspective. Journal of
applied psychology, 80(1), 6.

Tichy, N. M. (1982). Managing change strategically: The technical, political, and
cultural keys. Organizational dynamics, 11(2), 59-80.

Trevino, L. K., & Nelson, K. A. (2021). Managing business ethics: Straight talk
about how to do it right. John Wiley & Sons.

Twumasi-Ankrah, C. (2012). Assessment of the Impact of Organizational Culture
on Employee Creativity;, A Case Study of Minkah-Premo & Co (Doctoral
dissertation).

Vaught, B. C., Hoy, F., & Buchanan, W. W. (1985). Employee development
programs: An organizational approach. Praeger.

Way, S. A., & Johnson, D. E. (2005). Theorizing about the impact of strategic
human resource management. Human Resource Management Review, 15(1), 1-
19. https://doi.org/10.1016/j.hrmr.2005.01.004

Wong, M. L., Lau, E. Y. Y., Wan, J. H. Y., Cheung, S. F., Hui, C. H., & Mok, D. S.
Y. (2013). The interplay between sleep and mood in predicting academic
functioning, physical health and psychological health: A longitudinal
study. Journal of psychosomatic research, 74(4), 271-277.
https://doi.org/10.1016/j.jpsychores.2012.08.014

Wong, Y. Z. (2021). Written, scratch and spelling languages. Macrolinguistics and
Microlinguistics, 2(1), 51-65. Retrieved from
https://mami.nyc/index.php/journal/article/view/ 15


https://doi.org/10.1016/j.hrmr.2005.01.004
https://doi.org/10.1016/j.jpsychores.2012.08.014
https://mami.nyc/index.php/journal/article/view/15

