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 Background: Organizational culture and organizational performance are two concepts 
that have attracted a great deal of interest among scholars due to its impact on 
organizational outcomes. Objective: This paper presents the findings of a study which 
examined the relationship and impact of organizational culture on organizational 
performance. Finally the study examined the most important aspect of organizational 
culture that influenced organizational performance. Results: The study found that 
organizational culture was related to organizational performance and indicated of a 
significant impact on organizational performance. It was found that involvement 
emerged as the most important aspect of organizational culture that affected 
organizational performance. Conclusion: Four components of organizational culture 
namely involvement, consistency, adaptation and mission are pivotal in enhancing 
organizational performance. 
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INTRODUCTION 
 

Topic of organizational culture and performance has attracted a great deal of concern among scholars and 
managers due to its impacts on positive organizational outcomes. Organizational performance is part of 
successful business entity as it has a long survival impact on organization effectiveness (Samad, 2010). 
Management authors have recognized performance of organization as a tool to evaluate the overall health of 
organization. The tremendous and far reaching changes occurring in today’s world inevitably require managers 
and employees to understand and response on the factors that influence organizational performance (Samad, 
2013), (Samad and Yusuf, 2012). Among the factors are related to external environment and internal 
environment in which the organization operates (Samad, 2013). According to Daft (2012) the external 
environment is categorized into two parts mainly task environment which constitutes of customers, competitors, 
suppliers and labor market. The second part is general environment which includes aspects of technology, 
natural factor, socio-cultural, economic, legal or political and international factor. The internal environment 
includes the elements within the organization which is composed of existing companies’ employees, 
management and culture which defines employee behavior in the environment (Daft, 2012) and ultimately 
support the organizational performance (Samad, 2011a) 

Previous studies have highlighted the link between organizational performance and organization outcome. 
However there is still issue on identification of right variable that are associated and contributed significantly to 
organizational performance (Samad and Yusuf, 2012), (Samad and Abdullah, 2012). Past studies have also 
associated various variables to organizational performance such as attitudinal and behavioral related aspects as 
well as the organizational factor and culture. Within the internal environment in which managers work 
according to Daft (2012) culture surfaces as extremely important to competitive advantage (Daft, 2012) and firm 
performance (Samad, 2011a). This implies that culture plays key role for organizational success. 

Peters and  Waterman (1982) found that excellent companies possessed distinctive cultures that were passed 
on through story, slogan and legend and served to motivate employees by giving meaning to their work. They 
suggested that the dominance and coherence of culture proved to be an essential quality of the excellent 
companies. Therefore Peters and Waterman (1982) stated that poor-performing companies had either no 
detectable culture or a dysfunctional culture. Further Daft (2012) viewed that internal culture must fit with the 
needs of the external environment and organizational strategy. According to Wiener (1988) when this fit occurs, 
highly committed employees create a high-performance of organization that is tough to beat.    

The above literature lays a foundation or premise of this study on the pivotal role of culture that fit to 
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environment or culture orientation to induce organizational performance. Therefore this research applied 
culture-performance based on environment model as suggested by Dension (1990) to examine its impact on 
organizational performance. Most of previous studies on culture in Malaysian context were based on Hofstede's 
(1980) culture which highlights more on cultural differences across countries and boundaries and according to 
time. In addition Hofstede’s culture model has been internationally used by many researchers in many countries 
(Samad, 2009). According to Samad (2012b) less research has been done on the culture-performance based on 
environment situation in Malaysian context using model as suggested by Dension (1990). Dension’s (1990) 
culture model is based on four orientation mainly consistency, involvement, adaptation and mission 
accomplishment. This implies that managers need to adapt with these orientation in order to face with 
uncertainty environment and organization’s challenges. Companies that are able to face with challenges during 
turbulent world are those that have given priority on cultural value and business performance (Samad, 2007).  
This supports the notion that culture is an important element for organization success. This is because according 
to Daft (2012) cultural values can energize and motivate staff by appealing to higher ideals and unifying people 
around shared values. 

This study therefore attempted to fill the gap of the previous research findings in this area. Accordingly this 
research sought to examine the impact of organizational culture on organizational performance among managers 
in Malaysian logistics companies. Thus far very minimal research has been done to relate culture with the 
performance of managers in Malaysian logistics companies. Currently no precise research findings were 
reported on the relationship and impacts of different types of organizational culture on business performance in 
Malaysian companies (Samad, 2012a). Findings from this study are important to provide better understanding 
on the impact of organizational culture in Malaysian context which may not be consistent from those in western 
context. 

 
Literature Review: 
Organizational Culture: 

Organizational culture has been defined in a variety of views by different scholars. Pettigrew (1979) defined 
culture in a form of beliefs, values, knowledge and needs. This definition focuses on the collective nature of 
organizational culture in which people will collectively accept certain things and use the knowledge gained to 
interpret the processes and relationships that evolve in the organization. Schein (1992) defined organizational 
culture as a pattern of basic assumptions, developed by a group of people and the ability to address problems 
from the external adaptation and internal integration. Daft (2012) stated that organizational culture is a set of 
key values, assumptions, understandings, and norms that is shared by members of an organization. Daft (2012), 
suggested an organizational culture model which focuses on two main dimensions : (1) the extent to which the 
competitive environment requires flexibility or stability, and (2) the extent to which the organization’s strategic 
focus and strength is internal or external, resulting to  four types of culture perspectives mainly adaptability, 
achievement, clan and bureaucratic culture. 

Vanderpost et al. (1997) suggested organizational culture that constitutes aspects such as 1) conflict 
resolution, 2) culture management, 3) customer orientation, 4) disposition towards change, 5) employee 
participation, 6) goal clarity, 7) human resource orientation, 8) identification with the organization, 9) locus of 
authority, 10) management style, 11) organization focus, 12) organization integration, 13) performance 
orientation, 14) reward orientation and 15) task structure. Park (2001) linked organizational culture to changes 
in organization. According to Park (2001) among  the critical success and failure factors of organizational 
culture change are 1) communication, 2) leadership, 3) employee participation, 4) HRM training and 
development, 5) improvements in teamwork, 6) regular feedback, 7) continuous change, 8) organization 
structure, 9) empowerment and 10) creativity 

Literature has documented various perspectives of measures and definition of organizational culture. Issues 
concerning the approach and measure of culture and its impact on organizational outcomes have been debated 
by scholars for the past several decades. When considering any type of organizational change and adaptation to 
environment it is important to ensure managers and leaders understand the existing organizational culture 
(Samad, 2007), (Samad, 2013), (Cameron and Quinn, 2006).  

A bunch of   cultural models were developed by scholars to measure culture in organization. The purpose is 
to ensure individuals understand what type of culture is in place within an organization. Fletcher and Jones, 
(1992) developed and presented a measurement method called the Cultural Audit, while Hofstede (1980) 
developed the Hofstede Organizational Culture Questionnaire. Glaser et al. (1987) created a tool called the 
Organizational Culture Survey, Reigle (2001) created the Organizational Culture Assessment (OCA), and Quinn 
and Rohrbaugh (1983) created the Competing Values Framework (CVF). In addition to this, Dension (1990) has 
done several studies that contributed towards development of new theory of culture. Although there are many 
concepts and dimensions of organizational culture have been postulated by management authors, Dension’s 
(1990) four culture dimensions is recognized as the most well known and widely applied in management and 
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organization research example (Hatch, 1993),  (Schein, 1990), (Samad 2012a). This model is based on four 
cultural traits of effective organizations namely: involvement, consistency, adaptability and mission.  

Less study was conducted that describe the organizational culture of Malaysian logistic companies, which 
are generally facing global competitions. Further, despite several studies have been carried out on organizational 
culture the results still remain inconclusive. This may due to difficulties with defaming and measuring the 
construct of organizational culture (Samad, 2011b). Thus this study attempted to examine the impact of 
organizational culture on organizational performance based on the adapted Desnion’s (1990) model.  

 
Organizational Performance: 

Organizational performance has been defined in various perspectives. Barney (1991) stated that 
organizational performance has become a contentious issue among organizational scholars. Javier (2002) has 
related organizational performance to the famous 3Es (economy, efficiency, and effectiveness) of a certain 
program or activity. Daft (2012) defined organizational performance as the organization’s ability to attain its 
goals by using resources in an efficient and effective manner. Richardo (2001) defined organizational 
performance as the ability of the organization to achieve its goals and objectives. Due to variety of definitions 
Hefferman and Flood (2000) contended that organizational performance has suffered from not only a definition 
problem, but also from a conceptual problem. Based on previous reviews generally organizational performance 
has been commonly focused on two areas of research stream mainly on economic perspective and the 
organizational perspective. The economic perspective emphasizes the importance of external market factors 
such as the firms’ competitive business position and anything related to financial aspects. The organizational or 
non economic perspective builds on behavioral and sociological paradigms and their fit with the environment 
which includes quality of services (such as employee satisfaction, culture and customer satisfaction), quality of 
product and competitiveness (Tvorik and McGiven, 1997).  

Although several attempts have been made by researchers to provide a clear definition of organizational 
performance, however there is no conclusive definition in terms of some aspects of terminology, analysis level 
and conceptual basis for assessment (Hefferman and Flood (2000). Different authors have proposed different 
ways to measure organizational performance (Prajo et al., 2007). Venkatraman and Ramanujam (1986) have 
identified ten different types of performance measurements and narrowed it down to three main dimensions: 
financial performance, business performance and organizational effectiveness.  

Meanwhile Marsick and Watkins (2003) include both financial performance and knowledge performance in 
their organizational performance measures. Previous research had reported different measures of financial 
organizational performance. These models include profitability, gross profit, return on asset (ROA), return on 
investment (ROI), return on equity (ROE), return on sale (ROS), revenue growth, market share, stock price, 
sales growth, export growth, liquidity and operational efficiency (Gimenez, 2000). Non financial performance 
constructs such as customer satisfaction and employee satisfaction have recently drawn much more attention 
among researchers than ever before. Naumann and Giel (1995) stated that employee satisfaction and customer 
satisfaction are among a firm’s key performance measures and important factors for business effectiveness. This 
study used model of organizational performance from both financial and non financial perspective as suggested 
by previous authors with adaptation (Rosenzweig et al., 2003), (Samad, 2012a), (Samad, 2012b), (King and 
Zeithaml, 2001). 

 
Organizational culture and Organizational Performance: 

The concerning issue that has been highlighted on organizational performance was related to the factors that 
influence organizational performance. Hansen and Wernerfelt (1989) concluded that, there were two major 
streams of research in business policy literature that relate to the predictors of organizational performance. First 
was based on economic tradition which emphasizes on the importance of external market factors in determining 
organizational performance. Secondly was built on the behavioural and sociological paradigm and 
organizational factors and their ‘fit’ with the environment as the major determinant of success. 

The model that based on economic premise of organizational performance suggested some major 
determinants of organizational profit such as: characteristics of the industry in which the organization competed, 
the organization’s position relative to its competitors, and the quality of the firm’s resources. Model of 
organizational performance that based on behavioural and sociological paradigm have focused on organizational 
factors such as human resources policies, organizational culture, organizational climate and leadership styles. 
Chien’s (2004) study found that there were five main factors determining organizational performance: 
Leadership styles and environment, organizational culture, job design, model of motive, and human resource 
policies. 

Study carried out by Standford University revealed that one of the most important factors that increases a 
company’s value is people and how they are treated (Pfeffer, 1998). Previous research indicated that values 
were seen as a better means of social control than bureaucratic rules and regulations (Samad, 2007), (Samad, 
2011c). Dension’s (1990) study is in tandem to this statement when his hypothesis of the study has supported 
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the assertion that the work value of involvement and participation create a sense of ownership in the firm and 
responsibility for its performance.  According to Lincoln and Kallerberg (1990) at least work value will create a 
heightened sense of loyalty and commitment,  one of the important factors of organizational performance 
(Samad, 2012a), (Samad 2012b). In another research it was found that CEOs always cite organizational culture 
as their most important mechanism in attracting, motivating and retaining talented employees. This denotes that 
culture was considered as among the best determinant for organizational excellence (Kahn, 1998). In a study 
conducted among Canadian senior executives revealed that there was a direct relationship between culture and 
financial performance (Wahl, 2005). 

An examination of the literature in organizational studies found that organizational culture has been linked 
to organizational performance. Culture has also been a focus of attention in management of organization and 
business studies (Samad, 2009) (Samad, 2010). This is due to its potential influence on organization and 
positive behaviors and attitudes of individual (Hatch,1993) (Samad, 2012b). Several organizational outcomes 
such productivity, performance, commitment, self confidence and ethical behavior have been linked with 
organizational culture (Deal and Kennedy, 1982). Consequently organizational culture has also been reported to 
be the significant contributor to employees’ behavior and motivation and organization financial performance.  

In another study by Dension (1984) found that the strength of organizational culture served as the predictor 
of short term organization performance in terms of return on assets, return on investment and return on sales. 
Gordon and DiTomaso’s (1992) research findings were parallel with Dension’s (1984) finding in which the 
strong culture was found to be a predictive of short term companies’ performance. Gordon and DiTomaso's 
(1992) study on the relationship between strong culture and company’s assets and premium growth rates 
performance has also indicated a support of Dension’s hypothesis. These findings also revealed that strong 
culture and value of adaptability is associated with the preceding years of companies’ performance. Contrary to 
the previous study Kotter and Heskett (1992) found that the relationship between strong culture and 
organizational performance in short term was relatively weak. From the 22 companies of Kotter and Heskett’s 
(1992) study, it was found that there were companies with strong culture linked to poor performance as well as 
companies with weak culture linked to excellent performance. Due to this inconsistent result the researchers 
then selected a smaller subgroup of 12 companies from the initial sample to conduct further study and 
investigation. The results found that the appropriate culture is related to better environment and organizational 
performance. Saffold (1988) has also found the link between strong culture with having a strong sense of 
mission (long term vision) and being adaptable to environment to organization performance.  This finding 
implies that strong culture would give an impact on organizational performance and appropriate to its 
environment. However, literature indicated that there are still inconclusive research findings across industries 
and setting on the impact of culture on organization performance (Samad, 2011b), (Samad, 2013). 

Though there is a mixed research findings on the impact of culture on organizational performance, the 
preceding discussion and literature review indicate that organizational culture has an impact on organizational 
performance. According to Reichers and Schneider (1990) voluminous research and articles on the concept of 
culture are reported. However  Samad (2007) and Samad (2011b) stressed that fewer study was carried out of its 
impact on organizational performance in Malaysian context. Lund (2003), (Samad and Amri , 2011) observed 
that the pervasiveness of organizations’ culture needs the management of firms to recognize the underlying 
dimensions of their organizational culture and its impacts on firms’ performance. This paper therefore attempted 
to investigate the impact of organizational culture components on organizational performance in Malaysian 
context. Thus the following hypotheses were proposed in this study: 

H1: There is a positive and significant relationship between organizational culture aspect of involvement 
and organizational performance, 

H2: There is a positive and significant relationship between organizational culture aspect of consistency and 
organizational performance, 

H3: There is a positive and significant relationship between organizational culture aspect of adaptation and 
organizational performance, 

H4: There is a positive and significant relationship between organizational culture aspect of mission and 
organizational performance, 

H5: There is a significant impact of overall organizational culture aspects on organizational performance 
and 

H6: Involvement will be the most important organizational culture aspect that affected organizational 
performance. 

 
Methodology: 

Participants in the study were managerial staff in Malaysian logistics companies. 200 self administered 
questionnaires were distributed to the staff of the selected logistics companies obtained from the Federation of 
Malaysian Manufacturers (FMM). Logistics companies in this study include logistic companies belong to the 
State Ownership Enterprises (SOEs) in Malaysia. 150 useable questionnaires were used in the statistical analysis 
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representing a response rate of 75% from the sample. The selection of the respondents was based on the random 
sampling.  

The dependent variable of the study was organizational performance. This variable was measured based on 
financial and non financial components. The questionnaire was developed by the author and adapted from 
(Rosenzweig et al., 2003), (Samad, 2012a), (Samad, 2012b), (King and Zeithaml, 2001). The scale consists of 
14 items and respondents were asked to give their response based on a seven-point Likert-scale response with l 
= strongly disagree to 7 = strongly agree. The 7 items financial performance was measured based on three 
components of profitability, sales growth rate and profit growing rate based on a seven-point Likert-type 
response with l = strongly disagree to 7 = strongly agree. The 7 items of non financial performance was 
measured based on two components of job satisfaction and customer satisfaction based on a seven-point Likert-
type response with l = strongly disagree to 7 = strongly agree. For The reliability coefficient for overall 
organizational performance components was .95.  

The independent variable in this study was organizational culture. This variable was measured based on the 
adapted instrument developed by Dension (1990). This instrument measures dimension of organizational culture 
mainly on involvement, consistency, adaptability and mission. The scale consists of 16 items and respondents 
were asked to give their response based on a seven-point Likert-type response with l = strongly disagree to 7 = 
strongly agree. The reliability coefficient for all components of organizational culture is .92. 

 
RESULTS AND DISCUSSION 

 
Profile of Respondents: 

The average age of the respondents was 35 years, while the mean age of their experience in organization 
was 15 years and experience with the current job was 6 years. Regarding the gender, 70% of respondents were 
male while female were 30%. Majority of the respondents (80%) were married while 20% were not married. In 
terms of position, 40% of the respondents were from senior level of management and 60% were middle level of 
management. 

 
The relationship between organizational culture and organizational performance (H1-H4): 

Table 1 presents the correlation analysis of the study variables to answer the first, second, third and fourth 
hypothesis of the study. Descriptive statistics, Cronbach’s alpha and correlations among all relevant variables 
are presented in Tables I.  

 
Table 1: Correlation Coefficients of the Main Variables 

Mean SD   1 2 3 4 5 
3.33 0.71 1 (90) 

 
      

4.24 0.43 2 .54* (89)    
2.76 0.74 3 .51* .45* (93)   
3.16 0.75 4 .49* .23* .25* (92)  
2.53 0.84 5 .41* .46* .35* .48* (95) 

Note: * p < .05 (Alpha reliability values are shown in parenthesis on the diagonal) 1.Involvement 2.Consistency 3.Adaptation, 4.Mission 5. 
Organizational performance 

 
The coefficients of internal reliability reached the acceptable levels for all the variables included in the 

present analyses. The reliability analysis also reveals that all scales are at the acceptable magnitude value of 
more than 0.70 (Nunnally, 1978).The results found that all of the independent variables were positively 
correlated with organizational performance. As shown in Table 1, all components of organizational culture 
(involvement, consistency, adaptability and mission) are correlated to each other and are positively related with 
organizational performance. Thus the hypotheses (H1-H4) were accepted. The study concludes that all of the 
four main aspects of independent variables were significantly enhanced the organizational performance in 
Malaysian logistics companies. Examining the relationship of each variable, the analysis reveals that the 
strength of the relationship ranges from low to moderate, positive and significant relationship. As can be seen in 
Table 1 there is no issue of collinearity problem in this data as the correlations between the independent 
variables are not high. This suggests that a multiple regression analysis can be carried out to answer the 
hypotheses H5 of the study.  

 
The impact of organizational culture on organizational performance (H5): 

Table 2 presents the results of regression analysis to answer the hypotheses H5 of the study. In order to 
answer the hypothesis H5 of the study all of the organizational culture components (involvement, consistency, 
adaptability and mission) were regressed with organizational performance. As can be seen on Table 2, the R2 
value for organizational culture is .30 indicating 30 percent of variance in organizational performance was 
explained by these four components of organizational culture. This result therefore provided support for 
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hypothesis H5 of the study that there is a significant impact of organizational culture components on 
organizational performance. 

 
The most important aspect of organizational culture for organizational performance (H6): 

Examining each component of organizational culture as depicted in Table 2 all components had a positive 
and significant effect on organizational performance. The results revealed that among all of the organizational 
culture components involvement had the highest beta value of .50 followed by consistency, adaptability and 
mission. This showed that involvement aspect of organizational culture plays the most important role in 
influencing organizational performance. The result therefore supported the H6 hypothesis of the study that 
involvement was the most important aspect of organizational culture in enhancing organizational performance. 
Therefore the hypothesis H6 was accepted. 

 
Table 2: The Impact of Organizational Culture on Organizational Performance 

Variable 
Organizational performance 
Std β t R² f P 

Organizational culture:   0.30 98.21 .000* 
Involvement .50 1.49   .000* 
Consistency .32 1.96   .000* 
Adaptation .42 1.60   .000* 
Mission .39 3.36   .000* 

Note: * p < .05 
 
Conclusion, Implications And Suggestion: 

The purpose of this study was to determine the impact of organizational culture on organizational 
performance. It examined also the relationship between organizational culture and organizational performance. 
Finally the study attempted to identify the most important aspect of organizational culture that affected 
organizational performance. Based on the correlation matrix and regression analysis the results revealed that all 
of the organizational culture aspects were positively related to organizational performance and had a positive 
and significant impact on organizational performance. Meanwhile involvement emerged as the most important 
aspect of organizational culture in enhancing organizational performance followed by consistency, adaptability 
and mission. These results were consistent with previous studies by Xenikou and Simosi (2006), Samad 
(2012a), Schein (1990), Gordon and DiTomaso’s (1992),  Dension (1984), Kotter and Heskett (1992) therefore 
provided further evidence that organizational culture has affected on organizational performance in Malaysian 
logistic companies.  

The results implied that all of the organizational culture components served as the contributing factor and 
play important roles in enhancing organizational performance. The results also supported the model of culture-
performance values as postulated by Dension (1990). The culture value of Dension’s (1990) is related to 
external environment factors that need to be understood by managers in organization (Daft, 2012) especially in 
the turbulent times (Samad, 2012a), (Samad and Yusuf, 2012).  The adaptation culture according to Daft (2012) 
requires managers to response fast and make high-risk decision making. Therefore managers should encourage 
values that support the company’s ability to translate culture attributes in the environment into desired behaviors 
for organizational high performance.  

The involvement has emerged as the most important aspect of organizational culture in influencing 
organizational performance implied that involvement and participation of staff is important to adapt with the 
changing needs within the environment. Within this context, values such as cooperation, commitment to 
employees and customers and avoiding status differences should be fostered by managers to ensure high 
organizational performance. Further, the consistency culture value recognizes the importance of employees to 
follow rules, culture supports, rewards a methodical, rational and orderly way of doing things as supported by 
Daft (2012). This finding however posits careful consideration and a critical evaluation. This is because in 
today’s current trend of competition most managers according to Daft (2012) are shifting toward cultures that 
are more flexible and in tune with changes in the environment. This implies that managers must be able to adapt 
and adjust the culture according to the environment needs of the organization.  

Adaptation is another important culture value identified in this study. This culture value is important as it 
has its unique characteristics that support and encourage the people and organization to provide and give 
important meaning or interpretation of any signals from the environment into the new behavior responses. These 
new behaviors responses are assumed will ultimately induce and contribute to the high performance and 
excellence of organization. The findings also highlighted that mission appeared as an important value to 
organizational performance. This is because it lays a foundation for development of all goals and plans of the 
organization. Literature revealed that clear mission, goals and plans would guide decisions and actions for 
organizational performance and success (Saffold,1988). It is assumed the same will happen in Malaysian 
logistics companies. 
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In Sum, findings of this research highlighted that organizational culture is the key component in securing 

competitive advantage and achieving organizational performance in Malaysian logistics companies. Results 
from this study are applicable for practical and theoretical purposes. Thus this study serves as a starting point for 
further study in this area. For purposes of generalizability further study can be validated by using different 
samples and approaches in a variety of settings. 
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