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Abstract 

Aim of the study: The primary purpose of this investigation is to identify and measure 

the relationship that exists between organisational culture management and performance. This 

study's significance lies in its examination of how organisational culture may impact 

individuals' performance within the company. The findings from this study will be applied to 

change how organisations now manage how culture influences their employees' performance. 

Methodology: To assess how an organization's culture affects its operations, people, 

and systems, a literature review is employed. 100 sample respondents were selected from the 

IT Sector using convenient sampling method. Well-structured questionnaire has been used to 

measure the impact on employee performance in IT sector 

Findings: Research showed that a company's values and standards are shaped through 

employee interactions. , implementing an appropriate workplace environment strategy that 
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considers things like machine design, job design, environment design, and facility design can 

have some good consequences. 

Recommendation: A positive organizational culture can help foster this sense of 

engagement by promoting collaboration, innovation, and a sense of shared purpose. In addition, 

organizational culture can also impact employee performance by shaping the way that 

employees approach their work. 

Introduction 

Organizational culture affects employee performance in IT. Organizational culture 

management may produce a good and effective workplace, improving employee motivation 

and job satisfaction. One of the key ways in which organizational culture can impact employee 

performance in the IT sector is through its influence on employee engagement. Asimuddin 

(2013).  When employees feel connected to their work and are invested in the success of the 

organization, they are more likely to be motivated to perform at their best. Sarros (2005). 

Similarly, a culture that values teamwork and collaboration may encourage employees to work 

together more effectively, leading to improved outcomes for the organization as a whole. 

Budworth (2015).  Effective management of organizational culture in the IT sector involves a 

range of strategies, including clear communication of organizational values and goals, fostering 

a sense of community and teamwork, promoting employee development and growth, and 

encouraging a culture of innovation and experimentation. Organizational growth is effective 

and sustainable. Since norms, values, and objectives promote culture, employee commitment 

improves with productivity. A healthy learning culture formed the organisational structure. 

Organizational culture boosts employee performance. Company development depends on 

employee performance. Organizational culture affects employee loyalty (Brooks, 2006) 

Administrative Science quarterly first recognized organisational culture (Pettigrew, 1979). 

Management's discovery of employee norms and values that improve performance. Quality 

awareness helps organisational and people development. Performance assessment research, 

especially in Saudi Arabia, is scarce. The research suggests that organisations should improve 

their performance assessment procedures since fair performance reviews make workers happier 

and more devoted to the company. Heffernan & Flood (2000).   It's crucial to improve employee 

performance assessment satisfaction. Seven performance assessment management methods are 

employed in different sectors. Carefully assess, equitably allocate, and then discuss each 

employee's jobs and responsibilities. Performance evaluation management improves the 

company's image. 
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Background Of The Study 

The idea of organisational culture is that it refers to shared values and beliefs within the 

company that influence employee behaviour. It is the drive that acknowledges the contributions 

and efforts of the organisational members and offers a thorough grasp of what is to be 

accomplished, how goals relate to one another, and how each employee can achieve goals. The 

process by which members of one group are distinguished from those of another is a group 

mental process. Organizational culture is the mentality that distinguishes people within and 

outside the company. It is a collection of beliefs, values, and learned coping strategies that have 

developed during an organization's history and often manifest in its physical layout and 

members' activities. Organizational culture, which encompasses natural surroundings, rites and 

rituals, climate, and values, is directly tied to employee values. Organizational culture is a 

groups or division's common beliefs and norms. Organizational ideas and behaviours help 

achieve goals. It includes organisational principles, norms, employee behaviour, and 

expectations. A good organisational culture boosts employee performance, helping the firm 

achieve its objectives and perform better. Employee performance is the ability to utilize 

resources efficiently to achieve personal and organisational objectives. Organizational culture 

is becoming a predictive and explanatory factor in organisational research. It may boost 

organisational performance if handled properly. Organizational culture and performance 

studies shows that companies that enhance their cultures boost productivity and employee 

happiness. Senior management must clearly communicate corporate objectives and culture to 

motivate employees. This organization's culture and principles are relevant, according to the 

study. This suggests a solid business culture and a promising future. Second, a company's 

culture is shaped by its employees' values. The organization's culture may depend on how well 

it can promote these values. Heffernan & Flood (2000).  

 

Conceptual Frame Work 

Based on the many frame works that have been evaluated for this research and the 

different literature reviews that have been carried out on this study, the researcher has come up 

with the following frame work, which is an adoption from the Hofstede frame work and is 

appropriate for this study. Symbol can be referred to as the life indicator of the organisation, 

which can be visible and also can be manifested physically. These have a very important 

meaning to the organisation, as these are the things that human senses can experience, and it 

makes meaning in the environment of the organisation. Symbols are one of the many ways in 

which the corporate culture that might impact the performance of an employee can be 

transmitted. The culture can be expressed in a variety of ways. (Robbins). 
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Impact on employee performance in IT sector 

The research examines how organisational culture affects employee performance. This 

research will help companies understand how culture affects employee performance. Call 

centers, like SingTel contact centers, may use company culture to boost performance. 

Academics said the study will help investigate business culture and employee effectiveness. 

Understanding how the corporate culture influences performance can enhance productivity and 

revenue by improving employee incentives. Sarros (2005). How culture affects work 

performance is the main study issue. Many studies have proven that job performance is crucial 

to an organization's success, especially in contact center communications. Globally, customer-

service-oriented executives are expanding. Several companies have this culture. As the 

organisational structure has a somewhat long hierarchy, with the director at the top, operational 

managers next, and team leaders at the front lines. The performance of employees in the IT 

sector can be impacted by several factors. Some of the key factors that can impact employee 

performance in the IT sector are as follows: 

1. Skills and knowledge: The IT sector is constantly evolving, and employees need to have 

the necessary skills and knowledge to stay relevant. The level of expertise and 

proficiency in programming languages, software development methodologies, and 

emerging technologies can impact employee performance. 

2. Workload and stress: High workload and stress levels can impact the performance of 

IT employees. Long working hours, tight deadlines, and pressure to deliver quality 

work can result in burnout and affect employee productivity. 

3. Communication and collaboration: Effective communication and collaboration among 

team members and with other departments are essential for IT employees to perform 

their job duties. Poor communication and collaboration can result in misunderstandings, 

delays, and errors. 

4. Tools and resources: IT employees require access to the latest tools, software, and 

hardware to perform their job duties effectively. Outdated or inadequate tools and 

resources can impact employee performance. 

5. Motivation and job satisfaction: Motivation and job satisfaction are critical factors that 

can impact employee performance. Employees who feel valued and recognized for their 

contributions are likely to be more engaged, productive, and committed to their wor 
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Research Review 

Hofstede et al., culture plays a critical role in fostering, maintaining, and improving an 

organization's overall effectiveness. They discovered that an organization's cultural framework 

decreases ineffective employee efforts and maximizes the coordination of tasks. In order to 

accomplish corporate goals and gain a competitive edge, it has been discovered that all firms 

are actively seeking for top performing individuals to join their teams. The study also looked 

at how supportive company cultures might aid people in accomplishing their own goals. 

Asimuddin (2013).   Denison discovered that cultural traits may influence performance and 

promote higher performance if they are compatible with adjustments to environmental 

conditions within the context. Furthermore, the author noted how cultural characteristics are 

unique and can contribute to the sustainability of a business. The ability of a feed-forward 

meeting to improve employees' job performance in comparison to a conventional presentation 

assessment meet. Budworth (2015).  The distribution of administrators between the two 

circumstances was random. Four months after the fact, a mysterious buddy observed that 

employees who attended the organization's feed-forward meeting with the director had 

executed significantly better hands-on than those who attended the organization's standard 

exhibition examination meeting.  

Kim and Holzer's (2016) emphasized the importance of the intellectual components of 

execution examination while also focusing on the logical discrepancy. Using data from the 

Merit Principles Survey, this paper attempts to identify critical elements that can boost 

representative acceptance of performance assessment of worker acknowledgment of an 

exhibition estimate framework (2005). These findings demonstrate a clear connection between 

worker acknowledgment of performance assessment and the formative use. Sahu et al. (2016), 

evaluating performance in a regular and orderly manner is a fundamental management task 

since it not only helps to analyze and monitor relationship progress and development, but it 

also provides significant career direction for employees. The cycle helps the employees 

understand what is typical of their positions by creating clear performance standards that 

incorporate results, practises, and activities. The characterization of business capabilities and 

the investigation of the primary skill gaps are relevant with respect to thirty characterized 

objective. But in many organisations, there appears to be a discrepancy between what 

performance assessment systems are supposed to do and what they actually do. Prior research 
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has highlighted how PMSs (performance management systems) currently allow for the 

utilisation of evaluation information for authoritative purposes, particularly in Indian 

organisations. The analysis confirms the link between PMS and legitimate authority. 

Nonetheless, there is a discrepancy between line directors who grasp PMS and those who don't; 

this is because of the lack of clarity in the current framework; it isn't related to results that are 

more prevalent. Investigating the talks led to the assumption that there is a clear distinction 

between the contributions made by different executive levels.  

Karen et al. (2015), performance evaluation metrics can lead employees towards 

achieving organisational objectives. The study demonstrates the necessity or significance of an 

optimal working environment since it permits both efficient performance evaluation and 

efficient worker outcomes. The results of the experiment demonstrate that positive psychology, 

which is expanding quickly, may be used in a professional situation. The study also reveals 

more about the positive and holistic workplace perceptions of workers, as well as their 

supportive and open work environments. It also looks into how results connected to a worker's 

achievement have an impact. The findings demonstrate that the link between employee 

retention, job satisfaction, PMS, and self-reported performance is influenced by workplace 

culture. According to Michael et al. (2014), included specific constants including behavioural 

elements, motivational elements, and cognitive elements. Every company has a different 

strategy for performance evaluation. Because it increases the likelihood of poor judgment, 

some businesses use an informal approach, while others adhere to a well-designed system of 

performance evaluation. A firm's or corporate entity's performance assessment policy must be 

precise, impartial, and simple to implement. 

Bahatti & Qurashi, employee behaviours can have an impact on their level of job 

satisfaction, loyalty, and productivity. They provide businesses a comparative advantage. The 

goal of the learning was to determine the connection between worker dedication, worker 

productivity, and workplace contentment. 34 companies in the banking, oil & gas, and 

telecommunications industries were contacted. The study's findings indicate that worker 

participation is a key factor in determining various aspects of work happiness. Raising 

employee participation has a favourable effect on employees' dedication, productivity, and job 

satisfaction. Consequently, raising employee involvement remains a long-term goal that calls 

for initiative on the part of the workforce. 

Mahmood (2019) identified the factors such as salary, work enrichment, and job 

stability are among the factors. They exhibit a commitment to the job. The study is analyzing 

the three human resource management methods using a sample of 263 Pakistani bank 

employees. The paper's methodology included structural equation modelling. The findings 

indicate that worker obligation and working contentment were positively correlated with 

payment strategies. The study discovered that the mediating role of work satisfaction only 

applies to non-financial strategies connecting worker commitment and job satisfaction. Batugal 

and Tindowen (2019) explored how organisational tradition affects teacher job satisfaction and 

organisational commitment in Filipino Catholic high schools. Cliques dominate Catholic HEIs 

in the Philippines, according to results. Teachers are devoted to their jobs and comfortable with 

them. Clan has the greatest impact on teachers' organisational responsibility and job 

satisfaction. Discussed are study tips. 

Gopinath, (2020) aforementioned attributes come from job satisfaction and company 

loyalty. Being the cornerstones of higher education, university educational leaders should know 

more about job satisfaction and organisational duty. So, the researcher examined how work 

satisfaction affects organisational duty in Tamil Nadu Campus Educational Leaders. 



  
 

Res Militaris, vol.13, n°2, January Issue 2023 5870 
 

Administrative commitment is founded on job happiness is impartial. 145 Educational leaders 

of Tamil Nadu universities provided purposeful stratified random data. The researcher 

employed self-administered questionnaires to measure work satisfaction and organisational 

commitment.. Massoudi et al. (2020) found that job happiness and organisational duty 

objectives encourage organisational residency. The results showed that organisational duty and 

job happiness improve resort employees' organisational citizenship behaviours. Organizational 

duty improves employee behaviour more than job satisfaction. The study shows HR managers 

how job satisfaction and duty affect administrative citizenship. Hence, worker empowerment 

and psychological contract should be considered. 

Statement of the problem 

The problem addressed in this study is the impact of organizational culture management 

on employee performance in the IT sector. While organizational culture has long been 

recognized as an important factor in shaping employee behavior and performance, there is a 

need to examine how effective management of organizational culture can specifically impact 

employee performance in the unique context of the IT sector. In particular, there is a need to 

investigate the specific strategies that IT companies can use to effectively culture and promote 

performance. This includes examining the importance of communication, teamwork, 

innovation, and employee development in shaping organizational culture and driving employee 

engagement and motivation. Budworth, M. H., (2015). By addressing this problem, this study 

seeks to contribute to a deeper understanding of how effective management of organizational 

culture can help IT companies create a positive and productive work environment, leading to 

improved employee performance and organizational success. 

Research Objectives:  

1. To sketch the  profile of organizational culture 

2. To understand the impact on employee performance in IT sector 

3. To categorize the key factors that can impact employee performance in the IT sector 

Research Techniques 

The study aims to assess how organisational culture affects employees' performance at 

work in IT sector. Performance is used as the dependent variable here, with culture serving as 

the independent variable. To determine the connection between culture and employee 

performance inside the chosen. The contributing company was chosen using a survey 

questionnaire for effective coverage and lower costs Twati & Gammack, (2006). 100 sample 

respondents were selected from the IT Sector using convenient sampling method. Well-

structured questionnaire has been used to measure the impact.  

A business management tool called performance assessment management helps 

managers monitor and evaluate employees' work performance. Performance management may 

foster a productive work environment, boosting employee productivity and the successful 

completion of tasks. Performance evaluations are a formally organized way of estimating and 

measuring actions and results related to a representative's line of work, as well as knowledge 

and the reasons .Performance appraisal frameworks are frequently employed in organisations 

to identify top performers who should receive the majority of convenient legitimacy pay raises, 

advancements. The performance evaluation helps both the employee and the administration to 

assess how far the employee deviates from the norm or predetermined level. Heffernan & Flood 

(2000).   It also has an impact on how employees behave at work, as those who are happier, 

more committed, and generally have inspiring perspectives on their workplace circumstances 

will typically engage in civic engagement activities more frequently than the rest. According 

to the definition of performance appraisal, it is a process that establishes for each individual 
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specific evaluation criteria and explicit objectives that support organisational objectives. 

Providing employees with the means to understand their objectives and how they relate to those 

of the company, developing an effective evaluation system based on goals and 

accomplishments, considering rewards and benefits for employees, considering teamwork and 

ethics among employees, achieving fairness among employees, and ensuring quality standards. 

Twati & Gammack, (2006) 

Findings, Results and conclusions 

The study's findings, performance appraisal outcomes considerably increase both 

organisational commitment and job satisfaction for employees working in Jeddah, Saudi 

Arabia's service industry. Employees' organisational commitment and job satisfaction were not 

shown to be directly influenced by the presence of a performance appraisal system. Hence, 

overall performance evaluation has an impact on both organisational responsibility and job 

satisfaction. It has been discovered that satisfaction with the performance evaluation system 

increases continuation commitment. The study makes use of cross-sectional data, which 

demonstrates that all of the responses for the variables were collected at the same time. Yukl 

and Howell. (1999)As a result, it is impossible to establish the fundamental correlations 

between the independent variables and time, so longitudinal research may add more clarity. 

The findings of this study cannot be extrapolated to other demographic groups or geographic 

locations, leaving room for future studies with a similar focus as the other groups. Other factors 

specific to particular geographic, occupational, and demographic characteristics may be used 

in future studies. The current study is based on information that employees self-reported, 

therefore future studies may attempt comprehensive studies that also capture the perspectives 

of administrators. 

Impact on employee performance in IT sector 

The employee performance in the IT sector is impacted by several factors, including 

skills and knowledge, workload and stress, communication and collaboration, tools and 

resources, and motivation and job satisfaction. Barney(1991). The impact of the sample 

respondents towards their employee performance is measured with the experience. The result 

is given below in Table 1. 

Table 1 Descriptive Statistics 

 Mean Std. Deviation 

Training 4.42 1.082 

Work place environment 3.71 0.758 

Leadership 3.24 0.968 

Motivation 3.13 1.213 

Organisational communication 3.14 1.507 

Rewards and Recognition 2.82 1.268 

Promotion 2.69 1.272 

Organisational culture 3.56 1.269 

 Employers can improve employee performance by providing the necessary resources 

and support to help employees overcome challenges and achieve their goals, it is found that 

Training more mean (4.42). Work place environment is place second with a mean of (3.71). 

Organisational culture (3.56) and Leadership (3.24) are other important factor from the 

respondents’ point of view. The difference in the employee performance according to the 

experience is analyzed as given below. 
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Table 2 Impact on employee performance in IT sector according to the experience of the 

respondents 

Variables Experience N 
Mean 

Rank 
Test Result 

Training 

 

Less 58 55.69 Chi-Square 7.275 

Moderate 26 41.84 df 2 

More 16 42.81 Sig. 0.011* 

Work place environment 

Less 58 53.62 Chi-Square 3.625 

Moderate 26 47.54 df 2 

More 16 43.56 Sig. 0.117 

Leadership 

Less 58 45.29 Chi-Square 12.135 

Moderate 26 49.12 df 2 

More 16 59.31 Sig. 0.002* 

Motivation 

Less 58 59.12 Chi-Square 18.243 

Moderate 26 32.81 df 2 

More 16 31.87 Sig. 0.000* 

Organisational 

communication 

Less 58 54.74 Chi-Square 4.053 

Moderate 26 40.85 df 2 

More 16 48.21 Sig. 0.129 

Rewards and Recognition 

Less 58 45.32 Chi-Square 13.872 

Moderate 26 46.04 df 2 

More 16 73.93 Sig. 0.001* 

Promotion 

Less 58 45.23 Chi-Square 14.675 

Moderate 26 45.76 df 2 

More 16 73.19 Sig. 0.001* 

Organisational culture 

Less 58 42.53 Chi-Square 15.968 

Moderate 26 53.25 df 2 

More 16 72.58 Sig. 0.000* 

Total 100    

* Significant 

The respondents from the less experience category indicate received organizational that 

Motivation (59.12) is influencing factor. The respondents who have moderately experienced 

respondents feel Organisational culture (53.25) is influencing factor. From the more 

experienced group respondents, the factors Rewards and Recognition (73.93), Training, 

Leadership and Rewards and Recognition influence Impact on employee performance in IT 

sector.  

The test result revealed that the calculated Chi-Square values for the degree of freedom 

2 is found significant for Training (7.275), Motivation (18.243), Rewards and Recognition 

(18.232), Promotion (13.872) and Organisational culture (15.968).The p values are less than 

0.01. Hence, it is concluded that the employees performance have the impact on the experience 

of the respondents 

Discussion 

 Training is essential to the growth of organisations since it boosts productivity while 

also enhancing performance. The organisations that train their personnel and the organisations 

that do not train their staff differ significantly. The term "workplace environment" refers to a 

component of the workplace that an employer provides to its employees in order to facilitate 
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the employees' performance at work .Employees who execute at a high level will boost 

corporate productivity levels, which will increase the company's profit. Burns and McKinnon 

(1993). According to certain studies, implementing an appropriate workplace environment 

strategy that considers things like machine design, job design, environment design, and facility 

design can have some good consequences. The power that animates, guides, and sustains 

behaviour is known as motivation. It gives the idea of involvement a dynamic and personal 

component. High performance is attained by highly driven individuals who are willing to put 

forth discretionary effort (Armstrong, 2010). When it comes to success and achieving an 

organization's goals, employee motivation always remains a crucial aspect. Job satisfaction and 

motivation are two key determinants that help direct employees' efforts towards achieving 

organisational goals, Adewunmi et al. (2011). Tella et al. (2007) believed that motivation is a 

component that influences a person's performance.  

Conclusion 

Performance-based ideals encourage organisational association. Teamwork is 

internalized through organisational culture, which improves efficiency. Culture and 

productivity boost performance. Culture and performance strongly correlate, improving 

organisational results. A productive workplace culture boosts job performance. Organizational 

customs and values from different cultures affect workforce management. Yukl and Howell. 

(1999). Strong cultures enable efficient labour management. Net profit improves employee 

performance. The same cultural association's resource-optimization method promotes 

organisational growth. Corporate culture may enhance and provide a competitive advantage in 

specific situations. Group performance and employee commitment increase organisational 

sustainability. Organizational success depends on culture. A positive and supportive 

organizational culture can foster a sense of belonging, motivation, and job satisfaction among 

employees. This, in turn, can enhance their engagement, productivity, and overall performance. 

Sarros (2005).  A culture that values innovation, creativity, and continuous learning can 

encourage employees to generate new ideas and implement them effectively. Similarly, a 

culture that promotes collaboration, teamwork, and open communication can foster a healthy 

work environment and lead to better decision-making and problem-solving. On the other hand, 

a toxic or negative organizational culture can have adverse effects on employee performance, 

such as low morale, high turnover rates, absenteeism, and poor productivity. Heffernan & 

Flood (2000).  Therefore, it is essential for organizations to prioritize and manage their culture 

to ensure it aligns with their goals and values and fosters a positive and supportive work 

environment. Overall, effective organizational culture management can lead to a more 

engaged, motivated, and productive workforce, which can ultimately benefit the organization's 

bottom line and long-term success. 
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