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PRESENT STATE OF ORGANISATIONAL CULTURE
IN SLOVAKIA’

Abstract. Organisational culture is nowadays becoming a preferred subject within various concepts of the effectiveness growth in
the operation of an organisation. Many managers start comprehending it as an important factor of organisational successful oper-
ation. It is becoming an inseparable part of modern organisational management. However, it is not easy to support and use this
issue in organisational management. Awareness of the present state of organisational culture and confronting it with modern ten-
dencies in the given sphere can be denoted as the key precondition of its enhancement and gradual approaching at the level of
developed organisations in the world. For finding out the present state and level of organisational culture and human resources
management in organisations operating in Slovakia, we conducted a versatile research at School of Economics and Management
in Public Administration in Bratislava. Its results are compared to modern approaches in the given sphere.
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PhD (skoH.), npenogasaTtenb, Bbiclwan wKkona 3koOHOMUKM 1 rocyAapCTBEHHOrO ynpaeneHna B bpatucnase, CnosakuA
COBPEMEHHOE PA3BUTUE OPIrAHU3ALMOHHOW KYNbTYPbI HA MPEOMPUATUAX CIOBAKUA

AHHoTauuA. OpraHnM3aunoHHaA KynbTypa B HAaCTOALLEe BpeMA ABNAETCA NPUOPUTETHON TEMOW B paMKax pasnu4HbIX KOHLen-
LM pocta ahheKTUBHOCTY ynpaBneHna opraHmdaument. MHorne MeHe axepbl HA4YMHAKOT paccMaTpuBaTh OPrkybTypy Kak Bax-
HbI haKTOop yCNeLHOoro PyHKLUMOHMPOBaHWA NpeanpuATMA. OHa CTaHOBUTCA HEOTHEMIEMON YaCTbIO COBPEMEHHOMO OpraHn3a-
LMOHHOrO yrnpaBneHus. BmecTte ¢ Tem nogaepxanve 1 apdeKTUBHOE MCMOMb30BaHNE OPraHN3aLMOHHON KyNbTypbl B CUCTEME
MeHe>KMEHTa — 3TO HemnpocTanA 3ajadva. 3HaA HblHELHee COCTOAHNE OPraHN3aUMOHHON KyNbTypbl M COMOCTaB/AA €ro C CoBpe-
MEHHbIMW TEHAEHUMAMN B JaHHOW cdepe, MOXHO 00603HaUUTb, YTO KOYEBOW MPEeAnoChINIKON MOBbIWEHWUA 3PGEKTUBHOCTH
OprKynbTypbl ABMAETCA MOCTENEHHOE NMPUBVXKEHNE K YPOBHIO Pa3BUTbIX opraHm3aumin B mupe. C Lenbio BbIACHEHNA COCTOA-
HMA N YPOBHA OpraHn3aumMoHHOW KySbTypbl U yNpaBieHna YeoBeYECKNMU pecypcamm B opraHm3aumax, pabotawowmx B Cnosa-
KWW, aBTOPbI CTaTbW NPOBENY Pa3HOCTOPOHHEE UCCneaoBaHne B Bbicluei LKone 3KOHOMUKM 1 rocyJapCTBEHHOTO yrpaBfieHus
B Bpartvcnase 1 cpaBHUNM NONyYeHHble pe3ynbTaTbl C COBPEMEHHbBIMY NOAX04aMK B 3TON cdhepe.

KnouyeBble cnoBa: opraHM3aumvoHHanA KyJbTypa, OpraHu3auMoHHbIe LIEHHOCTM, YNpaBneHne YenoBeyYecKMMn pecypcamu.
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CYYACHUU PO3BUTOK OPIrAHISALINHOI KYJIIbTYPU HA NMNIANPUEMCTBAX CJIOBAYYUHU

AHoTauifa. OpraHisauiiiHa KynbTypa CbOroAHi € MPiOPUTETHOI TEMOK B paMKax Pi3HWUX KOHLEMLin pocTy edpeKTUBHOCTI yn-
paBniHHA opraHisauieto. barato MeHeoXepiB NoYnHae posrnAgaT OprkynbTypy AK BaXKIMBUA hakTop YCMIWHOMO (yHKLOHY-
BaHHA nmignpuemMcTBa. BoHa cTae HEBIA’EMHOIO CKNAA0BOK Cy4acHOro opraHisauiiHoro ynpasniHHA. BogHodac, nigTpyMka ta
e(heKTMBHE BUKOPUCTAHHA OpraHi3auiiHoi KynbTypu B CUCTEMi MEHEOXKMEHTY — Lie HENpoCTe 3aBAaHHA. 3Hal0UM HUHILWHINA CTaH
OopraHi3auinHoi KynbTypy i 3iCTaBfAYM MOro i3 Cy4acHMMU TeHAEHLUIAMM Y Ui cdhepi, MOXKHA MO3HAYMTH, WO KIKYOBOIO nepe-
[YMOBOIO MiABULLEHHA €(DEKTUBHOCTI OPrKynbTypy € NOCTYNOBE HAabMMXKEHHA [0 PIBHA PO3BMHEHMX OpraHisauint y cBiTi. 3 me-
TOI 3’ACYBaAHHA CTaHy Ta PiBHA OpraHi3auinHoi KyNbTypu i ynpaBiHHA NOACbKMMU pecypcamm B OpraHisauiax, Wo npauloTb Y
CrnoBayyuHi, aBTOpM CTaTTi NPOBENM Pi3HOBIYHE AOCNIAXKEHHA Y BULLIN WKONI EKOHOMIKW Ta Aep>KaBHOrO ynpaeniHHA y bpaTtu-
cnasi i NOPIBHANM OTPUMAaHi pe3ynbTaTth i3 CydacHUMM nigxoaamm y uin cdepi.

KniovoBi cnoBa: opraHisauiiHa KynbTypa, opraHisauiiHi LiHHOCTI, ynpaBniHHA NOACBKUMW pecypcamu.

Introduction. The basis of each organisational culture is haviour are preconditions of creating and developing the
adequate labour potential. We mean both a sufficient amount of strengths of an organisation.

employees in a suitable structure and their talent, knowledge Organisational culture reflects human dispositions in thin-
and abilities. The quality of employees, their strategically sup- king and behaviour, and affects both human consciousness and
ported approaches, attitudes, activities, way of acting and be- sub-consciousness. It sustains the relationship of a person to

e ’Trt1)e article is related to Grant Agencies of VSEMvs project, project No. 2/2010 The Cranfield Network on International Human Resource Management
ranet).
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work, regulates mutual relationships between employees, and
has a significant impact on the activity of employees
(Kachanakova, 2010). Generally stated and declared organisa-
tional culture elements include fundamental beliefs, values and
norms outwardly demonstrated by symbols and artefacts, cre-
ated, found or developed by organisations as a result of suc-
cessful problem solving. A group of people bearing organisa-
tional culture, in which such a culture is shared, is also a
common element.

Necessity of Organisations to Focus on Organisational
Culture. Two key organisational culture parameters are content
and force. The content of organisational culture includes essen-
tial preconditions, values, behavioural norms, attitudes and
artefacts. The force of organisational culture is the extent in
which the content of organisational culture is accepted in an
organisation. Both parameters have a significant impact on the
functioning of the whole organisation as well as its efficiency
(Jancikova, 2006). There are a number of

subsequent summarisation of information obtained from the
researches were carried out from June to September each year.
Mathematical and statistical methods were used upon process-
ing, analysis and comparison of the information. Qualitative
methods were applied upon its subsequent identification and
evaluation. 239 organisations participated in the first phase of
the research (2010), and 340 organisations participated in the
second and third phases of the research (2011 and 2012).
Organisations with the number of employees between 50 and
300 were most represented in the research each year.

As organisational culture is currently considered to be a sig-
nificant factor having a decisive impact on the achievement and
management of high performance, we were interested in
whether this view is also shared by managing employees of the
interviewed organisations. Responses suggested positive
approach of organisations to the creation and maintenance of
suitable organisational culture (Table 1).

studies focused on identifying the impact
of organisational culture on efficiency. All
these studies as well as our research are

Tab. 1: Creation and maintenance of a suitable organisational culture

. R Do you consider dealing with creation and maintenance of suitable Yes,
ConneCt.ed by an a.SSLJmptlon that ther? 1S organisational culture to be important? in %
a certain connectloq petween _organisa- Share of organisations, in % in 2010 95
tional culture and efficiency, while organi- Share of organisations, in % in 2011 91
sational culture plays the key role upon Share of organisations, in % in 2012 91

achieving high efficiency. The research
conducted in eight different countries,
including over 90,000 participants, showed that up to one fifth
of employee performance is explicable by differences in organ-
isational culture (Uriga, & Obdrzalek, 2009). If the efficiency of
an organisation is to be as great as possible, the content of
organisational culture needs to comply with external environ-
ment, conditions in the given industry and organisational strate-
gy. Besides the aforementioned factors, the content and force of
culture are also significantly affected by the founder or leader of
owners, respectively managers, the size and length of the exis-
tence of an organisation and used technologies. Hofstede sup-
plemented the given factors by organisational structure, meth-
ods and systems of management and the style of managing
people (Hofstede et al., 2010).

Clearly apparent organisational culture is becoming more
and more significant added value to services and products
offered by an organisation on a market, a

Source: Own research

Organisational culture is a continual, dynamically develop-
ing phenomenon. It neither arises nor disappears in a certain
moment, but it acquires the character of a certain process. Like
in case of many other long-term phenomena, organisational cul-
ture also involves certain regular cyclic movement. It means that
each organisational culture goes through the phases of its
establishment, functioning, codification, failing, and a possible
radical change or re-codification. The aforementioned suggests
that, like in other organisational processes, it is also necessary
in organisational culture to focus on change in regular intervals.
20-35% of the organisations interviewed in individual years
declared that they had carried out a project focused on organi-
sational culture change over the preceding five years (Table 2),
however year-to-year comparison showed a negative trend in
this sphere.

determinant of relations with business
and other partners, and particularly a dif-
ferentiating element of an organisation in

Tab. 2: Individual project of organisational culture change

A Have your organisation carried out an individual project to change Yes,
the eyes of current and potential employ- organisational culture over the last five years? in %
ees, and a tool of management and moti-  |Share of organisations, in % in 2010 35
vation of peop|e in an organisation Share of organisations, in % in 2011 27

. i i i Of i
(Urlga, & Obdrzalek, 2009). However, Share of organisations, in % in 2012 20

practical application of the aforemen-
tioned requires that top managers in organisations start con-
sidering organisational culture to be an actual tool, which can
be purposefully and systematically influenced (improved, cul-
tivated, managed), and by means of which the achievement of
a required level of efficiency of the given organisation can be
ensured in the long term (Caganova, Cambal, & Weidlichova,
2010).

Analysis of Present State in Focus of Organisations on
Organisational Culture. Nowadays, when competition on indi-
vidual markets is constantly growing and when the environment
in which an organisation operates is more and more turbulent
and unforeseeable, the position of organisational culture is
greatly emphasized. It is also one of reasons why we were find-
ing out whether organisations operating in Slovakia realise the
necessity to deal with the creation and

Source: Own research

With regard to the fact that organisational culture analysis
should be the first step in examining the present state of culture,
our research also focused on finding out whether organisations
carry it out. 20-34% of organisations responded affirmatively in
individual years (Table 3). However, year-to-year comparison
shows a negative trend similarly to the case of the focus of
organisations on organisational culture change.

In case of organisations not carrying out organisational cul-
ture analysis, we were interested in their reasons. Responses
showed that most organisations do not carry out organisational
culture analysis, because they solve problems recognisable
even without such an analysis. Other organisations declared
that culture analysis is financially demanding for them, respec-
tively that their mother organisation does not deal with this

maintaining of a suitable organisational
culture. Particular information was
obtained from three consecutive research-

Tab. 3: Organisational culture analysis

es. The researches were conducted over
2010, 2011 and 2012, from February to
May each year. Questionnaires were dis-
tributed to organisations with 50 or more
employees. Collection, classification and
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Is organisational culture analysis carried out in your organisation? Leos/;
Share of organisations, in % in 2010 34
Share of organisations, in % in 2011 33
Share of organisations, in % in 2012 20
Source: Own research
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issue. However, there are an increasing number
of organisations recorded upon year-to-year com- Tab. 4: Reasons for the absence of organisational culture analysis
parison declaring that organisational culture is o
not important for them (Table 4). Why is organisational culture analysis not carried out in Sharelof t:;g;msatlons,
We first of all summarised the results of or-  |your organisation? 2010 201; 2012
ganisations declaring that they carry out organi-  [we do not consider organisational culture to be important 7 19 24
sational culture analysis. The most frequent moti- We solve problems recognisable even without organisational 71 65 65
vation for carrying out the analysis was a |culture analysis __ i
transformation of the given organisation from one 2;?%?;:{:2223;““““ Analystsiisiinanclally venydemanding for 20 14 10
development stage to another (Table 5). ot
Organisations carrying out the culture analy- ere 2 2 L

sis most frequently obtain information from train-
ings and seminars (Table 6).

Subsequently, we summarised the results of organisations
not carrying out organisational culture analysis. 35-58% of
these organisations were not able to formulate an approach to
this issue. Other organisations declared ineffective usage of
working time, unsatisfactory, respectively insufficient communi-
cation between individual organisational units and labour pro-
ductivity decrease as the most frequent motivations to carry out
the analysis (Table 7).

Organisations not carrying out organisational culture analy-
sis most frequently declared that information on organisational
culture is not obtained at all in their organisation, or only indi-
vidually studying professional literature (Table 8).

Evaluation of Present State in Focus of Organisations
on Organisational Culture. We were primarily interested with-
in the research whether managements of the interviewed
organisations realised the importance and justness of dealing
with the creation and maintenance of suitable organisational
culture. Most of the interviewed agreed on the affirmative ans-
wer to this question. Responses to sub-question «Why?» most
frequently included: because it increases motivation and desire
to work, which also results in increased efficiency and effective-
ness, while it creates favourable and productive environment,
increases the loyalty of employees, enhances relationships and
atmosphere at workplace, it has a significant impact on the view
of customers and the public of an organisation, it reflects orga-
nisations. The given responses clearly show that almost all the
interviewed consider organisational culture to be substantial
and important part of the success of an organisation.

Answers to the first question seemed positive, however
when we were finding out whether organisations had defined an
organisational culture strategy in writing within

Source: Own research

analysis is generally low, as it often happens that only a sec-
ondary cause is revealed, and the given problem is not elimi-
nated following its solution, but it can be even more significant-
ly and unexpectedly reflected, because it is believed that the
problem has been solved. Such behaviour can be considered to
be unsystematic, because it does not lead to solving the given
problem but often to pointing it out.

As it is the analysis stage which can be regarded as key,
due to its primary importance, upon creating a desirable culture
in an organisation, we focused on finding out whether it is pre-
sent, and if it is, to what extent the views of organisations car-
rying out the analysis, i.e. actively dealing with the creation and
maintenance of a desirable organisational culture, and those
not carrying it out differ.

Comparing what individual groups of organisations consid-
er to be a motivation respectively a significant problem upon
which it is appropriate to carry out culture analysis, we found
out that organisations carrying out the analysis most frequently
consider already the transition of an organisation from one
development stage to another to be a motivation. Organisations
not carrying out the analysis were most frequently not able to
formulate their approach, and the others most frequently
declared the consequences of an undesirable culture, i.e. inef-
fective usage of working time, unsatisfactory or insufficient com-
munication between individual organisational units and labour
productivity decrease, as motivations to carry out the analysis.

Comparing the sources of obtaining information on organi-
sational culture of individual groups of organisations, significant
differences were found in terms of the volume of obtained infor-
mation, as 48% of organisations not carrying out the analysis in

their organisational strategy, only 25-33% of
organisations answered affirmatively, while if a Tab. 5: Motivation to carry out organisational culture analysis
clearly and comprehensively defined organisa- T
tional strategy is absent it is very difficult to What motivated your organisation to carry out OroanIsatione N

; h S > s,
derive particular parameters and values of organisational culture analysis? SOl aENIE 0TS
organisational culture from it. In addition, written Decrease in labour productivity 24 26 16
definition of organisational values within an Ineffective usage of working time 30 26 16
organisational strategy can be considered to be Problematic interpersonal relationships at the workplace 28 15 15
one of the first possibilities how organisational ~ {Hidh employee fluctuation — —— 16 | 24 | 26

" . Unsatisfactory or insufficient communication between the individual 40 22 26

management can declare its engagement in the | rganisational units
sphere of culture. Similarly to implementation, it Discrepancy between present organisational culture and strategically 27 250 i0
is also necessary upon the maintenance of a necessary organisational culture
desirable organisational culture to ensure that Outperforming the character of present organisational culture due to
professional promoters have a possibility to rer gtsggiesztlir;sconomlc, social or technical environment of the 25 23 20
on a strong authority of power inside of an  [Transition of the organisation from one development stage to another 46 27 32
organisation, able to actually enforce individual Significant change of size of the organisation 25 24 13
steps. Full support by management is an Significant change in scope of business 3 3 0
inevitable condition of success in the implemen- Change in the position of the organisation on the market, takeover or

: . . merger of the organisation 21 20 13
tation and subsequent maintenance of a desir-

able organisational culture.

In relation to organisations which had
answered the question: «Does your organisation
carry out organisational culture analysis?» neg-

Source: Own research

Tab. 6: Sources of information on organisational culture
(organisations carrying out organisational culture analysis)

atively, we found out a reason why they did not  |Information on organisational culture is obtained by Share of organisations, in %
carry out the culture analysis. Organisations means of: 2010 2011 2012
most frequently answered that they solve prob-  |professional literature 63 18 14
lems recognisable even without the analysis. |f2inings and seminars 70 =2 29
s consultants 34 12 7
Hovyever, these organisations pr_obably do not Hiot ‘obtainiad 10 11 13
realise the fact that the probability of revealing other sources 13 3 6

the origin of a problem without carrying out the

3-4(1)°2014
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inward as well as outward explicit declaration of
Tab. 7: Possible motivation to carry out organisational culture analysis organisational culture affect creation of organi-
- . sation’s identity, as well as its image itself. In
What would motivate your organisation to carry out organ :t'ii[‘]’_ - order to obtain positive result, it is necessary
organisational culture analysis? 2010 | 2011 | 2012 that all employees are identified with the organ-
Decrease in labour productivity 31 28 16 isational values in the greatest possible extent.
Ineffective usage of working time 33 32 16 It is important for this purpose that organisa-
Problematic interpersonal relationships at workplace 30 26 13 tional culture analysis is carried out in the given
High employee fluctuation — __ 2k 1 27 | 12 organisation within the first step, in which it is
Unsatisfactory or insufficient communication between individual 31 22 12 desirable t | the vi f .
organisational units esirable to analyse the views of managing, as
Discrepancy between present organisational culture and strategically 18 5 4 well as marjaged e_mployeeS- Oﬁ th_e grounds of
necessary organisational culture the analysis, desirable organisational culture
changes n economic, social or techrical environmen of the organisation | & | 2 | 3 | for a particular organisation should be spact
Transition of the organisation from one development stage to another 19 12 5 o . . . y
Significant change of size of the organisation 17 13 14 30% of the |ntewlew§d organisations had car-
Significant change in scope of business 10 10 7 ried out such analysis, although awareness of
Change in the position of the organisation on the market, takeover or 19 11 5 the necessity to focus on the creation and
metr 9‘; 0: t’(‘je f?rgan'sat'on maintenance of suitable organisational culture
ot able to define 35 | 36 | 58 was declared by more than 90% of managing

Source: Own research

employees each year. The aforementioned

Tab. 8: Sources of information on organisational culture

(organisations not carrying out organisational culture analysis)

implies that it is necessary to focus on organi-
sational culture in a greater extent, as its nature
is predominantly derived from the fact that peo-

Information on organisational culture is obtained by | Share of org tions, in % ple have a need to belong to someone, which
means of: _ 2010 2011 2012 leads them to an effort to be included in a cer-
prof-sigial literature 5L . 16 tain community of people with the same inter-
trainings and seminars 27 26 12 ts. Th tto b 1t of their t d
consultants 18 > 1 ests. They want to be a part of their team an

not obtained 48 52 71 organisation. However, the usage of this
other sources 9 2 1 human need in human resources management

Source: Own research

presupposes mutual interconnection of person-

2010 and up to 78% of them in 2012 declared that they did not
obtain any information on organisational culture at all. The fre-
quency of obtaining information was also lower in all other
options compared to the organisations carrying out the analysis.

Conclusions. Globalisation is not only related to manage-
ment of international, but also Slovak organisations through
applying functions used by organisations of a similar character
in developed countries. Supportive integration elements of glob-
al policy are values of organisational culture, remuneration,
recognition of efficiency, career planning and achievement.
Some management practices can sometimes be considered as
very directive, and that is why transfer to organisational seg-
ments is not always simple. Integration in global strategies,
therefore, needs to be very sensitive and prudent. In this rela-
tion, usage of the best organisational segments experience
appears positive. Transfer of organisational culture positive
results and human resources management shows the most
natural way towards the global strategy of organisations by
means of mutual support and cooperation.

Even though globalisation is mostly connected to economic
aspects, it also has political, societal, social, and cultural dimen-
sions. In relation to the organisation’s operation at international
level, its culture acquires particular significance. Managers of
organisations are starting to realise that organisational culture
can be a source of competitive advantage, particularly if it is
considered to be valuable, rare and hardly amenable, and it is
incorporated in its strategic management. Such an organisa-
tional culture represents connection of the organisation’s strate-
gic perspective with human resources management, creating
conditions of quality managers and employees adequate
behaviour. It affects all activities of human resources strategic
management, which can eventually result into competence and
motivation of labour force.

Creation of conditions for the employees’ positive behaviour
in line with the strategic intentions and goals of the organisation
is not only conditioned by the complex focus of organisations on
individual human resources management functions, but also on
creation and maintenance of suitable organisational culture.
Organisational culture defines the essential preconditions of the
employee’s behaviour, as it represents a system of assump-
tions, concepts, values and standards adopted and developed
in the organisation, having a great impact on behaviour, think-
ing and presentation of the employees. Simple clarity and
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al values of employees and a system of clearly
formulated consistent organisational values, from which rules of
behaviour within the whole organisation are derived.

High variability of conditions under which organisations
operate, leads to increased necessity of flexibility and readiness
for changes. As the flexibility of the organisation and its readi-
ness to changes is decided by the flexibility and readiness to
changes of people working for this organisation, it is necessary
to put greater and greater emphasis on efficient, effective and
complex human resources management in the organisation, as
well as creation of a suitable organisational culture, which will
support employees upon achieving greater performance on the
one hand, and will be a reason why they remain in the organi-
sation on the other.
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