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ABSTRACT 

Culture is defined an organization’s way of doing things. However, recent studies and researches have 
proven that culture is not merely a process and system created by organizations, but it is also a means for an 
organization to sustain its efforts in gaining a competitive advantage. In the written text of Jim Collins in his 
book entitled, “Built To Last”, he strongly pointed out that an organization with a strong culture are the ones 
that are meant to last and withstand the most difficult moments. Not only is it enough that a company claims 
its place in the industry as the leader, but it needs to be a visionary company. The leaders of the companies 
mentioned by Jim Collins are the ones who were willing to change, reshape and adapt to the ever dynamic 
demands of the business world and built a culture of excellence by learning how to take care of their 
customers and stakeholders, while being pointed towards the future. 

Just like any organization classified as small-medium scale, yet with a large scope of operations, the 
companies mentioned in this research have considered themselves as leaders of the industry. The 
organizations that the researchers have used as population samples belong to different industries, namely: 
training institutions for flight attendants, production office and an I.T. company. As such, the authors noted 
one glaring omission. And that is the lack of an identifying culture that may serve as the bedrock principle for 
these proud organizations to remain number one in the industry and gain a competitive advantage, thereby 
labeling themselves as employers of choice. 

In conclusion, the researchers have discerned that the respondents have seen the importance of 
establishing their own identity through a corporate culture by undergoing a scientific approach conducted by 
OD practitioners. This culture that will be identified and written should be lived and practiced by everyone in 
the office as entrepreneurs do not only see the value of sales figures in the short term, but more of a 
sustainability issue in the long run. Also, a clear set of business statements (i.e. vision and mission statements) 
should be cascaded to everyone in the office. It will serve as a reminder for everyone of where the 
organization wants to be. Another important conclusion is that organizations should have clear core values 
that they adhere to. Core values serve as the pillars of their respective businesses as they carry on with their 
daily operations. Eventually, a strong culture is felt by all customers who commune with the firm. An 
organizations whose culture is strong and built around the premise that taking care of customers, both 
internally and externally are steps into a sustainable and productive business. 

The authors for this study have used qualitative research by conducting focused group discussions (FGD) 
and formal interviews to gather and interpret data requisite for this research. The information the researchers 
have gathered have been interpreted accordingly to fit the aforementioned research proposal. 
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1.Introduction 

1.1 Background  

Culture is said to have strong and influencing 
effects on a firm because a firm’s culture defines 
who are its relevant employees, customers, 
suppliers, and competitors, and how a firm will 
relate with all of these factors. With the business 
world shifting its pivot foot towards a more 
dynamic and proactive approach, the challenge of 
every organization is how to keep themselves 
afloat amidst all the different disruptions that may 
intervene with their success. Companies who have 
focused a great deal of their efforts in rebuilding 
their culture to ensure that not only employees and 
leaders moving in sync towards achieving their 
vision. Studies have also inferred that culture is an 
integral part of a social system and treats culture 
as serving the common good, thereby promoting 
the effectiveness of the organization and well-
being of all stakeholders. 

Small to medium scale enterprises here in the 
Philippines are normally family owned, or if not, 
registered under a sole proprietor ownership. The 
challenge normally of these companies would be 
sustainability and how they can actually take care 
of their people for them to last longer than their 
respective competitors. CEO’s/owners normally 
think that for their respective companies to 
continue growing and keep their heads above 
water is just to focus on sales and keep their 
customers happy. Little do they know that it is 
culture, not just sales figures, that actually sustain 
the life of any organization. The willingness to 
accept this change is a question that top 
management need to address with fervor. As the 
saying goes, “what got you here, won’t get you 
there.” 

1.2 Gap of Knowledge 

Not too many leaders of an organization give 
enough consideration or focus on company culture, 
especially for small to medium scale enterprises. 
The thinking is that culture is just how people 
behave or conduct business with its customers and 
stakeholders, not in the context of how a strong 
culture can actually reshape an organization and 
further establish its foothold in the industry and 
becoming an employer of choice later on. 
Sustainability is also an issue today that needs to 
be looked at closely by a lot of leaders. With 
different forms and levels of chaos that are 
actually impeding operations, organizations need 
to revisit their respective practices, policies and 

norms in order for them to withstand the most 
challenging of times. 

2.Review of Related Literature 

2.1 Organizational Culture 

When one speaks of organizational culture, 
the word fun might be the first thing that comes to 
mind followed by well publicized images of 
Google or Zappos. Fun aspects of corporate 
culture are front and center because they are, well, 
fun. But corporate culture is about more than free 
food, workplace, laundry facilities and worker 
benefits and amenities (Armstrong, 2011).  

Business culture entails many elements – 
those unwritten rules of interacting with one 
another that help people understand what’s 
important to the group and how to behave to 
ensure their success in the organization 
(Armstrong, 2011). 

Culture is defined as a mixture of values, sets, 
beliefs, communications and explanation of 
behavior that provides guidance to people (Awad 
and Saad, 2013). 

Furthermore, the main idea of culture comes 
from sharing in learning processes that have been 
based upon systematic allocation of resources. 
The cognitive systems of humans that help in 
improving thinking and decision making were 
based upon organization culture. The multifaceted 
set of beliefs, assumptions and values helps in 
presenting different level of culture by conducting 
business at an effective manner. The culture of an 
organization has been affected by attitudes, norms 
and beliefs that lead to strong communication 
between employees (Awad and Saad, 2013). 

Ultimately, culture can be argued that it has 
the following elements that make an organization 
unique: vision, mission, core values, rituals, best 
practices, ambiance, sound, color, language, 
image, symbols and service (Villania, 2012). 

With the numerous definitions regarding 
corporate culture, one may infer that the 
employees and all members of the organization 
are responsible stakeholders of upholding the 
culture they have so painstakingly built. 

Performance of the employees may greatly 
be affected also because of the culture that an 
organization has. As such, depending on how a 
certain company carries out things in their 
respective businesses, the employees’ attitudes 
and behaviors are greatly defined as well. 
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Therefore, one can claim that organizational 
culture may differ from one office to another. In 
an article released by GE Capital in 2012, they 
stated that organizational culture can be difficult 
to define and change. It is essentially the sum total 
of attitudes, behaviors, beliefs and traditions of an 
organization. It encompasses the collective goals 
of a company and the standards of expected 
behavior in achieving these goals. And it 
describes the environment and manner in which 
employees interact with each other and the market 
(GE Capital, 2012). 

According to Athena Kaviris who leads the 
human resources of GE Capital Americas, “Every 
company has its own complex and unique culture, 
based on the nature of its work, its history, its 
leadership, the composition of its workforce, and 
even geographical location. And these cultures are 
critical for helping employees define success, 
guided behavior, and set common expectations.” 
(GE Capital, 2012). 

Given that culture can impact an employee’s 
performance, can this mean that having a great 
culture can also mean it can provide a meaningful 
and healthy working environment to work in? 

In a research done by Barbara Armstrong at 
Kahler Slater, it has been written that culture is a 
powerful strategic tool in business today. It is used 
to tell a company’s story, celebrate its successes, 
revere its history, attract employees, intrigue 
customers and provide a tangible connection to a 
company. Over and over, we have heard from the 
best companies that their strong and unique 
cultures really set them apart from other 
companies. They believe their cultures are a 
primary key to their success (Armstrong, 2011). 

2.2 Organizational Culture As A 
Competitive Advantage 

Each business organization aims to be 
number one. Yet, this task is no easy one as 
essential elements are required to be sustained and 
implemented on a consistent basis to assure the 
title of being the best. How does culture fit in all 
of this? 

According to the research of Stark and Royal 
(2013), most admired companies agree that 
corporate culture is a source of competitive 
advantage. However, more than half the 
companies surveyed also believe that there is a 
need to change their cultures to respond to 
changing market conditions. (Stark and Royal, 
2013). 

In the study conducted by Racelis (2009), 
interest in culture as a potential key or critical 
lever for organizational effectiveness has 
increased rapidly because of the rising tide of 
global competition bringing diverse cultures 
together in business and teamwork. Culture is said 
to have pervasive effects on a firm because a 
firm’s culture defines who are its relevant 
employees, customers, suppliers and competitors, 
and how a firm will interact with these key factors. 
Studies postulating relationships between 
organizational culture and the behavior of key 
organizational factors are based largely on the 
functionalist view of culture, which considers 
culture as a component of an integrated social 
system and treats culture as serving the common 
good, thereby promoting the effectiveness of the 
organization and well – being of the stakeholders. 

Culture matters, therefore, to all known 
people and organizations who are in way or 
another interconnected with a company. To 
answer the question of why culture might matter, 
Guiso, Sapienza and Zingales, in their research in 
2013, have found out that culture is considered 
relevant because employees will face choices that 
cannot be properly regulated ex ante. 

Think about a firm with a reputation for 
impeccable customer care. Both managers and 
employees are tempted to save on the effort 
necessary to provide the best care. Offering the 
best effort is costly and the probability of being 
detected is minimal, especially if the shirking is 
only partial: it is hard to prove that the care was 
only slightly subpar. Furthermore, the negative 
consequences of a reduced reputation will not be 
felt right away. One bad episode can hardly 
destroy a long-standing reputation of excellence. 
Hence, without the proper motivation, managers 
and employees are likely to skimp on the quality 
of their services (Guiso, Sapienza and Zingales, 
2013). 

Now that culture has started to emerge as an 
undeniable factor in maintaining the life of a 
business and its strategic stance in the industry, 
several questions also emerge that pique the 
interest of many. Do organizations that manage 
and keep their well – identified stakeholders 
engaged become more effective and standout 
among the competition? How can an organization 
also keep up with the heightened expectations of 
their shareholders? Lastly, when an organization 
is able to fully understand the complexities of 
taking care of their respective stakeholders and 
strategically improve their culture, is that 
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organization headed towards the right direction of 
survivability, or perhaps destined for great 
sustainability? 

Could meeting other stakeholders’ 
expectations come at the cost of creating 
shareholder value? 

Eccles, Ioannou and Serafeim (2012), claim 
that during the last 20 years, a relatively small 
number of companies have integrated social and 
environmental policies in their business model 
and operations on a voluntary basis. They have 
made a posit that these policies are the underlying 
culture of the organization, “a culture of 
sustainability” where environmental and social 
objectives, in addition to financial importance are 
important. These policies also forge a stronger 
culture of sustainability by making explicit the 
values and beliefs that underlie the mission of the 
organization (Eccles, Ioannou and Serafeim, 
2012). 

With regards to stakeholder management, 
other studies and empirical data have shown that it 
is directly linked to superior financial 
performance by enabling firms to develop 
intangible assets in the form of strong long-term 
relationships, which can become sources of 
competitive advantage. In other words, superior 
stakeholder engagement is fundamentally based 
on the firm’s ability to establish such relationships 
with key stakeholders over time (Eccles, Ioannou 
and Serafeim, 2012). 

Furthermore, one needs to remember that 
culture is a building block. Culture provides 
meaning, direction and mobilization – it is the 
social energy that moves the corporation into 
allocation. It is the energy that flows from shared 
commitments among group members (SAGE 
Publishing). 

Parallel to this study is the same concept and 
idea that Toyota shares in cementing its place in 
the automobile industry as the best car 
manufacturer. The management of Toyota 
practices kaizen in accordance with its corporate 
culture of constantly improving to address their 
customers’ ever growing demands. 

Excellence, where it does occur, is a result of 
culture than just process (Liker and Ogden, 2011). 

Every company and every process is subject 
to the laws of entropy – things simply degrade 
over time. For many companies, performance 
declines as a company grows beyond its founders 
and their passion. 

The only way to combat the pervasive 
diseases of entropy is culture – building an 
organization that constantly renews its 
commitment to excellence and to its core 
principles, an organization that can instill those 
principles and the founders’ passion in each new 
generation of employees and leaders. 

For most of Toyota’s history, that culture 
was not formally codified or given an official 
name. It was simply handed down from employee 
to employee – a process that was possible because 
all of Toyota’s leaders had spent their entire 
careers at the company. The model for training 
was the master – apprentice relationship.  

The “Toyota Way” has a simple philosophy 
that is put in this light: “Keep changing and 
improving; if you eliminate waste and quality 
problems, you can operate far more cheaply and 
keep your customers happy.” 

Part of the waste reduction process of Toyota 
is a commitment to follow the founder’s footsteps 
of catching and fixing the problems at the 
beginning of the production process (Liker and 
Ogden, 2011). 

2.3 Employer of Choice 

Having stated all of these in relation to a 
company being excellent and gaining competitive 
advantage, organizations today seek to be labeled 
as employer of choice. According to Balodis, 
employer of choice may be defined as an 
organization where an employee’s and 
organization’s needs are aligned to create a 
working environment that is synergistic. 
Employees feel appreciated and valued for their 
hard work, their contributions are acknowledged 
and rewarded, thereby increasing an 
organization’s ability to attract and retain skilled 
employees. The phrase Employer of Choice (EOC) 
therefore represents a corporate culture. It 
signifies that people want to work for this 
organization and will choose to dedicate 
themselves to its success (Balodis, 2013). 

To reinforce the definition of why companies 
should aim to be labeled as “Employer of Choice,” 
studies conducted by the firm, The Training 
Foundation based in England have determined 
that there are certain key drivers that employees 
look at in becoming highly engaged individuals. 
As identified, they are: caring; honesty and 
fairness; open communication; involvement; 
coaching; and ethical practices. Caring about 
individual team members helps them feel valued 
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and appreciated. Honesty and fairness in everyday 
management decisions builds trust and respect. 
Open communication builds a positive 
environment and stimulates innovation. 
Involving people in work-related decisions 
strengthens their commitment to successful results. 
Coaching and supporting direct reports inspires 
them to achieve their performance goals. 
Ethical management practice reinforces a sense of 
meaning and purpose for all (The Training 
Foundation, 2010). 

3.Vision, Mission and Core Values 

For companies to enjoy continued success, 
all should not be hinged on staggering numbers 
alone. The direction, the process, and the guiding 
principles on how to conduct business should be 
imbibed in all members of the organization. That 
is why, a great deal of companies today, as 
observed, normally post in conspicuous areas their 
respective vision and mission statements, along 
with their core values. Just how important are 
these three essential elements of an organizational 
culture could be? 

In most corporations today, people no longer 
know – or even care – what or why their 
companies are (Ceja, Augilles and Tapies, 2010). 
If one desires to glimpse a company’s defining 
and distinctive features and philosophy, an easy 
recourse is to find its mission statement. Mission 

statements have been used in different forms 
throughout the twentieth century, but became 
common during the 1980’s and by the 1990’s 
were considered a preferred strategic tool by 
companies. 

That being the case, one may contend that 
many companies today are seeing the worth of an 
enhanced and strengthened corporate culture to 
propel themselves into becoming a more 
successful institution. However, more added 
elements may be required to support this claim, 
like for example would be the use of 
organizational core values.  

3.1 Conceptual Framework 

The theory that culture as an essential tool 
for productivity and longevity of an organization 
is crystal. As discussed earlier in previous 
literature, culture needs to be revisited especially 
by the leaders as it brings about added motivation, 
a healthier work environment and most 
importantly, a productive and meaningful one.  

As a framework, the researchers have 
followed the MARS Model of Individual 
Behavior and Results. As such, one may infer that 
the link between organizational culture and 
productivity can be represented in this manner: 

Figure 1 Conceptual Framework 

 

The concept of an organization being 
productive, competitive and even a strong one 
hinges on the theory that a strong organizational 
culture is like an engine that drives the company 

towards its specific goals. Culture needs to be 
made clear to everyone through a series of proper 
on-boarding techniques and systems to establish a 
“buy-in” among all members of the organization. 
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This buy-in is needed to ensure that everyone is 
on the same page as the leaders of the 
organization are. Culture can immediately sway 
one’s perceptions, emotions and even attitudes 
towards work, and all of these can have a certain 
effect on one’s work habits. If an office practices 
proper motivation techniques, then it is expected 
that an employee puts a “career best” performance. 
Whenever an employee is able to live up to the 
expectations of managers because the abilities of 
the employee suit the tasks assigned to him, then 
the employee may exceed expectations as well. 
Any organization who puts an emphasis on how to 
make their employees feel important by making 
them understand individually the importance of 
their respective roles in the organization, it can 
also produce excellent and dedicated employees in 
the workplace. The culture of an organization, 
whenever inviting to work in for any employee, 
may produce the necessary results an organization 
so desires through its productive employees. 

Simply put, it’s like dancing in sync to the 
same tune. However, culture needs to be identified 
clearly through a set of KRA’s and KPI’s linked 
to behavioral indicators. Like in the previous 
articles presented, companies assign specific 
actions linked to for example to core values, serve 
as a premier guide for everyone to act in 
accordance to the corporate culture. This prevents 
anyone to do something that is unwarranted or 
skewed from the true nature of the organization. 

The role of the human resources will serve as 
a critical step in ensuring that the culture is upheld 
and at the same time pushes the organization to its 
known organizational objectives.But then again, 
the task of sustaining all efforts to ensure a 
smooth transition and cultivation of a new and 
improved organizational culture would require 
everyone’s participation and cooperation. Should 
there be any resistance to these efforts, the 
organization whose desire is to improve will only 
remain at status quo. Projects, systems and other 
relevant activities need to be put in place to ensure 
that key performance indicators are met and that 
specific actions needed to improve or realign the 
behaviors of employees with the overall 
organizational culture are met. Again, the 
objective of every organization is to achieve not 
only financial success, but ultimately to become 
an employer of choice. It is in that unique 
distinction that a company becomes established 
and in all facets has achieved a considerable 
amount of success.  

As an employer of choice, the organization 
becomes a word of mouth among graduating 
students. The company becomes the premier 
choice for employment because they believe that 
the firm can provide them growth and give the 
compensation they so deserve. Also, among the 
industry, a company who has been labeled as 
employer of choice would mean that one of their 
unique core capabilities would be the retention of 
employees. Companies would always contend that 
the best assets of any corporation would be the 
people. In aiming for the title “employer of 
choice”, companies believe that the best assets in 
their respective organizations are the “best trained 
employees”. Employer of choice would also mean 
that the culture that permeates in the organization 
is very customer centric. Customers are highly 
perceived and taken care of because organizations 
always consider the customers to be the life 
source for the years to come. This is something 
that is shared by visionary companies who have 
weathered the numerous storms that threatened 
their organizations to close. 

3.2 Statement of the Problem 

Throughout the research, the researcher aims 
to address the following questions: 

What is the effect of organizational culture to 
the success of an organization? 

What does it mean when an organization is 
labeled as an employer of choice? 

How can a strong culture withstand the tests 
of time and become stronger than the competition? 

How does culture affect productivity in the 
workplace, and what are its effects on employee 
performance? 

4.Methodology 

4.1 Research Strategy 

The researchers used informal interviews and 
focused group discussion (FGD) on three separate 
occasions on different small – medium scale 
companies. Questions regarding their respective 
cultures, current practices and even the problems 
related to the behaviors of their employees have 
been raised.  

The companies come from three different 
industries, namely: a technical and manufacturing 
office, I.T. and software development, and a 
training school dedicated to in-flight customer 
service.All of these companies perceive 
themselves to be the leaders in the industry. Due 
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to proprietary reasons, these companies will be 
labeled as companies A, B and C. 

4.2 Sampling Techniques 

In order for the researchers to get all relevant 
data from the respondents, the researchers have 
limited their informal interviews and focused 
group discussions (FGD) to members of top 
management only. Questions directed to top 
management are the ones that the researchers 
would like to shed light on in terms of corporate 
culture. 

4.3 Data Gathering Procedure 

The researchers have prepared a series of 
questions for top management to answer. In order 
for the researchers to avoid difficulty in the 
retrieval, interpretation and analysis of data, the 
researchers have taken down notes as the 
interview went on. Whenever possible, the 
researchers made follow up questions to get 
additional information that were relevant to the 
study. This procedure was done for all three 
companies that the researchers used for the study. 

4.4 Discussion of Findings& Results 

One of the first questions given to the 
respondents was if they could define what 
corporate culture is. While the answers vary, they 
do make a dent of sense since their replies were 
all textbook in one way or another. In retrospect, 
each organization views their respective cultures 
from a demographic point of view and 
management initiatives, but not in a strategic 
sense. Asked if they knew how their culture 
affects their performance and how it is 
transcended to the customers, all three companies 
agreed that they did not know of any effects, or if 
they should actually care at all. 

Depending on the age group of the people in 
the company, the problems regarding their 
respective personnel vary. For Company A, since 
the age group is made up between 22 – 50 years 
old, the most common problem they encounter 
have something to do with attendance and 
attitude/behavior problems. It is also worth 
mentioning that not only is the age group their 
problem, but even the fact that 60% of the work 
force is made up of skilled employees. It is this 
group of people that they normally have problems 
regarding attitude and behavior. 

In contrast to Companies B and C, they are 
both young in terms of age. Both companies share 
an age group between 23 – 30 years old and all of 

them are well educated employees. Asked if they 
have had problems in dealing with problems of 
employees, the common response was they did 
not. One may infer that education and age may be 
determining factors in shaping the culture of the 
organization.  

Part of the research is to ask companies 
regarding their best practices. Best practices as 
defined refer to the strategic activities that are 
initiated by management and the human resources 
department to provide avenues for employees to 
be engaged, recognized and grow laterally, if not 
vertically. The common responses of the three 
companies the researchers have gathered were not 
strategic, let alone providing any hint of growth to 
the employees. For Company A, they strongly 
believe that with spiritual formation, their 
employees would be able to function with a sense 
of integrity and personal well being. Asked if they 
knew of any company within the industry who 
does this, they said that there was none. They 
believed that with this kind of activity, it makes 
them unique and stronger as well. Individual 
behavior types also have an effect on one’s 
performance and cultural alignment. Joining and 
staying within an organization may have varied 
reasons like career opportunities, extensive 
training among others are all important 
considerations in helping reduce the turnover rates 
of the organization. 

For Companies B and C who are made up of 
young professionals, they feel that they are able to 
retain their employees because of the fun working 
environment that they provide their employees. In 
their own opinion, the more fun their personnel 
are having in their jobs, the easier it is for them to 
be able to keep them motivated and at the same 
time creative and productive. In other words, the 
element of having a fun and perhaps relaxed 
organization prevents people from being stressed 
out, therefore, more freedom to operate and 
deliver what is expected from them. 

Core values are essential elements for an 
organization to strategically position itself in the 
industry. While the core values may not be 
immediately felt by the customers who patronize 
the product or service, these principles that 
employees adhere to allow them to provide 
service ultimately to the customers and eventually 
deliver everything in the name of excellence. 
However, for two companies mentioned in the 
research, they have no existing core values to 
cascade and implement in their organizations. The 
reason being is that they believe in delivering 
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customer excellent service without having to 
believe in added principles such as core values. 
The only core value that they adhere to is 
excellence in the job. 

However, now that they are seeing a need to 
establish formally a set of core values for them to 
excel, the clamor to set these values straight and 
cascaded to everyone is a great must for them 
today. CEO’s of both organizations mentioned 
believe that there is indeed a need for them to 
implement such core values to ensure longevity 
and a strategic competitive position in the industry.  

The goal of every company the researchers 
have interviewed for the study has been explicitly 
clear: and that is to be globally competitive and 
become the choice of their respective customers, 
both internally and externally. Therefore, for them 
to rise above the competition, companies often 
undertake certain measures to assure themselves 
of this stature. They constantly conduct planning 
sessions, update manuals and policies, and most 
importantly they train themselves to become 
sharper and better. Asked if it was enough, the 
common answer was “no”. This immediately 
suggests that there is a lot that needs improvement 
on and all three CEO’s mentioned in the research 
agreed that if they could change their culture, 
everything could possibly follow. 

Following this dictum may ultimately lead 
them to becoming the employer of choice. But for 
them, the definition of such a term may be too 
shallow or new to their ears. For them, employer 
of choice simply means being the best in 
everything you do, customer focused and 
excellent in terms of execution and delivery. 
While all of these statements are true for each 
company, a need to align their respective 
companies towards a clear goal remains to be 
imperative and something to be desired for. Their 
clamor to undergo the science of 
building/establishing their corporate identity and 
culture through an organizational development 
(OD) approach is loud and clear. They see the 
need to change and adapt to the demands of 
business nowadays for them to stay ahead of the 
competition. 

5.Summary of Findings, Conclusion 
and Recommendations  

5.1 Summary of Findings 

All three companies mentioned in the 
research claim that they are the leaders in their 
respective industries. But for them to remain to be 

the acclaimed leader, all respondents agreed that 
there is a need for them to change and adapt a new 
culture. The culture that they are looking for is 
something that can position them strategically in 
terms of generated revenues and be labeled as an 
employer of choice. As mentioned earlier by the 
researchers, while the definition that the 
respondents have on what employer of choice may 
be shallow and very much non-definitive, all three 
CEOs in the research envision the need to 
formally establish a corporate identity in a 
scientific manner through an OD approach. 

5.2 Conclusions 

After careful analysis of the study, the 
researchers have come up with the following 
conclusions: 

A strong organizational culture is imperative 
for a company to stay afloat and remain to be the 
leader in any industry it belongs in. Companies 
who have weathered the storm surges of economic 
and political crises have remained strong and 
steady all because of a solid culture that they have 
imbibed in their respective organizations. This is 
true for companies who have undergone massive 
problems in the past and withstood the test. 
Toyota for example, is a great specimen for the 
respondents in the research to benchmark 
themselves with. 

When an employer is labeled as an 
organization of choice, the company becomes not 
only reputable, but a firm where employees 
believe they have an opportunity to grow and 
develop themselves holistically. Employees 
therefore enjoy a wealth of knowledge and 
financial stability while holding on to their 
respective positions in the office. When 
employees are well trained, satisfied and 
genuinely taken care-off properly, not only are 
they productive, but their actions transcend 
towards the customers.  

As mentioned in the study, a company with a 
strong culture has a set of core values and 
principles that allow them to stick together during 
the toughest moments. Management implements 
them and cascades them down to the employees 
so that all of them are aligned in their attitude and 
behavior. Core values are of course only a part of 
the story. Vision and mission statements that are 
clearly defined allow all members of the 
organization to be headed towards a common goal. 
And while the organization sails to its destination 
(vision/mission statements), the core values and 
overall culture they have crafted and implemented 
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allows them to move in coherence and in tune 
with one another. 

Employees who are engaged, aware of what 
the company believes in, passionate with their 
jobs and feel a strong presence of management are 
not only satisfied with their jobs, they are also 
productive. Those who are labeled to be motivated 
or inspired to do their jobs will of course have all 
of these transcended to the customers. Once the 
customers feel that they are well taken care of, it 
is only safe to assume that customers will go back 
to that company and desire to be served again. In 
turn, such a mentality assures the organization to 
have a steady inflow of customers who bring in 
the most important element in their organization, 
and that is cash. These customer payments when 
managed properly by stakeholders can be used for 
a multitude of things. They can be used for 
trainings, employee growth and development and 
of course for a better compensation. 

5.3 Recommendations 

From the study conducted by the researchers, 
the following recommendations have been 
reached: 

Companies involved in the research need to 
formally establish their corporate identity through 
a scientific approach that can be addressed by OD 
practitioners. 

The culture that will be identified and written 
should be lived and practiced by everyone in the 
office, with top management as exemplars of the 
formed culture. 

A clear set of business statements (vision and 
mission) should be cascaded to everyone or 
perhaps even seen in conspicuous areas for people 
to see. It will serve as a reminder for everyone of 
where the organization wants to be. 

Establishing core values is also a must. These 
principles will be the pillars of the organization to 
remind everyone of what are the things they 
believe in as they carry on with the daily 
operations of their company. Eventually, this 
strong culture is felt by the customers and will 
help position themselves strategically in their 
industry. 
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