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Introduction

People join various organizations in most part
of their lives. The organizations are strong social
tools to arrange the relationships between the in-
dividuals. Organizations are goal directed, boun-
dary maintaining, and socially constructed sys-
tems of human activity, which focuses attention
on the social processes involved in the genesis
and persistence of organizations [2]. When an in-
dividual wants to achieve his goals, which require
more power than he has, he must cooperate with
others. These statements make us to conclude
that organizations satisfy the individuals’ needs
with collaborative working processes. Someti-
mes, the complexity of these processes and envi-
ronmental changes force organizations to search
more efficient operational exploration to improve
their effectiveness. This means, increasing the
efficiency will play important role in accelerating
the development of the organizations, hence the
welfare of the members.

In order to decide whether an organization is
successful or not, some indicators of effective-
ness should be analyzed. Customer satisfaction
plays an important role in providing productivity
for the organizations [14]. In addition, employee
satisfaction is also important for successful bu-
sinesses. Effective organizations should have
a culture that encourages the employee satis-
faction [8]. These employees are closer to the
organizational commitment [33]. That is why, it
is important to consider the satisfaction of both
customers and employees for the effectiveness
of the organizations. Customer orientation may
bring the customer satisfaction and this may
improve their financial and growth performance
by the help of their satisfied employees. Due
to these statements; our study will consider
the customer orientation, employee satisfacti-
on, organizational commitment and financial &
growth performance as the indicators of the
effectiveness.

It is sure that there may be many factors increa-
sing the level of effectiveness in the businesses.
As a different aspect, we will analyze the orga-
nizational effectiveness from the standpoint of
organizational culture. Organizational culture is
getting great importance for the businesses and,
is being analyzed by many authors. In our study
we will analyze the organizational culture in terms
of its various dimensions. It is known that culture
is a wide concept and may have many elements
which differ according to the business areas.
Therefore, we should analyze it from a set of di-
mensions which are; involvement, collaboration,
transmission of information, learning, care about
clients, strategic direction, reward and incentive
system, system of control, communication, coor-
dination and integration [17] .

To perform our study, we have applied a re-
search analysis on metalworking manufacturing.
The study is an original study as being applied
on the metal industry. This sector has been se-
lected for several reasons. The metal sector has
great significance in the global economy. The
experts in this sector create their strategy maps
by following the global market conditions. This
makes our study gain an international importance.
Besides the global view, we selected this sector
for some other reasons. Since the metalworking
manufacturing is heavy industry, the working con-
ditions in this sector is rather hard. The results of
this study will help to cope with these hard wor-
king conditions. From social work perspective,
there is significant number of employees in the
metal industry of the world. In this manner, the
subject will concern a great number of people. In
addition, investing on this sector requires great
amount of monetary power, which may discoura-
ge the investors. Therefore, the investors will gain
a different point of view in the decision process
of investing on this sector. Lastly, there are not
considerable researches related with the develo-
pment of this sector (depending on the factors
stated in our model). Hence, the organizations
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will gain an extensive vision to grow in the sector
and this will help to raise their effectiveness. Fur-
thermore, our study may contribute to the globally
acting sectors other than metal that are challen-
ging similar problems.

1 Importance of Effectiveness for
Organizational Development

In the organizations, the members are diffe-
rentiated in terms of roles. A system of structural
interpersonal relations is managed in organiza-
tions, where the inputs are processed and the
outputs are used as products by the efforts of
the members. The organizations are always in
an examination in the market and the key points
of this examination are the products of the orga-
nizations. Additionally, the relationships with the
customers and shareholders also play important
role in this examination. In the context of partner-
ship between two or more organizations, throu-
gh exchange of information partners are kept
informed of each other’s role and development
with respect to the effectiveness of the alliance
[27]. Finding the gaps and building the bridges
between -the customers and the organization- or
between -the shareholders and the organization-
(which requires a well communication within the
organization and between the organizations) will
contribute to organizational development. Effecti-
ve communication is the lifeblood of a successful
organization and it reinforces the organization's
vision, connects employees to the business,
fosters process improvement, facilitates chan-
ge, and drives business results by changing
employee behavior [44]. The communication of
new knowledge and ideas from external entities
can fertilize the strategic planning discussions
and may lead to better strategic alternatives [3].
Besides that, the innovative firms must effectively
utilize external information [40]. This means that
the external analyses are the main part of big
picture analysis for organizational development
in effective organizations. Since the business
environment is changing day by day, following
the sociological, technological, economic and
political changes in the business landscape will
affect the organization's success. In different
environmental conditions, organizations should
compose different structures and the tasks must
be defined flexibly. This involves giving more im-

portance to the basis of organization members’
expertise rather than their hierarchical levels.
In addition to external analyses, the adaptation
to external changes comes into prominence for
the organizations. According to Warren Bennis
[7] organizational development is a response to
change, a complex educational strategy inten-
ded to change the beliefs, attitudes, values, and
structure of organizations so that they can better
adapt to new technologies, markets, and challen-
ges, and the dizzying rate of change itself.

Cummings and Worley [12] define organi-
zational development as a process by which
behavioral knowledge and practices are used to
help organizations achieve greater effectivene-
ss, including improved quality of life, increased
productivity, and improved product and service
quality. Moreover, organizational development
is oriented to improving the total system, the
organization and its part in the context of total
environment that impact upon them [32]. These
definitions state that increasing the effectiveness
of the organizations assist in the development of
the organizations and we may think the ‘effective-
ness’ as a part of developing process.

1.1 Measuring the Organizational
Effectiveness

Effectiveness of the organizations is measured
by the congruence between the goals of the
organization and the observed outcome. Measu-
rement is important in deciding the degree of this
congruence between the goals and the outco-
mes. The effectiveness is measured as how well it
works and achieves to its intended results. Thus,
this will help the organization to assess itself how
nearer it has approached for the perfection. Peter
Drucker has defined the effective organization as
‘doing the right thing’ [16]. In another definition
of organizational effectiveness, Mintzberg (1991)
has suggested that organizational effectiveness
will occur when the interplay of seven basic
forces; direction, efficiency, proficiency, inno-
vation, concentration, cooperation/culture and
competition/politics is managed effectively [16].
The participants who are in relationship with the
organization such as employees, customers or
shareholders play the main role for the organi-
zational effectiveness. Therefore, it will not be
wrong to assume the organizational effectiveness
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as related with the ‘supplying the customer and
employee satisfaction’, ‘increase of the producti-
vity', and ‘profit for the organization’. In considera-
tion of these descriptions, we will try to measure
the organizational effectiveness in terms of four
indicators; customer orientation, employee satis-
faction, organizational commitment and financial
& growth performance.

1.1.1 First Indicator: Customer Ori-
entation

Marketing is getting great importance for the
firms day by day, which help them to increase
their profits. The market oriented firms perform
serious analyses for the marketing concept. Kohli
and Jaworski (1990) point out three groups of
activities to define the market orientation; gene-
ration of market intelligence relating to present
and future customers' needs, dissemination of
intelligence across departments within the orga-
nization and the organizational responsiveness
[9]. This basic definition can be explained as;
scanning of the environment to gather informa-
tion about customers and competitors, dissemi-
nation of this information to all of the members
of the organization for maximum utilization and
converting this information as new (value-added)
actions to offer to the marketplace. The other
definition for market orientation which has been
stated by Martin and Grbac (2003) is that; it is the
implementation of marketing activities designed
to satisfy customer needs better than competitors
[15]. These definitions state that market orientati-
on is crucial for the organizations and the basic
part of market orientation is to focus on the cus-
tomers. Hence; the organizations, which analyze
their customers’ needs better, will be more mar-
ket oriented. Kohli and Jaworski [25] define the
customer orientation as representing the degree
to which customer information is both collected
and used by the business unit. For Deshpande et
al. [13], customer orientation is the set of beliefs
that puts the customer into the center, while not
excluding those of all other stakeholders such as
owners, managers, employees, in order to deve-
lop a long-term profitable enterprise. Therefore,
the organizations use the customer information
to forecast the future needs of them. Thinking of
the customers' priorities in the organizations is
the main part of customer orientation. The firm

should cluster its customers and make a classifi-
cation of them depending on various properties.
Due to the subject of this paper, being more -cus-
tomer oriented- will affect the development of an
organization and we will use the customer orien-
tation as a factor of organizational effectiveness.

1.1.2 Second Indicator: Employee
Satisfaction

Utilizing from the employees is important for
the effectiveness of the firms. This contributes
to have competitive advantage; and mostly,
human resource management (HRM) deals
with this subject in the organizations. There is
the ‘employee concept’ in the center of HRM.
Lawler (1986) argued that a firm’'s HR strategy
should be centered on developing skills and
ensuring motivation and commitment [43]. In
this statement, ‘ensuring the motivation’ is con-
cerned with the employee satisfaction. That is
why; the satisfaction of the employees takes an
added importance. Employees are more loyal
and productive when they are satisfied [21], and
these satisfied employees affect the customer
satisfaction as well as organizational producti-
vity [387]. Employee satisfaction is defined as
the combination of affective reactions to the
differential perceptions of what he/she wants
to receive compared with what he/she actual-
ly receives [11]. Therefore, the organizations
should try to supply the employee expectations
in order to approach the employee satisfaction.
In addition, emotional state of the employees
may also affect their satisfaction. This forces
the managers to create and sustain the desired
working environments in the organizations. One
the other hand, as stated by Organ and Ryan
(1995), the employee satisfaction is one of the
basics of organizational citizenship behavior
[35]. That is, the well-satisfied employees will
work more willingly and; this contributes to
the effectiveness of their organizations. To
investigate what the employees are satisfied
by and measuring the employee satisfaction
in the workplace is critical to the success and
increases the profitability of the organization
for having competitive advantage [23]. Hence,
these statements point out that employee satis-
faction may be selected as another indicator of
organizational effectiveness.
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1.1.3 Third Indicator: Organizational
Commitment

It is widely accepted that organizational commit-
ment is the psychological strength of the linkage of
a member to his organization in the literature. Ac-
cording to Meyer and Allen [29] an employee can
simultaneously be committed to the organization
in an affective, normative, and continuance sense,
at varying levels of intensity. They describe the af-
fective commitment as it refers to the employee’s
emotional attachment to the organization; continu-
ance commitment refers to an awareness of the
costs associated with leaving the organization and
normative commitment reflects a feeling of obligati-
on to continue employment. Rather than this basic
definition, organizational commitment affects the
willingness level of an employee about performing
the organizational tasks and hinders mental escape
from the work environment. The employees who
feel more sense of organizational commitment exert
extra effort for the organizational tasks. Furthermo-
re, organizational structures need rules and the in-
dividuals should obey them. Whenever these rules
bore the members, the high strength of organizatio-
nal commitment may be a facilitative factor. Besides
all, we understand that organizational commitment
will be a factor of affecting the way of performing
the organizational tasks. Therefore, the organiza-
tional commitment will be measured as the other
indicator for effectiveness in our research model.

1.1.4 Fourth Indicator: Financial &
Growth Performance

The financial performance is the measure of
a firm's financial health and the growth perfor-
mance is related with the increase in the volume
of sales, number of employees and new products
compared to previous periods. The monetary terms
and the financial ratios are used in order to remark
the financial performance of a firm. In our study,
the survey items of financial & growth performan-
ce- were responded only by the ‘managerial level
employees’. The financial & growth performance
is a concrete indicator, which informs about the
strength of a firm. Return on equity, return on as-
sets, net profit margin from main activities, revenue
from new products, overall business performance,
average annual growth in sales, amount of new
product, relative growth in market share, average
annual growth in the number of employee, growth

in the number of new customers, overall competiti-
ve position and general profitability are the items,
(which we asked the managerial level respondents)
to measure the related indicator.

2 Organizational Culture

2.1 Definition of Organizational
Culture

The people learn most of the behaviors and be-
liefs from the people they grow up with. Although
each individual has unique talents and personal
preferences, the behaviors and beliefs of the
people in the same organizations show common
properties. This helps the organizations to create
their own cultural properties. Since the members
in the organizations work together in performing
a job, the created culture will enable the organi-
zation members to understand each other and,
work effectively. Deshpande and Webster (1989)
make a definition for culture that, it is the pattern of
shared values and beliefs that help members of an
organization understand organizational functioning
and thus teach them the behavioral norms in the
organization [22]. Culture is the shared knowledge
and schemes created by a set of people for percei-
ving, interpreting, expressing and responding to the
social realities around them [26], and is an active
living phenomenon through which people jointly
creates and recreates the worlds in which they live
[31]. The beliefs and ideas of the organizations
have created the culture, which cannot be seen but
its physical manifestations are felt in the work place.
Actually, the working environment is surrounded by
the culture, which shapes the job relationships and
processes in the organizations. For Schein [38],
the organizational culture helps the organizations
to solve its problems of external adaptation and
internal integration by creating a shared pattern. As
the new members come into the organization, they
perceive and think these problems in this shared
pattern. According to these definitions; a group of
people come together to perform a job, they need
a set of rules to act in common manner and they
need to know how to act in various circumstances.
-Knowing how the other members of the organi-
zation act in the same circumstances- gathers the
organization members under the same umbrella.
Organizational culture is also taken into conside-
ration in the decision making process of long-term
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plans for strategic planning. O‘Cass and Ngo
[34] state that market-oriented behaviors (which
generally take place in the organizations’ strategy
maps) are driven by the organizational culture that
manifests itself in specific behaviors. That is why
the strategic planners place much emphasis on the
strong role of culture. This helps the organizations
to have competitive advantages and nourishes the
organizational health.

2.2 Related Dimensions of the Orga-
nizational Culture

It is widely accepted in the literature that the or-
ganizational culture is a complex concept. It may be
analyzed from various perspectives. After a detai-
led investigation of the literature, the best fitting cul-
ture dimensions (in accordance with our research
area) were selected from the study of GineviCius
and VaitkUnaité [17]. The multidimensional nature
of organizational culture will be investigated in
terms of involvement, collaboration, transmission of
information, learning, care about clients, strategic
direction, reward and incentive system, system of

control, communication, coordination and integrati-

on [17]. For Ginevic¢ius and Vaitkunaité [17];

* The first dimension -involvement- is providing
favorable conditions for all the members of the
organization for decision making and giving
various ideas or suggestions.

* Collaboration is the encouragement of the
teamwork rather than individual work.

* Transmission of information is defined as the
reaching of new or other important informati-
on to the employees in due time.

e Learning is the process of the activities to
increase the existing knowledge.

* Care about clients is related with the satisfac-
tion of the customers.

» Strategic direction deals with achieving the pre-
-identified goals and plans of the organization.

* Reward and incentive system provides motiva-
tion for the employees.

* System of control assists the managers in
supervising the employees.

e Communication is the lifeblood for an organi-
zation that builds bridges among the employe-
es within the organization.

Fig. 1: The Model

Involvement
Collaboration
Leaming
Care about
Clients

Strategic
Direction

Incentive
System
System of
Control
Coordination
and Integration

Reward and
Communication

Organizational Culture

Employee
Satisfaction

Customer
Orientation

Organizational
Effectiveness

Financial &
Growth
Performance

Organizational
Commitment

Source: own.
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e Coordination and integration is different
from communication that it ensures to work
effectively with the persons from other
departments or groups when carrying out
common activities.

As a matter of fact, we may increase the num-
ber of the organizational culture dimensions and
each of the organizational culture dimensions has
different roles on the organization’s progress. The
selected dimensions in this paper are believed to
be the basic and important ones for metalworking
industry organizations.

3 The Research Model

Related to our subject, we have constructed
a relationship between the concepts, and crea-
ted a model. According to the model, organiza-
tional culture dimensions affect the organizati-
onal effectiveness. The model for this research
(depending on these factors) may be seen on
figure 1.

4 Methodology

The research plan has been stated as; resear-
ching for the survey questions on the literature,
constructing the best fitting survey from the

alternatives, reaching the participants and infor-
ming them for the survey, gathering the data, and
measuring & analyzing these data.

4.1 Scales

To perform our research, we have searched for
the related scales in the literature. We did not
construct our own scale. The scales have been
obtained after a detailed investigation of the lite-
rature. Two different scales were used to gather
data. There are six descriptive items for the first
type of questions and 68 items for the second
type of questions. The second type of questions
is to calculate the value of organizational culture
and organizational effectiveness. We asked the
respondents to fill 39 items for organizational
culture and 29 items for organizational effective-
ness. Organizational effectiveness is composed
of employee satisfaction (8 items), customer
orientation (9 items), organizational commitment
(4 items) and financial & growth performance
(8 items). In the second type of questions, the
respondents have filled the statements in -Likert
response categories- ranging from 1 to 5, which
(1) is strongly disagree and (5) is strongly agree.
The scales that we applied and their origins may
be seen on below tables.

Tab. 1: Organizational culture scale

Involvement
gestions, notes and so on

work willingly

1. All employees have favorable conditions for decision making and for giving various ideas, sug-
2. There are created good conditions for the interesting work, therefore employees get used to their

3. Rituals and traditions of enterprise unite employees to work further effectively

Collaboration

or projects

consulting other ones

4. Managers consult subordinates (they collaborate)
5. Teamwork is used more often than individual work, especially when solving important questions

6. When problems, difficulties or questions arise, employees solve them more individually than by

Transmission of information

7. New or other important information reaches employees in due time

8. Employee is often lacking information, which is necessary to make decision or to work

9. Employees (also managers) often misunderstand each other (improper transmission of information)
10. Managers do not provide feedback to the employees
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Learning

11. It is permanently invested into knowledge and skills of employees (different courses are offered
and so on)

12. Managers improve themselves permanently

13. Employees teach each other, share skills and knowledge

14. Various investigation/analysis (e.g. of product characteristics, consumers and personnel ne-
eds) are made permanently

Care about clients

15. It is enough invested into improvement of product/service quality

16. Employees look after clients and satisfaction of their needs permanently

17. Dissatisfaction of clients is always removed

18. It is offered to the client, what enterprise thinks is better, but not this, what client desires

19. Enterprise inquires customers opinion about products/ services and improvement of them and
takes that into account

Strategic direction

20. Enterprise has a long-term strategy, plans and goals

21. Goals and plans are achieved purposefully

22. Your enterprise is as leader showing direction, other enterprises “follow” it
23. Work is planned so, that everybody knows what and how to do his/her job
24. Vision of enterprise becomes reality little by little

Reward and incentive system

25. Reward system is correct (employee is getting salary/ wage according to the results and ef-
forts)

26. It is always rewarded (in monetary or other form) for the good works, ideas, innovations and so on

27. Existing punishment system is correct

28. Employees are more often awarded than punished

29. Managers care about welfare of employees (e.g. they are provided with free services,
things and so on)

System of control

30. Existing rules and norms are more directive (i.e. show direction) than restrictive
31. Employees have too much freedom; they think that manager must show direction

32. Managers control subordinates too much

Communication

33. Managers more often ask than command

34. Managers' teaching and deeds are always at variance

35. Manager always strives to help and advice employee

36. Communication between employees is friendly (more informal than formal)

Coordination and integration

37. ltis very hard to work with person from other department/ group

38. Departments (groups) have difficulties when carrying out common activity, sharing information
and so on

39. Different departments (groups) have many common things (goals, tasks, celebrations and so on)

Source: Ginevicius & Vaitkanaité (2006) [17]
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Tab. 2: Employee satisfaction scale

-

| expect to remain working here for at least the next two years, assuming | continue to meet per-
formance expectations.

| would recommend our organization to friends as a good place to work.

Our company values are consistent with my personal values.

There are no processes or organizational barriers to my doing a good job.

The work that | do makes a difference to this organization.

Our leadership team has the capabilities and commitment to address the challenges our organi-
zation faces.

| am trusted to make meaningful decisions in my day to day activities.

8. | am paid fairly, given my responsibilities and performance.

o ah N

N

Source: Michelman (2003) [30]

Tab. 3: Organizational commitment scale

9. |l would be willing to change companies if the new job offered a 25% pay increase.

10. | would be willing to change companies if the new job offered more creative freedom.

11. I would be willing to change companies if the new job offered more status.

12. I would be willing to change companies if the new job was with people who were more friendly.

Source: Hunt et al. (1985) [20]

Tab. 4: Customer orientation scale

13. We have routine or regular measures of customer service.

14. Our product and service development is based on good market and customer information.
15. We know our competitors well.

16. We have a good sense of how our customers value our products and services.

17. We are more customer focused than our competitors.

18. We complete primarily based on product or service differentiation.

19. The customer’s interest should always come first, ahead of the owners.

20. Our products/services are the best in the business.

21. | believe this business exists primarily to serve customers.

Source: Deshpande et al. (1993) [13]

Tab. 5: Financial & growth performance scale

Compare the below items according to your rivals (considering the last year);
22. Return on equity

23. Return on assets / pre-tax

24. Net profit margin from main activities

25. Revenue from new products

26. Overall business performance

27. Relative growth in market share

28. Overall competitive position

29. General profitability

Source: Antoncic & Hisrich (2001) [4], Venkatraman & Ramanujan (1986) [41], Lynch et al. (2000) [28], Zahra et al. (2002), [45],
Chang et al. (2003) [10], Baker & Sinkula (1999) [6], Vorhies & Morgan (2005) [42]
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4.2 Sample and Data Collection

We drew our sample from the employees of
metalworking firms in Turkey. The selected firms
have had manufacturing process. They are all pro-
fit organizations. After specifying the sample, we
have formed the survey instrument and searched
for the potential participants to send the questi-
onnaire. More than 1000 contacts were made or
attempted. Some of them were ineligible, some
of them refused to participate in the survey, some
of them did not respond although they accepted
to participate. A total of more than 600 surveys
returned, however, some of them had excessive
missing values and were excluded from the ana-
lysis. Finally, the valid responses have reached to
578. We have sent the questionnaire to the parti-
cipants via electronic mail. In some occasions, we
telephoned to the firms to inform about the survey
and requested to join it.

4.3 Analysis and Results

After gathering the data, we have entered
them in SPSS (Statistical Package for the Social
Sciences) version 11.5. These entered data have
been analyzed by some of SPSS tools, which are
descriptive statistics, reliability analysis, factor
analysis, correlation analysis and regression
analysis.

4.3.1 Results of the Descriptive Sta-
tistics

As the first analysis, we have described the
basic features of the data with the descriptive
statistics to provide simple summaries about
respondents.

¢ Out of 578 respondents, the average age of
individuals who joined the survey is 32.75
(Mean=32.75, Standard Deviation =7.94).

¢ The average of total working year is 11.01
(Mean=11.01, Standard Deviation =7.91).

* The average of working year on their current
firm is 7.69 (Mean=7.69, Standard Deviation
=6.21).

¢ 8% of 578 employees are graduated from pri-
mary school (44/578), 67% of them are gra-
duated from high school (387/578), 25% of
them are graduated from college (147/578).

¢ The respondents who are between the age of
19 and 25 are 20% (116/578), between 26

and 35 are 47% (272/578), between 36 and
45 are 24% (141/578), older than 46 are 8%
(49/578).

* The managers consist of 7% of total (40/578).

* The employees working on the production
department are 56% (322/578) and the other
departments are 44% (256/578).

* The rate of the respondents whose job-life is
between one and 10 years is 54% (314/578),
11 and 20 years is 32% (183/578), more than
20 years is 14% (81/578).

* The rate of the respondents who have been
working on their current firm for 1 to 10 years
is 71% (410/578), for 11 to 20 years is 24%
(138/578), for more than 20 years is 5% (30/
578).

4.3.2 Results of the Reliability Ana-
lysis

The second applied analysis at SPSS was the
reliability analysis. The computation of Cronba-
ch’s alpha on the reliability of a test is a good
alternative in SPSS [18]. The Cronbach’s alpha
value has come out as 0.78 for organizational
culture, 0.99 for employee satisfaction, 0.90
for customer orientation, 0.99 for organizational
commitment and 0.93 for financial & growth
performance. Vavra (1999) states that a scale is
reliable if its Cronbach’s alpha value is equal or
above the value of 0.70 [36]. Since each of the
Cronbach’s alpha values (which we calculated by
SPSS) are above 0.70, we have proved that the
scales we used for our research are all reliable.

4.3.3 Results of the Factor Ana-
lysis

The third analysis is the factor analysis in order
to specify a set of observed variables in terms of
a small number of factors. In the factor analysis,
-the factor loadings- show, what percent of each
item has been loaded to the factors. Furthermo-
re, the total explained variance (which we have
calculated by the factor analysis tool on SPSS)
shows the total measuring capacity of items for
the related variables.

In factor analysis, it is a common rule that -the
values above 0.50 in rotated component matrix-
are acceptable [1]. We will analyze the results
due to this statement. Therefore, for the results
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of the factor analysis of the organizational effe-
ctiveness; employee satisfaction, customer orien-
tation, organizational commitment and financial &
growth performance has gone to different factors.
This shows that each of the organizational effecti-
veness variables indicates different meanings for
the respondents (see table 6). The factor analysis
also helped us to know our scale’s measuring ca-
pacity of organizational effectiveness, which has
come out as 0.90.

Subsequently, we have investigated the factor
analysis results of the organizational culture. For
the results of the factor analysis of the organi-
zational culture; involvement and collaboration,
communication, coordination and integration
have gone to the first factor. Learning, reward
and incentive system, and system of control have
gone to the second factor. Care about clients and
strategic direction have gone to the third factor
and transmission of information has gone to the

Tab. 6: Rotated component matrix (factor analysis of organizational effectiveness)

Component
1 2 3 4

Question01 0.34915 0.89708 0.03759 0.19979

5 | Question02 0.36643 0.87721 0.05856 0.24525
£ | Question03 0.36151 0.88159 0.03479 0.23428
ﬁ: Question04 0.35066 0.87173 011292 0.22089
8 | Question05 0.34483 0.89958 0.04865 0.21678
< | Questionos 0.36743 0.88973 0.03595 0.20773
& [ Questiono7 0.31987 0.88745 0.01092 0.25034
Question08 0.35475 0.86274 0.05543 0.28901

T £ |Question09 0.35434 0.41781 -0.01739 0.81935
% E | Question10 0.33500 0.34464 -0.05155 0.87058
g § Question11 0.31885 0.41652 -0.02418 0.84062
S © | Question12 0.31316 0.37150 -0.06733 0.86460
Question13 0.90417 0.33341 -0.04914 0.20245

_ | Question4 0.89195 0.38242 -0.02551 0.17401
£ | Question15 0.92402 0.28950 -0.06086 0.19430
§ | Question16 0.87934 0.36490 -0.01034 0.23467
O | Question17 0.93182 0.29044 -0.02898 0.14125
€ [Question18 0.90173 0.32818 -0.07897 0.20253
§ Question19 0.93767 0.27284 -0.05062 0.16218
Question20 0.91680 0.30809 -0.07140 0.19995
Question21 0.92906 0.26627 -0.04182 0.19599
Question22 -0.12115 0.01328 0.89882 -0.06830

2 | Question23 0.03527 0.08169 0.86734 -0.19833
S | Question24 0.05988 -0.09064 0.81886 -0.02621
& & | Question25 0.08550 0.31221 0.64950 0.18370
z g Question26 -0.11519 -0.01099 0.89238 -0.01680
€% | Question27 0.00612 0.18668 0.78765 0.00631
i Question28 -0.10241 -0.12644 0.71143 0.06327
Question29 -0.09598 0.01631 0.90881 -0.04557

(Extraction Method: Principal Component Analysis. Rotation Method: Varimax with Kaiser Normalization, with 5 iterations.)

Source: SPSS 11.5 (Statistical Package for the Social Sciences)
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Tab. 7: Rotated component matrix (factor analysis of organizational culture)

Component

1 2 3 4
o Question01 0.84221 -0.27133 -0.29082 0.09171
_é é Question02 0.82134 -0.31889 -0.31302 0.11388
Question03 0.85301 -0.27100 -0.30229 0.13067
& Question04 0.83249 -0.28858 -0.37615 0.14921
qé— _é Question05 0.83612 -0.29541 -0.38422 0.14258
8 Question06 0.83236 -0.28383 -0.38081 0.15005
s 5 Question07 0.19441 -0.08540 0.12398 0.95533
é’ g Question08 0.16242 -0.07846 0.11977 0.96101
% :CEE Question09 0.22943 -0.07890 0.10355 0.94921
=5 Question10 0.19145 -0.05449 0.09611 0.96419
Question11 -0.25236 0.90959 0.04828 -0.11846
g Question12 -0.33373 0.86861 0.06196 -0.20074
§ Question13 -0.26182 0.90711 0.08102 -0.12630
Question14 -0.32624 0.83053 0.05539 -0.21891
% Question15 -0.32226 0.06700 0.91181 0.08860
% Question16 -0.29504 0.05998 0.90280 0.07650
E Question17 -0.27568 0.06410 0.91661 0.08060
; Question18 -0.26820 0.08960 0.92360 0.03120
8 Question19 -0.28134 0.13516 0.89161 0.07289
5 Question20 -0.34811 0.05773 0.92557 0.04245
'g Question21 -0.33832 0.02340 0.92796 0.02462
E Question22 -0.30857 0.03998 0.93828 0.06989
g Question23 -0.35018 0.04999 0.92464 0.06518
ﬁ‘- Question24 -0.27940 0.05918 0.94298 0.07278
€ Question25 -0.17505 0.94511 0.18004 0.04081
-‘% i Question26 -0.15318 0.95944 0.11168 0.08555
E E Question27 -0.15114 0.96558 0.03853 0.11439
é % Question28 -0.15241 0.95170 0.16369 0.02362
< Question29 -0.09728 0.97120 0.04310 0.07760
€ ?O; Question30 -0.28302 0.91846 0.01469 -0.11332
%é Question31 -0.27252 0.87081 -0.03307 -0.13744
k) Question32 -0.38798 0.84576 0.01789 -0.12827
& Question33 0.87033 -0.27572 -0.31144 0.10490
% c Question34 0.87724 -0.25175 -0.32778 0.11452
§ 2 Question35 0.82120 -0.31618 -0.37064 0.15966
© Question36 0.83998 -0.26299 -0.34304 0.09846
g ° é Question37 0.84220 -0.21876 -0.31705 0.13730
-§ g ;g;, Question38 0.86848 -0.25717 -0.34935 0.13017
O = E | Question39 0.89017 -0.21168 -0.27847 0.156393

(Extraction Method: Principal Component Analysis. Rotation Method: Varimax with Kaiser Normalization, with 6 iterations.)
Source: SPSS 11.5 (Statistical Package for the Social Sciences)
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Tab. 8: Correlation analysis matrix

k3 X . S c
: | 5 |8 g | S8 £ | g8
5 2 | 28 3 a 22| . S | 2%
£ 5 a3 o 3 o s@ | B £ g >
s 5 E® £ Lol ® To | EB £2
2 =3 @ E S €| 8¢ g 2 g = £ TE
g S | 88| § | 52| fs| 55 zs| E | 82
£ o = E 3 oo | BB | ¢8| @0 o o5
Pearson | () 331+« | 0,363 | 0,121 | 0,280** | 0,705** | 0,710** | 0,319** | 0,238** | 0,341** | 0,319**
Correlation
Org. |Sig. 0,00 [000 [000 |000 |000 [000 |000 [000 [000 |0,00
Eff. |(2tailed) | ' : ' ' ' ' ' ' '
N 578|578 |578  |578  |578  |578  |578  |578  |578 | 578

fourth factor (see table 7). The factor analysis also
helps us to know the value of the cumulative ex-
plained variance of organizational culture items,
which has come out as 0.936.

The next analysis that we have applied to our
research is to find out the results of ‘Kaiser-
-Meyer-Olkin (KMO) test' and ‘Bartlett's Test of
Sphericity’. These tests inform the researchers
about the adequacy level of factor analysis [39].
In order to conclude whether the amount of data
is sufficient to measure our research and ade-

**Correlation is significant at the 0.01 level (2-tailed).
Source: SPSS 11.5 (Statistical Package for the Social Sciences)

quate for the factor analysis, we have performed
these two tests. Consequently, the results of
Bartlett's test of our research are significant (at
the 0.000 level) for all of the variables and, the
measures of KMO tests are; 0.97 for organizati-
onal culture and 0.78 for organizational effecti-
veness. KMO test result is adequate above the
value of 0.50 and the result is to be considered
better as this value approaches to 1 [5]. Therefo-
re, results of these tests approve the adequacy
of our scale.

Tab. 9: Regression analysis scores

Model Summary

. Std. Error of
Model R R Square Adjusted R Square the Estimate
1 7792 .606 .600 .61399

a Predictors: (Constant), involvement,

collaboration,
clients, strategic direction, reward and incentive system, system of control, communication, coordination and

transmission of information, learning, care about

integration.
b Dependent Variable: Organizational Effectiveness.

integration.
ANOVA®
Model Ssq uurzrce)fs df Mean Square F Sig.
Regression 329.390 10 32.939 87.374 .0002
1 Residual 213.753 567 377
Total 543.143 577
a Predictors: (Constant), involvement, collaboration, transmission of information, learning, care about

clients, strategic direction, reward and incentive system, system of control, communication, coordination and

Source: SPSS 11.5 (Statistical Package for the Social Sciences)
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4.3.4 Results of the Correlation Ana-
lysis

After proving that the scales are reliable and
sufficient to measure our data, we may search for
the correlation analysis. The correlation analysis
gives the results about the variables whether
they tend to vary together or not. For the results
of the correlation analysis —as seen at table 8-,
there are significant correlations (at the 0.000
level) between organizational effectiveness and
each organizational culture dimensions (involve-
ment, collaboration, transmission of information,
learning, care about clients, strategic direction,
reward and incentive system, system of control,
communication, coordination and integration).

4.3.5 Results of the Regression Ana-
lysis

As the other statistical tool, we have applied the
regression analysis to our research. Since the re-
search questions have the capacity of measuring
the variables, we will be able to investigate the
significance of the model. The ANOVA table (see
table 9) of regression analysis informs us that our
model is significant (at the 0.000 level).

Additionally, the organizational culture dimen-
sions can explain 60% of the total variance of
organizational effectiveness. This is the R square
value that can be seen on model summary part of
regression analysis (table 9).

Conclusion and Discussion

Our study is based on organizations. The
term social system refers to large aggregates
of human relationships such as organizations,
neighborhoods or society itself [19]. In organiza-
tions, people come together and try to connect
the interdependent parts of the mechanism to
improve the efficiency for organizational deve-
lopment. Organization concept is being used in
a wide field and it is getting great importance day
by day. This is why most of researchers study this
concept. Most of the studies indicate that the
results of a ‘management research’ may vary from
one sector to another even if these sectors show
close similarities.

An industry shakeout can be explained as the
solidification of an industry, and it requires the
smaller and weaker organizations either to be

acquired or driven out of business [24]. In order
not to be driven out of business, the organizations
have to know the ways of effectiveness. Organi-
zational effectiveness has a complex structure,
which directly concerns the development of the
organizations. In this paper, we have investigated
the relationship between organizational effecti-
veness and organizational culture dimensions.
For the results of our study, we concluded that
organizational effectiveness has significant co-
rrelations with the cultural dimensions; involve-
ment, collaboration, transmission of information,
learning, care about clients, strategic direction,
reward and incentive system, system of control,
communication, coordination and integration.
Additionally, organizational culture has an impact
on metalworking industry to increase the effecti-
veness. The total explained variance of organiza-
tional effectiveness depending on organizational
culture dimensions is just above a middle level
(0.60), which entails the researchers to find out
other factors, join the model and increase the
concerned value.

The effective organizations should provide
employee satisfaction and organizational com-
mitment, as well as disseminate the ‘customer’
concept to all departments. This requires a well
communication and coordination. -Disseminating
the customer concept to the organization- con-
tributes to being a systems-thinker as well as
seeing the big-picture. This will surely carry the
financial and growth performance. Therefore,
effectiveness concerns each member of the orga-
nization and so is culture. This may be the reason
why organizational effectiveness is completely re-
lated with organizational culture. In consequence,
we may conclude that concentrating on creating
a culture in the organizations will facilitate rea-
ching the effectiveness.

The results of this study have original impli-
cations for businesses as well as academic re-
searchers. We believe that the strategy planners
will consider the findings of this research when
constructing their strategy maps. Nevertheless,
as a discussion area, we suggest the researchers
to study on the other business areas other than
metal and compare the results to reach a sensi-
ble conclusion. As another discussion area, more
‘organizational culture dimensions and organizati-
onal effectiveness factors' may be redesigned for
different businesses. This involves restructuring
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the survey items and scales. Additionally, organi-
zational culture dimensions may influence each
of the organizational effectiveness factors in
different levels. To reveal this, a complex model
could be constructed for inferences that are more
detailed.
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THE ROLE OF ORGANIZATIONAL CULTURE ON EFFECTIVENESS
Bulent Aydin, Adnan Ceylan

In this study, the main subject is to contribute to the businesses as well as academic resear-
chers about the effect of organizational culture in reaching the organizational effectiveness.
Sustaining the organizational effectiveness is an important factor for organizational development
and, the managerial level employees may utilize from the results of this study when constructing
their strategy maps. To perform the study, we made a research analysis and applied a survey in-
strument on a number of 578 employees in metalworking industry. We constructed an original
model to fulfill the gap between the organizational culture and organizational effectiveness. We
measured the organizational culture in dimensions of ‘involvement’, ‘collaboration’, ‘transmission
of information’, ‘learning’, ‘care about clients’, ‘strategic direction’, ‘reward and incentive system’,
‘system of control’, ‘communication’ and ‘coordination and integration’. Additionally, we measured
the organizational effectiveness in terms of ‘customer orientation’, ‘employee satisfaction’, ‘organi-
zational commitment’ and ‘financial & growth performance’. The methodology was carried out as
researching for the survey questions on the literature, constructing the best fitting survey from the
alternatives, reaching the participants and informing them for the survey, gathering the data, and
measuring & analyzing these data. The gathered data were entered in SPSS (Statistical Package
for the Social Sciences) version 11.5. By the results of the SPSS analyses, we determined that
the constructed model is significant (at the 0.000 level) and all organizational culture dimensions
have significant correlations with organizational effectiveness (at the 0.000 level). Furthermore,
the total explained variance of organizational effectiveness depending on -organizational culture
dimensions- has come out as the value of 0.60. Therefore, we may conclude that; the academic
researchers as well as managerial level employees should investigate other factors to reach a high
level of effectiveness.

Key Words: Organizational culture, Organizational effectiveness, Metalworking industry.

JEL Classification: M10.
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