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Schein (1990) posits that an organizational culture refers to the collection of values, policies, beliefs, principles, and attitudes of a specific organization. The organization culture has a profound influence on the employees and their relationship within organizations. First and foremost, organizational culture influences organizational effectiveness by impacting performance and employee wellbeing. A healthy organizational culture promotes social system stability whereby employees commit with the organizations, particularly since it addresses performance and wellbeing by finding an appropriate balance based on company values (Shahzad, Luqman, Khan & Shabbir, 2012). Consequently, a well-functioning organizational culture influences organizational effectiveness by assisting with onboarding; it enables smooth assimilation of employees into the organization as well as it accelerates their delivery progress (Gregory, Harris, Armenakis & Shook, 2009). Accordingly, organization culture is essential for uniting employees from diverse ethnic backgrounds with varied attitudes and mentalities. In this perspective, organizational culture unites diverse employees at organizations whereby employees are defined with clear roles and responsibilities and strive to achieve as per the set guidelines (Hartnell, Ou & Kinicki, 2011).
Truxillo, Bauer & Erdogan (2015) assert that having an organizational culture that heightens ethical behavior can increase accountability in workplace setting. Organizations that work to create a strong ethical culture motivate stakeholders (management to subordinates) to express and act with honesty and integrity. Simply, organizations with more ethical cultures are also more likely to benefit from reduced legal liability, fewer employee absences, increased employee engagement, reduced turnover, increased innovation and higher firm performance. Robbins &Judge (2009) argues that organizations can create an ethical organizational culture by communicating ethical expectations; setting clear and updated ethical guidelines, especially those cover modern issues and settings. Also, offering ethics training to strengthen the organization’s principles of conduct, while clarifying what practices are and are not acceptable. Finally, the organization through its management system should transparently appraise and compensate ethical acts and reprove unethical ones in an attempt to create an organizational culture that instills ethical actions or behaviors.
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