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THE IMPACTS OF ORGANIZATIONAL CULTURE
Organizational culture impacts everything in the organization ranging from how the firm is perceived within and outside to how it interacts with the stakeholders. Organizational managers who understand the role of organizational culture can make decisions that meet the needs of every stakeholder. This paper examines the impact of organizational culture. This paper argues that in agreement with Cross and Carbery’s assertion that an organization’s culture has a significant impact on those who work in the organization as well as those who interact with it such as clients, suppliers, and other stakeholders, organizational culture helps the organization to keep the best people, helps with the onboarding, and enhances organizational identity.
Organizational culture is defined as a pattern of commonly shared basic assumptions that a group in the organization adopts and learns to help them solve the problem of external adaptation and internal integration (Bingol et al., 2013). Cross and Carbery (2016) explain that organizational behavior is about understanding how people think, act, and react in the workplace as well as the influence of different factors within the organizational surrounding on the stakeholders. These factors, according to Cross and Carbery (2016) include issues around the people, their relationships with each other and the organizational departments, and the structure as well as the culture in the organization where they work. Therefore, organizations do not have behavior, but rather the term “organizational behavior” is used to describe the behavior of people who interact and work in the organization. Organizational culture plays an important role in defining organizational behavior.
First, organizational culture helps the firm to keep the best people, whether employees or customers. It is no surprise that employees who feel part of the organization are more likely to stay with the organization. Most employees look for an organization with a strong culture because they understand they will enjoy staying in the organization. However, the impact of this satisfaction can be beneficial to the business. According to Hatch et al. (2015), culture can shape the way employees interact with their workplace and even other stakeholders like clients and customers. According to the authors, when employees are satisfied, they commit to their work, which means that the organization will serve clients with quality products or services (Hatch et al., 2015). Consequently, happy customers help the organization to maintain talented employees and also loyal customers.
Secondly, organizational culture also represents certain predefined policies and values that help stakeholders build an emotional attachment to the enterprise, which further enhances cooperation between the organization and the stakeholders by bringing everyone on board. An organizational culture builds and cultivates a sense of belonging and commitment towards the enterprise (Cross & Carbery, 2016). This, in turn, creates a sense of unity in the workplace where everyone can be brought on board to make a decision that will benefit everyone equally. For employees, organizational culture creates policies and values that provide them with a sense of direction as they undertake their responsibilities. For clients, organizational culture provides them with a sense of satisfaction. This can happen when employees and the organizational management share the culture’s values (Felipe et al., 2017). According to Felipe et al. (2017), organizational culture provides the general atmosphere within which the business operates through communication. Customers or clients care about an organization that cares about them, which can be demonstrated through the provision of quality services and products as well as prompt communication. Organizational culture, therefore, helps to bring clients on board through communication and maintaining constant contact with them.  
Onboarding can be a difficult process to achieve, especially in a big organization. Organizational culture plays a critical unifying role by acting as an aligning force at the enterprise. For all the stakeholders, the organizational culture acts as the guiding base (Felipe et al., 2017). As Cross and Carbery (2016) explained, organizational culture can help the business succeed or even fail. When customers are dissatisfied with the services, reception, communication, and even product quality, they may leave. When employees are dissatisfied with the organization or unable to be on board with the changes or adjustments, the organization may fail. Therefore, as a guiding force, organizational culture plays a critical role in helping the employees understand their individual and collective roles, while also promoting the satisfaction of customers. Organizational culture, in this case, helps the enterprise accommodate the needs of every stakeholder. For employees, the culture helps them assimilate into the organization so that they can fit within the enterprise culturally which accelerates their progress, which consequently translates to customer satisfaction.
Also, organizational culture helps to define the enterprise’s internal and external identity to the stakeholders. According to Bingol et al. (2013), many views about the organization exist on its identity. Organizational identity, is, therefore, closely related to the culture because it tells the stakeholders and the public about what kind of business the enterprise is engaged in. Organizational identity, according to Bingol et al. (2013), highlights the commonly shared goals and how the stakeholders feel, perceive, and think about the organization. According to Cross and Carbery (2016), organizational culture is important because it defines the scope and role of the organization, for the business, and for other stakeholders.
Employees who want to come to work for the organization will use the organizational culture, which forms its identity, to make a decision whether to take their application there or somewhere else. Suppliers, partners, and customers will also look at the organization’s identity in terms of how it interacts with its employees, other business, and stakeholders, how the organization is doing its business, and how it interacts with the outside before they can make the decision to be part of the organization. In other words, organizational culture reverberates across all the aspects of the business because it demonstrates the way the organization does its business (Bingol et al., 2013).
Organizational culture is about how the business lives its core values. This information can help to provide a general view or image of the organization. Before a supplier begins working with the organization, they must understand how the business has related with previous suppliers in terms of payments or even delivery of agreements. To customers, they will want to know how the business relates with the other customers to know whether they can be trusted to deliver good and quality goods on time. For partners and shareholders, they would want to know if the business can protect their investment. All this information can be obtained from one common element in the organization, organizational culture. Therefore, as Cross and Carbery (2016) further explain, the organizational culture can be a reflection (when stakeholders are satisfied) or a betrayal (when stakeholders are dissatisfied) of the enterprise’s core values and what it represents to the outside world (reputation).
In conclusion, organizational culture plays a significant role in promoting the reputation of the organization to the outside world. This essay has highlighted the impacts of organizational culture, which can be beneficial and positive or detrimental or negative to the organization. Organizational managers must, therefore, understand the role of organizational culture to help them bring every stakeholder onboard, retain talented employees, and attract and retain loyal customers and partners. Organizational culture enhances the relationship between the business and its stakeholders.
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