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ABSTRACT-  

In current scenario the overall performance of any organization is complementary of employee’s performance. 

Organization culture plays an important role for development of employees and organization also. Organization 

culture that effect the employee’s motivation, job satisfaction and finally performance. There are many factors that 

can also be included in considering the organization culture. This paper focused on defining and measuring of 

organizational culture and its impact on employees performance, also tried to develop a model which show the 

relation among organization culture, employees performance, employees satisfaction and other factors.. The 

objective of this paper is to demonstrate conceptualization, measurement and examine various concepts on 

organization culture and performance. This also describes the different dimensions of the culture. Model shows that 

if employee are committed and having the same norms and value as per organizations have, can increase the 

performance toward achieving the overall organization goals. 720 performance appraisals is suggested tool to 

measure the performance.  

KEYWORDS— Impact, Organization Culture, employees Performance, Employee’s Commitment, organizational 

goals, 720 performance appraisal tool 

 

1. INTRODUCTION 

According to the Webster's dictionary, culture is the 

ideas, customs, skills, arts, etc. of a given people 

in a given period. Astute managers have realized 

that any organization also has its own corporate 

culture. Moreover, social anthropologists are 

now as fascinated by corporate cultures as they 

once were by headhunting tribes in Borneo. This 

indicates the important role of corporate culture. 

Many researchers have found a positive 

relationship between the corporate culture and 

performance. Stewart (2007) mentioned that 

profitability is any organizational goal. One of 

the best places to start improvements is with an 

examination of the organization's work culture. 

He states that the strongest component of the 

work culture is the beliefs and attitudes of the 

employees. It is the people who make up the 

culture, he stated. For example, if these cultural 

norms contain beliefs such as, "Around here, 

nobody dares make waves" or, "Do just enough 

to get by and people will leave you alone," the 

organization's performance will reflect those 

beliefs. Moreover, if the cultural belief system 

contains positive approaches, such as, "Winners 

are rewarded here" or, "People really care if you 

do a good job in this outfit," that also will be 

reflected in the organization's performance. 

Organizational culture is the set of shared values, 

beliefs, and norms that influence the way 

employees think, feel, and behave in the 

workplace (Schein, 2011). Organizational 

culture has four functions: gives members a 

sense of identity, increases their commitment, 

reinforces organizational values, and serves as a 

control mechanism for shaping behavior (Nelson 

& Quick, 2011).Organizational culture facilitates 
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the acceptable solution to know the problems, 

which members learn, feel and set the principles, 

expectations, behavior, patterns, and norms that 

promote high level of achievements 

(Marcoulides & Heck, 1993; Schein, 1992). 

Organizational development is depends on 

analysis and identification of the factors that 

conclude the effectiveness of the organization. 

Organizations and managers are willing to get 

employees commitment, which leads to improve 

the productivity. Management would like to 

introduce employee with norm, values and 

objectives of the organization which is 

importance to understand the organizational 

culture. It is the responsibility of the 

management to introduce the organizational 

culture to its employees that will assist the 

employees to get familiar with the system of 

organization. Management must try to always 

keep learning environment in the organization. 

Proper understanding of organizational culture 

should leads towards improvement of 

employee’s performance. As per organizational 

development is concerned, employees 

performance consider as a back bone for the 

industry. So organization’s wants to get the 

loyalty of their employees towards organization. 

Objective  

In this paper the objective is defining and 

measuring the organizational culture and its 

impact on employee’s performance, also tried to 

develop a model which show the relation among 

organization culture, employee’s performance, 

employees satisfaction and other factors. 

The objective of this paper is to demonstrate 

conceptualization, measurement and examine 

various concepts on organization culture and 

performance. This also describes the different 

dimensions of the culture. 

Organizational Performance 

Performance refers to the degree of achievement 

of the mission at work place that builds up an 

employee job (Cascio, 2006). Different 

researchers have different thoughts about 

performance. Mostly researcher’s used the term 

performance to express the range of 

measurements of transactional efficiency and 

input & output efficiency (Stannack, 1996). 

According to Barney (1991) performance is a 

continuous process to controversial issue 

between organizational researchers. 

Organizational performance does not only mean 

to define problem but it also for solution of 

problem (Hefferman and Flood 2000). Daft 

(2000), said that organizational performance is 

the organization’s capability to accomplish its 

goals effectively and efficiently using resources. 

As similar to Daft (2000), Richardo (2001) said 

that achieving organizational goals and 

objectives is known as organizational 

performance. Richardo (2001) suggested that 

organizations success shows high return on 

equity and this become possible due to 

establishment of good employees performance 

management system. 

Performance is a broader indicator that can 

include productivity, quality, consistency, and so 

forth. On the other hand, performance measures 

can include results, behaviors (criterion-based) 

and relative (normative) measures, education and 

training concepts and instruments, including 

management development and leadership 

training for building necessary skills and 

attitudes of performance management (Richard, 

2002). Undoubtedly the organization’s 

performance is a function of the potential return 

to the inculcation of strong culture into the 

organization’s systems enabling it to execute its 

routines.  

Organizational culture provides a framework 

with respect to the behavior of employees in 

their workplace. Depending on the type of 

culture that is created in an organization, it can 

have a positive or negative effect on employee 

performance. Let’s look at a few organizational 

situations that result in either positive or 

negative employee performance. 

An organizational culture where employees are 

considered an integral part of the growth process 

of the organization fosters employee 

commitment towards the organization. They 

align their goals and objectives with those of the 

organization and feel responsible for the overall 

well-being of the organization. As their efforts 

are in turn appreciated by the management and 
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suitably rewarded, they have immense job 

satisfaction. In such organizational cultures, the 

employees are committed to achieving their 

goals and thus have a positive effect on the 

overall performance of the organization. 

Organizational culture defines the way 

employees complete tasks and interact with each 

other in an organization. The cultural paradigm 

comprises various beliefs, values, rituals and 

symbols that govern the operating style of the 

people within a company. Corporate culture 

binds the workforce together and provides a 

direction for the company. In times of change, 

the biggest challenge for any organization may 

be to change its culture, as the employees are 

already accustomed to a certain way of doing 

things. 

In organizations where managers are not 

facilitators but taskmasters, employees live with 

fear and distrust and work is nothing but a dreary 

chore. Since they are not involved in the overall 

organizational goals, they do not understand the 

implications of their tasks and hence may not be 

committed to achieving them. An organization 

where there is no cooperation between different 

departments ends up having employees working 

in silos or working towards undermining the 

efforts of the other departments which is 

detrimental to the overall health of the 

organization. 

Organizational culture to a large extent 

determines the performance of the employees. 

Therefore, it is in the interest of organizations to 

eliminate negative factors that slow down 

employee performance in order to foster a 

positive workplace environment or a positive 

organizational culture. 

2. LITERATURE REVIEW  

A strong organizational culture supports 

adaptation and develops organization’s 

employee performance by motivating employees 

toward a shared goal and objective; and finally 

shaping and channeling employees’ behavior to 

that specific direction should be at the top of 

operational and functional strategies (Daft, 

2010). A firm’s mission reflects its ultimate long 

term objective which is accomplished by 

conducting integrated operational and behavioral 

activities. A firm’s performance improves if it 

has a clear sense of purpose and commitment 

towards its mission. Successful and well 

performed organization defines its organizational 

goals as the report card of forthcoming (long 

term) future (Ohmae, 1982; Mintzberg, 1987; 

Hamel and Prahalad, 1994). 

The complete knowledge and awareness of 

organizational culture should help to improve the 

ability to examine the behavior of organization 

which assists to manage and lead (Brooks, 

2006). Pettigrew (1979) was used the term 

“organizational culture” first time in the 

academic literature for his study in the journal of 

“Administrative Science Quarterly”. It is 

necessary for the management to identify the 

norms and values of the organization of the 

employees. It should be needed that culture of 

the organization should be developed in a way to 

improve the style of employee’s performance 

and continuous develop the quality awareness. 

Purpose of Study The primary purpose of this 

article is to understand the definition, 

conceptualization, and measurement the link of 

organizational culture and organizational 

performance and also to examine the nature of 

this relationship. What is Culture? Culture is 

arrangement of different attributes that express 

an organization and differentiate the firm from 

other one (Forehand and von Gilmer, 1964). 

According to Hofstede (1980), culture is the 

collective thinking of minds which create a 

difference between the members of one group 

from another. As per Schein (1990), defines 

culture is set of different values and behaviors 

that may considered to guide to success. 

According to the Kotter and Heskett (1992), 

culture means fairly established set of beliefs, 

behaviors and values of society contain 

generally. In simple words we can understand 

that culture is gained knowledge, explanations, 

values, beliefs, communication and behaviors of 

large group of people, at the same time and same 

place. Understand Organizational Culture: 

Culture idea must be learned and shared in the 

organizations (Titiev, 1959). Pettigrew (1979), 

argue that cultures of organization based on 

cognitive systems which help to explain how 
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employees think and make decision. He also 

noted the different level of culture based on the 

multifaceted set of beliefs, values and 

assumptions that determine ways to 

organizations to conduct its business. According 

to Tichy (1982), organizational culture is known 

as “normative glue” means to hold the overall 

organization together. The concept of 

organizational culture also makes available a 

base for determination the differentiation that 

may survive in-between the organizations that 

are doing business in the same national culture 

(Schein, 1990). The concept of culture is 

generally used in the concept of organizations 

now-a-days (Kotter and Heskett, 1992). 

Organizational culture could be build up by two 

essentials factors of social group; structural 

stability of a group and integration of single item 

in superior standard (Schein, 1995). Hodgetts 

and Luthans (2003), define the different 

characteristics that are associated with the 

culture of organization. Culture may defined as 

system of common values which can be 

estimated that people describe the similar 

organization culture even with different 

background at different levels within the 

organization (Robbins & Sanghi, 2007). As per 

Stewart (2010), stated that organization’s norms 

and values have a strong affect on all of those 

who are attached with the organization. It is 

considered by him that norms are invisible but if 

the organizations want to improve the 

performance of the employees and profitability, 

norms are places first to look. Counter Culture 

Shared beliefs and values which are in directly 

opposite to the values and beliefs of the broader 

organizational culture recognized as 

countercultures, it mostly formed around a 

forceful manager or leader (Kerr, J., & Slocum, 

J. W., Jr. 2005). This type of culture may be 

bearded by the firm whenever positively 

contributing to the improvement of the 

organizational performance. But it is considered 

as a danger for the original organizational 

culture. Sub Culture According to Schein (1995), 

subculture is the segments of culture which show 

different norms, values, beliefs and behavior of 

people due to difference in geographical areas or 

departmental goal and job requirements (within 

organization). Perception of employees about 

subculture was connected to employee’s 

commitment towards the organization (Lok, 

Westwood and Crawford, 2005). Some groups 

may have a similar enough culture within to 

allow for social interaction outside the 

workplace. Strong Culture of organization is 

considered strong, where the greater part of the 

employees holds the same type of beliefs and 

values as concern to the organization. Culture of 

organization is believed strong, where the 

greater part of the employees embraced the same 

sort of beliefs and values as concern to the 

organization (Deal and Kennedy, 1982). They 

agreed that managers should try to reduce the 

gap between employees to develop a strong 

relationship. Management also considered that 

employees are more important than rules in the 

organization. Week Culture A weak culture of 

organization could be one that is loosely knit. 

Some time it may push individual thought, 

contributions and in a company that needs to 

grow through innovation, it could be a valuable 

asset, some time not. According to Deal and 

Kenndy (1982), a weak culture of organization 

could be one of that is loosely joined. Rules are 

imposed strictly on the employees that may 

create diversity between the person’s personal 

objectives and organizational goals. 

Organizational Commitment 

 Marthis and Jackson (2000) give definition, 

organizational commitment is degree to 

employee believe in and accept organizational 

goals and desire to remain with organization. 

Luthans (2006) stated that organizational 

commitment is  

1) Strong desire to be member of certain 

organization  

2) Desire to try hardly suitable with the 

organization will  

3) Certain belief, and accepting value and goals 

of organization.  

And Sopiah (2008) concluded that 

organizational commitment is a psychological 

bond of employee to organization that is marked 

with 
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 (1) Strong belief and acceptance for 

organizational goals and values 

 (2) Desire to reach organizational goals, and 

 (3) Strong will to defend their position as 

organization members. In this study, 

organizational commitment indicators used from 

Meyer and Allen (1997) that divided into three 

components: affective commitment is 

psychologically involvement with organization 

based on how good their feeling about 

organization. Continuance commitment is the 

members involvement psychologically to 

organization because his cost as consequences 

exit from organization because their moral duties 

to maintain the relation with organization.  

Job Satisfaction: Robbin and Judge (2008), job 

satisfaction as positive feeling about someone 

job that is the results of the characteristic 

evaluation results. Someone with high job 

satisfaction has positive feeling about the job. 

Luthans (2006), job satisfaction is pleasure 

emotional feeling or positive emotions come 

from the work valuation or experience. Beside 

that, Nasaradin (2001) stated that job satisfaction 

may be a pleasurable or positive emotional state 

resulting from the appraisal of one’s job or job 

experience 

Impact of organizational culture on 

performance: 

Satisfaction and positive attitude can be achieved 

through maintaining a positive organizational 

environment, such as by providing good 

communication, autonomy, participation, and 

mutual trust resulting superior employee 

performance (Argyris, 1964). The satisfaction 

and attitudes of the employees are important 

factors in determining their behaviors and 

responses at work and through these behaviors 

and responses, organizational effectiveness can 

be achieved. Thus the satisfaction and well being 

of employees can result in organizational 

effectiveness through silent productivity related 

behaviors of employs (McGregor, 1960). 

Loyalty and commitment both interpret an 

emotional bonding between the individual and 

his or her cultural group and, as such, imply a 

willingness to put forth exertion and make 

sacrifices on behalf of that group (Druckman, 

1994). However, whether loyalty and 

commitment are positively correlated with 

performance craved by the organization or not 

may depend on what values and norms the target 

cultural group holds regarding performance. 

O’Reilly (1989) suggests that employee’s 

commitment to an organization will be more 

dedicated because they care about their 

organization’s fate, and their caring heightens 

the power of organizational norms to control 

their behavior. From a different perspective 

culture shows its affect on performance by 

programming people to behave in such manners 

that more or less effective in terms of 

performance (Druckman, Singer and Cott, 1997). 

 Denison (1984) used data from 34 American 

firms on cultural performance over a period of 

five years and scrutinized the characteristics of 

organizational culture and tracked the 

performance over time in these firms. As per 

Reichers and Schneider (1990), stated that 

culture researchers have committed various 

studies to the definitions of culture, relatively 

few researchers have been contributed in culture 

and performance research. Only reason for doing 

this was the complexity in operational concept of 

the culture construct. According to Kotter and 

Heskett (1992), investigate the relationship 

between long-term organizational performance 

and economic performance across more than 200 

organizations. More ever, being one of the most 

important and most conscientious research 

efforts on this subject, the study has arranged 

three vital contributions. First, relationship 

between culture and performance established in 

their research is forceful. Second, the writer 

gives an important combination of theoretical 

point of view regarding the nature & scope of 

culture. Third, they sketch strong associations 

between culture, management practices and 

performance. The claim that organizational 

culture is attached to performance is initiated on 

the apparent role that culture can play in caused 

competitive advantage. Rousseau (1990) studied 

to overcome some of the limitations in 

measuring the culture of organization. At the end 

the results shows that there is no positive 

correlations between culture and employees 
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performance. After critically reviewed the 

methodologies and findings of recent researches, 

it is assumed that there is a link between culture 

and performance (Lim, 1995). Theorists also 

argue that sustainable competitive advantage 

arises from the formation of organizational 

competencies which are both superior and 

incorrectly imitable by competitors (Saa-Pe’re 

and Garcia-Falcon, 2002). Practitioners and 

academics suggested that the performance of an 

organization is dependent on the degree to which 

the values of the culture are comprehensively 

shared (Denison, 1990). 

Hofstede’s Cultural Dimensions 

 Power distance index (PDI): The 

Power Distance Index is defined as “the 

extent to which the less powerful 

members of organizations and 

institutions (like the family) accept and 

expect that power is distributed 

unequally.” In this dimension, inequality 

and power is perceived from the 

followers, or the lower level. A higher 

degree of the Index indicates that 

hierarchy is clearly established and 

executed in society, without doubt or 

reason. A lower degree of the Index 

signifies that people question authority 

and attempt to distribute power.  

 Individualism vs. collectivism (IDV): 

This index explores the “degree to which 

people in a society are integrated into 

groups.” Individualistic societies have 

loose ties that often only relate an 

individual to his/her immediate family. 

They emphasize the “I” versus the “we.” 

Its counterpart, collectivism, describes a 

society in which tightly-integrated 

relationships tie extended families and 

others into in-groups. These in-groups 

are laced with undoubted loyalty and 

support each other when a conflict arises 

with another in-group.
  

 Uncertainty avoidance index (UAI): 
The Uncertainty Avoidance Index is 

defined as “ a society's tolerance for 

ambiguity,” in which people embrace or 

avert an event of something unexpected, 

unknown, or away from the status quo. 

Societies that score a high degree in this 

index opt for stiff codes of behavior, 

guidelines, laws, and generally rely on 

absolute Truth, or the belief that one 

lone Truth dictates everything and 

people know what it is. A lower degree 

in this index shows more acceptance of 

differing thoughts/ideas. Society tends to 

impose fewer regulations, ambiguity is 

more accustomed to, and the 

environment is more free-flowing 

 Masculinity vs. femininity (MAS): In 

this dimension, masculinity is defined as 

“a preference in society for achievement, 

heroism, assertiveness and material 

rewards for success.” Its counterpart 

represents “a preference for cooperation, 

modesty, caring for the weak and quality 

of life.” Women in the respective 

societies tend to display different values. 

In feminine societies, they share modest 

and caring views equally with men. In 

more masculine societies, women are 

more emphatic and competitive, but 

notably less emphatic than the men. In 

other words, they still recognize a gap 

between male and female values. This 

dimension is frequently viewed as taboo 

in highly masculine societies
 

 Long-term orientation vs. short-term 

orientation (LTO): This dimension 

associates the connection of the past 

with the current and future 

actions/challenges. A lower degree of 

this index (short-term) indicates that 

traditions are honored and kept, while 

steadfastness is valued. Societies with a 

high degree in this index (long-term) 

views adaptation and circumstantial, 

pragmatic problem-solving as a 

necessity. A poor country that is short-

term oriented usually has little to no 

economic development, while long-term 

oriented countries continue to develop to 

a point 

 Indulgence vs. restraint (IND): This 

dimension is essentially a measure of 
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happiness; whether or not simple joys 

are fulfilled. Indulgence is defined as “a 

society that allows relatively free 

gratification of basic and natural human 

desires related to enjoying life and 

having fun.” Its counterpart is defined as 

“a society that controls gratification of 

needs and regulates it by means of strict 

social norms.” Indulgent societies 

believe themselves to be in control of 

their own life and emotions; restrained 

societies believe other factors dictate 

their life and emotions.
  

3. MODEL FOR IMPACT OF 

ORGANIZATION CULTURE ON 

EMPLOYEES PERFORMANCE 

This model shows a clear process how the 

different factors developing the organizational 

culture affect the employee’s performance. The 

model starts with the organizational strategy. In 

any organization there are many factors that play 

an essential role to develop the organization 

culture, like the leadership, reward system, 

performance appraisal, relation with leader and 

peers, organization policy, health and safety 

working environment, work style process and 

the incentives. The sum of these factors develops 

the organization culture and decides whether the 

employees will be satisfied or not. If the 

employees are fully satisfied with the leadership 

style adopted with his/her leader then there will 

be a positive relation among employees and 

leader. That increase the employees motivation 

also and finally their performance.  

 

 

 

The performance appraisal tool and reward 

system adopted by the organization also affect 

the employees. In this paper we suggested the 

720 degree performance appraisal as the best 

tool. There should be also impartial reward 

system to delight the employees. Besides this the 

overall organization policy should be for 

employees welfare as well as healthy and safety 

aspect also plays an important role to get the 

high performance of the employees. 

A delighted employee always committed 

towards his/her duty and organization. Finally 

this attitude of highly performed employee 
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makes any organization performance high in the 

market. So to retain and get t continue hike for 

any organization it is necessary to maintain a 

positive organization culture for the employees. 

Effect on Performance 

Organizational cultures can have varying 

impacts on employee performance and 

motivation levels. Oftentimes, employees work 

harder to achieve organizational goals if they 

consider themselves to be part of the corporate 

culture. Different cultures operating in one 

company can also impact employee 

performance. For example, if the organization 

maintains a reserved “talk when necessary” 

culture, employees may work accordingly; 

however, if the organization allows one area, say 

the sales team, to be outspoken and socially 

active, the organization may experience rivalries 

among areas. Thus, allowing an area to set up 

their own culture can affect the performance of 

the employees deployed elsewhere in the 

company. 

Strong corporate cultures indicate that 

employees are like-minded and hold similar 

beliefs and ethical values. When these beliefs 

and ethical values align with business objectives, 

they can prove to be effective in building teams 

because rapport and trust quickly ensues. The 

bonds that the teams build help them avoid 

conflicts and focus on task completion. Strong 

corporate cultures ease communication of roles 

and responsibilities to all individuals. Employees 

know what is expected of them, how 

management assesses their performance and 

what forms of rewards are available. 

720 Degree suggested as performance appraisal 

to enhance the employees performance- 

Organizations must structure their recruitment 

processes to attract and engage incumbents with 

the same beliefs and values that constitute the 

organization’s culture. This ensures the new 

employee’s assimilation to the company and 

further strengthens corporate culture. Companies 

should also ensure that they align corporate 

culture with performance management systems. 

When culture and management systems are not 

aligned, management must redirect them so that 

employee behavior results in the achievement of 

organizational goals. 

When we come to enhancing the performance of 

employees then it becomes necessary to evaluate 

the employees performance. There are many 

methods to evaluate the performance appraisal. 

The 720 performance appraisal is suggested as 

best method for performance appraisal. It is a 

powerful tool to calibrate refine and reward the 

performance of the employees. It helps to 

analyze his achievements and evaluate his 

contribution towards the achievement of overall 

organizational objectives. Performance 

Appraisals is the assessment of individual’s 

performance in a systematic way. It is a 

developmental tool used for all round 

development of the employee and the 

organization. The performance is measured 

against such factors as job knowledge, quality 

and quantity of output, initiative, leadership 

abilities, supervision, dependability, co-

operation, judgment, versatility and health. 

Assessment should be confined to past as well as 

potential performance also. The second 

definition is more focused on behaviors as a part 

of assessment because behaviors do affect job 

results. In this system, we provide a feedback 

after the original / main 360 degree appraisal. 

This is only performed in exceptional cases. 

Some managers feel that doing ''one '' 

comprehensive 360 degree is not complete in 

itself in some cases. These managers feel that an 

effective procedure to measure improvements 

and receives feedback is essential for the success 

of an appraisal. This gives a pre and a post 

intervention results. The pre-intervention results 

set the baseline. The development program is 

then carried out to improve the participants' 

behavior through training / development/ 

education. The post intervention appraisal then 

shows the amount of improvement in the 

participant. 720 degree is appraisal by 8 

dimensions (self, peers, supervisors, 

subordinates, suppliers, customers, family and 

shareholders). 90 degree is by one person by 

supervisor and in 180- reviewed by supervisor 

and self. Then in next 270 degree one more 

dimension of people are involved in assessing. 

360 degree is four dimensions. Basically this 
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evaluation is done in yearly basis by the peers, 

supervisor, managers etc. when this happens in 

encyclical basis is known as 720 degree 

appraisal 360 degree performance appraisal is 

done by superiors, peers, subordinates and 

internal customers of a firm whereas 720 degree 

appraisal system consists of appraisal by all the 

persons consists of top management, superiors, 

subordinates, peers, internal clients and auditors, 

external suppliers, customers, and all stake 

holders of the firm. 

Dimensions of 720-Degree Performance 

Appraisal:  

In order to achieve the goals, 720 degree 

performance appraisal would be a vital tool as it 

is used to appraise the performance of an 

employee from different dimensions and helps to 

overcome the barriers of bias, prejudice and 

discrimination. The performance is appraised 

from 5 dimensions and feedback or the appraisal 

meeting is conducted twice (pre and post 

feedback) to ensure the efficient performance of 

the employee. Including the pre and the post 

feedback, that plays a vital role, the 720 Degree 

performance appraisal has 7 phases. 

 Pre Appraisal Feedback: This is the first 

appraisal step that is done after the feedback is 

collected from the different dimensions or 

people with whom the employee would interact. 

In this step, the performance is evaluated, targets 

are set and feedback or training is organized to 

help the employee achieve the target.  

Self-Appraisal: The employee is given a 

questionnaire and asked to evaluate his 

performance and through this method, the 

employee gets an opportunity to express his 

thoughts and his valuation of strengths, 

weakness and judge his performance.  

Peers/Colleagues Appraisal: The feedback 

from the peers or colleagues is important as it 

helps to understand the ability of the employee 

to work as a team, co-operate, co-ordinate with 

others and bring out the best.  

Customer Appraisal: In order to survive in the 

current competitive market, Organizations aim at 

achieving high customer satisfaction. Customer 

feedback helps to analyze the customer point of 

view and help to improve the person and the 

Organization.  

Sub-ordinates appraisal: The feedback of the 

sub-ordinates is essential to analyze the 

organizing skills of the employee and to 

understand his abilities like communication and 

motivating abilities, ability to delegate the work, 

leadership qualities and way of handling 

responsibilities.  

Managers/Superiors Appraisal: In this, the 

performance, responsibilities and the attitude of 

the employee is evaluated by the Superiors or 

Managers.  

Post Appraisal Feedback: It is this step that 

makes the 720-degree performance appraisal 

different and better than the 360-degree 

performance appraisal method. In this step, the 

performance is evaluated based on the target set 

in the Pre appraisal and feedback is given. 

Timely feedback and guidance helps to make the 

employee improve his performance. 

 

4. CONCLUSION 

Every person or employee in the organization 

has own different values and beliefs that he/she 

works with them. Whenever join any 

organization he/she allowed himself to 

internalize first with the organization’s culture to 

know whether he come up with them or not. 

Culture is being investigated to impact 

miscellany of organizational process. 
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Organizational culture has a deep impact on the 

performance of employees that can cause to 

improve in the productivity and enhance the 

organizational performance. More than 60 

research studies was conducted between 1990 

and 2007, which cover more than 7600 small 

business units and companies to find out the 

cultural impact on the organizational 

performance (Gallagher, 2008). Results of these 

studies mostly show positive association 

between strong culture and performance 

improvement. On the basis of this study we can 

conclude that organizational culture has a 

positive impact on the employee’s job 

performance. Researches shows that every 

individual in the organization has different 

culture and he/she first try to adjust him with the 

norms and values of the organization. The 

adoption of culture of the organization is helpful 

for the employees to done their work efficiently 

and effetely.  

According to the study of Gallagher 2008, 

performance of the employees caused for the 

increase in net profit of the organization. 

Positive development is easier to achieve when 

everyone is on a common path in the 

organization. It is viewed in this particular study 

that strong organizational culture is very helpful 

for the new employees to adopt the 

organizational culture and to get the competitive 

advantage under the particular conditions. On 

the behalf of previous studies it is bring into 

being that employee’s commitment and group 

efficiency plays very crucial role to adopt the 

value and beliefs of the organization and 

enhancing the performance of the organization 

Through the model shown above it is clear that 

all the factors of organization, culture directly or 

indirectly effect the employees job satisfaction 

that increase the employees motivation and 

create the sense of more committed towards the 

organization the result is that employees will 

highly performed and consequently 

organizational performance will be high this 

model also show the feedback to the whole 

process developing the organizational culture. A 

delighted employee always committed towards 

his/her duty and organization. Finally this 

attitude of highly performed employee makes 

any organization performance high in the 

market. So to retain and get the continue hike for 

any organization it is necessary to maintain a 

positive organization culture for the employees. 
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