
Company Culture Is Everyone’s Responsibility
Why culture is everyone’s responsibility in successful organisations



Organisational culture is vitally important to build relationships and effectiveness in any environment workplace and according to Lee Yohn (2021) designing campaigns or even companies give perks for employees it does not work efficiently anymore.
Since last pandemic with Covid-19 the companies have to improve their strategic to aim impact effectively from the first line of staff and not just appointee instructions anymore (Lee Yohn, 2021).
Lee Yohn has mentioned that nowadays this new culture model is assured in some organisations where the responsibilities are part of what involve people to develop and keep the culture.
In addition, some institutions might have issues to concern an actual culture and a convenient culture to backing the most strategies and goals as long as the responsibleness belongs everyone.
Following Lee Yohn research this application can have different aspects and characteristics that sustain the results based on key elements such as:
· Board of directors
· CEO and senior management team
· Human Resources department
· Compliance, Risk, and Ethics department
· Middle managers
· Employees
Focusing on those elements, can be underlined two in particular to see how deeply this structure is. In despite of the board of directors design a significant and enticing culture, they are not promptly involved in as part of the middle managers know as a line managers, duty managers and leaders who is frequently and directly with the employees can influence people to follow the desirable culture, and for this role managers applies training, a well communication in teams, assure that the standards are followed and track the results with objectives and strategies.
In summary, the new style of organisational culture turns into a universal toolkit rather than instructions set by leaders, however, companies need to be flexible to adapt a new culture using the key factors to create it and all parties involved must clearly communicate and approve any changes to the culture.
The appraisal of Corporate Culture by Eggleston (2023) shows motivated workforce, cultural stagnation, and employee apathy can all be prevented by including individuals in the process of creating interest and excitement. A strong feeling of ownership and happiness arises when everyone is accountable and involved in the process. Employee commitment, productivity, and loyalty are all encouraged by a positive business culture. When everyone is invested in the culture, it has many additional beneficial benefits.
After that by Ando (2023), Individualism and protagonism, while having different subtleties and repercussions, are two mindsets that run the risk of negatively affecting people's perceptions of their own well-being when they work in complex systems. To the detriment of others in the reference community, individualism favours and selects actions that serve one's own interests and personal gain, often at the expense of others in the community. Individualism is frequently coupled with a lack of openness to mediation and listening, as well as a reluctance to come up with novel solutions that may be adopted arrogantly.
Furthermore, there is a great deal more autonomy and trust developed in a workforce when its members show that they are dedicated to upholding the value of looking out for each other safely. In other words, safety is enforced by doing rather than by regulations and punishment. This enables the workforce as a whole to benefit from a more laid-back, courteous, and joyful work environment as opposed to one where there is no autonomy, no trust, and a reliance on strict policies and procedures to try to coerce workers into doing certain tasks (University of Delaware, 2023).
In a study conducted by Rohman and Grabowski, being aware of what culture is, is essential to developing culture with aim. Everyone has a responsibility to create a strong culture, but based on your function, there could be different expectations and success criteria. Building company culture is a specific responsibility of leaders. They are in a unique position to establish the foundational components of the company's culture, such as the structures for its purpose, goals, and principles, however, managers decide what happens on a daily basis, if leaders set the tone for the culture of the company. Therefore, a significant part of creating culture is played by staff members who do not hold official leadership or management responsibilities.
According to Fluss, 2019 shows that the customer service is also everyone’s responsibility, costs to cope this need are increasing and measuring for a long time, companies are not able to afford it, on the other hand cut employees do not fix the problem when the option would be keep them to do that job more efficiently, however, it works for a short time, with AI can be possible to tackle this problem and head the customers for virtual agents.
In their review of company’s principle shows that it is enlightening and do not have similarity between a mission, vision and value and the responsibility is connected to the needs of the stakeholders, in particularly when appear a crucial decision, those principles help to communicate each other to inform and instrument them (Fuchs et al., 2023).
However, in terms of human resource management, Armstrong, 2016 a management consultant, explains the fundamentals of development, leadership, and management. He talks on the principles of managing, developing, and leading people, leading to a different aspect of management.
The leadership has one important impact in their behaviour, as a example of the Covid-19 where the lockdown was placed, most organisations have to adapt for a real scenario and unpredictable never been ever and under restrictions tackle the needs with different strategies to manage staff a long distance (Verma, 2022) 
Nonetheless, the organisational behaviour shows contradictory theories as David Buchanan and Andrzej Huczynski's mentioned that there are imminent conflicts amid to the breadth of each topic's analysis and the sufficient coverage of the whole field. On the other hand, there is a missionary enthusiasm in the way that Lee and Lawrence offer their case for a political strategy. Although this adds to the text is persuasiveness, it sometimes does so in a carefree way. They essentially reject the reasoning behind a large portion of personnel psychology when talking about the assessment of organisational decision making. Subsequently, other authors rather than providing instances of its actual use, is more interested in a practical approach to their difficulties, where every subject is covered in a manner, giving tactical examples to highlight problems and recommendations for improved performance Franz, T. M. (2013).
Therefore, Grey, C. (2006) do not disagree with your reviewers regardless of his writing accepting that was some of abetting and adverse sowing some points to be reviewed and reevaluate myself, being pleased about some comments that demonstrated deeply interesting from the reviewers. While practising managers are informed that there are few findings and no widely accepted ideological presumptions in the pro management literature, him not convinced that this is as well-sealed from scholarly investigation as stated.
The culture is a handful piece of management nowadays for everyone, even in different cultures, societies, and countless more. In practice, the culture responsibility involves communication, effectiveness and a vision of global management MacFarland, Dalton E. (1988)
Similarly, participating in charitable endeavours has recently been essential for organisations seeking respect from the society to which they belong and from which they operate, in addition to financial success. Many national and international organisations spend large sums of money on social actions initiatives because they understand that the effort will provide gratitude, recognition, and goodwill.
Moreover, corporate social responsibility is based on different key elements, according to Kotler and Armstrong, when corporate social responsibility is ingrained in an organization's culture, customers are valued more highly Cicioc, N. C. and Gabrea, R. (2014).
As it is widely accepted that a motivated workforce that makes use of discretionary effort is the cornerstone of developing a competitive advantage, many scholars contend that these two concepts are essential to the success and performance of businesses; consequently, the practical significance of employee engagement and discretionary effort cannot be overstated as there has long been research on it, and the importance of these factors to organisations (Rowland, 2013; Anitha, 2014; Harter et al., 2013).
Using monetary or non-monetary tactics are the two main tools available to managers to increase employee engagement. The debate in the literature about whether financial or non-financial rewards better motivate employees has been repeated, with financial incentives frequently viewed as having negative connotations and non-financial variables having more positive, higher-level effects. However, studies have suggested that non-monetary work factors fall into three fundamental areas: organisational: leadership and management; work design and job characteristics; and employee work-life factors (Kular et al., 2008; Nandedkar and Brown, 2018; Raddaa et al., 2013)
Numerous research investigations have verified the cultural distinctions in leadership and management between non-Western and Western cultures (Bakker, 2017; Hofstede, 1983; Steers et al., 2012). For instance, research on the Asian continent by Park et al. (2009), Steers et al. (2012), and Xiaojin and Lanfeng (2007) revealed evidence that leadership styles in nations like South Korea and China are influenced by culture. It was discovered that traditional, vertical, and authoritarian leadership styles were preferred in the majority of these eastern civilizations, compared to most western nations, this is significantly different from their horizontal organisation and rationalism.
The extant scholarship suggests that effective leadership plays a key role in influencing employee positive attitude and has, therefore, been the subject of extensive research. Yukl (2006) defines leadership as “the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives” (p. 8). With the evolution of the leadership domain, other forms of leadership such as empowering leadership have attained academic attention. Empowering leadership encourages sharing of power, authority, and responsibility to the followers (Zhang & Zhou, 2014). Past evidence has shown a positive significant impact of empowering leadership on employee positive attitudes. However, most of this literature is related to team-environments and has not explored the IT work setting (Srivastava & Bertol, 2006). Research on empowering leadership, however, has not examined the mediating mechanism that determines the leader’s influence on employee organizational outcomes at individual level.
Studies have been conducted on the relationship between favourable employee attitudes and effective leadership, as evidenced by the body of existing scholarship. Leadership, according to Yukl (2006), is the process of facilitating individual and collective efforts to accomplish shared objectives, as well as the process of influencing others to understand and agree about what needs to be done and how to do it. Some types of leadership, such empowering leadership, have drawn scholarly attention as a result of the leadership domain's development. Sharing authority, responsibility, and power with followers is encouraged by empowered leadership (Zhang & Zhou, 2014). Evidence from the past has demonstrated that empowering leadership has a major positive impact on the positive attitudes of employees.
In conclusion, numerous evaluations have looked at several texts in this field. If there is one thing that can be learned from this, it is that no textbook can possibly be all things to all teachers and all students. It is conceivable that the perfect textbook will always remain perfect. That is by no means a justification for not trying, though. Culture differences are highlighted and various approaches to elucidating culture responsibility and the significance of personal responsibility are presented.
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