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Introduction

Some people say that culture have deep roots in the anthropological literature going back many decades. (Davies, 2000), Denise Lee however says that the culture in organisations is outdated, and Covid-19 only made it more evident in her article, (Lee, 2021), and after her claim many other articles and journals came out expressing the same opinion. (Spicer, 2020), (Raghuram, 2000) (Marie Mikušová, 2023) (Amirul, 2023)

In today's dynamic and competitive business landscape, one of the key factors that sets successful organizations apart is their strong and positive culture. 

Organizational culture encompasses the shared values, beliefs, and behaviours that define how individuals within a company interact and work together. It is a powerful force that shapes employee engagement, productivity, and the overall success of the organization.
 In this article, we will explore why culture is everyone's responsibility in a successful organization. We will delve into the importance of culture, highlighting its impact on employee engagement and its influence on productivity and performance.


 








The Importance of Culture

What Denise Lee means by her report is that the COVID-19 pandemic significantly influenced organizational culture by prompting a widespread shift to remote work, emphasizing flexibility and adaptability. Organizations placed increased emphasis on employee well-being, recognizing the importance of physical and mental health in maintaining a resilient workforce many companies faced challenges (H., 2020), the travel industry lost 80% in hotel revenue (Asmelash L., 2020) (R.F., 2021)

 Effective communication and transparency were paramount, as organizations navigated uncertainties by openly addressing challenges and decisions. The crisis underscored the importance of strong crisis management skills, prompting a cultural shift towards resilience, quick decision-making, and proactive problem-solving.

Defining Organizational culture can is the shared values, beliefs, assumptions, and behaviours that define the identity of an organization. It is the invisible force that shapes the way employees think, act, and interact with each other, as well as with customers and stakeholders. Culture serves as the foundation upon which an organization's success comes to life.


Influence on Productivity and Performance Culture also plays a crucial role in driving productivity and performance within an organization. A positive and inclusive culture fosters an environment where employees feel motivated and empowered to perform at their best. When employees bring their whole selves to work, they feel valued and appreciated, which leads to increased job satisfaction and higher levels of productivity. 



Leadership's Role in Shaping Culture

Setting the Tone at the Top Leadership plays a critical role in shaping the culture of an organization. From the top-down, leaders have the power to set the tone and establish the values that guide the behaviour and actions of the entire workforce. When leaders demonstrate a commitment to a positive and inclusive culture, it sends a powerful message to employees that culture matters and is a priority (Alomiri, 2016). To set the tone at the top, leaders need to embody the values and behaviours they want to see in the organization. It is not enough to simply communicate the desired culture; leaders must lead by example. When leaders consistently demonstrate integrity, respect, and transparency, they inspire employees to do the same. By modelling the desired behaviours, leaders create a culture of trust and authenticity, where employees feel comfortable bringing their whole selves to work.

The impact of leadership and management during the COVID-19 pandemic played a pivotal role in shaping organizational culture. Leaders faced the challenge of steering their teams through unprecedented disruptions, (Lok, 2021), requiring a balance between empathy and decisive action. Those who demonstrated transparent communication, empathy towards employee concerns, and a proactive approach to problem-solving contributed to the development of a resilient and supportive culture. Effective leaders embraced flexibility, recognizing the need for adaptive strategies in the face of remote work and economic uncertainties (Nguyen, 2010).

Additionally, the pandemic highlighted the importance of trust and collaboration within teams. Leaders who fostered a sense of community, encouraged open dialogue, and prioritized employee well-being helped cultivate a positive organizational culture. The crisis underscored the significance of agile decision-making and the ability to navigate ambiguity, influencing management styles to become more dynamic and responsive (K., 2020). Overall, the actions and decisions of leaders and managers during the pandemic left a lasting imprint on organizational culture, shaping values such as adaptability, empathy, and a commitment to employee welfare.





The Role of Employees in Cultivating Culture  

Fostering Collaboration and Teamwork Another important aspect of employees' role in cultivating culture is fostering collaboration and teamwork. An organization's culture thrives when individuals work together towards a common goal, leveraging each other's strengths and expertise. When employees actively participate in collaborative efforts, they promote a culture of inclusion, respect, and open communication. By encouraging collaboration and teamwork, employees contribute to the growth and success of the organization. They create an environment where knowledge, ideas are welcome, and innovations. This collaborative culture not only enhances productivity but also leads to higher employee satisfaction and engagement.

Taking Ownership and Accountability Employees who take ownership and accountability for their work also play a vital role in shaping the organizational culture. When individuals take pride in their responsibilities and hold themselves accountable for their actions, it creates a culture of excellence and high performance. Taking ownership means going beyond the minimum requirements of the job. It involves taking initiative, being initiative-taking, and continuously seeking opportunities for growth and improvement (Tawfik El-Nahas, 2013). When employees take ownership, they inspire others to do the same, fostering a culture of personal and professional development. Accountability is equally important in cultivating a positive culture. When employees are accountable for their actions, they contribute to an environment of trust and integrity. They follow through on commitments, accept responsibility for mistakes, and actively seek solutions instead of blaming others (Hana Mohelska, 2015). This fosters a culture of transparency, where everyone feels empowered to learn from their experiences and contribute to the organization's success. By embracing core values, fostering collaboration and teamwork, and taking ownership and accountability, employees become active drivers of the organizational culture (Daniel METZ, 2020). They create an environment that attracts and retains top talent, promotes employee engagement to the long-term success of the organization.



Structures in culture ornagnisations 

Organizational culture is a critical aspect that defines the shared values, beliefs, and behaviours within a company. It serves as a guide for employees, influencing their actions, decisions, and interactions. The importance of organizational culture lies in its ability to shape the work environment, impacting employee morale, performance, and overall organizational success. A strong and positive culture fosters a sense of identity, unity, and purpose, contributing to employee engagement and satisfaction.

The structure of organizational culture typically encompasses several key components. These include the organization's core values, its approach to communication, the level of adaptability to change, leadership styles, and the degree of emphasis on collaboration and innovation. The structure is not always explicitly defined but is often reflected in the day-to-day practices, rituals, and symbols within the organization.

The COVID-19 pandemic has had a profound impact on organizational culture across industries. The sudden shift to remote work challenged traditional structures, requiring adaptability and innovation. The crisis highlighted the importance of a resilient culture that can withstand unforeseen challenges. Companies that prioritized effective communication during this period, keeping employees informed and connected, demonstrated the resilience of their cultural foundations.

Moreover, the pandemic accelerated digital transformations, influencing the cultural structure by promoting technological proficiency and a greater reliance on virtual collaboration tools. The need for empathy and support for employees' well-being became more pronounced, impacting cultural values related to work-life balance and employee care (Nowland R., 2020).

In terms of leadership, the crisis called for a different set of skills, emphasizing the importance of transparent and decisive communication, adaptability, and empathy. Organizations that successfully navigated the challenges reinforced the importance of these qualities within their cultural structure.

In conclusion, the structures of organizational culture, encompassing values, communication, adaptability, and leadership styles, play a crucial role in shaping a cohesive and resilient work environment. The impact of the COVID-19 pandemic has underscored the need for organizations to adapt, communicate effectively, and prioritize the well-being of their employees to maintain and evolve their cultural foundations in the face of unprecedented challenges.







Conclusion

Effective communication is paramount for shaping and sustaining organizational culture. It serves as the lifeblood that disseminates values, goals, and expectations throughout the company. Clear and consistent communication helps establish a shared understanding among employees, fostering a cohesive culture built on common goals and principles (A.M., 2020). Moreover, communication is instrumental in aligning individual and team efforts with the overarching mission, promoting a sense of purpose and unity.

In a corporate context, culture is not solely the responsibility of leadership; it is a collective effort involving every individual within the organization. Company Culture Is Everyone’s Responsibility because the actions, behaviours, and interactions of each employee contribute to the overall cultural fabric. Communication, in this context, becomes a tool for collaboration and shared responsibility. When employees are encouraged to express their ideas, concerns, and perspectives openly, it creates a more inclusive and dynamic culture. Furthermore, transparent communication helps prevent misunderstandings, build trust, and reinforces a culture of accountability.

Employees, at all levels, play a vital role in embodying and reinforcing the company's values through their daily interactions and decision-making. In essence, a robust culture is co-created by everyone within the organization, making effective communication an indispensable element in the shared responsibility for cultivating and sustaining a positive and impactful organizational culture. (orda O., 2020)
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