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ABSTRACT 

SYNCHRONIZING LEADERSHIP AND CULTURE: A ROADMAP FOR 

ORGANIZATIONAL SUCCESS IN DISRUPTIVE AGE 

 

DOCTOR OF BUSINESS ADMINISTRATION 

 

SWISS SCHOOL OF BUSINESS AND MANAGEMENT 

 

Directed by: Dr. Ramesh 

The onset of the digital age has brought with it an unprecedented wave of disruptions, 

compelling organizations to rethink traditional approaches to leadership and culture. 

This thesis explores the symbiotic relationship between organizational culture and 

leadership, laying down a comprehensive roadmap for synchronizing these critical 

elements to navigate the complexities of the disruptive landscape. Utilizing a mix of 

qualitative and quantitative research methods, including literature review, case 

studies, and survey-based data collection, the study offers empirical insights into how 

mid-level management serves as crucial culture carriers and implementors of abstract 

strategic concepts. The research also examines the transformative power of culture-

driven leadership in diverse contexts, focusing on its role in enhancing organizational 

performance metrics. 

Recommendations for practitioners and future researchers have been provided, 

suggesting ways to implement culture-centric leadership at various organizational 
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stages and across diverse industries. Key case studies like Nadella's transformation of 

Microsoft and concepts like Mythopoetic Leadership have been cited to offer real-

world examples of successful implementation of this approach. The thesis makes a 

compelling argument for a self-sustaining culture shaped by aligned leadership as the 

cornerstone for ensuring organizational readiness and resilience in a disruptive age.
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CHAPTER 1 

INTRODUCTION 

1.1 Overview 

We find ourselves living in times of unprecedented change. Rapid technological 

innovations, geopolitical shifts, and socio-economic disruptions are not merely 

altering but fundamentally reshaping the landscape of organizational existence. 

Within this vortex of change, two pivotal elements have emerged as the linchpin 

for organizational resilience and success: leadership and culture. This thesis, 

entitled "Synchronizing Leadership and Culture: A Roadmap for Organizational 

Success in a Disruptive Age," embarks on a multifaceted journey to scrutinize 

the intricate interplay between these two elements. Echoing Peter Drucker's 

observation, "Culture eats strategy for breakfast," this research aspires to delve 

beyond this surface-level understanding to examine how culture, when 

synchronized with effective leadership, can become a strategy itself for 

organizational excellence (Drucker, 2016). 

1.1.1 Background 

Organizational culture and leadership are far from being mutually exclusive; 

they are interconnected in ways that influence the organization's adaptability, 

performance, and employee well-being (Schein, 2010; Bass & Avolio, 1994). 

Despite their vital importance, organizations often find themselves in a 

disorienting maze when trying to align their culture and leadership strategies. 

Misalignment between these components can lead to a range of organizational 
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deficiencies, from inefficiencies and internal frictions to systemic failures in 

adapting to external challenges (Denison, 1990). As the business environment 

becomes increasingly volatile, uncertain, complex, and ambiguous (VUCA), the 

ability of an organization to adapt and evolve has become central to its survival 

(Bennett & Lemoine, 2014). 

1.1.2 Problem Statement 

While the literature has repeatedly emphasized the importance of both 

leadership and culture in organizational settings, there remains a conspicuous 

gap in pragmatic solutions for harmonizing these elements, particularly in 

disruptive or VUCA contexts (Antonacopoulou & Bento, 2018). This thesis 

aims to bridge this intellectual void by proposing a nuanced roadmap for 

achieving an ideal synchronization between leadership and organizational 

culture, thereby setting the stage for sustainable success in an era of continual 

disruption.  

1.2 The Problem: What Are We Missing in Traditional Leadership? 

The digital age presents unparalleled challenges and opportunities for 

organizations. The pace at which technology evolves demands constant 

adaptability and agility. Leadership paradigms, however, have not consistently 

adapted at a similar pace, which can lead to a disconnect between organizational 

culture and the demands of the digital era. Traditional leadership models often 

struggle to account for this new landscape, and herein lies the problem: what are 

we missing in traditional leadership that hampers the synchronization of 
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leadership and culture in contemporary organizations? 

1.2.1 Traditional Leadership Models: An Overview 

Traditional leadership models such as autocratic, bureaucratic, and transactional 

leadership are often characterized by a top-down approach, where decisions are 

made at the upper echelons of the hierarchy and disseminated down the ladder. 

While these models have their merits, they tend to stifle innovation and 

agility—two attributes crucial for success in the digital age. 

1.2.2 Hierarchical Rigidity and Lack of Agility 

The autocratic and bureaucratic styles of leadership thrive on strict control, 

rules, and procedures. While these might have worked in an industrial age 

focused on efficiency and production, they often fail to offer the flexibility 

required in a digital world. Schein (2010) argues that organizational culture 

manifests itself in various ways, including its leadership styles. In a digital era 

that demands quick decision-making and adaptability, a rigid hierarchy can be a 

significant impediment. 

1.2.3 Absence of Inclusivity and Collaboration 

The digital age thrives on collaboration and cross-functional problem-solving, 

necessitating a shift towards more democratic or participative styles of 

leadership. Traditional leadership models often ignore the input of junior 

employees, missing out on potentially groundbreaking ideas. According to 

Northouse (2018), leadership is a process that involves influencing a group of 
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individuals. Yet, if the leadership model doesn't encourage inclusivity, it fails to 

harness the full potential of the organization's human capital. 

1.2.4 Resistance to Change and Innovation 

One of the most glaring limitations of traditional leadership models is their 

inherent resistance to change. Organizational culture, as posited by Schein, is 

often resistant to abrupt changes, which can be detrimental in a digital 

environment where change is the only constant. Transformational and culture-

driven leadership models focus on inspiring employees to embrace change, thus 

aligning better with the needs of the digital age. 

1.2.5 The Need for Culture-Driven Leadership in the Disruptive Age 

To thrive in the digital landscape, organizations must evolve to adopt a culture-

driven leadership model that places organizational culture at its nucleus. Unlike 

traditional models, culture-driven leadership integrates the values, beliefs, and 

norms of the organization into its decision-making processes. A focus on 

cultural fitment during the leadership succession process ensures a seamless 

transition and equips the organization to navigate the complexities of the digital 

world. 

In a culture-driven leadership model, organizational goals are not merely 

dictated from the top but are co-created in consultation with employees at all 

levels. This approach not only fosters a sense of ownership among employees 

but also encourages innovation and adaptability, which are indispensable in the 

digital age. 
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Futureproofing through Culture-Driven Leadership 

The digital age will continue to bring forth disruptions that we can't yet foresee. 

Traditional leadership models may render organizations vulnerable to these 

changes. In contrast, culture-driven leadership fosters an environment of 

continuous learning and adaptability, thereby better future-proofing the 

organization. 

By placing a premium on cultural fitment in leadership succession planning, 

organizations ensure that successors not only bring the necessary skills and 

experience to the table but also align with the organization’s culture. This 

fitment is crucial for sustaining the mission and vision of the organization in an 

ever-changing landscape. 

The traditional models of leadership, while effective in specific contexts, appear 

increasingly ill-suited for the challenges and opportunities of the digital age. 

The limitations of these models, such as hierarchical rigidity, lack of inclusivity, 

and resistance to change, are precisely the gaps that culture-driven leadership 

aims to fill. 

As organizations move deeper into the digital era, leadership models must 

evolve in tandem with changes in organizational culture, technological 

advancements, and market dynamics. Only through such a holistic approach can 

organizations hope to succeed in this age of constant digital transformation. 

1.3 Purpose of the Study 

The primary purpose of this study, titled "Synchronizing Leadership and Culture: A 
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Roadmap for Organizational Success in a Disruptive Age," is to delve deeply into the 

intricate relationship between organizational culture and leadership styles, especially 

in environments characterized by volatility, uncertainty, complexity, and ambiguity 

(VUCA). The current landscape of disruptive technologies, shifting geopolitical 

dynamics, and fast-changing consumer preferences has made adaptability and 

resilience the hallmarks of organizational success. Amidst this, understanding how 

leadership and culture interact becomes pivotal. 

Analytical Objectives: The analytical objectives of this research are manifold 

and are designed to serve the interests of a range of stakeholders including 

organizations, mid-level managers, the academic community, and professionals 

in related fields. 

1.3.1 Objectives 

This research has several overarching objectives: 

• To examine the current intersection of leadership and culture within 

contemporary organizations, emphasizing the role of different leadership 

styles in shaping organizational culture. 

• To explore the challenges and opportunities that organizations encounter 

when seeking to align their leadership behaviors and cultural norms. 

• To devise a practical framework for synchronizing leadership and culture, 

thereby providing organizations with actionable insights for promoting 

agility and resilience. 
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1.3.2 Justification  

In the context of today's VUCA world, achieving synchronization between 

leadership and culture isn't just an intellectual exercise; it is a business 

imperative (Bennett & Lemoine, 2014). Leadership sets the tone for 

organizational culture, thereby directly affecting how organizations react to 

internal and external changes (Kotter, 1996). Understanding the mechanics of 

this synchronization is not only intellectually fulfilling but critically essential 

for any organization's resilience and long-term success. 

Research Questions: To guide this comprehensive exploration, the study aims to 

answer the following research questions: 

• How do different leadership styles shape and influence organizational 

culture? 

• What challenges and inconsistencies do organizations face when 

striving to align leadership and culture? 

• What strategies can be implemented to harmonize leadership styles and 

cultural norms effectively for a more adaptive organization? 

1.3.3 Methodology 

This study will employ a quantitative survey. Data will be gathered from middle 

to senior-level managers across multiple industries, thus offering a more holistic 

understanding of the issues at hand. 
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1.3.4 Relevance to Key Stakeholders  

Key Stakeholders: The importance of this research transcends academic 

interest; it holds significant ramifications for several stakeholders involved 

directly or indirectly with organizations. Below are the key stakeholders who 

stand to benefit from this study: 

• Organizations: For organizations operating in today's dynamic 

environment, this study offers an invaluable blueprint for achieving a 

cohesive, effective, and resilient structure. The framework generated 

will assist organizations in understanding the synergies between 

leadership and culture, thus helping them strategize for long-term 

success. Moreover, the actionable insights provided can serve as a tool 

for enhancing organizational agility, facilitating better decision-making, 

and driving positive business outcomes. 

• Mid-Level Managers: Mid-level managers often find themselves at the 

crossroads of strategic directives and ground-level execution. For them, 

understanding the dynamics between leadership and culture is critical. 

This study will provide them with a guide to better align their 

management practices with the broader organizational culture, making 

them more effective leaders who can drive their teams toward achieving 

organizational goals. 

• Academic Community: For scholars and researchers in the field of 

organizational behavior, leadership, and culture, this study will fill an 
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existing gap in literature. It will provide a comprehensive view of how 

leadership styles can align with organizational culture in contemporary 

settings. The research will contribute to existing theories and models, 

offering a nuanced understanding that could set the stage for future 

studies in the domain. 

• Professional Community: Consultants, HR professionals, and other 

experts who offer organizational solutions will find the outcomes of this 

study immensely beneficial. The insights gathered can be incorporated 

into training modules, leadership development programs, and 

consultancy solutions aimed at organizational change and development. 

By covering these stakeholders, the study aims to offer a multi-dimensional 

view that serves both theoretical and practical needs, thereby broadening its 

significance and applicability. 

This sets the stage for the research expedition that lies ahead. It has highlighted 

the urgency of understanding the nexus between leadership and culture as 

organizations traverse through the turbulent waters of the modern age. The 

overall aim of this thesis is to construct a roadmap that organizations can 

navigate to synchronize their leadership and culture effectively, thus equipping 

them with the tools necessary for achieving sustainable success in a disruptive 

environment. 

By fulfilling the objectives outlined and answering the research questions, this 

study will not only contribute to academic discourse but will also offer 

pragmatic solutions that practitioners and organizational leaders can readily 
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employ. In doing so, it will unravel the complexities surrounding the 

harmonization of leadership and culture in organizations, offering actionable 

insights for turning these challenges into opportunities for growth and 

sustainable success. 

1.4 Significance of the Study 

The disruptive age brings with it a plethora of challenges and opportunities for 

organizations. Conventional models of leadership and organizational culture are 

increasingly insufficient to navigate the complexities of this evolving landscape. 

This thesis seeks to fill the knowledge gap by offering a comprehensive 

roadmap for synchronizing leadership and culture as a strategy for achieving 

organizational success in this turbulent era. 

• Theoretical Implications: The study contributes to the academic 

discourse by linking leadership models with organizational culture, 

particularly in the context of a disruptive age. This research provides a 

nuanced understanding of how culture-driven leadership can serve as an 

essential framework for organizational adaptability and sustainability. 

• Practical Applications: For practitioners, the insights from this study 

can serve as actionable guidelines for cultivating a culture that not only 

withstands but thrives amidst rapid changes. The study offers valuable 

pointers for hiring practices, succession planning, and managerial 

strategies, all aimed at better aligning leadership approaches with an 

adaptive organizational culture. 
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• Informing Policy and Governance: The study could be of interest to 

policymakers and governance bodies looking to establish norms or 

guidelines for companies operating in volatile markets. It provides 

empirical evidence that supports the case for culture-driven leadership as 

an imperative in today’s business environment. 

• Benchmark for Future Research: By identifying critical elements and 

processes in culture-driven leadership, this thesis provides a 

foundational framework that future research can build upon. Whether for 

longitudinal studies, sector-specific investigations, or comparative 

analyses, the findings from this research offer a robust starting point. 

• Competitive Advantage: As organizations look for a competitive edge 

in an increasingly crowded and volatile marketplace, understanding how 

to synchronize leadership and culture can offer substantial advantages. 

The study provides concrete steps for achieving a harmonious 

organizational culture, which can lead to higher levels of employee 

engagement, customer satisfaction, and ultimately, profitability. 

1.5 Assumptions and Limitations 

1.5.1 Assumptions  

• Universal Applicability of Culture-Driven Leadership: This study 

assumes that the principles of culture-driven leadership can be 

universally applied across different types and sizes of organizations, 

irrespective of the industry they are in. 
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• Rate of Digital Transformation: The thesis is predicated on the idea 

that all organizations are either in the process of or need to be 

considering digital transformation. 

• Stakeholder Honesty: Interviews and surveys used for this research 

assume that all participants responded honestly and openly, thereby 

providing accurate data. 

• Consistency in Organizational Culture: This study assumes that 

organizational culture remains relatively stable over short periods, 

allowing for meaningful analysis and application of culture-driven 

leadership principles. 

• Leadership's Impact on Culture: It is assumed that leadership has a 

direct and substantial impact on organizational culture, although other 

factors might also contribute. 

1.5.2 Limitations 

• Sample Size: Due to time and resource constraints, the sample size for 

interviews and surveys may not be large enough to be statistically 

significant or fully representative. 

• Subjectivity in Qualitative Data: As the thesis relies partly on 

qualitative data, subjectivity could influence the interpretation of the 

results. 

• Causality: While the thesis aims to establish a link between culture-

driven leadership and organizational success in the disruptive age, it 
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cannot definitively prove causality due to the complex nature of 

organizational behavior. 

• External Factors: The research does not account for external factors 

such as economic conditions, political climate, or technological 

advancements that may also influence organizational culture and 

leadership effectiveness, into the questionnaire. 

• Limited Direct Observations: Due to logistical or confidentiality 

constraints, the research may rely heavily on second-hand accounts 

rather than direct observation, which could introduce bias or 

inaccuracies. However, the author has included personal experiences and 

observations where relevant to enrich the analysis and provide practical 

insights into the application of culture-driven leadership principle. 
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CHAPTER 2  

INTRODUCTION TO CULTURE-DRIVEN LEADERSHIP AS AN 

ALTERNATIVE 

2.1 Overview 

The digital age, characterized by rapid technological advancements and 

globalization, has forced organizations to adapt or risk obsolescence. One 

critical area for reassessment is leadership. Traditional leadership styles, such as 

autocratic, bureaucratic, and transactional, are increasingly being found 

inadequate for today's challenges. According to Schein (2010), leadership and 

organizational culture are deeply intertwined, and to transform one, you must 

engage the other. Given the changing dynamics of the corporate world, culture-

driven leadership emerges as a crucial alternative. 

2.1.1 What is Culture-Driven Leadership 

Culture-driven leadership places the organization's culture at its epicenter. 

Unlike traditional leadership paradigms, where hierarchy and authority are the 

cornerstones, culture-driven leadership pivots on shared values, beliefs, and 

goals. In doing so, it fosters an environment that values each member's 

contribution, thereby enabling the organization to adapt quickly and effectively 

to market changes and disruptions (Denning, 2018). 

The Importance of Culture-Driven Leadership in Today's World 

The corporate world has seen a paradigm shift due to digitalization, requiring 



 

15 

leadership styles to evolve as well. Culture-driven leadership aligns well with 

the values of the modern workplace for several reasons: 

• Agility and Adaptability: In a fast-paced world, organizations need to 

be agile and adaptable. Culture-driven leadership, by emphasizing 

collective decision-making and decentralization, allows for quicker 

adaptability (Hamel & Zanini, 2020). 

• Innovation: Traditional leadership often stifles innovation by its top-

down approach. In contrast, culture-driven leadership encourages 

innovation by fostering a culture of continuous learning and 

improvement (Brown & Eisenhardt, 1997). 

• Employee Engagement: A culture-driven leader invests in building 

relationships, thereby improving employee engagement and 

productivity. Such leaders recognize the importance of emotional 

intelligence and its role in enhancing organizational performance 

(Goleman, 1998). 

2.1.2 Components of Culture-Driven Leadership 

• Shared Vision: A culture-driven leader collaboratively creates a shared 

vision that is aligned with the organization’s core values. 

• Emotional Intelligence: The ability to understand and manage 

emotions is critical for building a culture of trust and respect (Goleman, 

1998). 

• Decentralization of Authority: Unlike traditional leadership models 
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that centralize power, culture-driven leadership disperses authority, 

empowering employees to take decisions (Pink, 2009). 

• Continuous Learning: Emphasis on training and skill development is 

a hallmark, recognizing that human capital is the most valuable asset 

(Beck & Harter, 2015). 

2.1.3 Practical Applications of Culture-Driven Leadership 

• Open Dialogue: Communication channels are open, and feedback is 

actively sought and acted upon. 

• Embracing Diversity: Culture-driven leadership values diversity and 

inclusion as a means of fostering innovation and adaptability 

(Nembhard & Edmondson, 2006). 

• Strategic Decision-Making: Decisions are not made in isolation but 

are an outcome of collective intelligence. 

• Culture-Driven Leadership vs. Traditional Leadership: Culture-

driven leadership centers on the alignment of organizational culture 

with leadership practices, emphasizing adaptability, continuous 

learning, and collaboration. In contrast, traditional leadership tends to 

prioritize stability, hierarchy, and established protocols, often at the 

cost of adaptability. 

• Adaptability vs. Rigidity: Traditional leadership styles like autocratic 

and bureaucratic are less adaptive to change, while culture-driven 

leadership thrives on it (Kotter, 2012). 
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• Collaboration vs. Command: Traditional leadership operates on a 

command-and-control model, whereas culture-driven leadership 

focuses on collaboration and co-creation (Wagner & Harter, 2006). 

• Learning vs. Efficiency: Traditional leadership often prioritizes 

efficiency over learning, whereas culture-driven leadership places an 

equal or greater emphasis on continuous learning and growth (Senge, 

1990). 

2.1.4 Challenges and Considerations 

While culture-driven leadership offers many advantages, it's not without 

challenges such as resistance to change, the time-intensive nature of cultural 

shift, and the possible clash with existing hierarchies. These require strategic 

planning and phased implementation (Kotter, 1996). 

Culture-driven leadership offers a transformative approach to guiding 

organizations through the complexities of the digital age. It places emphasis on 

flexibility, inclusivity, and shared values, which are increasingly becoming 

indispensable in contemporary organizations. While it presents its own set of 

challenges, the long-term benefits it offers make it a worthy alternative to 

traditional leadership paradigms. By understanding the components and benefits 

of culture-driven leadership, organizations can make a deliberate shift away 

from traditional paradigms, embracing a model that is much more aligned with 

the realities of the digital age. 
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2.2 Constituents of Culture-Driven Leadership 

The onset of the disruptive age heralds a new era that challenges traditional 

notions of effective leadership. In a rapidly changing landscape marked by 

disruptions, not just technological but also social and economic, conventional 

leadership models fall short. It is in this volatile environment that "Culture-

Driven Leadership" finds its pertinence. This study aims to elucidate the 

concept of culture-driven leadership within the overarching framework of 

"Synchronizing Leadership and Culture: A Roadmap for Organizational Success 

in Disruptive Age." 

2.2.1 The Pillars of Culture-Driven Leadership 

• Vision Alignment: In the realm of culture-driven leadership, the 

organizational vision becomes more than just a tagline; it transforms 

into an ingrained principle that cascades through every level of the 

organization. Leaders don't merely declare this vision; they live it and 

model it for their teams. 

• Emotional Intelligence: Culture-driven leaders exhibit high levels of 

emotional intelligence. They understand that their role isn't just to 

instruct but also to inspire. Such leaders are adept at recognizing and 

validating the emotional states of their team members, adapting their 

leadership styles to meet the unique needs of each individual. 

• Inclusivity and Diversity: A culture-driven leader recognizes the 

value of multiple perspectives and actively seeks to foster a culture of 
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inclusivity and diversity. Such a culture not only enriches the work 

environment but also drives innovation by incorporating a wide range 

of viewpoints. 

• Employee Empowerment: Empowerment is at the core of culture-

driven leadership. Such leaders trust their teams with responsibility and 

grant them the autonomy to make decisions. This cultivates a sense of 

ownership among employees, who, in turn, become more engaged and 

motivated. 

• Ethical and Moral Integrity: In a world of cut-throat competition, 

culture-driven leaders stand out for their unwavering commitment to 

ethical conduct. They set a moral precedent for the entire organization, 

thereby fostering a culture rooted in integrity. 

2.2.2 Key Characteristics of Culture-Driven Leaders 

• Adaptability: In an age of constant disruptions, adaptability becomes 

indispensable. Culture-driven leaders demonstrate a willingness to alter 

their approaches to meet evolving challenges and seize new 

opportunities. 

• Transparency: Transparency fosters trust, and trust is the cornerstone 

of any healthy organizational culture. Culture-driven leaders are open 

about their plans, challenges, and even their failures. This open-book 

approach encourages the same level of honesty and openness at every 

level of the organization. 
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• Continuous Learning: The best culture-driven leaders recognize that 

leadership is a journey, not a destination. They are committed to their 

own personal and professional development and encourage the same 

from their team members, often through continuous learning 

opportunities, mentorship programs, and regular feedback sessions. 

• Collaborative Spirit: Culture-driven leadership is not autocratic but 

collaborative. The leader acts more as a facilitator than a dictator, 

creating a space where every voice is heard, and collective decision-

making is the norm rather than the exception. 

2.2.3 Culture-Driven Leadership in the Disruptive Age 

• Navigating Complexity: As organizations grapple with various forms 

of disruption—technological, social, or economic—the role of culture-

driven leaders becomes increasingly complex and indispensable. These 

leaders guide the organization through tumultuous times, keeping the 

core values intact. 

• Balanced Decision-Making: Leaders who can judiciously combine 

data-driven decision-making with emotional intelligence exemplify the 

most effective form of culture-driven leadership. 

• Balancing Agility and Stability: The disruptive age calls for 

organizations to be both agile to adapt to swift changes and stable 

enough to maintain operational efficiency. Culture-driven leaders are 

adept at maintaining this delicate balance. 
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Culture-driven leadership is not a mere catchphrase but a transformative way of 

navigating organizations through the intricate challenges of the disruptive age. 

As a cornerstone in the roadmap for synchronizing leadership and culture, this 

approach arms organizations with the strategies they need to meet the unique 

demands of the 21st-century business landscape. By internalizing and 

implementing the principles of culture-driven leadership, organizations become 

better poised to navigate the volatility and capitalize on the opportunities of the 

disruptive age. 
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CHAPTER 3 

LITERATURE REVIEW 

3.1 Determinants of Organization Culture 

In understanding the nuanced architecture of organizational culture, it's vital to 

consider its determinants, which are multifaceted in nature. Dr. Radhika Kapur's 

seminal work articulates that organizational culture is significantly influenced 

by internal and external factors, as well as other important elements such as 

organizational policies, administrative functions, and structure (Kapur, 2020). 

She posits that the enrichment and overall success of an organizational culture 

are contingent upon members being keenly aware of these determinants. By 

equipping themselves with this awareness, individuals not only enhance their 

operational efficacy but also contribute to the organization's overarching goals. 

Kapur emphasizes that these determinants are not just theoretical constructs but 

actionable metrics that can lead to the substantive up-gradation of the 

organizational culture. Through effective communication among all hierarchical 

levels—superiors, subordinates, and peers—members can accrue the knowledge 

necessary for job execution, thereby fulfilling organizational objectives and 

strengthening its structural integrity (Kapur, 2020). 

In this vein, Dr. Radhika Kapur's insightful research underscores the critical role 

that both internal and external determinants, among other factors, play in 

shaping organizational culture. Kapur's emphasis on the need for organizational 

members to be well-informed about these determinants for the enhancement of 
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the work environment resonates strongly with the broader literature on this topic 

(Kapur, 2020). 

Expanding upon Kapur's framework, it is equally important to delve deeper into 

how these determinants function in specific organizational contexts. 

Organizational culture is a multifaceted construct shaped by a myriad of factors. 

These include not only elements internal to the organization such as leadership, 

values, and traditions but also external elements such as social trends, industry 

norms, and economic conditions. In addition, an organization's policies, 

administrative functions, and structural elements play critical roles in defining 

its culture. The review of this literature aims to summarize the comprehensive 

examination of these factors, discussing their relevance, interaction, and 

implications. 

 

 

The Onion Model of Organizational Culture 

Source: Johnson and Scholes (1999, p. 74) 
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3.1.1 Internal Determinants 

The first part of our investigation spotlighted internal determinants like 

leadership, values, and traditions. Leadership, as mentioned, sets the tone for 

organizational culture. The communication styles, ethical standards, and 

managerial approaches of the leadership cascade down the hierarchy, affecting 

employees' attitudes and behaviors. While transactional leaders may engender a 

culture focused on task-completion and short-term goals, transformational 

leaders can foster an environment conducive to innovation and long-term vision. 

Similarly, the values and traditions within an organization act as pillars that 

support its cultural edifice. From the mission statement to day-to-day 

operational ethos, these internal factors create a unique 'DNA' for each 

organization. However, it is important to note that these aspects are not static. 

They can evolve over time due to various factors like generational change, 

market competition, and strategic shifts. 

3.1.2 External Determinants 

The second part of the discussion extended the exploration to external factors, 

primarily economic conditions, social trends, and industry norms. Economic 

conditions significantly affect organizational culture. For instance, during a 

recession, companies may adopt a cost-cutting culture emphasizing frugality, 

while in booming times, the focus may shift to expansion and scaling. 

Expanding on Dr. Radhika Kapur's insightful observation about the role of 

economic conditions in shaping organizational culture, I would like to introduce 
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a complementary perspective that I term 'Economic Resilience through Culture-

Driven Leadership.' While Dr. Kapur astutely identifies cost-cutting and 

frugality as common organizational responses during economic downturns, I 

argue that these measures can be both short-sighted and detrimental to long-

term talent retention. Let's explore how Culture-Driven Leadership can provide 

a more sustainable alternative. 

3.1.3 Economic Resilience through Culture-Driven Leadership 

The Problem with Reactive Cost-Cutting: As Dr. Radhika Kapur rightly 

points out, external economic conditions like recessions often compel 

organizations to adopt a cost-cutting culture that emphasizes frugality. While 

such a response may offer short-term relief to balance sheets, it comes with 

significant long-term costs. Layoffs, as a primary instrument of cost-cutting, 

lead to loss of talent, a decline in employee morale, and a subsequent decrease 

in productivity. Moreover, the process of re-hiring and re-training when the 

economy recovers often outweighs the initial savings. 

• Talent Retention Through Culture-Driven Leadership: A Culture-

Driven Leadership approach, on the other hand, proposes an alternative 

strategy that aligns the organization's core values and long-term goals. 

By building a culture that emphasizes values like 'Employee Well-

being,' 'Innovation,' and 'Adaptability,' companies can create a more 

resilient workforce prepared to navigate economic downturns 

collaboratively. Such a culture could advocate for measures like cross-
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training employees to manage multiple roles, reducing working hours 

rather than the workforce, or even diversifying into new revenue 

streams. 

• Open Communication Channels: Transparency becomes crucial 

during tough economic times. A culture-driven approach promotes 

open dialogue between leadership and staff, encouraging collective 

problem-solving and allowing for creative solutions that can help to 

weather the storm without drastic measures like layoffs. 

• Planning for Sustainability, Not Just Survival: A Culture-Driven 

Leadership model also encourages planning for long-term sustainability 

rather than short-term survival. By avoiding knee-jerk reactions like 

layoffs, organizations can maintain the talent and experience they'll 

need to capitalize on opportunities once economic conditions improve. 

• Adaptability as an Asset: One of the core benefits of a culture-driven 

strategy is adaptability. In volatile economic times, the ability to 

quickly pivot becomes invaluable. If a company's culture promotes 

adaptability and continuous learning, the organization can more readily 

adjust to new economic realities, sometimes even turning challenges 

into opportunities. 

In my opinion, while frugality and cost-cutting might offer a quick fix during 

economic downturns, these measures often contribute to talent loss, weakening 

the organization in the long term. Culture-Driven Leadership offers a more 

holistic and sustainable approach that can help organizations maintain their 
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talent pool and emerge stronger when economic conditions improve. 

Likewise, social trends like increasing awareness of environmental 

sustainability or diversity can lead organizations to adapt their cultures to better 

align with societal expectations. Industry norms, as a category, often serve as a 

benchmark. Organizations may adhere to these norms to maintain 

competitiveness, but they may also seek to differentiate their culture as a 

strategic advantage. 

3.1.4 Other Factors 

Apart from internal and external factors, other significant elements include 

organizational policies, administrative functions, and structural components. 

Policies govern the behaviors and decisions within the organization. Well-

structured policies guide employees and help to create a culture that aligns with 

the organization's objectives. For instance, policies related to employee well-

being directly impact the culture around work-life balance. 

In recent times, the emergence of hybrid and work-from-home policies has 

added a new layer to Dr. Radhika Kapur's assertion about the role of policies in 

shaping organizational culture. The advent of such flexible work arrangements, 

accelerated by the COVID-19 pandemic, has had profound implications for 

employee well-being and organizational culture. These policies, when 

thoughtfully implemented, can significantly enhance employee well-being by 

offering the flexibility to balance work with personal life, thereby positively 

affecting mental health and job satisfaction. However, it's essential to note that 
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they can also pose challenges, such as feelings of isolation and blurred work-life 

boundaries. Therefore, while these modern policies are generally aimed at 

increasing convenience and work-life balance, they require robust 

administrative oversight to ensure that they contribute positively to the 

organizational culture. 

Administrative functions like planning, organizing, directing, and controlling 

are indispensable for any organization, regardless of its size or domain. These 

managerial activities not only define how tasks are performed but also help 

shape the culture by establishing norms around teamwork, decision-making, and 

problem-solving. 

Lastly, the organizational structure, with its roles, hierarchies, and operational 

procedures, provides a framework within which the culture operates. A 

hierarchical structure might foster a culture of formality and strict reporting 

lines, while a flat structure could encourage collaboration and open 

communication. 

Interplay of Factors: It's crucial to appreciate that these determinants do not 

operate in isolation. For example, leadership decisions on policies often 

intersect with administrative functions. A company might adopt cutting-edge 

technology to improve its efficiency, influenced by both leadership vision and 

external economic pressures. Therefore, understanding organizational culture 

requires a holistic approach that considers the intricate interactions among these 

factors. 

While Dr. Radhika Kapur emphasizes the holistic nature of influences on 
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organizational culture, it's pivotal to zoom into specific scenarios to truly 

understand the complexity. Take, for example, the implementation of a Work-

From-Home (WFH) policy. While the decision to enable WFH might stem from 

executive leadership as a response to external pressures such as a pandemic, the 

effective execution of this policy largely rests on the shoulders of frontline 

managers. The frontline managers are often responsible for maintaining team 

cohesion, productivity, and well-being in a virtual environment, a task that 

requires a different skill set and sensitivities compared to a traditional office 

setting. They serve as the vital conduit between organizational culture and the 

daily experiences of employees. If their perspective is not considered when 

shaping and implementing WFH policies, the company risks creating a 

disconnect between leadership's vision and the practical, on-the-ground realities 

that their teams face. Therefore, a truly successful WFH policy should be a 

collaborative effort that takes into account these different managerial levels and 

their unique insights into the dynamics of the workforce. 

Areas for Improvement and Further Analysis: While the investigation 

provides a broad overview, it could benefit from a more in-depth analysis of the 

interactions between these determinants. The repetitive nature of the content 

could be refined for clarity, and the inclusion of specific case studies or 

empirical data might add further weight to the arguments. Furthermore, the 

document would be enhanced by offering specific recommendations for shaping 

a desirable organizational culture, supported by a clear implementation plan. 

Organizational culture is a complex construct influenced by a wide array of 
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factors. From leadership and internal values to external economic conditions 

and social trends, each plays a role in shaping the culture. These factors are 

further enriched by organizational policies, administrative functions, and 

structural aspects. Understanding the role and interplay of these determinants is 

vital for leaders aiming to create a positive, productive culture. 

A dynamic balance needs to be struck among these factors, and regular 

evaluations are necessary to ensure that the culture remains aligned with both 

internal objectives and external realities. By paying close attention to these 

determinants, organizations can not only understand their current culture but 

also pave the way for a more harmonious, efficient, and adaptive organizational 

environment. 

3.2 LEADERSHIP STYLES 

3.2.1 Common Leadership Styles 

Leadership is a complex subject that continues to captivate scholars, 

professionals, and policymakers alike. The role leadership plays in business, 

governance, and social systems is not only significant but often transformative. 

Various leadership styles, depending on various factors such as the culture, 

goals, and nature of work, have been discussed and theorized over time 

(Northouse, 2018). The understanding of these styles is not just theoretical but 

essential for the effective functioning and success of an organization. 

3.2.2 Different Leadership Styles 

The landscape of leadership styles is vast and varied. From classic styles like 
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autocratic and democratic to contemporary approaches like transformational and 

transactional, the categorizations are numerous. Different frameworks categorize 

leadership styles in multiple ways, but for the context of this discussion, the 

most commonly recognized styles will be considered. 

 

Source: LinkedIn Mohammed ELNour LEADERSHIP STYLES: The Impacts of Transformational 

Leadership and Transactional Leadership on Organizational Performance and Change on LinkedIn 

Brief Descriptions of Leadership Styles 

• Autocratic: Autocratic leaders make decisions unilaterally, without 

seeking input from team members. This top-down approach often leads 

to quick decision-making but may foster an environment of low 

employee morale (Lewin, Lippitt & White, 1939). 

• Authoritarian: Closely related to autocratic, authoritarian leaders are 

slightly softer, showing concern for the well-being of their team while 

still maintaining strong control (Cherry, 2019). 

• Coercive or Commanding: This style focuses on immediate 
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compliance and is most effective in crisis situations. However, it can 

stifle creativity and demoralize employees (Goleman, 2000). 

• Affiliative: Prioritizing emotional needs, affiliative leaders aim to 

create harmony and a sense of belonging among team members. This 

approach can be effective in times of stress (Goleman, 2000). 

• Bureaucratic: Bureaucratic leaders are rule-bound and expect the same 

from their teams, sometimes to the point of stifling innovation (Weber, 

1983). 

• Coaching: Focused on the long-term development of team members, 

the coaching style has been noted to improve performance and skills 

over time (Whitmore, 1996). 

• Democratic: Also known as participative leadership, this style involves 

team members in decision-making, which can improve job satisfaction 

and quality of output (Lewin, Lippitt & White, 1939). 

• Facilitative or Participative: This is a more consensus-oriented 

approach than democratic leadership and is often used for problem-

solving (Hersey & Blanchard, 1969). 

• Laissez-Faire or Delegative: In this style, leaders allow team members 

to make decisions, often leading to high creativity but can risk poor 

decision-making in the absence of leadership (Lewin, Lippitt & White, 

1939). 

• Emergent: Not formally appointed, these leaders rise due to their 

charisma or expertise and can effectively mobilize a team (Bass, 1990). 
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• Pacesetting: With high standards for performance, pacesetting leaders 

can both inspire and overwhelm their teams (Goleman, 2000). 

• Servant: Servant leaders prioritize the needs of the team and the larger 

community, fostering a sense of social responsibility (Greenleaf, 1977). 

• Strategic: This leadership style involves long-term planning and 

forward thinking, often aligning team efforts with future opportunities 

or risks (Mintzberg, 1989). 

• Transactional: Employing a system of rewards and punishments, 

transactional leaders are effective at motivating team members but can 

lack the inspirational element (Burns, 1978; Bass & Riggio, 2010). 

• Transformational: By inspiring high levels of engagement and 

loyalty, transformational leaders are effective in navigating change 

(Bass & Riggio, 2006). 

• Visionary: These leaders articulate a captivating vision and manage to 

secure the team's buy-in, often inspiring innovative solutions (Sashkin, 

1988). 

• Situational Leadership: Adapting to the capabilities and maturity of 

team members, this style is highly flexible (Hersey & Blanchard, 1969). 

3.2.3 Culture-Driven Leadership 

Moving beyond the individualized approach to leadership styles is the concept 

of Culture-Driven Leadership. As opposed to focusing on the leader's traits or 

behaviors, Culture-Driven Leadership emphasizes the impact of the 
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organization's culture on leadership style (Schein, 1992). This form of 

leadership recognizes that the organizational culture dictates unique challenges 

and opportunities, and therefore, adapts its style to fit these cultural norms. 

In this context, leadership becomes a holistic endeavor. Instead of forcing 

change through a specific style, culture-driven leadership molds the culture to 

foster the desired behaviors and outcomes naturally (Denison, 1990). Such an 

approach allows for greater flexibility and is often more sustainable in the long 

run, as it works synergistically with the existing organizational culture. 

Leadership, therefore, becomes everyone's responsibility, seamlessly integrating 

into the fabric of the organization's culture. This results in higher employee 

engagement, a stronger sense of purpose, and a more resilient organization 

(Cameron & Quinn, 2006). 

In the ever-changing landscape of organizational management, understanding the 

different styles of leadership is essential. While the concept of leadership styles is 

well understood, the emergence of culture-driven leadership offers a more flexible, 

integrative, and adaptive approach to managing modern organizations.  

3.2.4 Mythopoetic Leadership Style 

According to Chip Jarnagin and John W. Slocum Jr. in their paper 'Creating 

Corporate Cultures Through Mythopoetic Leadership,' the concept of 

Mythopoetic leadership emerges as an innovative perspective within the 

extensive discourse on leadership and organizational culture.  This approach 

emphasizes the significance of myths and storytelling as essential instruments 
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that leaders can use to shape culture effectively. In an era where organizations 

are faced with unprecedented challenges from digital transformations to 

disruptive innovations, adopting such a nuanced leadership style can be key to 

synchronizing leadership and culture for organizational success. This review of 

Mythopoetic Leadership style aims to integrate the concepts of Mythopoetic 

leadership into the framework of "Synchronizing Leadership and Culture: A 

Roadmap for Organizational Success in the Disruptive Age." 

The Relevance of Mythopoetic Leadership: As organizations enter the digital age, 

they encounter rapid shifts in technology, competitive landscapes, and consumer 

expectations. In this era, traditional leadership styles often fall short in instilling a 

strong sense of direction and cohesion among team members. Here, Mythopoetic 

leadership comes into play. Through myths and storytelling, leaders can foster a sense 

of shared purpose and identity, qualities that are especially important when navigating 

through disruptive changes. 

Aligning Mythopoetic Leadership with Organizational Culture: One of the 

significant takeaways from the paper by Jarnagin and Slocum is the idea that 

Mythopoetic leadership isn't just about storytelling; it's about aligning those stories 

with the core values and goals of the organization. This form of leadership can create 

a narrative around what an organization stands for, why it exists, and how each team 

member contributes to the overarching mission. This narrative becomes particularly 

significant when considered alongside the concept of synchronizing leadership and 

culture. 

For instance, the leader's role goes beyond merely defining values that underpin the 
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firm's mission and business plan. It involves grounding actions and communication 

strategies in these values, turning them from abstract ideas into lived experiences. 

This practice correlates directly with the concept of "operationalizing" 

organizational culture, an idea central to the thesis of “Synchronizing Leadership 

and Culture: A Roadmap for Organizational Success in Disruptive Age. 

3.2.5 Case Studies: Southwest Airlines and Starbucks 

The paper mentions companies like Southwest Airlines and Starbucks as 

examples of successful Mythopoetic leadership. These companies have unique 

organizational cultures that could be mapped onto different aspects of the digital 

age. Southwest Airlines, for instance, has built its mythology around customer 

service and "luv," a term that has almost mythical implications within the 

company. In a digital age where customer expectations are rapidly evolving, 

grounding the organizational culture in such Mythopoetic elements can be a 

roadmap for continued success. 

Similarly, Starbucks has its narrative woven around the "third place" concept, a 

place between work and home. As workplaces become increasingly remote and 

digital, reinforcing such narratives can serve as a strong anchor, maintaining 

organizational culture and values even as the external environment changes. 

• Transformative Potential: One of the most compelling aspects of 

Mythopoetic leadership is its transformative potential. By aligning a 

powerful narrative with strategic objectives, companies can 

dramatically change their trajectories. This is especially relevant for 
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companies dealing with disruptions or those in the midst of digital 

transformations. The story can become a rallying point, instilling a 

sense of purpose that can be crucial for both employee engagement and 

customer loyalty. 

• Measuring Success and KPIs: While the paper does not delve into the 

metrics for evaluating Mythopoetic leadership, it is conceivable that 

KPIs would center around employee engagement, retention rates, 

customer loyalty, and even brand strength. These metrics can serve as 

indicators for whether the shared narrative is genuinely taking root 

within the organizational culture and contributing to its success. 

The concept of Mythopoetic leadership complements the overarching 

framework of "Synchronizing Leadership and Culture: A Roadmap for 

Organizational Success in the Disruptive Age" by offering a nuanced approach 

to leadership, one that can effectively address the complexities and challenges of 

the digital era. By focusing on the transformative power of story and myth, 

leaders can instill a robust organizational culture that not only adapts to but 

thrives in disruptive times. 

By embedding Mythopoetic leadership principles into the model of 

synchronizing leadership and culture, organizations can construct a more 

holistic, adaptive, and resilient roadmap for success in the digital age. 
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CHAPTER 4  

THE CONCEPTUAL FRAMEWORK: SYNCHRONIZING LEADERSHIP 

AND CULTURE 

4.1 Synchronizing Leadership and Culture: A Roadmap for Organizational 

Success in Disruptive Age 

The relationship between organizational culture and leadership has been a 

subject of extensive research and discussion (Schein, 2010; Bass & Riggio, 

2006). However, in an age characterized by rapid technological advances, 

economic uncertainties, and social complexities, the need for a more 

synchronized approach between leadership and culture is crucial for 

organizational success. This section will discuss the seminal work 

"Synchronizing Leadership and Culture: A Roadmap for Organizational Success 

in a Disruptive Age" and its contribution to the existing body of knowledge. 

4.1.1 The Central Thesis: Synchronizing Leadership and Culture 

The work argues that effective synchronization between leadership and 

organizational culture can act as a catalyst for outstanding performance, even in 

turbulent times. This study brings forth a multi-dimensional framework that 

places culture not merely as an outcome but as a continuous variable that is 

actively shaped by both senior and mid-level management. 
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Source: Diagram adapted from “Fundamentals of Strategy” by G. Johnson, R. Whittington, and K. 

Scholes. Published by Pearson Education, 2012. 

• Relevance in a Disruptive Age: What sets this work apart is its focus on the 

critical need for adaptability and synchrony between leadership and 

organizational culture in an era marked by rapid technological changes and 

disruptions. This study provides a robust theoretical framework that offers 

actionable insights for organizations facing the complexities of an ever-

evolving business landscape. 

• The Role of Mid-Level Managers: One of the most notable aspects of the 

work is its spotlight on mid-level managers as culture carriers, arguing that 

they play a pivotal role in bridging senior leadership directives with ground-

level execution (Huy, 2001). 

• Implementation Framework: This paper presents a comprehensive 

http://www.amazon.com/Fundamentals-Strategy-Johnson-Richard-Whittington/dp/0273757334/ref=sr_1_1?ie=UTF8&qid=1382533103&sr=8-1&keywords=fundamentals+of+strategy
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framework known as the 4A-CLIF, centering around 'Awareness', 

'Accept', 'Align', and 'Action'. This offers a step-by-step guide to 

implement a synchronized approach between leadership and culture, 

which is grounded in extensive research and real-world applicability. 

• Synchronizing Leadership and Culture: A Roadmap for 

Organizational Success in a Disruptive Age" provides a robust 

theoretical and practical blueprint for organizations. Its emphasis on 

synchronization between various managerial levels and organizational 

culture offers a new lens through which leadership and organizational 

effectiveness can be understood. 

4.2 Challenges and Solutions in Implementing a Roadmap  

The task of synchronizing leadership and organizational culture has been 

described as an indispensable component for success, especially in our 

disruptive era (Schein, 2010; Bass & Riggio, 2006). However, the path to 

synchronization is fraught with challenges. This section elucidates these 

challenges and discusses potential solutions, with reference to both seminal 

works and more contemporary studies. 

4.2.1 Challenges in Implementation  

• Organizational Inertia: Resistance to change, especially in well-

established organizations, is one of the most significant barriers to 

implementing a synchronized roadmap (Kotter, 2007; Oreg, 2006). 

• Complexity of Culture: Organizational culture is intricate, comprising 
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multiple sub-cultures, and often there's a gap between the 'espoused' 

and the 'enacted' culture (Martin, 2009). 

• Shifting Priorities: The often-dynamic business landscape forces 

organizations to continually reassess priorities, making it challenging to 

maintain a steady focus on culture and leadership synchrony 

(Hrebiniak, 2006). 

• Leadership Gaps: Both at senior and middle management levels, there 

can be gaps in understanding the importance or mechanics of aligning 

culture and leadership (Kaplan & Norton, 2008). 

4.2.2 Solutions for Overcoming Challenges 

• Strategic Alignment: Rigorous frameworks such as the Balanced 

Scorecard can be deployed to align culture and strategy at every 

organizational level (Kaplan & Norton, 2008). 

• Inclusive Leadership: Adopting inclusive leadership practices can 

help navigate the complexities of different sub-cultures within an 

organization (Nembhard & Edmondson, 2006). 

• Agile Frameworks: Utilizing agile frameworks can help organizations 

remain flexible and adapt to shifting priorities without losing focus on 

cultural initiatives (Denning, 2018). 

• Training and Development: Both senior and middle-level managers 

can benefit from training programs centered around the synchronization 

of culture and leadership. 
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The challenges in implementing a synchronized approach between leadership 

and culture are substantive but not insurmountable. With meticulous planning 

and the deployment of inclusive, agile, and strategic practices, organizations can 

successfully navigate the disruptive landscape that characterizes the modern 

business environment. 
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CHAPTER 5 

RESEARCH DESIGN 

5.1 Introduction 

This section outlines the research design adopted for this thesis, aiming to 

investigate the impact of Culture-Driven Leadership on organizational 

performance. The research adopts a qualitative approach, combining data 

collected from a questionnaire aimed at both mid-level and executive leadership 

within organizations. In addition, the thesis also benefits from the author's 

personal experience and observations across multiple organizational settings. 

5.1.1 Qualitative Research Approach 

Given the complex and multifaceted nature of organizational culture and leadership, a 

qualitative research approach was deemed the most appropriate. This approach allows 

for a nuanced understanding of the topic, providing rich, context-specific insights that 

quantitative data might not fully capture. 

5.1.2 Data Collection Method 

o Questionnaire Design: The primary data collection tool employed is a 

structured questionnaire. The questionnaire comprises of two parts: 

o Common Questions: These are questions aimed at both mid-

level managers and executive leaders. The questions seek to 

gather information on their perception of organizational culture, 

its role in leadership, and its impact on various performance 
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metrics. 

o Exclusive Questions for Executive Leaders: Given their 

strategic role in shaping organizational culture, a set of 

exclusive questions were designed for executive leaders. These 

questions aim to delve deeper into how C-suite executives 

integrate organizational culture into their strategic planning and 

decision-making processes. 

o Personal Experience and Observations: This research is also 

enriched by the author's personal experience and observations 

across multiple organizations. These observations offer 'real-

world' examples and nuances, which are integrated into the 

thesis to provide a comprehensive view of Culture-Driven 

Leadership. This also serves as an additional layer of qualitative 

data, which complements the questionnaire responses to provide 

a more holistic view. 

5.1.3 Data Analysis 

The data collected from the questionnaires will be subjected to thematic 

analysis. This involves identifying, analyzing, and interpreting patterns or 

'themes' within the qualitative data. In addition, anecdotal evidence and 

observations from the author's experience will be utilized to support or contrast 

the findings from the questionnaire, thus adding depth to the analysis. 
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5.1.4 Justification for the Research Design 

The decision to adopt this qualitative approach, combined with the utilization of 

personal experience, stems from the subjective and complex nature of 

organizational culture. The blend of questionnaire-based data with real-world 

observations aims to provide a balanced and comprehensive perspective, thereby 

enriching the academic and practical understanding of Culture-Driven 

Leadership as a lever for enhancing organizational performance. 

By employing this multifaceted research design, the study aims to produce 

actionable insights that can be implemented by organizations aiming to harness 

the power of Culture-Driven Leadership for sustained organizational success. 

5.2 Sampling Strategy 

One of the critical elements in qualitative research is the sampling strategy, 

which dictates the selection of participants for data collection. For this study, a 

small but highly informative sample was chosen. This section outlines the 

rationale, methods, and justification behind this approach. 

• Rationale for a Small Sample Size: Given the qualitative nature of 

this study, the focus is not on generalizability but on the depth and 

richness of the data. A smaller sample allows for more intensive data 

collection methods, such as detailed questionnaires and interviews as 

needed, which would be impractical with a large sample. Furthermore, 

a smaller sample is more manageable for the thematic analysis stage, 

facilitating a more nuanced understanding of the topic. 
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5.2.1 Informativeness of the Sample 

The key criterion for selecting participants was their 'informativeness' or the 

extent to which they could provide insightful data on the subject matter. The 

sample, therefore, consists of individuals who have relevant experience and 

expertise in organizational culture and leadership, including both mid-level 

managers and executive leaders. Their informed perspectives are invaluable for 

understanding the intricacies of Culture-Driven Leadership and its impact on 

organizational performance. 

• Sampling Method: The sampling method adopted for this study is purposive 

sampling. This non-probabilistic technique is particularly useful for 

qualitative research where the goal is to gain insights from specific subsets of 

people. Participants were selected based on their role in the organization and 

their ability to provide informed responses regarding the organizational 

culture and leadership. 

• Justification for the Sampling Strategy: A small yet informative sample 

was deemed appropriate for this study for several reasons: 

o Depth Over Breadth: The qualitative nature of the study 

prioritizes depth of understanding over breadth. A smaller 

sample allows for a more focused, in-depth exploration of each 

respondent's views and experiences. 

o Resource Efficiency: Managing and analyzing data from a 

smaller sample is less resource-intensive, making it more 

feasible to conduct detailed thematic analyses. 
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o Quality of Data: A targeted approach to participant selection 

ensures that the data collected is highly relevant and insightful, 

thereby aligning with the study's objectives. 

By adopting this sampling strategy, the study aims to collect meaningful 

information and useful perceptions that can significantly contribute to both 

academic and practical discourse on Culture-Driven Leadership and 

organizational performance. 

5.3 Respondents’ Profile 

The respondent pool is primarily comprised of individuals in mid-level and 

senior management roles, making the sample robust for understanding 

organizational culture from a leadership perspective. While the majority 

indicated they work in "Technology," it's essential to note that the term may not 

necessarily imply they are from traditional tech companies. Given the 

omnipresence of technology across all sectors, these respondents could very 

well be leading tech initiatives in a variety of industries, such as banking, 

consulting, and professional services. 

With a high proportion of respondents having extensive tenures, both in their 

current roles and historically, the insights gleaned are likely to reflect a deep and 

seasoned understanding of organizational dynamics and culture. The data thus 

provides a multifaceted view, contributed by individuals with significant 

experience and from a diverse range of functional areas and industries. 

Therefore, the survey results are expected to offer valuable, nuanced 
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perspectives on organizational culture across various sectors. 

Table 1: Number of years worked in current company. 

Number of Years 

No. of 

Respondents 

Percentage of 

Respondents 

< 2 years 6 30% 

2-5 years 3 15% 

5-10 Years 2 10% 

> 10 Years 9 45% 

 

Author’s Construct: This table illustrates the distribution of the number of years respondents have 

worked in their current company. 

Table 2: Longest Duration in any company 

Number of Years 

No. of 

Respondents 

Percentage of 

Respondents 

<2 years 0 0% 

2-5 Years 2 10% 

5-10 Years 8 40% 

>10 Years 10 50% 

 

Author’s Construct: This table is detailing the longest tenure of respondents in any company throughout 

their careers. 
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Table 3: Survey Participants – Industry and Job Function 

Industry 

No. of 

Respondents 

Percentage 

of 

Respondents 

Banking and Financial 

Services 

3 15% 

Consulting 1 5% 

CPG 1 5% 

E-Commerce 1 5% 

IT Services 2 10% 

Professional Services 3 15% 

Public Sector 1 5% 

Technology 8 40% 

 

Author’s Construct: This table categorizes survey participants according to the industries they represent. 

Table 4: Job Function of respondents. 

Job Function 

No. of 

Respondents 

Percentage of 

Respondents 

Executive 2 10% 

Operations 5 5% 

Customer Experience 

and Conduct Group 

1 50% 
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Strategy & 

Transformation 

2 10% 

IT Services 10 50% 

 

Author’s Construct: This table breaks down the job functions of the respondents in the survey. 

5.4 Data Collection 

Data collection is a pivotal aspect of any research endeavor. It dictates the 

quality, depth, and relevance of the findings. This study adopts a dual-pronged 

approach, relying on both primary and secondary data sources. This section 

details the methods used for gathering these forms of data and the rationale 

behind those choices. 

• Primary Data: Questionnaire: The primary data for this study were 

collected using a questionnaire specifically designed to explore the themes 

central to Culture-Driven Leadership and organizational performance. The 

questionnaire was meticulously crafted to include questions that tap into the 

key performance drivers, such as organizational culture, leadership 

effectiveness, employee engagement, and operational excellence, among 

others. 

• Rationale for Using Questionnaire:  

o Focused Insights: The questionnaire allows for targeted responses to 

highly specific questions, making it a valuable tool for gathering 

detailed data on the themes under study. 

o Efficiency: Distributing a questionnaire is time-efficient and 
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allows for the collection of data from multiple respondents 

simultaneously, ensuring a rich dataset. 

o Standardization: The use of the same set of questions for each 

participant enhances the comparability of responses, thereby 

increasing the study’s reliability. 

o Scope and Limitation: Given the study’s focus on thematic 

analysis, in-depth interviews were deemed out of scope. The 

questionnaire was designed to serve the purpose of gathering 

nuanced insights while maintaining the efficiency and 

standardization of the data collection process. 

• Secondary Data:  

o Literature Review and Relevant Studies: Complementing the primary 

data are secondary sources that include existing literature and studies 

on organizational culture, leadership, and performance metrics. This 

secondary data provides the academic and empirical backdrop against 

which the primary data can be analyzed and interpreted. 

o Rationale for Using Secondary Data: Contextualization: The 

literature review serves as a foundational layer, giving historical 

and theoretical context to the study's themes. 

o Validation: Previous studies and literature can serve to validate 

or contrast with the primary data, thereby enriching the overall 

analysis. 

o Gap Identification: Reviewing existing literature helps in 
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identifying gaps in current knowledge, which the primary data 

aims to fill. 

o The questionnaire serves as the cornerstone of this study’s data 

collection strategy, offering a focused, efficient, and 

standardized method for exploring the intricacies of Culture-

Driven Leadership and its impact on organizational 

performance. Coupled with the secondary data gleaned from the 

literature review and other relevant studies, this data collection 

approach aims to provide a comprehensive, nuanced, and 

academically rigorous examination of the research themes. 

5.5 Data Analysis 

The data analysis stage is crucial for converting raw information into 

meaningful insights. This research primarily leverages the responses collected 

via a questionnaire, supplemented by secondary sources like literature reviews 

and relevant studies. The data is subjected to thorough analysis to understand 

the various themes related to Culture-Driven Leadership and organizational 

performance. 

• Rationale for Data Interpretation Strategy: Given the specificity of 

themes and the carefully designed structure of the questions, the 

analysis is directed toward identifying trends, patterns, and nuances 

among the collected data. The ultimate objective is to draw meaningful 

inferences that contribute to the body of knowledge in the study area. 
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• Why a Small Sample Size is Sufficient:  

o Quality over Quantity: The focus of this research is not on mass 

data but on the depth of insights. By prioritizing the quality of 

responses, the researcher can derive substantial information 

even from a small dataset. 

o Consistency in Trends: Since the questions in the questionnaire 

are directed and theme-specific, even a small number of 

responses can manifest reliable trends, provided those responses 

are consistent. 

o Greater Focus: A smaller dataset enables more detailed 

individual analysis of each response, which is crucial when 

examining complex themes like organizational culture and 

leadership. 

o Steps in Data Analysis:  

▪ Initial Review: As the responses are collected, an initial 

review is undertaken to assess the quality of the data and 

ensure it aligns with the research objectives. 

▪ Thematic Grouping: Responses are grouped based on the 

predefined themes in the questionnaire. This helps in 

more focused and thematic analysis. 

▪ Trend Identification: The researcher looks for emerging 

patterns or trends within each thematic group, relying on 

the consistency of responses to validate these trends. 
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▪ Cross-Validation with Secondary Data: Findings from 

the primary data are then cross-validated with secondary 

data to give a holistic view and to ensure that the 

findings are robust. 

▪ Drawing Inferences: Finally, inferences are drawn based 

on the identified trends, their alignment with existing 

literature, and their implications for the research 

questions at hand. 

Data analysis in this study is a meticulous and staged process designed to make 

the most of the data collected. Given the quality and thematic specificity of the 

questionnaire, even a small sample is capable of providing meaningful insights. 

This data analysis approach ensures that the research is not just data-rich but 

also insight-rich, making it both reliable and valid for academic and practical 

applications. 

5.6 Summary of Research Methodology 

• Research Design: The research employs a qualitative approach that 

focuses on understanding the influence of Culture-Driven Leadership 

on organizational performance. The data for this study is collected 

through a questionnaire targeting both mid-level and executive leaders. 

The questionnaire contains common questions for both groups and 

some exclusive questions for the executive leaders. Additionally, 

personal experiences and observations made in different organizations 
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are used to define the conceptual framework of Culture-Driven 

Leadership. 

• Sampling Strategy: The research utilizes a small yet informative 

sample size, prioritizing depth, and quality of insights over sheer 

volume of data. The sample is chosen to enable meaningful 

interpretations and offer useful perceptions about Culture-Driven 

Leadership and its impact on organizational performance. 

• Data Collection: Data is primarily collected through a questionnaire 

designed with specific themes that have the potential to drive 

organizational performance. This methodological choice eliminates the 

need for in-depth interviews, thus making the questionnaire the main 

source of primary data. Secondary data is garnered through literature 

review and other relevant academic studies to supplement the primary 

data. 

• Data Analysis: The data analysis phase is structured and 

comprehensive. It begins with an initial review to assess the quality of 

the data and is followed by thematic grouping and trend identification 

within these groups. The small sample size is deemed sufficient for 

deriving significant insights, as the thematic focus and consistency in 

trends make the data reliable. The primary data findings are also cross 

validated with secondary data to ensure robustness. 

By summarizing these four aspects—Research Design, Sampling Strategy, Data 

Collection, and Data Analysis—the study aims to offer a methodologically 
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rigorous framework that is tailored to extract meaningful insights on the role of 

Culture-Driven Leadership in enhancing organizational performance. 
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CHAPTER 6 

THE ROLE AND SCOPE OF LEADERSHIP AND MANAGEMENT 

6.1 Overview  

In the disruptive age, the variables that dictate organizational performance are 

more volatile than ever. Beyond technology and innovation, human capital 

remains the crucial element powering any successful organization. The role of 

leadership and management in this landscape is both multifaceted and intricate, 

demanding a synergistic relationship with the organizational culture for 

enduring triumph. 

• Leadership: In an era marked by disruption and rapid change, culture-

driven leadership becomes even more vital in sculpting and sustaining a 

resilient organizational culture. Leaders are accountable not only for 

defining the company's vision and mission but also its cultural climate. 

They oversee how the organization adapts to constant disruptions while 

ensuring that its core culture remains intact. This comprises strategic 

decisions that extend beyond embracing technological innovations to 

how employees are prepared for and navigate through disruptive 

changes. 

o Adaptive Vision Workshops: Leadership should facilitate frequent 

vision and strategy alignment sessions with middle management 

to keep the organizational aims and cultural principles attuned to 

the demands of the disruptive environment. 
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o Disruption-Ready Culture: Leadership needs to work closely with 

middle managers to assess and adapt cultural readiness for 

disruptive technologies and market shifts. This might include 

scenario planning, resiliency training, or fast-track innovation 

sprints. 

 

Author’s Construct: ‘Key leadership actions to steer cultural compass’. 

 

• Management: Managers, especially at the mid-level, serve as the 

‘cultural translators’ within an organization. They are tasked with 

making abstract strategies and complex cultural goals concrete, turning 

them into actionable team-level plans. In the age of disruptions, this 

traditional role expands to include understanding the mechanics and 

implications of disruptive technologies and changes in market 

conditions. 

o Actionable Disruption Workshops: Middle managers should 
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initiate workshops to translate leadership’s vision into 

executable projects that are disruption-ready, ensuring both 

strategic and cultural alignment. 

o Feedback Mechanisms in a Disruptive Age: Regular feedback 

channels should be maintained with senior leadership and 

frontline employees to continually assess and align with both 

organizational culture and adaptive strategies. 

 

Author’s Construct: ‘Crucial Moves by Mid-level manager in Nurturing Culture’ 

• Synchronization for Success: Leadership and management, though 

functionally different, must operate in synergy especially in a disruptive 

landscape. This isn’t about a hierarchical enforcement of culture; it's 

about co-evolution, where feedback is consistently integrated into 

decision-making across all levels. 
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6.1.1 Key Themes 

• Leaders as Cultural Architects and Managers as Culture 

Navigators: The framework underscores the roles of leaders in setting 

the cultural blueprint and managers in adapting and implementing this 

culture amidst disruptions. 

• Collective, Dynamic Methodology: The necessity for a dynamic, 

bottom-up approach to organizational culture is accentuated, supporting 

the idea of adaptive workshops and continuous feedback loops. 

• Importance of Feedback Loops at Every Level, Feedback systems are 

vital for maintaining alignment and adaptability, particularly when the 

organization is faced with disruptive external factors. 

• Adaptability in the Disruptive Era: Both leadership and management 

need to work in concert to adapt to and leverage disruptive elements, 

making them a standard feature of the organizational routine. 

• Sustainability Amidst Change: Finally, the adaptability and agility 

driven by synchronized leadership and management make the 

implementation of strategies both innovative and culturally sustainable, 

crucial for long-term success in the disruptive age. 
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Author’s Construct: Harmonizing Leadership & Management: A roadmap to Cultural Success 

Overarching is the drivers. 

6.2 Embracing Mid-Level Management Teams’ Role as ‘Culture Carriers’ 

A pivotal dimension that merits dedicated attention is the role of mid-level 

managers as "culture carriers" within an organization. While upper management 

is often credited with establishing the foundational aspects of organizational 

culture, it is the mid-level management that acts as the conduit for these cultural 

values, making them come alive within the various subunits of the organization. 

This section aims to explore this critical yet under-emphasized role through 

relevant literature. 

6.2.1 Mid-Level Managers: The Unsung Heroes of Organizational Culture 

Groysberg et al. (2018) contend that middle managers serve as the backbone of 

organizational culture. They are the ones who are most closely connected to the 
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workforce and are in the best position to implement and sustain cultural change. 

They set the tone for acceptable behavior, work ethics, and team interaction, 

thereby impacting employee satisfaction, engagement, and ultimately, 

productivity (Yukl, 2010). 

• Operationalizing Culture through Daily Actions: It's often said that 

culture is not just what is written on paper, but what happens on a daily 

basis within the confines of an organization (Schein, 2010). Mid-level 

managers are at the forefront of this daily enactment. They have the 

authority to make real-time decisions that reflect the organization's 

culture, whether it be through conflict resolution, resource allocation, or 

simply through their management style (Berson et al., 2019). 

• Communication and Consistency: Effective communication is key in 

perpetuating organizational culture, and mid-level managers are often 

the ones responsible for communicating both upward and downward 

within the organization (Men, 2014). Their role in keeping the lines of 

communication open ensures that organizational culture is consistently 

understood and applied across levels. 

• The Influence on Employee Onboarding and Training: Studies by 

Bauer et al. (2007) highlight the importance of effective onboarding 

and training processes in the dissemination of culture, wherein mid-

level managers play an instrumental role. They help new hires 

acclimate to the company culture and work to ensure that ongoing 

training reflects the values and goals of the organization. 
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• Challenges and Considerations: However, this responsibility also 

comes with its set of challenges. Mid-level managers often find 

themselves stuck between the directives from upper management and 

the realities on the ground (Huy, 2002). Striking a balance while still 

upholding the organizational culture is a nuanced skill that requires 

training and awareness (Ingram, 2004). 

The literature clearly highlights the crucial role of mid-level managers as 

carriers of organizational culture. They are the linchpin that holds the strategic 

objectives of senior management and the operational abilities of frontline 

employees together, all within the cultural framework set by the organization. 

Hence, acknowledging and empowering them in this role is not a choice but a 

necessity for organizational success. 

6.3 Operationalizing Role of Mid-Level Managers 

While senior leadership often sets the strategic direction and overarching culture 

of an organization, mid-level managers act as the agents who implement these 

strategies on the ground. Here we delve into the day-to-day opportunities that 

mid-level managers have to materialize these high-level strategies and cultural 

norms, thereby playing a pivotal role in the success of an organization. 

• The 'Bridge' Function of Mid-Level Managers: Mid-level managers 

serve as a bridge between senior management and front-line employees, 

responsible for translating strategic goals into actionable tasks 

(Wooldridge et al., 2008). They are often the ones who make abstract 



 

64 

concepts like 'innovation' and 'culture' tangible through specific projects 

and team interactions (Huy, 2001). 

• Mid-Level Managers and Organizational Culture: The role of mid-

level managers in shaping and reinforcing organizational culture is 

supported by several studies. They are uniquely positioned to model the 

values, beliefs, and expectations set by senior management, shaping the 

culture experienced by front-line employees (Hartog et al., 2013; Floyd 

& Wooldridge, 1992). 

• The Influence of Mid-Level Managers on Employee Engagement: 

Research shows that employee engagement is strongly influenced by 

direct supervisors (Harter et al., 2002). Given that mid-level managers 

are usually the ones who interact most closely with employees, their 

role in maintaining high levels of engagement cannot be overstated 

(Huy, 2001). 

• Operationalizing Strategy: The Mechanisms - Project Management, 

Mid-level managers often head crucial projects that serve as vehicles 

for strategic implementation (Englund & Bucero, 2019). 

• Performance Metrics: They are also key in the development and 

tracking of KPIs that are aligned with organizational strategies and 

cultural objectives (Kaplan & Norton, 1996). 

• Continuous Feedback: By providing real-time feedback, they help in 

the agile adaptation of strategies, which is especially vital in the ever-

changing business landscape (Agarwal et al 2008). 
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6.3.1 Limitations and Challenges 

While they are instrumental in operationalizing strategies, mid-level managers 

also face challenges such as resource constraints, lack of clarity in 

communication from senior management, and potential resistance from team 

members (Balogun, 2003; Rouleau, 2005). 

The literature asserts that the role of mid-level managers is paramount in 

translating the abstract strategies and cultural norms set by senior management 

into day-to-day operational realities. They serve not just as 'managers' but as 

crucial 'implementers' of organizational strategies and culture. 

The Consequences of Limiting Skill Development, A Personal Anecdote 

One of the standout findings from the survey was the response to the question 

probing whether respondents had encouraged team members to pursue skills of 

personal interest, even if those skills were not necessarily aligned with 

immediate team priorities. This topic merits deeper examination because of its 

sweeping implications for talent management, employee satisfaction, and long-

term organizational success. 

6.3.2 A Tale of Broken Agreements and Missed Opportunities 

Early in my career, my manager and I had a discussion about personal skill 

development that led to an agreement incorporated into my Personal 

Development Plan (PDP). The skill I aimed to acquire wasn't directly related to 

my immediate job responsibilities but had the potential for long-term benefits to 

the team and the broader organization. However, despite this mutually agreed-
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upon plan, my manager later actively discouraged me from pursuing this skill. 

This abrupt about-face was not only a breach of our initial agreement but also 

became a pivotal reason behind my decision to resign from my job. 

The Wider Organizational Impact: This isn't just a tale of personal 

dissatisfaction; it's a cautionary example of a broader organizational failure. 

When leadership blocks the acquisition of skills that have potential long-term 

advantages, it essentially stifles a vital source of innovation and growth. This 

narrow perspective affects not just individual contributors but the collective 

resilience and adaptive capacity of the organization in an era characterized by 

rapid change and disruption. 

The Case for Human-Centric Leadership 

My experience underscores the urgent need for a human-centric approach to 

leadership. Such a perspective appreciates that individual growth is symbiotic 

with organizational success. A human-centric leader would have honored our 

initial agreement, recognizing that skill development may not have immediate 

utility but holds potential long-term benefits. By empowering employees to 

develop in areas they are passionate about, leaders can catalyze unexpected and 

innovative solutions that propel the organization forward. 

The alignment—or misalignment—between leadership behavior and 

organizational culture has profound effects on talent retention and overall job 

satisfaction. As my experience demonstrates, a short-sighted managerial 

approach can not only result in missed opportunities but also lead to a 

demotivated workforce. Given the volatile nature of today's business landscape, 
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a commitment to human-centric leadership is not merely a 'nice-to-have'; it is an 

operational necessity for organizations aspiring to thrive in a disruptive age. 

The Dilemma of Skill Development from a Managerial Perspective: A 

Counterpoint 

While personal anecdotes and survey data underscore the perceived limitations 

imposed by leadership on skill development, it's crucial to examine the 

constraints and considerations that managers often grapple with. 

• Operational Realities and Short-Term Commitments: As a manager, 

the foremost priority is to meet the team's operational objectives and 

client commitments. While long-term skill development of team 

members is indeed valuable, it often takes a backseat to immediate, non-

negotiable deadlines. This reality might explain why even after agreeing 

on a Personal Development Plan (PDP), the situation required a 

reassessment. Team priorities can shift rapidly, and what seemed feasible 

during the PDP discussion may not be so a few months down the line. 

• Limited Resources and High-Stakes Outcomes: Managers operate 

within a context of limited resources, be it time, staffing, or budget. 

Allocating resources to areas that don't directly contribute to immediate 

goals can be perceived as a risk, especially when there are high stakes 

involved, such as client relationships or revenue targets. It's not 

necessarily a disregard for an employee's personal development but a 

trade-off made under constraints. 

• The Challenge of Measuring Long-Term Impact: While an employee 



 

68 

might see the long-term benefits of acquiring a particular skill, these 

advantages are often intangible and hard to quantify. Managers, 

particularly those in large or traditional organizations, are frequently 

evaluated based on short-term metrics. As such, a decision that may offer 

a long-term benefit but lacks immediate measurable impact can be a 

tough sell upwards. 

• Balancing Individual Aspirations and Team Goals: It's also the 

manager's responsibility to strike a balance between individual career 

aspirations and the broader team objectives. Sometimes this balancing act 

results in tough decisions that may not be popular but are deemed 

necessary for the collective good. 

It is easy to cast managerial decisions as limitations or failures. However, the 

constraints and pressures that managers face often necessitate trade-offs that 

may not be immediately apparent to the team. This context doesn’t negate the 

value of long-term skill development and human-centric leadership; rather, it 

highlights the complex, multi-dimensional challenges involved in managerial 

roles. Adopting a more empathetic, holistic view can lead to better-aligned 

expectations and, ultimately, a more cohesive work environment. 

Culture-Driven Leadership: A Win-Win Approach to Skill Development 

Dilemmas 

• Aligning with Organizational Values: A key advantage of culture-

driven leadership is that it establishes a common framework rooted in 

organizational values. When both managers and employees operate 
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within this framework, there's a shared understanding that transcends 

short-term goals or individual ambitions. For example, if 'Innovation' and 

'Employee Growth' are core values, both parties would understand the 

importance of skill development—even if it does not have immediate 

applicability. 

• Prioritizing Long-term Success over Short-term Gains: Culture-

driven leadership aims to build an organization that's sustainable and 

successful in the long run. Managers operating under this paradigm are 

encouraged, and often incentivized, to consider the long-term impact of 

their decisions. This focus alleviates the pressures managers feel to 

exclusively meet short-term metrics, creating space for employee skill 

development aligned with broader organizational objectives. 

• Facilitating Open Communication: A culture-centric leadership model 

often promotes transparent communication channels. In an atmosphere 

where discussing personal development is encouraged and taken 

seriously, managers are more likely to be upfront about the constraints 

and trade-offs involved in their decisions. This transparency enables 

employees to better understand the rationale behind managerial decisions, 

reducing frustration and disillusionment. 

• Empowering Decision-making at All Levels: When culture is at the 

core, decision-making becomes a collective responsibility. Employees are 

empowered to make decisions aligned with the organization's values, and 

managers are encouraged to facilitate rather than dictate this process. In 
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such an environment, a manager might not unilaterally decline a skill 

development opportunity for an employee but might instead engage in a 

constructive dialogue to explore alternatives that can meet both 

immediate needs and long-term goals. 

• Encouraging Adaptability and Resilience: A culture-driven approach 

inherently values adaptability—preparing organizations to pivot or 

change course when required. This adaptability also applies to skill 

development. If both parties understand that the culture values 

adaptability, an initially declined proposal for skill development can be 

revisited and adapted to meet new circumstances. 

Finally, Culture-driven leadership, by its very design, bridges the gap between 

managerial constraints and employee aspirations. By aligning both parties 

around a set of shared values and long-term objectives, it offers a more nuanced, 

empathetic, and ultimately effective way to navigate the complexities of skill 

development in the modern workplace. 

6.4 Revising the Scope of Managerial Responsibility: Beyond Process and 

Expertise 

The hypothesis that managerial roles are mainly concerned with process, results, 

and subject matter expertise, while the upper echelons manage people, 

performance, revenue, and customer satisfaction, is a common organizational 

perception. However, this conventional wisdom warrants critical reevaluation. 

The managerial level, often composed of mid-level managers, is actually a 
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critical stratum where both people management and performance outcomes are 

shaped. Here we aim to challenge the traditional assumptions through an 

exploration of relevant literature. 

6.4.1 The Multi-Dimensional Role of Managers 

Contrary to the traditional belief, research by Purcell et al. (2009) indicates that 

managers at all levels play a decisive role in influencing employee engagement, 

which in turn impacts performance and customer satisfaction. Mid-level 

managers interact directly with frontline employees, often acting as a bridge 

between senior leadership and the workforce (Huy, 2001). 

6.4.2 Performance: The Bedrock of Organizational Success 

It is important to note that performance isn't solely a top-level focus but is an 

outcome heavily influenced at the managerial level (Kaplan & Norton, 1996). 

These managers set key performance indicators, manage resources, and are 

often responsible for the implementation of strategies set by the upper 

management. This is crucial for the organization's overall performance, linking 

operational activities to strategic goals (Bititci et al., 2012). 

6.4.3 People: The Unseen Aspect of Managerial Roles 

When it comes to people management, Northouse (2018) states that managers 

have a direct impact on employee well-being and motivation, which 

significantly influences productivity. They are responsible for creating a 

supportive work environment, providing constructive feedback, and ensuring 



 

72 

work-life balance for their team members. Their role extends beyond mere 

process supervision and encompasses leadership qualities essential for people 

management. 

Personal Anecdote: Demonstrating Leadership through People 

Management 

My experience as a higher-level manager provided me with a vivid example of 

how managerial roles go beyond process and expertise to impact employee well-

being and, ultimately, organizational performance. I was approached by a team 

member whose request for a one-day leave had been declined by his direct 

manager, citing operational commitments to a client. Understanding the broader 

context of our organization's leave policy and recognizing this as an opportunity 

to demonstrate 'Respect for Individual'—one of our core values—I approved the 

leave, as employee is having enough leave balance and employee has a family 

commitment to fulfill. My decision was guided by the belief that managing such 

operational/business commitments is the responsibility of a leader and should 

not come at the cost of employee well-being. This action not only improved 

work-life balance within the team but also had a cascading positive effect on 

performance, affirming that the scope of managerial responsibility extends far 

beyond mere process management. 

6.4.4 Revenue and Customer Satisfaction 

Revenue generation and customer satisfaction are not isolated to top-level 

management but are influenced substantially by the managerial level (Rust et 
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al., 2010). Mid-level managers often have direct control or, major influence over 

budget allocation, customer interactions, and service quality, all of which have 

direct revenue implications. 

The literature strongly supports the argument that managerial roles are multi-

faceted and extend beyond process and subject matter expertise. Their impact on 

people, performance, revenue, and customer satisfaction cannot be relegated to a 

secondary status but should be considered pivotal for organizational success. 
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CHAPTER 7 

FINDINGS 

7.1 Introduction  

In the following sections, we delve into the data gathered through a 

comprehensive survey administered across a variety of organizations in multiple 

sectors. The goal of this research was not just to validate or challenge existing 

theories about leadership and organizational culture but to investigate the 

interplay of these vital components in the new, volatile landscape of the 

Disruptive Age. 

Our findings shed light on the multifaceted challenges and nuances of aligning 

leadership and culture for achieving organizational resilience and success amidst 

continuous disruptions. The data offers refined insights into the roles of mid-

level managers as 'cultural translators,' the strategic necessity of harmonizing 

leadership approaches with organizational culture, and the complexities 

introduced by rapid technological changes and market volatility. 

Emerging from the survey responses is a complex web of strategies, 

expectations, and real-world experiences that indicate a decisive move away 

from conventional organizational models. The data reveals pivotal indicators, 

actionable frameworks, and emerging trends that can serve as a navigational 

guide for both industry practitioners and academic researchers interested in this 

fast-evolving interdisciplinary domain. 

The scope of our survey was extensive, examining aspects from leadership 
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philosophies, cultural viewpoints, and attitudes toward disruptive technologies, 

to finer details such as talent management strategies and resiliency programs. 

The robustness of our methodology and the diversity of our respondent pool 

ensure that the results are not only statistically significant but also critically 

applicable to real-world challenges. 

In an era marked by unprecedented disruptions where adaptability is not merely 

an option but a prerequisite for survival, our findings offer compelling evidence 

that the synergy between leadership and culture is not a luxury but a 

foundational element for organizational agility and sustainable growth. 

By diving deep into these revelations, we aspire to deliver a unified narrative 

filled with actionable insights for organizations aiming to cohesively align their 

leadership and cultural strategies in this Disruptive Age. 

7.2 Findings: Common Questions 

7.2.1 Question 1: What is the Primary Factor Driving Organizational 

Performance 

The survey asked respondents to rank several factors according to their 

perceived impact on organizational performance. The factors listed were 

Organizational Culture, Leadership Effectiveness, Customer Delight, 

Operational Excellence, and Market Differentiator. 
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Table 5: Respondents scores on Primary Driving factor of Organization’s 

performance  

 
Rank1 Rank2 Rank3 Rank4 Rank5 

Organization 

Culture 

4 5 4 3 3 

Leadership 

Effectiveness 

2 4 7 6 1 

Customer Delight 8 7 3 1 1 

Operational 

Efficiency 

2 3 6 5 4 

Market 

Differentiator 

4 0 1 4 11 

 

Author’s Construct: This table presents the respondents' scores regarding what they perceive as the primary 

driving factor of their organization’s performance. 
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Survey Insights: Organizational Culture: Distributed across the rankings but 

most numerous in rank 2, suggesting it's important but not a top priority for 

most. 

Leadership Effectiveness: Mostly ranked in the middle (3 and 4), indicating 

general satisfaction but room for improvement. 

Customer Delight: Primarily ranked 1 or 2, revealing this as a top priority for 

driving organizational performance. 

Operational Excellence: Even distribution, moderately important but adequate. 

Market Differentiator: Predominantly ranked 5, signaling the least 

prioritization, although a minority rated it the highest. 

Inferences and Recommendations:  

The survey reveals a stark discrepancy between the prevailing academic 

consensus—which underscores the centrality of organizational culture—and 

current management focus. This divergence is not just a theoretical 

incongruity; it represents a tangible blind spot that could potentially hamstring 

an organization's competitive edge and effectiveness. 

• Culture as a Strategic Imperative: Rather than viewing culture as a 

byproduct of organizational dynamics, Culture-Driven Leadership 

positions it as the nucleus around which all other elements revolve. 

Culture is not a peripheral element; it is, in fact, the game itself. It 

serves as a compass for navigating complex decisions, a catalyst for 

innovation, and a linchpin for long-term growth. 

• The Ripple Effect: When an organization's leadership elevates culture 
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as a core priority, the impact is manifold. It bolsters team cohesion, 

amplifies customer satisfaction, and augments financial performance. 

• Culture as an Adaptive Mechanism: Moreover, organizations with 

culture as a cornerstone are nimbler and more resilient, better equipped 

to adapt to market fluctuations, technological disruptions, and evolving 

customer expectations. 

• The Risk of Ignorance: Ignoring the role of culture equates to 

organizational peril. The survey's findings represent not just an 

academic gap but a perilous operational oversight that should be 

urgently addressed. 

Final Remarks: The data strongly indicate the need for a paradigm shift—from 

existing models to a Culture-Driven Leadership framework. Only then can 

organizations fully capitalize on the multifaceted benefits that a robust, 

dynamic, and strategically aligned culture can offer. Therefore, the call for 

adopting Culture-Driven Leadership is not a discretionary measure but an 

exigent strategy for sustainable success. 

7.2.2 Question 2: Problem Solving approach 

Survey Data: Respondents were asked to comment on how they incorporate 

organizational culture in their problem-solving approaches in their day-to-day 

work. The responses were as follows: 

9 out of 20 said they align organizational culture and values before taking 

action, also considering tactical and cultural implications in their decision-
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making. 

6 out of 20 mentioned that they would seek input from their team members to 

encourage collaboration and find a solution that aligns with the organizational 

culture. 

The remaining respondents prioritized quick solutions to maintain operational 

efficiency and stated that they rarely consider the impact of organizational 

culture when tackling daily challenges. 

Data Interpretation: The responses from the survey paint a picture of a 

management team with varied but nuanced perspectives on the role of culture 

in problem-solving. Notably, almost half (9 out of 20) are proactive about 

aligning their actions with organizational culture and values. A substantial 

number (7 out of 20) involve their teams in decision-making, thus valuing 

cultural alignment through collective wisdom. Yet, a significant minority do 

not see culture as a crucial factor in their day-to-day decision-making, 

indicating an inconsistency in perspectives. 

Inferences and Recommendations:  

This disparity highlights an underlying appreciation of the value of culture but 

suggests that its role in broader organizational success may be underestimated. 

Such inconsistency points to a need for Culture-Driven Leadership, a 

framework that would clarify how even micro-decisions, when aligned with 

culture, can significantly impact organizational performance. 

Through Culture-Driven Leadership, organizations can bridge this 

understanding gap, enabling them to excel in multiple areas—from employee 
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engagement and productivity to adaptability and long-term growth. Therefore, 

despite the diversity in perspectives seen in the survey responses, the latent 

appreciation for culture could serve as a steppingstone towards formalizing a 

more coherent approach to problem-solving and decision-making. 

 

LEGENDS 

ITM Seek input from Team Members 

OC Considers Organization’s culture before acting 

OE Prioritizes Operational Efficiency 

T+OC Takes a balanced approach considering tactical and cultural 

implications 

DNC-OC Rarely considers impact of organizational culture when addressing day-
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to-day challenges 
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7.2.3 Question 3: Team Communication 

Survey Data: Participants were asked about their preferences for team 

communication styles, specifically in terms of supporting organizational 

culture in their daily work. The responses are as follows: 

17 out of 20 respondents advocate for open and transparent communication, 

aiming to create a culture of trust and collaboration. 

The remaining 3 out of 20 prioritize communication that is mostly operational 

and focused on immediate deliverables. 

Data Interpretation: An overwhelming majority of respondents (17 out of 20) 

prioritize open and transparent communication, which is an essential 

component of a healthy organizational culture. This suggests that many 

managers are already aligned with the notion that effective communication can 

significantly impact trust, collaboration, and overall organizational 

performance. 

However, a small fraction (3 out of 20) places their focus solely on operational 

issues, potentially overlooking the value of broader cultural aspects in their 

communication strategies. 

Inferences and Recommendations:  

An overwhelming 85% of respondents indicated a preference for open and 

transparent communication. This reveals that the majority of managers or team 

leaders are consciously or unconsciously nurturing a culture of trust, openness, 

and collaboration within their teams. This leadership style does not just affect 

immediate team dynamics; it ripples through the organization, influencing the 



 

83 

broader culture and potentially boosting overall performance. 

Open communication allows for the free exchange of ideas, encourages 

employee engagement, and creates an environment where innovation and 

creativity can flourish. It fosters a sense of community and shared purpose, 

elements that are critical for organizational resilience, especially in a 

Disruptive Age marked by rapid changes and uncertainties. 

On the flip side, the 15% of respondents who focus more on operational, 

task-oriented communication present a different scenario. This approach, while 

possibly effective for short-term goals, may inadvertently neglect the 

importance of cultural aspects that contribute to long-term organizational 

success. By focusing solely on immediate deliverables, these managers risk 

missing out on opportunities to build a strong, cohesive, and adaptive culture—

a culture that could better withstand the disruptions and challenges that modern 

organizations face. 

Finally, the data reinforces the argument that leadership style, particularly the 

approach to communication, has a profound and lasting impact on 

organizational culture. In an era where adaptability and collaboration are key, 

leadership that prioritizes open communication could be the linchpin for 

organizational success. 
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 LEGENDS 

OE Primarily focuses on operational matters and immediate deliverables 

OCT Encourages Open and transparent communication 

OC Ensures communication reinforces organization’s culture and values 

CV Consistently prioritizes promoting cultural values in team interactions 

DNPOC Rarely considers influence of organizational culture while 

communicating with team. 

NA Not Applicable/individual contributor with minimal or no scope to 

influence others with my communication 

  

85%

15%

Team Communication

OCT OE
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7.2.4 Question 4: Decision Making approach 

Survey Data: Participants were probed on their approach to decision-making in 

daily work scenarios: 

12 out of 20 respondents involve team members in the decision-making 

process to ensure alignment with organizational culture. 

4 out of 20 align their decisions explicitly with the organization's values and 

culture. 

The remaining respondents focus on short-term, tactical goals. 

Data Interpretation: The survey data indicates a significant focus on 

incorporating organizational culture into decision-making, with 16 out of 20 

managers acknowledging its importance. Of these, 12 involve their teams in 

the decision-making process, strengthening collective input and a culture of 

trust and collaboration. An additional four align their decisions with the 

organization's long-term values, showing an intentional focus on strategic 

alignment. 

However, a minor yet notable fraction (4 out of 20) prioritizes tactical, short-

term goals over long-term, cultural considerations. 

Inferences and Recommendations:  

The data shows that a majority of mid-level managers are already effectively 

incorporating organizational culture into their daily decisions. This is a 

promising indication that culture is not merely a 'soft' concept but a concrete, 

actionable framework affecting everyday managerial decisions. 

However, the minority who focus solely on short-term goals point to an 
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organizational blind spot that could compromise long-term effectiveness. Such 

short-termism can hinder overall performance and decrease employee 

engagement, emphasizing the need for a Culture-Driven Leadership model to 

bring about a more unified approach. 

The Culture-Driven Leadership model would serve to codify the naturally 

occurring, culture-based decision-making already at play. It would help 

formalize the connection between individual decisions and broader 

organizational culture, ensuring that even tactical choices are made with a view 

towards long-term strategic imperatives. 

 

LEGENDS 

STG Focused on efficiency and achieving short-term goals 

OC Aligns with organizational culture and values 

ITM Involves team members in decision making process 

60%

25%

15%

Decision Making

ITM OC STG
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T+CO Balances tactical considerations with cultural implications 

DNC-OC Seldom take organizational culture into consideration 

NA Not Applicable/individual contributor with minimal or no scope to 

influence others with my communication 

 

Importance in the Age of Disruption: The dynamics of today's disruptive 

landscape make the data about decision-making approaches even more critical. 

In an age where organizations face frequent market shifts, technological 

advancements, and evolving customer demands, a culture-centric approach to 

decision-making can serve as an anchor. The data suggests that most mid-level 

managers are already keyed into this, incorporating organizational culture into 

their strategic and tactical decisions. This not only fortifies the organization 

against disruptive elements but also lends it the adaptability required to 

navigate them effectively. The absence of a culture-centric approach, 

particularly one focusing only on short-term goals, may render an organization 

rigid and susceptible to market volatility. Hence, the Culture-Driven 

Leadership model is not just an operational guideline but a strategic imperative 

for organizations aiming to thrive in a disruptive environment. 

7.2.5 Question 5: Well Being Prioritization 

Survey Data: When asked about prioritizing employee well-being in day-to-

day operations: 

7 out of 20 said they actively promote employee well-being in alignment with 



 

88 

organizational culture. 

10 out of 20 said they focus on creating an environment that supports 

employee well-being and work-life balance. 

The remaining 3 out of 20 try to find a balance between work demands and 

well-being considerations. 

Data Interpretation: The survey data clearly points to a managerial awareness 

of the importance of employee well-being, albeit through varying approaches. 

While 7 managers explicitly align their well-being initiatives with 

organizational culture, 10 concentrate on simply providing a supportive work-

life balance. The remaining 3 take a more balanced approach, factoring in both 

work demands and well-being. 

Inferences and Recommendations:  

This data is encouraging, suggesting that mid-level managers are generally 

invested in their team's well-being. However, the effectiveness of these well-

being initiatives could be amplified through Culture-Driven Leadership. This 

model encourages aligning well-being efforts with the company's cultural 

values, thus integrating them into the day-to-day workflow rather than treating 

them as separate or supplementary. 

For example, if innovation is a core organizational value, Culture-Driven 

Leaders might establish mechanisms for creative brainstorming, emphasizing 

both well-being and innovation. Similarly, if the culture leans towards 

teamwork, prioritizing group activities and open communication can contribute 

to social well-being and collective output. 
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When well-being is seen not as an isolated construct but as intricately 

connected to the organizational culture, it can be a significant performance 

driver. By synchronizing well-being initiatives with the company's culture, 

mid-level managers can create a work environment where well-being is not just 

a peripheral benefit but a core operational feature. This can result in enhanced 

productivity, job satisfaction, and employee retention. 

 

 LEGENDS 

NMP Not given much priority to employee well-being 

AWOC Actively Promote and support well-being and work-life balance in 

alignment with culture 

SE Creates a supportive environment to promote employee well-being 

TW Strives to balance tactical demands of work with consideration of 

own/employee well-being 

8
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Well Being Prioritization
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RC Rarely considers impact of organizational culture on employee well-

being. 

 

7.2.6 Question 6: Culture Impact 

Survey Data: When questioned about the potential benefits of prioritizing 

organizational culture in their day-to-day activities: 

10 out of 20 believed that doing so would have "significantly improved" 

their outcomes. 

8 out of 20 believed that it would have had a "positive impact" on their 

outcomes. 

The remaining 2 out of 20 did not express an opinion on the matter. 

Data Interpretation: The data reveals that a striking 90% (18 out of 20) of mid-

level managers believe that a culture-first approach could positively influence 

outcomes. This indicates a high degree of awareness among managers about 

the importance of organizational culture. Such awareness is crucial since mid-

level managers function as the connective tissue between organizational 

strategy and ground-level execution. 

Inferences and Recommendations:  

Readiness for Culture-Driven Leadership across Organizations: The strong 

consensus among respondents, who hail from diverse organizations and 

geographies, indicates a cross-industry inclination towards adopting a Culture-

Driven Leadership model. This suggests a broader trend of managerial 
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awareness of the importance of organizational culture in achieving successful 

outcomes. Adopting culture as a decision-making axis has the potential to 

harmonize team actions with the respective values and goals of multiple 

organizations. 

The Role of Mid-Level Managers: Adopting Culture-Driven Leadership can 

convert mid-level managers into culture champions. They can then guide their 

teams in embedding culture as a crucial performance driver in daily decision-

making, problem-solving, and task execution. 

• Tangible Benefits and a Virtuous Cycle: A culture-first approach 

provides measurable improvements in performance, solidifying the case 

for making culture a priority and creating a virtuous cycle of continual 

cultural focus and performance improvement. 

• Cognitive Dissonance: The gap between stated priorities and post-

experience reflections suggests a cognitive dissonance. Culture-Driven 

Leadership can resolve this by aligning the 'implicit understanding' with 

'explicit actions.' 

• Culture as a Strategic Priority: Ultimately, the managers' 

acknowledgement of the potential benefits of focusing on culture 

should prompt the organization to elevate it from a soft aspect to a 

strategic priority, directly linked to performance metrics. 
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 LEGENDS 

SB Strongly Believes culture would have significantly improved outcomes 

CHPI Believes culture has positive impact on outcomes 

UC Uncertain whether culture would have made any noticeable difference in 

outcomes 

NO Don’t think culture would significantly impact on outcome 

NA Not Applicable/individual contributor with minimal or no scope to 

influence others with my communication. 

  

40%

50%

10%

Culture Impact

CHPI SB UC
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7.2.7 Question 7: Team Transition 

Survey Data: When questioned about their experiences transitioning between 

different teams, projects, or programs within the organization, respondents 

highlighted several key factors that positively influenced their experience: 

• Strong Collaboration and Teamwork 

• Better Tools and Resources 

• Enhanced Management Support 

• Clear Communication and Decision-Making 

• Improved Work-Life Balance 

• Supportive and Inclusive Environment 

• Employee Growth and Development 

Data Interpretation: The data suggests a range of elements that contribute to a 

positive transition experience for employees. Most respondents cited "Strong 

Collaboration and Teamwork," "Better Tools and Resources," and "Enhanced 

Management Support" as common differentiators. Secondary factors like 

"Clear Communication," "Work-Life Balance," and a "Supportive 

Environment" were also frequently mentioned. 

Inferences and Recommendations:  

The Role of Micro-Cultures in a Global Context: In today's age of 

globalization and remote work, these survey findings take on additional 

significance. The existence of distinct micro-cultures within the organization, 

created by varying management styles, team dynamics, and project 
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requirements, becomes more complex when layered with geographical and 

time-zone differences. A Culture-Driven Leadership approach is critical, 

particularly at the mid-level, to ensure alignment with broader organizational 

values, regardless of whether teams are co-located or spread across different 

continents. 

Seamless Transitions in a Digital Age: Digital transformation and remote work 

environments have intensified the need for seamless team transitions. When a 

company has offices globally or employees working remotely, the consistency 

in organizational culture becomes even more crucial. Ensuring that each team's 

micro-culture aligns with the organization's overarching values can provide a 

more unified experience for employees transitioning between diverse 

settings—be it different departments, remote teams, or international locations. 

This not only enhances productivity but also fortifies engagement in a more 

fragmented work landscape. 

Flexible Adaptation for Remote and On-site Work: Given the rise of remote 

work, it is essential that Culture-Driven Leadership adapts tools and 

approaches to fit both virtual and physical work environments. Enhanced 

management support needs to be contextualized for remote work settings, and 

better tools and resources should be accessible for teams irrespective of their 

geographical location. 

Cross-Cultural Sensitivities: For organizations operating globally, cultural 

sensitivities and local customs must also be integrated into the Culture-Driven 

Leadership model. This will help in tailoring communication, decision-making, 
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and management practices that are both globally consistent and locally 

resonant. 

Facilitating Cross-Team Collaboration: A uniform cultural framework 

encourages better collaboration between teams, as common values and 

practices simplify interactions. 

Employee Empowerment and Performance: Aligning micro-cultures with the 

organization's broader objectives ensures that employees feel aligned and 

empowered, irrespective of the team or project they are part of, thus enhancing 

overall performance. 

7.2.8 Question 8: Culture Misinterpretation / Misalignment 

Survey Data: When probed about discrepancies in the implementation of 

organizational culture despite explicit directives from executive leadership, the 

responses were revealing: 

10 out of 20 observed some variations in how the culture is applied. 

5 out of 20 reported witnessing a significant deviation in the interpretation of 

the organizational culture. 

The remaining 5 were unsure about any misinterpretation. 

Data Interpretation: A troubling 75% of respondents (15 out of 20) reported 

inconsistencies in the application of organizational culture. This points to a 

noticeable disconnect between executive-level directives and on-the-ground 

execution. 

Inferences and Recommendations: 
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Fragmentation Risks: Inconsistent application of culture can lead to segmented 

"sub-cultures," weakening organizational cohesion. These risks diluting team 

performance, customer satisfaction, and even ethical compliance. 

Role of Mid-Level Managers: As the conduit between the executive leadership 

and frontline staff, mid-level managers must assume the role of 'culture 

champions.' Implementing Culture-Driven Leadership at this tier could serve to 

bridge the gap between stated values and actual practices across the entire 

organization. 

Internalization Over Communication: Clear communication from leadership is 

essential but not sufficient. Culture must be internalized not just in decision-

making but also in team dynamics, project management, and inter-

departmental interactions. Mid-level managers have a critical role in ensuring 

that cultural norms are consistently applied across various facets of the 

organization. 

Alignment as a Performance Metric: A uniform interpretation of culture could 

serve as an implicit performance metric, fostering a unified organizational 

approach that can drive better overall outcomes. 
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 LEGENDS 

SD Noticed Significant Difference in application of organizational culture at 

team level 

SV Observed Some Variation in application of organizational culture at team 

level 

US Unsure of noticeable differences in application of organizational culture 

NO Not Observed any differences in application of organizational culture 

NA Not Applicable/individual contributor with minimal or no scope to influence 

others with my communication. 

  

10%

25%

55%

10%

Culture Misalignment

NA SD SV US
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7.2.9 Question 9: Self Encouragement 

Survey Data: The question explored whether respondents had encouraged team 

members to pursue skills of personal interest that were not necessarily aligned 

with team priorities. The survey revealed: 

9 of 20 observed a positive impact on the employee's performance. 

4 of 20 saw no change in performance. 

3 of 20 had not encountered such a situation. 

1 of 20 experienced a negative impact on performance by not allowing the skill 

development. 

1 of 20 denied the skill development due to organizational priorities. 

1 of 20 indicated that the employee perceived the denial as a cultural 

disconnect. 

Data Interpretation: The majority (9 out of 20) found that allowing employees 

to pursue skills of their interest had a positive impact on performance, 

suggesting that personal skill development can enrich both the employee 

experience and organizational outcomes. 

Inferences and Recommendations: 

Balancing Personal Growth and Team Goals: The survey underscores the need 

for a holistic approach to employee development that balances both team 

objectives and individual interests. 

Investing in Passion: Allocating a portion of training budgets to skills that 

employees are passionate about can contribute to creating an environment of 

continuous learning and innovation. 
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Role of Leadership: Culture-Driven Leadership plays a crucial role in 

recognizing that a focus on long-term employee development creates a more 

adaptable and committed workforce. 

Employee Satisfaction and Retention: When employees feel valued and 

empowered to develop personally, they are likely to exhibit higher job 

satisfaction and loyalty, enriching the organization in the long run. 

 

The survey data corroborates the conclusions drawn in my earlier discussion on 

Culture-Driven Leadership, emphasizing it as a win-win approach for skill 

development dilemmas. A majority of respondents (9 out of 20) acknowledged 

the positive impact of personal skill development on employee performance. 

This aligns well with the argument presented above that empowering 

employees to pursue skills of personal interest, even if not immediately aligned 

with organizational goals, leads to increased job satisfaction, innovation, and 

ultimately, better organizational performance. The data indicates that the 
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Culture-Driven Leadership model is not merely a theoretical concept but has 

practical implications in enriching both employee experience and 

organizational outcomes. 

7.3 Findings: Leadership Exclusive Questions 

7.3.1 Question 1: Leadership Willingness to Integrate Culture into Management: 

Assessing Perceived Risks 

Data Summary: In the survey conducted, the senior management and executive 

team were asked to rank various risk factors associated with integrating 

organizational culture into the roles and responsibilities of mid-level 

management. The risk factors examined were Time Constraint, Shifting 

Priorities, Resistance to Risk, Coordinating Challenges, Evaluation 

Complexities, and Embracing Opportunity. 

Table 6: Respondents (executive and senior management level) scores on anticipated 

risks in integrating culture development into the roles and responsibilities of their 

management teams. 

 
Rank 

 
1 2 3 4 5 6 

Time Constraint 0 3 1 4 2 1 

Shifting Priorities 3 1 2 0 1 4 

Resistance to Risk 1 3 2 3 2 0 
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Coordinating Challenges 1 2 2 0 3 3 

Evaluation Complexities 3 1 3 2 0 2 

Embracing Opportunity 3 1 1 2 3 1 

 

Author’s Construct: This table shows the scores of executives and senior management levels on 

anticipated risks in their respective organizations. 

 

Interpretation of Results 

• Time Constraint: The majority of respondents ranked Time Constraint 

around the middle (rank 3-4). This indicates that, while time is a 

concern, it is not perceived as the most critical risk when integrating 

culture into management. 

• Shifting Priorities; The rankings here were highly polarized, with some 

respondents considering it the top risk and others the least. This split in 
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opinion signals the complexity of prioritizing cultural integration within 

an ever-changing business landscape. 

• Resistance Risk: With a fairly balanced distribution across the ranks, it 

appears that resistance from mid-level managers is a moderate but 

manageable concern. 

• Coordinating Challenges: Most rankings leaned towards the middle and 

lower end, which suggests that coordination is not a major concern 

among the leadership team. 

• Evaluation Complexities: The opinions here were also polarized, 

demonstrating that there is no clear consensus on how significant the 

complexities of evaluation are. 

• Embracing Opportunity: The majority of the rankings were either very 

high or in the middle, indicating an overall optimistic view about the 

potential benefits of cultural integration. 

Inferences and Recommendations:  

• Importance of Culture-Driven Leadership in Mid-Level Management: 

Point of Execution: Mid-level managers act as the linchpin between 

strategy and execution, making their role crucial in embedding 

organizational culture. 

• Employee Engagement: Mid-level managers have the most direct 

interaction with employees. A manager who embodies the 

organization's culture is better positioned to engage and motivate the 

team. 
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• Adaptability: Agile adaptation of culture is more feasible at the mid-

level, allowing for quicker shifts in response to external changes. 

• Performance Metrics: A focus on culture offers a more holistic set of 

performance metrics, extending beyond financial figures to include 

elements like employee satisfaction and customer loyalty. 

• Strategies for Enhancing Overall Performance: Streamlining 

Communication: Clear channels for top-down and bottom-up 

communication can mitigate 'Resistance to Risk' and alleviate 

'Coordinating Challenges'. 

• Balancing Priorities: A focused strategy that aligns operational tasks 

with cultural goals can tackle the 'Shifting Priorities' risk. 

• Time Management: Prioritizing tasks that serve both operational and 

cultural goals can convert the 'Time Constraint' into an opportunity. 

• Risk Mitigation: Setting KPIs in alignment with cultural objectives can 

provide a more sustainable route to success, thereby getting a better 

grip on 'Evaluation Complexities'. 

• Capitalizing on Opportunities: A culture that encourages innovation can 

unlock untapped market opportunities, thus contributing to business 

growth. 

By addressing these perceived risks through a Culture-Driven Leadership 

approach at the mid-level, organizations stand a far better chance of ingraining 

a high-performance culture across the board. 
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7.3.2 Question 2: Leadership Willingness in leveraging their management teams 

in nurturing organizational culture 

Survey Data: Leaders were asked about their willingness to leverage their 

management teams in nurturing the organizational culture. The survey 

revealed: 

6 out of 11 leaders are very willing, motivated, and committed. 

4 out of 11 are willing but mindful of the challenges. 

1 out of 11 has mixed feelings, staying neutral on the issue. 

Data Interpretation: The survey shows a strong inclination among leaders to 

rely on their management teams to nurture organizational culture. Over half (6 

out of 11) are "very willing," with most of the rest acknowledging the potential 

benefits despite challenges. Only one leader expressed neutrality, suggesting 

that the leadership generally appreciates the importance of management in 

shaping culture. 

Inferences and Recommendations:  

• Culture Beyond C-Suite: Leaders increasingly see organizational 

culture as a collective responsibility that involves not just the top 

echelons but extends to mid-level management. 

• Role of Mid-Level Managers: Often called "cultural translators," mid-

level managers bridge the gap between executive visions and ground-

level reality. Adopting a Culture-Driven Leadership approach at this 

level creates a cohesive work environment and ensures that core values 

permeate the organization. 
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• Adaptability and Engagement: Teams led by culture-focused managers 

are more likely to exhibit higher levels of engagement and adaptability, 

essential traits for thriving in today's complex work settings. 

• Accountability and Quick Action: Including mid-level managers in 

cultural development adds an extra layer of oversight and enables 

quicker resolution of issues. 

• Job Satisfaction and Retention: Managers involved in culture-building 

find a deeper sense of purpose in their roles, which can contribute to 

higher job satisfaction and retention rates. 

 

7.3.3 Question 3: Innovation Culture 

Survey Data: When queried about how they cultivate a culture of innovation 

within their teams, the leaders responded as follows: 

5 out of 11 actively promote and recognize innovation and creativity in line 
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with organizational culture. 

5 out of 11 encourage and support the team to generate and implement new 

ideas. 

1 out of 11 seeks a balance between tactical needs and fostering a culture of 

innovation. 

Data Interpretation: The results suggest that most leaders are committed to 

encouraging innovation within their teams. An equal number (5 out of 11) 

promote innovation either by directly rewarding creativity or by fostering an 

environment that encourages new ideas. However, a single respondent 

acknowledged the need to strike a balance, possibly hinting at the operational 

challenges involved. 

Inferences and Recommendations:  

• Innovation as a Strategic Asset: Leaders view innovation not as a one-

off act but as an integral part of the organizational culture. It is clear 

that for most leaders, fostering a culture of innovation is an ongoing, 

strategic commitment. 

• Culture-Driven Leadership: This style of leadership becomes 

instrumental in aligning individual and team-level innovation with the 

organization’s broader goals and values, enhancing not just creativity 

but also its strategic impact. 

• Benefits of an Innovative Culture: 

o Adaptability: In an era of rapid change, an innovative culture is 

a crucial asset for organizational resilience. 
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o Competitive Advantage: Innovation provides a unique selling 

point and can be pivotal in market differentiation. 

o Operational Efficiency: Innovation is not confined to products 

but extends to processes, thereby enhancing operational 

efficiencies. 

o Employee Engagement: An innovative culture is usually more 

engaging, improving retention and attracting top talent. 

o Balancing Act: The lone leader who emphasized balancing 

innovation with tactical needs indicates that operational aspects 

should not be entirely overlooked. Sometimes innovation must 

be aligned with immediate tactical requirements to be 

effectively implemented. 
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7.3.4 Question 4: Culture Assessment 

Survey Data: Leaders were asked if they make it a point to discuss and 

evaluate organizational culture during their interactions with direct reports. The 

data showed: 

3 out of 11 frequently assess and discuss organizational culture with their 

direct reports. 

6 out of 11 occasionally take the opportunity to assess the culture. 

1 out of 11 rarely considers it during such interactions. 

Data Interpretation: While a majority of leaders are attuned to the significance 

of organizational culture, their level of engagement varies. The data reveals 

that regular culture assessment is not a uniform practice among the leaders 

surveyed. 

Inferences and Recommendations:  

• Need for Consistency: The fact that only 3 out of 11 leaders frequently 

assess organizational culture implies that there is room for 

improvement. Culture is not static; it evolves and requires continuous 

assessment and calibration. 

• Culture-Driven Leadership: Frequent cultural assessment can bridge the 

gap between executive intent and ground-level reality. Mid-level 

managers adopting this approach can translate high-level visions into 

day-to-day activities, ensuring alignment across teams. 
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Advantages of Regular Cultural Assessment 

• Alignment with Goals: Incorporating cultural reviews into regular 

assessments ensures actions are coordinated with organizational 

objectives. 

• Early Gap Identification: Enables early detection of disconnects 

between current practices and desired culture. 

• Employee Engagement: Regular discussions about culture make it 

easier to gauge what resonates with the team, aiding in retention and 

performance. 

• Data-Driven Decisions: Frequent assessment provides actionable 

insights for data-backed decision-making. 

• Agility and Adaptability: Allows for timely cultural adjustments in 

response to market shifts, thus enhancing organizational agility. 
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• Differentiator in Competitive Markets: A well-assessed and articulated 

culture can provide a significant edge in a competitive environment, 

setting the organization apart from others. 
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CHAPTER 8 

DISCUSSIONS 

8.1 The Anatomy of Culture 

8.1.1 Overview 

In an age defined by disruptive technologies and rapidly evolving business 

models, understanding the anatomy of organizational culture is crucial. 

However, defining culture in the context of digital transformation is not as 

straightforward as it might seem. This section aims to dissect the anatomy of 

culture in a comprehensive manner to help organizations adapt and thrive. The 

evolution of technology has been so rapid that it has changed not just the way 

businesses operate but also how leaders must engage with their organizational 

culture. 

Defining Organizational Culture 

The term "organizational culture" encompasses a set of shared beliefs, values, 

attitudes, and norms that govern how employees within an organization interact 

with each other and approach their work. Edgar Schein, a leading expert in the 

field of organizational development, posits that organizational culture exists on 

three levels: artifacts, espoused values, and basic underlying assumptions 

(Schein, 1985). Artifacts are the visible elements, such as dress code and office 

layout; espoused values are the declared vision, mission, and goals; and basic 

underlying assumptions are the unconscious, intangible aspects that drive daily 

operations. 
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Source: Edgar Schien’s Org Culture Model 

Importance and Impact on Business Outcome 

Why is the anatomy of culture so critical? A study by McKinsey & Company 

states that organizations with a strong culture are 3x more likely to achieve 

higher total returns to shareholders (McKinsey, 2019). Culture affects 

everything from employee engagement to the speed at which an organization 

can adapt to market changes. In the context of digital transformation, a well-

synchronized culture can make or break the successful implementation of 

modern technologies (Bersin, 2016). 

The Anatomy Dissected 

• Shared Values and Beliefs: In a Disruptive Age characterized by rapid 

change, uncertainty, and constant market shifts, shared values and 

beliefs remain the bedrock of organizational culture. These core tenets 

not only align with the company's vision and mission but also serve as a 

guiding compass during tumultuous times. In this volatile environment, 

the focus of the value system may shift towards resilience, adaptability, 
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and proactive problem-solving. These values equip an organization to 

navigate the complexities and challenges of the Disruptive Age, 

allowing for both stability and dynamic innovation. 

• Communication Patterns: In an era defined by disruption and rapid 

change, the need for open, responsive communication becomes even 

more critical. A culture that fosters dialogue across hierarchical levels 

is better equipped to adapt, innovate, and respond swiftly to unforeseen 

challenges. Leaders in this Disruptive Age have a twofold 

responsibility: not only must they articulate the strategic direction in a 

constantly shifting landscape, but they also need to create platforms for 

agile knowledge sharing and collaborative problem-solving. 

• Norms and Rituals: Norms serve as the unspoken guidelines, and 

rituals are the habitual actions that strengthen those norms. In the 

context of a disruptive age, norms could focus on adaptability and 

resilience, while rituals might include frequent scenario planning 

sessions or resilience workshops to prepare teams for unexpected 

disruptions and rapid changes. 

• Leadership Style: Leadership remains a pivotal element in defining 

organizational culture. The shift to the disruptive age calls for a move 

from traditional leadership models to more adaptive and agile 

leadership styles that foster resilience and nimble responsiveness to 

change (Uhl-Bien & Arena, 2018). 

• Structure and Systems: In an era of digital disruption, hierarchical 
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structures are giving way to more flexible, team-based approaches. 

Systems, too, must be agile enough to respond to rapid market changes. 

Synchronizing Leadership and Culture in the Disruptive Age 

In the age of disruption, leadership needs to evolve to nurture a culture designed 

to rapidly adapt and pivot in response to unpredictable changes. Synchronized 

leadership in this context goes beyond merely understanding the existing 

culture; it actively facilitates resilience, innovation, and agility. Such leaders are 

not just visionaries; they are architects of adaptability who create an atmosphere 

of trust, continuous learning, and flexible adaptability (Ancona 2019). 

Implications for the Roadmap to Success 

Creating a roadmap for organizational success in the digital age entails a deep 

understanding of the anatomy of culture. A successful roadmap should cover: 

• Identification of Core Values and Beliefs: Lays the foundational 

framework by pinpointing the guiding principles that will steer the 

organizational culture. 

• Open Channels of Communication: Enables transparent and fluid 

dialogue between all levels of the organization to ensure alignment and 

foster inclusivity. 

• Establishment of Agile Norms and Rituals: Introduces flexible and 

adaptive practices that encourage innovation and responsiveness to 

change. 

• Leadership Training and Development: Equips leaders with the 

skills and mindset needed to both inspire and implement the desired 
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organizational culture. 

• Reevaluation of Organizational Structures and Systems: Assesses 

and refines existing frameworks to be more conducive to the 

propagation of the intended culture. 

 

Author’s Construct: ‘Cultural Agility: Roadmap to Success’ 

In conclusion, the complex interplay between culture and leadership defines and 

shapes organizations in unique ways. The era of disruption necessitates a 

profound rethinking of these elements. It is within this ever-shifting landscape 

that the concept of 'Disruption-Ready Culture' emerges as the gold standard for 

modern organizations. This represents an organization that is not just resilient, 

but also nimble and ready to pivot in response to sudden changes and 

uncertainties. Achieving this state requires an impeccable synchronization 

between leadership vision and the day-to-day cultural practices that permeate 

the organization. The framework charts the course from awareness to 

acceptance, alignment, and ultimately to actionable strategies. It serves as a 
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comprehensive guide to infuse resilience and adaptability deep within the 

organization's cultural DNA. Therefore, a Disruption-Ready Culture is more 

than just a trendy term; it is the pinnacle of a carefully orchestrated strategy for 

enduring success in a landscape marked by constant upheaval and 

unpredictability. 

8.1.2 Defining Organizational Culture 

Understanding the intricacies of organizational culture goes beyond mere 

academic discourse; it has real-world ramifications for leaders aiming to 

navigate their companies through the choppy waters of the disruptive age. Often 

simplified to superficial traits like workplace amenities, dress code, or 

buzzworthy mission statements, this reductive viewpoint overlooks the complex 

layers and the vital interactions that truly shape an organization's culture. This 

section aims to delve into this complexity, offering a nuanced perspective on 

what organizational culture genuinely means, especially in an era marked by 

constant disruption and transformation. 

The Multifaceted Nature of Culture: Organizational culture is often described 

as the personality of a company — encompassing its values, visions, norms, 

working language, systems, symbols, beliefs, and habits (Robbins & Judge, 

2017). While these elements provide an initial framework, they warrant deeper 

exploration to fully grasp their importance in an era characterized by rapid 

disruptions and continual change (Schwartz & Davis, 2021). 
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Values and Visions 

These serve as the North Star and the guiding principles that direct 

organizational behavior. In an age of disruptions, essential values may include 

resilience, adaptability, and proactive problem-solving to navigate rapid market 

and technological shifts effectively. 

• Norms and Customs: These are the unwritten rules and shared 

expectations that regulate behavior within an organization. The 

disruptive era demands a normative shift towards flexibility, quick 

decision-making, and a willingness to challenge the status quo. 

• Language and Symbols: Every organizational culture possesses 

unique language and symbols that convey complex ideas quickly. In the 

disruptive age, new terminologies such as "resilience," "pivot," and 

"innovate" become integral to the organization's lexicon. 

• Systems and Structures: These are the operational mechanisms 

through which a culture is practiced. Here, we are seeing a trend 

towards flat hierarchies and networked, cross-functional teams. 

• The Three Levels of Culture: Edgar Schein, a thought leader in 

organizational psychology, proposed a model for organizational culture 

that encapsulates three levels: 

1. Artifacts: The most visible level, it includes everything from 

architecture to language to technology used within the 

organization. In a digitally evolving landscape, artifacts like 

collaborative software and digital dashboards become 
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significant (Schein, 1985). 

2. Espoused Beliefs and Values: These are the stated values, 

norms, and rules of behavior. While many organizations claim 

innovation and agility as their core values today, how these are 

actually practiced could be another matter. 

3. Underlying Assumptions: These are unconscious, taken-for-

granted beliefs and values that have become so ingrained that 

they are considered unquestionable truths within the 

organization. For instance, an underlying assumption in many 

modern organizations is the importance of data-driven decision-

making. 

• The Disruptive Age and Organizational Culture: In the backdrop of 

an age marked by continual disruptions, the construct of organizational 

culture evolves to accommodate new complexities. In this landscape, 

organizations need to foster cultures that are not only agile but also 

resilient, prepared for abrupt changes in market dynamics or 

technological innovations. This necessitates a culture that emphasizes: 

o Resilience: The capability to recover quickly from setbacks 

and adapt to new challenges, becoming stronger in the 

process. 

o Adaptability: An unwavering commitment to proactively 

respond to shifting conditions, whether they stem from market 

volatility or disruptive technologies. 
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o Cross-Functional Synergy: Given the unpredictable nature 

of disruptions, collaboration across various functional areas is 

crucial for devising robust solutions. 

o Scenario Planning: As organizations operate in an 

increasingly uncertain environment, cultivating a culture 

proficient in scenario planning and risk assessment becomes 

invaluable (Ramirez & Wilkinson, 2016). 

The Role of Leadership in Defining Culture 

Leaders play a pivotal role in shaping and sustaining organizational culture. 

Their vision, their communication style, their way of making decisions, and 

their way of treating employees all contribute to the creation of organizational 

culture (Kotter, 1992). Leaders in the disruptive age must be agile and resilient, 

skilled at both envisioning and navigating through constant uncertainty to 

inspire teams to adapt and thrive amidst rapid shifts and unforeseen challenges. 

Organizations often employ surveys, focus groups, and even third-party audits 

to assess their culture. Tools like the Organizational Culture Assessment 

Instrument (OCAI) or the Denison Organizational Culture Model can be utilized 

to provide a more structured assessment. These tools can be especially 

enlightening when an organization is embarking on a digital transformation 

journey. 
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Source: Daniel Denison organizational culture model 

Defining organizational culture is increasingly complex in the disruptive age, 

where it serves as a dynamic mosaic of multiple elements—values, norms, 

symbols, systems, and structures. Leaders must go beyond the traditional 

understanding of these elements to incorporate adaptability, resilience, and 

anticipatory readiness for rapid shifts. This expanded view of culture is vital for 

aligning leadership in an age of constant disruption, making it the foundation for 

organizational success in an ever-changing landscape. 

8.1.3 Importance and Impact On Business Outcome 

In the volatile, unpredictable world of the disruptive age, the role of 

organizational culture in shaping business outcomes has escalated to 

unprecedented levels of importance. While technological advancements offer 

avenues for innovation and transformation, it is the organizational culture that 

governs how these opportunities are seized, who leads the charge, and the 

objectives they serve. This section explores the pivotal role of culture in 
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influencing both immediate outcomes and enduring success. 

The Strategic Imperative of Culture: Organizational culture is far more than a 

trendy phrase; it is an operational imperative. A robust culture not only lays the 

foundation for decision-making but also propels performance, influences 

customer interactions, and dictates a company's adaptability in the face of rapid 

change. 

• Decision-making: A solid cultural framework is crucial in an age 

where nimble and proactive decision-making can make or break 

success. 

• Talent Attraction and Retention: With a job market where skills for 

handling disruptions are at a premium, a strong organizational culture 

becomes an even more significant differentiating factor. 

• Resilience: A culture that highly values resilience and adaptability is 

better equipped to thrive in an era where change and disruption are the 

only constants. 

Culture’s Impact on Key Business 

• Revenue and Growth: A positive culture boosts employee 

engagement, which has a direct correlation with productivity and, 

subsequently, revenue. A study by Gallup has found that companies 

with a strong culture have 33% higher revenue growth. 

• Customer Satisfaction: Culture has a cascading effect on the customer 

experience. Employees who are engaged are likely to be more 

committed to delivering quality service. 
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• Innovation: Companies with an innovation-friendly culture are more 

likely to stay ahead in the market. 

The Disruption Imperative 

In the disruptive age, conventional business models are not just challenged but 

often completely overhauled. Organizations with cultures that are averse to 

change face a heightened risk of obsolescence. In this context, a culture that 

embraces values like agility, adaptability, and data-driven strategies becomes a 

crucial determinant of business viability. 

• Adaptive Transformation: Companies with a resilient and agile 

culture are better positioned to pivot and adapt to new technologies and 

shifts in market conditions. 

• Insightful Decision-Making: An organizational culture that values the 

intelligent use of data is more likely to leverage it for impactful 

business decisions, making the company better equipped to navigate 

disruptions. 

• Culture and Leadership, a Symbiotic Relationship: The relationship 

between leadership and culture is symbiotic. Leaders shape the culture, 

and the culture, in turn, influences leadership effectiveness. In a rapidly 

changing business environment, leaders need to be agile, and for them 

to successfully implement changes, a supportive culture is essential. 

• Measuring the Impact: Determining the exact impact of culture on 

business outcomes can be challenging due to the many variables 

involved. However, certain key performance indicators (KPIs) can be 
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useful: 

o Employee Turnover Rates: Lower turnover often indicates a 

positive culture and results in reduced hiring costs. 

o Customer Retention Rates: A good culture usually results in 

higher customer satisfaction, impacting customer retention 

positively. 

o Market Share: Over the long term, a positive culture can help 

increase market share as the organization adapts faster and 

innovates more. 

o Revenue Per Employee: This metric can serve as an indicator of 

employee productivity, which is heavily influenced by 

organizational culture. 

• Case Studies and Real-World Impacts:  

o Google: Known for its open culture and emphasis on 

innovation, Google has consistently been a leader in its 

industry. 

o Southwest Airlines: With a culture focused on customer 

satisfaction and employee engagement, Southwest has been 

profitable for 47 consecutive years, a feat unmatched in the 

aviation industry. 

As discussed above, organizational culture plays a pivotal role in determining 

business outcomes. Its impact is felt across various aspects of business, from 

revenue and growth to innovation and adaptability, especially in the age of 
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digital transformation. For organizations to navigate the complexities and 

uncertainties that define the modern business landscape, synchronizing 

leadership and culture is not just an option but a necessity. 

8.2 Culture-Driven Leadership and Management: The Nexus for Success in 

Disruptive Age 

In an era characterized by rapid technological advancements, market volatility, 

and transformative social changes, traditional approaches to leadership and 

management are increasingly coming under scrutiny. The overarching question 

that looms large for organizations is: How can we navigate this complex 

landscape successfully? The answer, as this section will argue, lies in Culture-

Driven Leadership and Management. 

Culture-Driven Leadership is not a mere buzzword, but an essential paradigm 

shifts those advocates for a harmonious alignment between organizational 

leadership and culture. This alignment is no longer an option but a critical 

necessity for organizational sustainability and competitive advantage. When 

synchronized effectively, this alignment acts as a catalyst for innovation, 

employee engagement, operational efficiency, and overall organizational 

success, especially in disruptive times. 

Management's role, particularly at the mid-level, is pivotal in operationalizing 

Culture-Driven Leadership. Managers serve as 'culture carriers,' imbuing daily 

operations and decision-making processes with the core values, ethos, and 

beliefs that define the organization. In doing so, they serve as the linchpin 
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between high-level strategy and ground-level execution, ensuring that the 

organization's cultural and leadership directives are not just theoretical 

constructs but lived experiences that drive measurable outcomes. 

8.2.1 Creating And Maintaing Organizational Culture 

Organizational culture, often considered the "DNA" of a company, represents 

the shared values, beliefs, and practices that influence behavior within an 

organization. It is what unites employees and gives everyone a sense of identity 

within the organizational setting. A strong, cohesive culture can make the 

difference between a workplace that is enjoyable and effective, and one that is 

dysfunctional and demotivating. Understanding how culture is created and 

maintained can be a pivotal factor in organizational success. In this detailed 

context, we will explore how organizational cultures are created, maintained, 

and the signs that signify the health or weakness of a particular culture. 

Understanding How Cultures are Created. 

• Founder's Influence: Most organizational cultures start with the vision 

or mission initiated by the founder(s). Their philosophy, values, and 

management style set the initial cultural framework (Schein, 1985). 

• Hiring Decisions: Companies that pay careful attention to the people 

they hire have a better chance of creating a positive culture. Skills can 

be taught; cultural fit is harder to change. 

• Leadership Style: The way leaders manage teams, communicate, and 

make decisions has a big impact on the culture of an organization 
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(Northouse, 2018). 

• Policies and Procedures: These guidelines set the standard for 

behavior and decision-making within the organization. 

• Socialization and Training: Onboarding processes and training 

programs introduce new employees to the expected cultural norms. 

• Stories and Myths: Every organization has its own legends that 

reinforce the core values of the culture. 

• Work Environment: The physical space, amenities, and even 

company dress code can all contribute to the culture. 

• Reward Systems: Recognition and rewards promote certain behaviors 

over others, thereby strengthening aspects of the culture. 

• Employee Interactions: The day-to-day interactions between 

employees are both a result and a cause of organizational culture (Smith 

& Morgan, 2012). 

How to Maintain a Culture 

• Continuous Communication: Keeping open lines of communication 

reinforces the culture by providing constant reminders of what is valued 

within the organization. 

• Leadership Reinforcement: Leaders must consistently demonstrate 

cultural values in their actions and decisions. 

• Regular Training: Training programs should be conducted regularly, 

not only to onboard new employees but also to reinforce cultural norms 

among existing ones. 
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• Feedback Mechanisms: Employing surveys, suggestion boxes, and 

open-door policies can offer insights into how well the culture is being 

maintained. 

• Celebrating Successes: Acknowledging and celebrating achievements 

that align with organizational culture reinforces those behaviors 

(Denison, 1990). 

• Culture Audits: Regular audits can evaluate the health of the culture, 

pinpoint areas for improvement, and suggest ways to realign with core 

values. 

• Accountability: All members, not just leaders, should be held 

accountable for upholding cultural values. 

• Adapt and Evolve: Cultures that remain static can become toxic or 

ineffective. Periodic reassessment ensures the culture evolves along 

with the organization. 

Recognizing Organizational Culture 

• Employee Engagement: A high level of engagement often signifies a 

healthy culture. 

• Turnover Rates: High turnover might be a symptom of a 

dysfunctional culture. 

• Customer Feedback: How your organization is perceived by clients 

can be a strong indicator of your internal culture. 

• Conflict Resolution: How conflicts are managed can be a big sign of 

the kind of culture you have. 
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• Decision-making Process: Whether decisions are made top-down or 

are decentralized can be a significant clue. 

• General Mood: A generally positive atmosphere usually indicates a 

positive culture. 

• Behavior During Crises: How an organization behaves under stress 

reveals its core cultural attributes (Hofstede, 1980). 

 

Source: Three levels of mental programming (Source: Hofstede, 2001) 

In the end, creating and maintaining an organizational culture is not a one-off 

project but an ongoing process. It starts with understanding how cultures are 

initiated, usually by founders and leaders, and is maintained through deliberate 

actions and policies designed to reinforce desired values and behaviors. Regular 

audits and feedback mechanisms can provide essential insights into the health of 

the culture. Recognizing the signs of your organization's culture can offer 

critical measures for its effectiveness and areas for improvement. Therefore, 
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attention to organizational culture is not just an HR initiative but a business 

imperative for long-term success. 

8.2.2 The Influence Of Leadership Style On Organizational Culture 

Organizational culture and leadership style are two closely intertwined elements 

that shape the trajectory of a company's performance. Often, a change in top-

level leadership can dramatically impact the established organizational culture, 

which can lead to a ripple effect on performance outcomes. The section aims to 

explore the influence of leadership style on organizational culture, highlighting 

the consequences of a misalignment between the two, especially when a change 

in top leadership occurs. 

The Symbiotic Relationship Between Leadership Style and Organizational 

Culture: A Case Study 

Leadership and culture are interdependent entities in an organizational setting. 

The style of leadership sets the tone for an organization’s culture, dictating how 

employees will interact, approach problem-solving, and align their actions with 

organizational goals (Northouse, 2018). On the other hand, an organization's 

culture can significantly influence the effectiveness of a particular leadership 

style. For example, a bureaucratic culture might not respond well to a 

democratic leadership style that encourages employee participation in decision-

making. 

In the realm of organizational behavior, the relationship between leadership and 

culture is symbiotic. They are, as Northouse (2018) asserts, interdependent 
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entities. Leadership styles shape organizational culture and, conversely, the 

existing culture can significantly influence the effectiveness of various 

leadership approaches. To explore this intricate relationship, let us delve into a 

real-world example—a firsthand account that illustrates how a change in 

leadership style can transform team dynamics and, by extension, organizational 

culture. 

The Case: A Paradigm Shift in Leadership Style 

The predecessor led the team with a directive, top-down approach that generated 

confusion and opacity. Team members often felt disconnected from the broader 

vision, as projects were passed down without the context necessary to fully 

engage them. This lack of transparency resulted in decreased motivation and 

subpar performance. 

A leadership transition within the organization brought forth a new leader who 

was committed to a participative style of management. This change was not 

merely a shift in management technique; it was a fundamental alteration in the 

team's micro-culture. With an organizational focus on values like respect for 

individual and collaboration, the new leader emphasized transparency and 

collective decision-making. Team members were now informed about the larger 

organizational objectives behind each project, enriching their understanding of 

both the 'what' and the 'why.' This shift led to increased engagement, improved 

teamwork, and a surge in innovative thinking. 

• The Impact on Organizational Culture: This new participative 

leadership style had a transformative impact on the team’s culture. It 
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enabled the team to evolve from a fragmented group merely executing 

orders to a unified body deeply involved in innovation and problem-

solving. The culture within the team now mirrored the organization's 

values, specifically highlighting respect for individuals and the 

importance of collaboration. Team members felt more invested in their 

roles, contributing to higher levels of performance. 

• The Role of Culture-Driven Leadership: The case vividly illuminates 

the power of Culture-Driven Leadership within organizations. By 

focusing on the integration of cultural values into daily team activities, 

the results were not just noticeable but substantially improved 

performance and satisfaction levels. The leader's focus on respect for 

individuals and collaboration as core values ensured better alignment 

between team actions and organizational goals. This resulted in not just 

higher individual output but also more robust team cohesion, driving up 

overall productivity. 

Culture-Driven Leadership serves as an invaluable tool for aligning leadership 

styles with the existing organizational culture. This alignment is crucial for both 

short-term effectiveness and long-term sustainability. In an age of constant 

disruptions, the ability to adapt one's leadership style to meet the organization's 

cultural needs can provide a competitive edge. 

In conclusion, this case affirms the symbiotic relationship between leadership 

and organizational culture. Leadership sets the tone, while culture provides the 

framework for different leadership styles to thrive or flounder. By employing a 
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Culture-Driven Leadership model that takes both of these facets into account, 

organizations can catalyze high performance, increase employee satisfaction, 

and ultimately achieve long-term success. 

The Disruption Caused by a Change in Leadership 

Leadership transitions are a critical period in any organization's life cycle. They 

often herald a shift in strategies, policies, and, most importantly, culture (Schein, 

1985). A new leader's inclination might be to impose a new culture that aligns 

with their leadership style, but this approach can be fraught with challenges. 

This imposition can disorient employees, disrupt established workflows, and 

even lead to increased turnover, affecting overall organizational performance. 

Leadership Style as a Predictor of Organizational Culture: Studies have 

shown that leadership style can be a significant predictor of organizational 

culture (Schein, 1985). For example, an authoritarian leader is more likely to 

foster a hierarchical, top-down culture. In contrast, a servant leader would create 

a more employee-centric, value-driven environment. Therefore, a sudden switch 

in leadership style can drastically change the established culture, and thereby, 

affect performance, especially if it is not coordinated with the organization's 

existing norms and values. 

The Importance of Cultural Fit in Succession Planning: Given the potential 

ramifications on culture and performance, one of the critical considerations 

during leadership transition should be the cultural fit of the successor. This is 

not to underestimate the importance of strategic vision or operational 

effectiveness; however, if the new leader's style does not fit with the existing 
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culture, even the most innovative strategies can fail to take root (Denison, 

1990). 

• Why Cultural Fit 

o Employee Morale: A mismatch can demotivate employees, thereby 

affecting productivity. 

o Retention: Cultural discord can lead to higher turnover rates, which 

incurs additional costs in recruitment and training (Hofstede, 1980). 

o Change Management: A leader who aligns with the existing culture 

can implement changes more smoothly since they are working within 

a framework that the employees are already comfortable with. 

• Embracing Culture Through Leadership Transition: However, it is 

essential to note that a succession plan should not only focus on cultural fit 

but also on the capability to enhance and evolve the existing culture. 

Organizations are not static; they need to adapt to changing market 

conditions, technologies, and societal expectations. Therefore, while it is 

crucial for the new leader to align with the current culture, they must also 

have the vision and skill set to adapt and evolve the culture as needed 

(Kotter, 1996). 

Therefore, leadership transitions are often fraught with challenges that, if not 

managed carefully, can negatively affect organizational culture and 

performance. A clear understanding of the complex relationship between 

leadership style and organizational culture can aid in a more seamless transition. 

During the hiring process for top leadership roles, organizations should place 
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substantial emphasis on cultural fit and the ability to evolve the existing culture 

in line with future disruptions or opportunities. Ignoring the importance of 

cultural fit can be perilous, as I observed the initial drop in performance during a 

leadership change. By incorporating these factors into succession planning, 

organizations can weather leadership changes without compromising their 

culture or performance, ensuring long-term success. To further illustrate the 

consequences of overlooking cultural fit during leadership transitions, consider 

the case of Infosys, one of India's largest IT companies. The company witnessed 

a challenging period marked by internal discord and a dip in performance when 

it experienced a shift in leadership that was not aligned with its core cultural 

values. 

The Infosys Saga: The Critical Role of Cultural Alignment in Leadership 

Transition 

In 2017, Vishal Sikka, the first non-promoter CEO of Infosys, resigned amid 

differences with the company's founders, including Narayana Murthy. During 

his tenure, Sikka sought to bring about rapid changes to transform the company 

into a next-generation services firm. While his strategies might have been 

effective in a different organizational setting, they clashed with the foundational 

values of Infosys, such as "leadership by example, fairness, transparency, and 

accountability," as pointed out by Murthy in a press conference. 

Murthy's public remarks highlighted his concerns about the erosion of the 

company's core values, signaling the importance of cultural fit in leadership 

roles. His concerns were not just philosophical; they had practical implications, 
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including a dip in company performance and decreased employee morale. 

Sikka's departure and the subsequent public discussion brought into focus the 

significance of aligning leadership styles and strategies with an organization's 

existing culture. When there is a mismatch, not only can it disrupt operations, 

but it can also lead to a decline in performance metrics and internal cohesion. 

This example underscores the need for succession planning to factor in the 

cultural alignment between prospective leaders and the broader organization. By 

doing so, companies can mitigate risks associated with leadership transition, 

thus safeguarding both their culture and long-term success. 

Understanding these dynamics is essential for the health of any organization, as 

it not only helps in maintaining a harmonious and productive work environment 

but also plays a crucial role in achieving long-term business objectives. 

8.2.3 Adaptive And Transformative Culture-Driven Leadership 

The two-fold model of Culture-Driven Leadership—Adaptive and 

Transformative—addresses the immediate need for performance enhancement 

and the long-term requirement for sustainability and adaptability. The former 

helps in strengthening the existing culture, while the latter prepares 

organizations for unforeseen challenges and disruptions. 

The Ecosystem of Culture Driven Leadership 

In organizations where leadership at all levels subscribes to the Culture-Driven 

model, a unique "Culture-Driven Ecosystem" is established. This creates a self-

reinforcing environment in which every decision—from high-level strategy to 
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daily operations—is coordinated with the foundational cultural values, fostering 

a cohesive and well-integrated work setting. 

Importance in the Modern Business Environment: In a landscape where 

innovation serves as a critical competitive edge, adopting a leadership approach 

that does not just advocate but also integrates innovation into the organizational 

culture is essential. Culture-Driven Leadership presents itself as a highly 

relevant and effective model for equipping organizations to meet both current 

and future challenges. 

• Significance of Mid-Level Managers: This research emphasizes the 

critical role that mid-level managers play in shaping organizational 

culture. It also accentuates the potential that Culture-Driven Leadership 

holds for boosting overall organizational performance. As the nature of 

workplaces continues to transform, the agility and initiative-taking 

outlook of Culture-Driven Leadership could very well serve as the key 

to enduring success. 

• Turnover among Mid-Level Management: Mid-level management 

serves as the linchpin between executive leadership and the broader 

workforce, playing a pivotal role in translating high-level strategies into 

daily operations. Yet, this layer often experiences a high rate of 

turnover, leading to inconsistent leadership styles and fluctuating 

management practices. The survey findings underscore this reality by 

revealing a less-than-optimal focus on organizational culture within 

these ranks. When culture is not adequately prioritized, the frequent 
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changes in mid-level management contribute to a sense of instability, 

creating ripple effects that manifest in various aspects of the 

organization. 

Role of Culture-Driven Leadership in Managing Turnover: Conventional 

management frameworks often marginalize the importance of culture, but the 

Culture-Driven Leadership paradigm sets a new standard. By weaving culture 

into the fabric of every managerial tactic and decision, organizations can create 

a more resilient, self-reinforcing work atmosphere. This method serves as a 

stabilizing force, providing a sense of continuity when there are leadership 

transitions. The unswerving commitment to culture acts as a harmonizing agent 

that supersedes specific leadership styles, thereby diminishing the negative 

impacts of frequent turnover among mid-level managers. 

Impact on Organizational Culture 

• The Culture Gap: The turnover among mid-level management has a 

significant, often negative, impact on organizational culture. Without a 

unifying framework like Culture-Driven Leadership, each new manager 

tends to bring their unique leadership style, causing shifts in team 

dynamics, operational practices, and employee engagement. These 

shifts can lead to "culture shocks" within teams and create fragmented 

subcultures that are misaligned with the organization's overarching 

values and objectives. 

The Imperative for Cultural Standardization through Culture-Driven 
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Leadership: Culture-Driven Leadership lays the groundwork for cultural 

standardization, establishing a resilient cultural core that can withstand frequent 

shifts in mid-level management. By zeroing in on pivotal cultural principles 

during recruitment and onboarding, organizations can guarantee that incoming 

leaders—whether ascending internally or recruited externally—are coordinated 

with the prevailing cultural ethos. 

• Impact on Performance Metrics: The Link Between Culture and 

Performance: Interestingly, despite many managers in the survey 

overlooking the importance of organizational culture, its influence on 

key performance indicators is unmistakable. Volatile changes in 

leadership styles due to managerial turnover can result in erratic shifts 

in crucial performance metrics, such as employee engagement, client 

satisfaction, and operational effectiveness. 

• The Cohesive Power of Culture-Driven Leadership: The objective 

of Culture-Driven Leadership is to unite teams under a shared vision 

and collective values. This cohesiveness paves the way for heightened 

employee engagement, diminished turnover rates, and ultimately, 

amplified productivity. Furthermore, a culture-centric strategy elevates 

customer satisfaction levels as employees become more involved and 

aligned with the corporate mission and values. 

• Financial Upsides of a Cohesive Culture: In the long view, the 

financial rewards of a harmonized culture are evident. Teams function 

more smoothly, employee attrition is lowered—thus reducing hiring 
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and training expenditures—and customer fidelity intensifies, all factors 

that positively influence the bottom line. 

• Leveraging Culture for Competitive Edge: In a nutshell, Culture-

Driven Leadership offers an actionable competitive advantage. It 

bestows stability in vital performance metrics and aids organizations in 

navigating the intricate maze of today's swiftly changing business 

environment. In the face of high attrition rates among mid-level 

managers, a focus on culture is not merely beneficial; it is indispensable 

for sustained success and longevity. 

8.2.4 Human-Centric Leadership: The Nexus Of Culture And Performance In A 

Disruptive Age  

In the process of researching and authoring my thesis, "Synchronizing 

Leadership and Culture: A Roadmap for Organizational Success in the 

Disruptive Age," I have become increasingly convinced that Simon Sinek's 

perspective on leadership offers a complementary framework to the themes I 

explore. Sinek argues that leadership is not primarily about outcomes or results; 

it is about nurturing the people who will eventually make those successes 

possible. This is a perspective that I fully align with, and I find it especially 

relevant in the context of today’s disruptive age. 

Understanding the Human Element in Leadership: As Simon Sinek once 

said, “Leaders are not responsible for results, leaders are responsible for 

people who are responsible for results.” 
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One of the cornerstone ideas I discuss in my work is the human element at the 

heart of leadership. I argue that focusing solely on performance metrics often 

overlooks the vital contributions of emotional and intellectual labor that teams 

invest. This is in line with Sinek's insight that placing people—not just the 

result—at the center of leadership activities can profoundly influence an 

organization’s culture and performance.  

• The Role of Mid-Level Managers: In my thesis, I delve into the 

critical role that mid-level managers play in shaping culture and 

translating high-level organizational goals into actionable tasks. These 

managers function as cultural anchors. They are the ones who ensure 

that the organizational ethos permeates every level, making them 

essentially the leaders closest to the ground. As such, they are the 

primary custodians of the people who are responsible for the outcomes. 

• Preparing for Disruptions: As I outline in my sub-topic on preparing 

for disruptions, in an age characterized by uncertainty and rapid 

change, leadership needs to go beyond mere crisis management. By 

focusing on nurturing people, leaders empower them to be adaptable, 

resilient, and innovative. This approach is particularly relevant for 
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organizations seeking to not just survive but thrive in disruptive 

environments. 

• A Self-Sustaining Culture: In exploring the idea of a 'Self-Sustaining 

Culture,' I suggest that a leadership focus on human growth and well-

being can create a dynamic and self-replenishing culture. This kind of 

culture becomes fertile ground for innovation and agility, which are 

essential attributes for survival in a disruptive age. 

• Talent Management: My thesis also discusses talent management as a 

critical organizational function. When the focus is on the people, as 

Sinek suggests, it shifts the entire dynamic of recruitment, retention, 

and employee development. Employees are no longer merely 

'resources' but valuable contributors to the organization’s success, 

leading to increased levels of engagement and performance. 

• Culture-Driven Leadership: My section on 'Culture-Driven 

Leadership' serves as a practical extension of Sinek's philosophy. I 

argue that a focus on long-term vision and intrinsic organizational 

values aligns closely with a people-first approach to leadership. 

Results, in this view, are a natural by-product of effective leadership 

and a harmonious organizational culture. 

• The Case of Nadella’s Transformation of Microsoft: My section on 

‘Case Studies and Real-World Applications’ outlines the case study of 

Satya Nadella’s transformation of Microsoft validates the power of a 

people-centric approach to leadership. Nadella did not focus solely on 
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operational changes; he shifted the entire culture towards a 'growth 

mindset.' By investing in the people, he indirectly influenced the 

results. 

• Challenges and Solutions: Synchronizing leadership and culture, 

particularly in a disruptive age, comes with its unique set of challenges, 

which I highlight in my thesis. These challenges can be mitigated 

through a focus on the people who are navigating them. Solutions, I 

propose, lie in the ability to adapt leadership styles to meet the demands 

of a complex and fast-changing environment. 

In the end, I find that Simon Sinek’s tenets on leadership integrate seamlessly 

with the themes I have explored. By taking care of the people responsible for 

results, leaders shape not just the outcome, but also the journey towards it. They 

influence organizational culture, inspire innovation, and most importantly, 

prepare their organizations for the multifaceted challenges of a disruptive age. In 

doing so, performance and productivity become natural outcomes, not forced 

objectives, providing organizations a blueprint for enduring success in an 

increasingly volatile landscape. 

8.2.5 Synchronized Gears: Driving Organizational Success - Awareness, 

Acceptance, Alignment, Action 

To make the framework more intuitive and actionable, the Culture-Driven 

Leadership Implementation Framework (4A-CLIF) has been designed to fit 

within the 'Awareness', 'Accept', 'Align', and 'Action' arcs. These four A's serve 
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as cornerstones that guide the strategy from conceptualization to 

implementation, ensuring culture remains central to the organization's leadership 

strategy. 

 

Author’s Construct: 4A-CLIF: Gears driving synchronization. 

Awareness 

The first 'A' stands for 'Awareness' and serves as the foundational cornerstone of 

the 4A-CLIF. Awareness here refers to a deep understanding and 

acknowledgment of the existing organizational culture. This includes identifying 

the values, beliefs, and practices that are currently in place. The goal is to be 

fully aware of what elements of culture are positively contributing to 

organizational performance and what elements may need adjustment. It is the 

stage where diagnostic tools, surveys, and open dialogue are employed to take 

the pulse of the organization. Managers, particularly those at the mid-level who 

are frequently rotated, need to grasp these foundational elements to be effective 

culture carriers. 
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The Levers of Awareness Arc 

 

Author’s Construct: Levers driving Awareness.  

• Cultural Orientation Programs: Comprehensive programs to 

introduce the facets of organizational culture to new and existing 

employees. 

• Internal Cultural Audits: A review mechanism to ensure that 

employees at all levels understand and can articulate the cultural values 

and practices of the organization. 

• Cultural Gap Workshops: Interactive sessions that address any 

disconnect between leadership directives on culture and employee 

understanding or implementation. 

• Understanding Market Dynamics: Education about how the 

organization's culture aligns with or differentiates it from market 

competition. 

• Trend Briefings: Regular updates on market trends that should be 
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reflected in or acknowledged by the organizational culture. 

• Employee and Customer Feedback Loops: Mechanisms for 

employees to provide feedback on how well the organization's stated 

culture aligns with their day-to-day experience. 

• Organization Design Seminars: Workshops or discussions focused on 

how the organization’s structural design supports or needs to be 

adapted to support the desired culture. 

• Transparency Initiatives: Initiatives designed to promote open 

communication about the status and future direction of the 

organization's culture. 

• Hierarchical Culture Maps: Visual or conceptual maps that detail 

how cultural values and practices should be implemented across 

different layers of the organization, from C-suite executives to frontline 

employees. 

Each of these levers serves as a conduit for creating cultural awareness among 

employees. They provide multiple avenues for making sure that the 

organization’s culture is not just defined at the top but understood, accepted, and 

lived by every employee. 
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Acceptance 

The second 'A' stands for 'Acceptance,' a stage that directly follows and is 

influenced by the first 'A'—'Awareness.' In this stage, leaders and employees are 

encouraged to embrace the organizational culture that they have become aware 

of. Here, it is not just about a passive understanding but about an active 

acceptance that allows for the culture to be lived and breathed in daily activities. 

Mid-level managers have a particularly pivotal role at this stage. They function 

as culture catalysts, enabling their teams to integrate the understood cultural 

norms into their professional behavior and attitudes, thereby setting the stage for 

alignment and action. 

The Levers of Acceptance Arc 

 

Author’s Construct: Levers driving Acceptance. 

• Skill Upskilling: Following the awareness of cultural dynamics, 

targeted skill development programs can be introduced to align with the 

accepted cultural norms. 
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• Recognition of Necessary Skill Sets: Understanding which skills are 

most valued in the current culture and focusing on them. 

• Tailored Training Programs: Customized training that aligns with the 

accepted norms and values of the culture, promoting a sense of 

belonging. 

• Onboarding: Introducing new hires to the organization's culture in a 

way that encourages not just understanding but acceptance. 

• Cultural Orientation for New Hires: Specialized orientation 

programs to help new hires integrate into the existing culture quickly. 

• Assessment and Feedback: Regular evaluations to understand how 

well the culture is being accepted and where gaps may exist. 

• Talent Management: Managing talent in a way that complements and 

promotes the existing culture. 

• Culture-fit Assessments: Evaluations designed to assess how well 

employees' values align with the organization's culture. 

• Loyalty Programs and Retention Strategies: Initiatives aimed at 

retaining talent who align well with and contribute to the culture. 

Alignment 

The third 'A' stands for 'Alignment' and serves as a critical juncture where 

awareness and acceptance mature into actionable plans and behaviors. Here, the 

focus is on harmonizing individual and team actions with the broader cultural 

landscape of the organization. Mid-level managers serve as the linchpin in this 

phase, translating organizational culture into everyday practices and strategic 
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actions. Their effectiveness in guiding their teams toward alignment with the 

organization's cultural vision can significantly impact the successful enactment 

of Culture-Driven Leadership across various departments. 

The Levers of Alignment Arc 

 

Author’s Construct: Levers driving Alignment. 

• Strategic Alignment: Employing targeted strategies to align team 

objectives with cultural expectations. 

• Clear Organizational Vision and Objectives: Ensuring that every 

team member understands and aligns with the broader vision and 

objectives of the organization. 

• Team-specific Action Plans: Developing plans that are customized to 

each team's unique role within the cultural framework. 

• Learning & Organization Development: Initiating training programs 

that are aligned with cultural goals and values. 

• Culture-aligned Development Programs: Utilizing development 
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programs that not only enhance skills but also instill cultural values. 

• Performance Reviews for Cultural Fit and Contributions: Regularly 

evaluating to what extent employees are aligned with the culture and 

rewarding those who contribute positively. 

• Futureproofing: Preparing the team for future challenges in a way that 

aligns with cultural expectations. 

• Skills and Strategy Evolution Planning: Actively planning for the 

skill sets and strategies that will be required in the future, ensuring they 

are in line with the organization’s cultural vision. 

• Contingency Plans for Market Disruptions: Having backup plans in 

place that consider cultural implications in times of unexpected changes 

or disruptions. 

By utilizing these levers, mid-level managers can navigate the complexities 

involved in bringing an abstract culture into concrete actions and practices. This 

is where the rubber meets the road in terms of implementing Culture-Driven 

Leadership, as alignment creates a seamless interface between what is 

envisioned by top-level management and what is enacted on the ground. 

Action 

The fourth 'A' in the 4A-CLIF is 'Action,' which is the culmination of the 

meticulous processes of awareness, acceptance, and alignment. At this stage, the 

focus shifts to the execution of well-crafted plans aimed at embedding the 

agreed-upon organizational culture into everyday operations. This is where 

management levels—from executive to mid-tier—play an instrumental role in 
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leading by example. They are charged with the task of making the culture 

tangible through their actions, backed by carefully selected metrics to gauge 

cultural impact. The 'Action' arc is the ultimate litmus test for the effectiveness 

of the Culture-Driven Leadership Implementation Framework; its where 

theoretical concepts are transformed into lived experiences. 

The Levers of Action Arc 

 

 

Author’s Construct: Levers driving Action. 

• Pilot Testing: Conducting initial trials with select teams to assess the 

real-world impact of cultural alignment strategies. 

• Selection of Teams for Initial Implementation: Identifying teams that 

are best suited to lead the cultural transformation journey. 

• Key Performance Indicator (KPI) Monitoring: Utilizing quantifiable 

metrics that directly relate to cultural impact, serving as a gauge for the 

success of the implementation process. 
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• Innovation Fostering: Establishing spaces like innovation labs and 

promoting employee-driven innovation programs that align with the 

organizational culture. 

• Creation of Innovation Labs: Physical or virtual spaces where 

experimentation aligned with cultural values is encouraged. 

• Employee-Driven Innovation Programs: Initiatives that empower 

employees to contribute to cultural advancement through innovative 

actions. 

• Global Alignment: Standardizing cultural norms and practices across 

international offices to ensure global consistency. 

• Remote Team Inclusion and Cultural Sensitivity Training: 

Specialized training programs to ensure that remote or global teams are 

included in the cultural narrative. 

• Standardization Across International Offices: Implementing a 

consistent cultural framework across diverse geographical locations. 

• Implementation Flow: The end-to-end process that maps out the 

sequential actions required to make the cultural shift palpable across the 

organization. 

By activating these levers, leaders at all levels—executive, senior, and mid-

management—are directly accountable for converting the cultural blueprint into 

the lived reality of the organization. This phase validates the efficacy of the 

entire framework and solidifies the culture as a driving force behind 

organizational success. 
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Integrating all 4 arcs 

By meticulously weaving these four A's—Awareness, Accept, Align, and 

Action—into the managerial fabric, the 4A-CLIF ensures that culture remains a 

central, driving force in organizational leadership and performance. 

Integration of Levers 

 

Author’s Construct: Integrated 4A Gears to drive organizational success. 

Awareness to Accept 

• High-Level Executive Buy-In: Crucial at this stage as it grants 

legitimacy and urgency to the cultural assessment process. 

• Cultural Audits and SWOT Analysis: Provides a structured 

methodology for evaluating the existing cultural landscape, thereby 

informing the next stage of Acceptance. 

Accept to Align 

• Mid-Level Management Training: Provides the necessary education 

and tools for these key personnel. 

• Communication Plan Formulation: Ensures that there is a clear, 

well-thought-out strategy for cascading this alignment through all 

levels of the organization. 
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Align to Action 

• Role-Based Responsibilities for Culture Building: Ensure that each 

member of the organization knows their part in this crucial phase. 

• Pilot Testing and Monitoring: Are pragmatic steps that allow the 

organization to assess these strategies in a controlled environment 

before full-scale implementation, thereby reducing risk. 

• Action to Sustain: This is the “Sustainability Lever” which ensures 

that the hard work invested in the previous stages doesn’t go waste but 

becomes a permanent, living part of the organization’s culture and 

leadership strategy. 

By adopting the 4A-CLIF, organizations ensure an integrated approach to 

embedding Culture-Driven Leadership across the board. It provides clear 

pathways for leaders and teams to understand, accept, align, and enact the 

organizational culture, thereby enhancing performance and better preparing for 

future uncertainties. 

8.3 Talent Management 

In the contemporary organizational landscape, where disruptions are more the 

norm than the exception, Talent Management takes on an amplified importance. 

For organizations aiming to thrive rather than merely survive, Talent 

Management becomes a critical enabler in actualizing a synchronized approach 

between leadership and culture. In a disruptive age, where skill sets can become 

obsolete overnight and where the lines between different professional sectors are 
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increasingly blurred, how organizations manage talent is a defining factor in 

their success. 

Effective Talent Management is not a monolithic or linear function but rather a 

complex interplay influenced significantly by the organization's culture and 

leadership dynamics. With the digital age forcing organizations to be agile, 

adaptive, and forward-thinking, talent management systems must align with the 

cultural tenets and leadership philosophies that guide the organization. This 

synchronicity serves multiple purposes: from attracting and retaining the right 

talent to empowering them to be culture-carriers and future leaders. 

Here we aim to delve into the complexities and challenges of aligning Talent 

Management practices with organizational culture and leadership imperatives. 

We will explore how a culture-driven approach to talent management can serve 

as both a reflection and extension of effective leadership, creating a virtuous 

cycle that sustains long-term organizational success. Through empirical 

evidence, case studies, and a review of existing literature, this section will 

provide a comprehensive exploration of Talent Management's role as a strategic 

function capable of navigating and capitalizing on disruptions. 

8.3.1 Culture Driven Talent Search 

Talent acquisition is often the first interaction that an individual has with an 

organization, serving as a precursor to their potential experience as an 

employee. While much focus is generally placed on identifying the most 

qualified candidates and speeding them through the hiring process, there is a 
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compelling need to reconsider how those who do not make the cut are treated. 

Respecting each applicant is not only ethical but also aligns seamlessly with the 

principles of culture-driven leadership. 

• The Cultural Imperative: Culture-driven leadership posits that an 

organization's culture is not just a byproduct of its operations but a 

defining driver. When 'Respecting Individuals' is a prime organizational 

value, it should be reflected not just in how employees are treated but 

also in every interaction the organization has with external 

stakeholders, including job applicants. A respectful approach to each 

applicant sets the tone for the entire organizational culture and sends a 

powerful message to both current and future employees about the kind 

of work environment they can expect. 

• The Applicant’s Investment: Every application submitted is more 

than just a set of documents; it is a time investment from someone who 

saw potential for a mutual fit with the organization. They may have 

researched the company, tailored their resume, and even undergone 

preliminary assessments. This effort deserves recognition and closure, 

irrespective of the outcome. 

• Challenges for HR: While the human resources department might face 

logistical challenges in responding to each applicant, especially when 

hiring for roles with a large applicant pool, technology can help 

automate much of this. Acknowledgment emails, application status 

updates, and even automated feedback mechanisms can be integrated 
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into the recruitment software to ensure that each applicant is informed 

about their application status. The wording can be carefully chosen to 

reflect the organization's culture and values, thereby creating a 

personalized experience for the applicant. 

• Brand Building Among Future Talents: In an age where company 

reviews are only a click away, the way an organization handles its 

recruitment process has far-reaching implications for its employer 

brand. When applicants are treated respectfully, even in rejection, they 

are more likely to view the company favorably and possibly reapply in 

the future. They are also more likely to recommend the company to 

their peers, serving as brand ambassadors. This goodwill cannot be 

bought; it has to be earned through consistent actions that align with the 

organization's core values. 

• Operational Excellence in HR: Innovating the recruitment process to 

include respectful communication with all applicants is also an 

opportunity for HR to strive for operational excellence. It offers scope 

for process improvement, as studying how to best communicate with 

applicants might lead to more significant insights about the overall 

efficiency and effectiveness of the hiring process. 

In short, as organizations strive to build and sustain a culture that drives 

performance and aligns with their core values, it is crucial that these efforts 

permeate every aspect of the business—including talent acquisition. Fostering a 

respectful interaction with all applicants does not only align with the cultural 
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imperative but also sets the stage for operational excellence and long-term brand 

building. The seemingly simple act of acknowledging and communicating with 

each applicant can serve as a cornerstone in a comprehensive, culture-driven 

talent search and recruitment strategy. 

8.3.2 Embedding Culture Into Onboarding 

After the recruitment process, the next critical step is onboarding. New hires are 

typically most receptive to organizational culture during their initial weeks. 

Hence, onboarding programs must be designed to function as cultural 

immersion crash courses, essentially elaborating on 'how we do things here.' 

This approach resonates with the "Action" quadrant of the 4A-CLIF, where 

strategic cultural objectives are translated into actionable steps. 

The onboarding process can be thought of as the first practical test of the 

culture-driven leadership model. Here, HR and mid-level managers play an 

essential role in setting the cultural tone. To cultivate a self-sustaining culture, 

Learning and Organization Development programs should be weaved into the 

onboarding process to fit within the 4A-CLIF’s "Awareness," "Accept," 

"Align," and "Action" quadrants. 

Training modules could range from interactive workshops that teach company 

history and values to mentorship programs that pair new hires with experienced 

employees who exemplify the organization’s culture. The goal is not merely to 

inform but to integrate the new employees into the culture actively. 

A well-structured, culture-first onboarding process can mitigate the impact of 
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turnover among mid-level managers. As new leaders’ step in, the cultural 

framework remains constant, ensuring that organizational objectives and day-to-

day operations continue seamlessly. This paves the way for mid-level 

management to operate in what can be termed as "culture-driven autonomy," 

minimizing the need for constant executive-level intervention. 

By systematically embedding culture into the talent search, recruitment, and 

onboarding processes, organizations can build a strong, self-sustaining culture 

that not only attracts the right talent but also nurtures them in a way that aligns 

with the company’s values and goals. This, in turn, enhances overall 

organizational performance and prepares it for both current challenges and 

future opportunities. 

8.3.3 Managerial Approaches To Internal Mobility: A Cultural Perspective 

When a manager is faced with a situation where a team member could be an 

excellent fit for another role within the organization, the way they manage this 

situation speaks volumes about the workplace culture. The manager's action, 

whether to encourage or discourage the team member from applying for the new 

opportunity, is a manifestation of several cultural elements: 

Managerial Encouragement: Fostering a Growth-Oriented Culture 

• Empowerment: When a manager encourages a team member to 

explore new opportunities, it is a direct sign that the organization values 

employee growth and empowerment. This is a key trait of a growth-

oriented culture. 
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• Trust: Such encouragement reflects an elevated level of trust between 

employees and managers. It shows that the manager is not merely 

looking to keep their team intact for selfish reasons but is genuinely 

interested in the employee's career growth. 

• Transparency: Openly discussing internal mobility options also 

indicates a culture of transparency where opportunities are not hidden 

or restricted to a select few. 

• Collaboration: This managerial behavior supports a collaborative 

environment, indicating a belief that the right person in the right role 

benefits not just the individual and the team but the organization as a 

whole. 

Managerial Discouragement: Indicators of a Stifled Culture 

• Short-term Focus: Discouraging a team member from applying for a 

new role could be symptomatic of a short-term focus, where immediate 

team needs are given priority over long-term growth for both the 

individual and the organization. 

• Control and Hoarding: It also might hint at a culture where talent is 

hoarded within teams and sharing of resources across the organization 

is not promoted. 

• Insecurity: Such discouragement often emanates from a place of 

insecurity, either at the managerial or organizational level. 

• Lack of Transparency: It can also suggest that career progression 

within the organization is not transparent or based on merit but is 
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subject to managerial discretion. 

Implications for Culture-Driven Organizations 

• Talent Optimization: In a culture that encourages internal mobility, 

talent is optimized as employees are matched with roles where they can 

offer the most value. 

• Employee Retention: Organizations with such open cultures often 

have higher employee retention rates because employees see avenues 

for growth and skill development. 

• Leadership Development: Managers who encourage team members to 

grow can be seen as leaders who are contributing to a future leadership 

pipeline for the organization. 

• Global Talent Management: In organizations operating across 

multiple locations, such an approach by managers can be extremely 

beneficial in aligning talent and opportunities globally. 

By understanding the cultural implications of managerial decisions in the 

context of internal mobility, organizations can work towards building a more 

open, transparent, and growth-oriented culture. This is particularly crucial as we 

advance into a future where agility, adaptability, and internal talent optimization 

will become even more significant. 

8.3.4 Role Of Learning And Development In Sustaining Culture 

In today's fast-paced, ever-changing business environment, organizational 

culture plays a pivotal role in not only defining a company's identity but also 
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influencing its performance and long-term viability. Here we delve into a 

distinct but critical aspect of implementing culture-driven leadership: the 

strategic role of Learning and Organizational Development (L&OD) programs. 

These programs, when crafted within the framework of Awareness, Acceptance, 

Alignment, and Action arcs, can engender a self-sustaining culture, particularly 

at the mid-level management. In doing so, they address the high turnover issue 

inherent to this stratum and set the pace for an onboarding process focused on 

rapid cultural immersion. 

• Awareness: The first quadrant, Awareness, lays the foundation. L&OD 

programs need to commence by educating employees on what the 

organization's culture represents. The content can be a blend of history, 

ethos, vision, and practical aspects of the culture. Awareness-raising 

sessions can also include case studies that show how culture impacts 

performance, thus drawing a direct line between cultural awareness and 

the everyday decisions that mid-level managers make. 

• Acceptance: Acceptance is the next natural progression from 

awareness. Once individuals are aware of the cultural tenets, they need 

to be given the space and the tools to accept it. Training programs at 

this stage should facilitate environments where mid-level managers can 

have open dialogues, express reservations, or offer suggestions. 

Facilitating such discussions can bring latent issues to the surface and 

give the organization a chance to either refine its cultural narrative or 

clarify misconceptions, making acceptance easier. 
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• Alignment: Alignment is where the L&OD programs start getting 

deeply interlinked with functional training and skill development. 

Programs should be designed in such a way that they do not just impart 

skills but do so in a manner aligned with the organizational culture. For 

instance, if a company values innovation, its project management 

training should highlight innovative project management practices. 

This alignment of functional roles with cultural values does wonders in 

standardizing performance and expectations across the board. It creates 

a common language and approach to work, which is incredibly 

stabilizing for a layer of management prone to turnover. 

• Action: Finally, the Action quadrant focuses on implementing the 

cultural knowledge acquired and aligned. Here, L&OD programs 

should offer real-life simulations or projects where mid-level managers 

can put into practice their cultural and functional training. This is where 

the rubber meets the road. It also provides the organization with an 

opportunity to gauge the effectiveness of its training programs and 

make data-backed decisions. 
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Role in Sustaining Culture:  

The function of Learning and Organization Development (L&OD) is vital for 

the sustenance of an organizational culture, particularly when viewed through 

the lens of the Culture-Driven Leadership Implementation Framework (4A-

CLIF). The 4A-CLIF, encompassing 'Awareness,' 'Accept,' 'Align,' and 'Action,' 

provides an actionable guide for embedding culture into the organizational 

DNA. In this context, L&OD initiatives can function as catalysts in ensuring 

that culture is not just a peripheral concept but is integrated into every aspect of 

organizational life. 

At the first arc, 'Awareness,' L&OD initiatives can be designed to educate 

employees about the organization's mission, vision, values, and cultural tenets. 

Customized training programs, workshops, and e-learning modules can serve as 

platforms to bring about this cultural awareness. Additionally, onboarding 

programs can include culture orientation as a significant component, thereby 

planting the seeds of culture right from the onset of an employee’s journey 

within the organization. 

Moving to the 'Accept' arc, L&OD can facilitate the internalization of 

organizational values. Through specialized training modules that tie company 

values to real-world scenarios and key performance indicators (KPIs), 

employees can begin to see the tangible benefits of embracing the organizational 

culture. Case studies, simulations, and interactive role-playing can be effective 

tools to help employees understand the impact of culture on daily operations and 

long-term strategic goals. 
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The 'Align' arc emphasizes the seamless integration of organizational culture 

into everyday activities, behaviors, and decisions. Here, L&OD plays a 

significant role in offering continuous development programs that help 

employees align their work habits, communication styles, and problem-solving 

approaches with the organization’s cultural norms. Performance management 

systems can be designed to evaluate not just skills and achievements but also 

cultural alignment. 

In the 'Action' arc, L&OD initiatives can help translate cultural awareness, 

acceptance, and alignment into actionable behaviors. L&OD can develop 

‘Culture Champion’ programs where employees are rewarded for acting as 

ambassadors of the organizational culture. In addition, mechanisms can be put 

in place to capture and disseminate stories of how adhering to cultural values led 

to successful project completions, customer satisfaction, or problem resolutions. 

Ultimately, the role of Learning & Organization Development in sustaining 

culture is foundational. L&OD does not merely offer tools and training; it 

shapes the very lens through which employees see their roles, responsibilities, 

and contributions to the company. By aligning L&OD strategies with the 4A-

CLIF, organizations can ensure that culture becomes a dynamic, lived 

experience for every employee, thereby enabling a self-sustaining, adaptive, and 

high-performing organizational environment. 
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8.4 C-Suite Executives and Organizational Culture 

In an increasingly dynamic and complex business landscape, the role of C-suite 

executives extends far beyond mere profit-driven objectives. One of the critical 

yet often overlooked responsibilities they hold is shaping and nurturing the 

organizational culture. Traditionally considered the domain of HR, 

organizational culture is too vital to be left solely to one department. It is a 

strategic imperative that directly impacts employee engagement, innovation, 

customer satisfaction, and ultimately, the bottom line. 

Let us explores how C-suite leaders can leverage data analytics and Key 

Performance Indicators (KPIs) to bring organizational culture to the forefront of 

their strategic conversations. By doing so, they not only make culture 

quantifiable but also create a framework for sustained excellence and 

adaptability. This data-driven approach moves culture from the periphery to the 

center stage, ensuring it receives the meticulous attention it deserves for 

fostering a self-sustaining, resilient organization. 

Let us delve into the methods, metrics, and actionable insights that can 

transform organizational culture from a 'soft' concept into a concrete, 

measurable entity integral to an organization's success. 

8.4.1 Methods and Importance of C-Suite Leaders including Culture in Review 

Discussions 

• 360-Degree Feedback: C-Suite leaders should solicit feedback from all 

levels of the organization, not just from direct reports, to get a 
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comprehensive view of how culture is perceived and lived. 

• Regularly Scheduled Culture Audits: In addition to financial and 

operational metrics, C-Suite leaders should include a 'cultural audit' in 

their review discussions. This could involve analyzing employee 

surveys, turnover rates, and other indicators that reflect the health of the 

organization's culture. 

• Case Studies: Discuss real-life examples of how the existing culture 

aided or hindered specific projects or initiatives. This makes the 

conversation around culture tangible and actionable. 

• SWOT Analysis: Analyzing the Strengths, Weaknesses, Opportunities, 

and Threats of the existing culture can help identify areas for 

improvement and future potential. 

Importance 

• Alignment with Strategic Goals: Organizational culture is not just 

about the 'vibe' in the office—it is directly linked to the achievement of 

business goals. By making it a regular topic of review, C-suite leaders 

underscore its importance. 

• Talent Retention: Culture is often cited as a major factor in employee 

satisfaction and retention. A strong, positive culture can make a 

substantial difference in keeping talented personnel. 

• Change Management: Organizations are continually evolving, and a 

strong culture can function as a stabilizing force during periods of 

change. 
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• Consistency: Talking regularly about culture ensures that it remains 

consistent—or evolves intentionally—over time, even when there are 

changes in leadership or strategy. 

• Accountability: By reviewing culture in these discussions, C-suite 

leaders hold their direct reports—and, by extension, themselves—

accountable for fostering the desired culture. 

Building a Self-Sustaining Culture 

• Setting the Tone: C-suite leaders set the tone for the entire 

organization. By regularly discussing culture, they signal its importance 

to their direct reports, who then pass it down the chain of command. 

• Culture Champions: Identify 'culture champions' among direct reports 

who can take the lead in disseminating the desired culture at the mid-

level and lower rungs of the organization. 

• Feedback Loops: Create avenues for bottom-up feedback regarding 

culture to reach the C-suite. This can uncover valuable insights and 

contribute to a more adaptive, self-sustaining culture. 

• Linking Culture to Performance Metrics: Making culture an integral 

part of performance reviews makes it more than a concept; it turns it 

into a key performance indicator that is as significant as sales numbers 

or customer satisfaction rates. 

• Resource Allocation: Show commitment by allocating resources—

whether time, money, or manpower—toward cultural initiatives. 

• Role Modeling: C-suite executives should function as role models, 
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embodying the culture they want to see. Their behavior sets a template 

for acceptable actions and attitudes within the organization. 

• Long-term Planning: Incorporating culture into long-term strategy 

ensures its longevity and sustainability. It becomes part of the 

organizational DNA, surviving even sweeping changes in leadership or 

market conditions. 

Therefore, regular discussions about culture between C-suite leaders and their 

direct reports are crucial for several reasons; they offer an opportunity for 

alignment with organizational goals, they help in retaining talent, and they 

contribute to building a self-sustaining culture. Given today's volatile, 

uncertain, complex, and ambiguous business environment, a strong, adaptive 

culture is not just an asset; it is a necessity. And it starts at the top. 

8.5 Case Studies and Real-World Applications 

8.5.1 Overview: Nadella’s Transformation Of Microsoft’s Corporate Culture  

Satya Nadella's leadership in transforming Microsoft's corporate culture stands 

as a remarkable case study for examining the influence of culture-driven 

leadership in an organization's success, particularly in the digital age. Taking 

over as CEO in 2014 from Steve Ballmer, Nadella brought a paradigm shift not 

just in Microsoft's product strategies but also in its internal culture. Delving into 

Nadella's transformation of Microsoft and aligning its significance with the key 

thesis of "Synchronizing Leadership and Culture: A Roadmap for 

Organizational Success in the Disruptive Age." 



 

169 

• From 'Know-it-All' to 'Learn-it-All': One of the most talked-about 

shifts that Nadella introduced was from a 'know-it-all' culture to a 

'learn-it-all' culture. This pivot encapsulates a core principle of culture-

driven leadership: adaptive learning. In an ever-changing digital 

landscape, organizations are often thrown into disruptive shifts. It is 

here that a 'learn-it-all' culture can offer more resilience and 

adaptability, directly tying into the necessity to synchronize leadership 

and culture for digital age success. 

• Synchronizing Leadership and Culture: The transformative vision of 

Nadella can be interpreted as an exercise in synchronizing leadership 

and culture. Under Nadella, Microsoft emphasized empathy, learning, 

and customer focus. The 'learn-it-all' approach is not only a cultural 

trait but also a directive from leadership, offering a two-pronged 

strategy that simultaneously transforms culture and guides leadership— 

a core principle of synchronizing leadership and culture. 

• Implementing Cloud-first, Mobile-first Strategy: In terms of 

business strategy, Nadella repositioned Microsoft around a cloud-first, 

mobile-first approach. While this seems like a strictly business-focused 

move, its implementation required a massive shift in organizational 

culture. The traditional product teams had to adapt to a new way of 

thinking, focused less on individual products and more on overarching 

customer solutions. This realignment directly correlates with the core 

thesis that posits the necessity of leadership and culture working in 
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tandem to achieve organizational success in the digital age. 

• Fostering Collaboration: Before Nadella, Microsoft was often 

described as having a siloed, competitive internal environment. 

Changing this was a cultural challenge that had direct implications for 

business outcomes, an issue that resonates with the central tenet of the 

thesis— that culture is not an abstract concept but a tangible driver of 

business performance. 

• Empathy as a Business Strategy: Nadella has often stated that his 

emphasis on culture is actually a business decision. By promoting an 

empathetic culture, Nadella aimed to understand customer needs better, 

and in turn, offer better products. This reiterates that synchronizing 

leadership and culture is not just about promoting a healthy work 

environment but is fundamentally tied to the performance and growth 

of the organization. 

• Metrics of Success: Nadella's leadership has transformed Microsoft 

into one of the most valuable companies globally, with significant 

growth in cloud computing and other service offerings. These metrics 

are a powerful testament to the idea that effective synchronization 

between leadership and culture can result in outstanding business 

outcomes. It gives credence to the argument presented in the thesis that 

aligning leadership with culture is not just a 'nice-to-have' but an 

essential strategy for organizational success. 

• Adapting to the Digital Age: Under Nadella, Microsoft has shown 
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resilience in adapting to the challenges of the digital age, from 

transitioning to cloud computing to embracing open-source 

technologies. This ability to adapt and evolve highlights the value of a 

synchronized leadership and culture, providing a roadmap for other 

organizations navigating the complexities of the digital age. 

• Future Research and Implications: The transformation of Microsoft 

under Nadella offers fertile ground for future research. How did the 

changes in leadership strategy influence middle management? How 

sustainable is a culture-driven approach in the long run? Answering 

these questions could offer more insights into the mechanics of 

synchronizing leadership and culture for organizational success. 

To conclude, Satya Nadella's transformation of Microsoft serves as an ideal case 

study for understanding the essential synchrony between leadership and culture, 

a central theme in "Synchronizing Leadership and Culture: A Roadmap for 

Organizational Success in the Disruptive Age." The case exemplifies how a 

change in leadership vision, coupled with an empathetic and adaptive 

organizational culture, can produce unprecedented business outcomes, and pave 

the way for sustainable growth in the digital era. The Microsoft case study not 

only validates the thesis but also enriches it by offering practical insights into 

the complex dynamics of leadership and culture. 
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8.6 Tenets of Culture-Driven Leadership 

8.6.1 Introduction 

In this age characterized by rapid technological advancements and seismic shifts 

in market dynamics, traditional leadership models often fall short. The fast-

paced nature of the digital age demands a new kind of leadership—culture-

driven leadership. The essence of culture-driven leadership lies in its ability to 

synergize organizational culture with leadership roles, thereby fostering 

environments that are not just productive but also adaptable and sustainable. 

This chapter explores the core tenets that underpin culture-driven leadership, 

arguing for their critical importance in shaping organizational success in the 

digital age. 

The Need for Culture-Driven Leadership: Before we delve into the specific 

tenets, it's crucial to understand why the traditional models are inadequate. 

Standard leadership often relies on hierarchical structures and predefined roles, 

which may not offer the agility and flexibility needed in today's business 

environment. Culture-driven leadership, on the other hand, is fluid, adaptable, 

and intrinsically tied to the organization's core values and objectives. 

8.6.2 The Core Tenets of Culture-Driven Leadership 

• Visionary Thinking: A culture-driven leader is a visionary who 

understands the long-term implications of their decisions. They are 

focused not only on solving today's problems but also on positioning 

the organization for future success. 
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• Empathy and Emotional Intelligence: Culture-driven leaders 

demonstrate high levels of empathy and emotional intelligence, which 

allows them to connect with employees on a personal level, fostering a 

more engaged and committed workforce. 

• Adaptability: In a constantly evolving digital landscape, the ability to 

adapt is critical. Culture-driven leaders are not only adaptable 

themselves but also cultivate a culture of adaptability within their 

organizations. 

• Collaborative Mindset: This tenet focuses on the importance of 

teamwork and collaboration. In a digital age characterized by 

interconnectivity, the ability to work collectively towards a common 

goal is indispensable. 

• Transparency and Open Communication: Culture-driven leaders 

prioritize transparency and open communication, thereby fostering an 

environment where ideas can flow freely, and constructive criticism is 

encouraged. 

• Focus on Employee Well-being: A leader cannot drive an 

organization's culture if the team members are not physically or 

mentally fit. Employee well-being is not just an HR initiative but a 

leadership priority. 

• Learning and Development: In the age of disruption, change is not 

just constant; it's the lifeblood of competitive advantage. A leader 

propelled by a culture-driven approach accentuates the imperative for 
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ceaseless learning and evolution, at both the individual and 

organizational echelons. 

• Ethical Decision-making: In a world of rapid news cycles and instant 

public scrutiny, leaders are under more pressure than ever to make 

ethical decisions. Ethical lapses can result in loss of reputation, 

customer trust, and ultimately, financial loss. 

• Data-Driven Approach: The digital age provides an array of tools for 

tracking and analyzing data. Culture-driven leaders leverage this data 

not just to make informed decisions but also to drive cultural shifts. 

• Resilience and Perseverance: Finally, culture-driven leaders exhibit 

high levels of resilience and perseverance. In a business environment 

marked by volatility, leaders must demonstrate the resilience to stay the 

course. 

The Symbiosis between Culture and Leadership 

In this era of relentless disruption, the principles outlined earlier go beyond 

merely delineating competent leadership; they construct an organizational ethos 

engineered for triumph amid ceaseless change. Culture-driven leadership is not 

an isolated phenomenon; it's interwoven in a dynamic, reciprocal relationship 

with the very culture it shapes. Leaders sculpt this culture, and in a virtuous 

cycle, a resilient and agile culture, in turn, supercharges the potency of 

leadership. 
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8.6.3 Measuring Culture-Driven Leadership 

• Employee Engagement Scores: High engagement often indicates 

effective leadership. 

• Attrition Rates: Low attrition rates can be a positive sign of culture-

driven leadership. 

• 360-Degree Feedback: This multi-source feedback can provide 

comprehensive insights into leadership effectiveness. 

In conclusion, Culture-driven leadership—emphasizing foresight, empathy, 

adaptability, and additional fundamental principles—serves as an indispensable 

replacement for antiquated leadership frameworks. In a business landscape 

punctuated by turbulence and digital complexity, the imperative for culture-

driven leadership moves beyond being merely advantageous to becoming 

absolutely critical. As enterprises pivot to address these evolving challenges, the 

guidelines delineated here offer a holistic blueprint for leader’s intent on 

steering their organizations towards enduring success amid digital disruption. 

Differences and Advantages over Traditional Leadership Styles 

Leadership is evolving. The hyper-connected digital age has compelled us to re-

evaluate what effective leadership truly entails. While traditional leadership 

styles like autocratic, bureaucratic, and transactional leadership have their 

merits, emerging approaches offer new possibilities; aim is to dissect these 

emerging leadership paradigms and argue why they may hold advantages over 

traditional models. 
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Traditional leadership styles such as autocratic, bureaucratic, and transactional 

leadership have been widely studied and practiced across different industries. 

These methods have proven effective in certain situations; however, the digital 

era and the subsequent cultural and generational shifts in the workforce have 

illuminated some of their limitations. Let us explore alternative leadership 

styles, emphasizing how they differ from and offer advantages over traditional 

models. 

Traditional Leadership Styles 

Before diving into the alternatives, it is important to understand the core aspects 

of traditional leadership styles: 

• Autocratic Leadership: Decision-making is centralized, often leading 

to quicker decisions but at the expense of employee morale (Bass & 

Stogdill, 1990). 

• Bureaucratic Leadership: Rules, regulations, and hierarchy take 

precedence. While this ensures consistency, it often hampers innovation 

(Weber, 1947). 

• Transactional Leadership: Based on a system of rewards and 

punishments, this style is often effective in achieving short-term tasks 

but may not inspire a motivated, innovative workforce (Burns, 1978). 

Emerging Alternatives 

Let us explore some of the emerging leadership styles and how they compare to 

traditional ones: 

• Transformational Leadership: Unlike transactional leaders, 
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transformational leaders inspire and motivate their team through shared 

vision and enthusiasm (Bass, 1985). 

 

Source: Elements of Transformational Leadership Penn State leadership PSYCH 485 blog 

• Servant Leadership: Puts the needs of the team first, promoting 

personal and professional growth (Greenleaf, 1977). 

• Strategic Leadership: Focuses on long-term vision and organizational 

growth rather than immediate tasks, embracing change as a constant 

factor (Ireland & Hitt, 1999). 

Advantages over Traditional Styles 

• Employee Engagement: Modern styles like transformational and 

servant leadership often result in higher levels of employee engagement 

compared to autocratic or transactional styles (Gallup, 2017). 

• Innovation: Styles that promote autonomy and creativity, such as 
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strategic leadership, are more likely to foster innovation compared to 

bureaucratic or autocratic styles (Amabile, 1998). 

• Adaptability: Given the pace of change in the modern business 

landscape, leadership styles that are flexible and adaptable, like 

transformational and strategic leadership, have a significant edge 

(Horney, Pasmore, & O'Shea, 2010). 

• Sustainability: Modern leadership styles often include considerations 

for ethical and sustainable business practices, which are increasingly 

important in the global business context (Elkington, 1994). 

Case Studies 

• Google’s Participative Leadership: Google employs a participative 

leadership style, encouraging all employees to contribute their ideas. 

This has fostered a culture of innovation and made Google one of the 

most successful tech companies in the world (Nealey, S.M). 

• Southwest Airlines' Servant Leadership: By putting employees first, 

Southwest has created a culture of exceptional customer service, 

resulting in one of the most profitable airlines (Gittell, 2005). 

Therefore, the digital age has not just transformed our ways of doing business 

but also how we lead the people responsible for that business. While traditional 

leadership styles are not obsolete, they do have limitations that emerging 

leadership paradigms seem to address more effectively. From promoting 

innovation and adaptability to enhancing employee engagement and 

sustainability, these modern styles offer compelling advantages that today’s 
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leaders cannot afford to ignore. 

Measuring Success: KPIs and Metrics 

The concept of success is often fluid, varying from one organization to another 

and even among different departments within the same organization. As our 

understanding of business evolves beyond mere profit maximization, metrics for 

evaluating success have also expanded to include various aspects such as 

customer satisfaction, employee engagement, and sustainability. This complex 

landscape necessitates a deep dive into KPIs and other metrics, tools that can 

serve as guideposts in measuring effectiveness. 

Traditional Metrics 

• The Financial Compass: Traditional metrics have mainly centered on 

financial results—profit, revenue, and ROI. While these metrics are 

straightforward, they often provide a limited view of an organization's 

overall health. Financial figures are the result of operations but may not 

tell you much about how those operations are being conducted or the 

sustainability of your business model. 

• Profit Margin: A higher profit margin often signals effective cost 

management and pricing strategies (Damodaran, 2007). 

• Revenue Growth: A critical metric but one that may hide 

inefficiencies or operational issues (Niven, 2008). 

KPIs: The Broadening Horizon 

KPIs serve to offer more nuanced, timely, and actionable insights into 

organizational effectiveness. They can be categorized as follows: 
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• Customer-Oriented KPIs 

o Customer Satisfaction Scores (CSAT): Measures customer 

contentment with your service or product (Fornell et al., 1996). 

o Net Promoter Score (NPS): Indicates the likelihood of customers to 

recommend your business (Reichheld, 2003). 

• Employee-Oriented KPIs 

o Employee Turnover Rate: High turnover is a red flag for 

internal issues (Huselid, 1995). 

o Employee Engagement Score: Engaged employees are more 

productive and loyal (Harter et al., 2002). 

• Operational KPIs 

o Inventory Turnover: Measures how efficiently an organization 

is using its inventory.  

o Time-to-Market: The speed at which new products are launched 

can be a competitive edge (Griffin, 1993). 

• Sustainability KPIs 

o Carbon Footprint: Measures the environmental impact of 

business operations (Weber, 2008). 

o Sustainability Index: A composite measure of social, economic, 

and environmental factors. 

• Other Metrics: Beyond KPIs:  

Some evaluative measures do not neatly fit into the KPI category but 

are still significant. 
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o Qualitative Feedback: Customer testimonials, employee 

surveys, and stakeholder interviews can provide invaluable 

insights. 

o Innovation Metrics: The number of new products launched, or 

patents filed can be an indicator of an organization's focus on 

innovation (Adams et al., 2006). 

o Market Share: While not a KPI, it is an indicator of how well 

you are doing in comparison to competitors. 

o Making Sense of It All - Data Analysis & Interpretation: 

Selecting metrics and KPIs is just the first step. The analysis 

involves contextualizing these numbers, correlating different 

metrics, and deriving actionable insights (Davenport & Harris, 

2010). 

o Dashboards: Tools like Tableau and Power BI can visually 

represent KPIs, making them easier to understand and act upon. 

o Trends and Patterns: Seasonal fluctuations, market trends, and 

internal patterns need to be considered for a comprehensive 

understanding. 

While financial metrics have their place, a broader range of KPIs and other 

metrics are essential for a more rounded understanding of organizational 

success. These metrics offer insights into customers, employees, operations, and 

even societal impact, providing a holistic view of organizational effectiveness. 

The metrics for measuring success in the modern business landscape should be 
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as dynamic and multifaceted as the organizations they aim to assess. Adopting a 

balanced approach by incorporating a variety of KPIs and metrics ensures a 

more holistic understanding of effectiveness and performance. 

8.7 Future Perspectives 

8.7.1 Self-Sustaining Culture: A Futuristic View 

Culture is often hailed as the intangible bedrock upon which organizations are 

built. While its importance is universally acknowledged, the ways in which 

companies leverage their cultural assets vary widely. For some, culture is an 

aspirational concept reflected in mission statements and corporate retreats, but 

not deeply integrated into daily decision-making or performance metrics. For 

others, it is the secret sauce that fuels innovation, drives customer satisfaction, 

and ensures employee engagement. 

The Conventional Use of Culture in Organizations: Traditionally, 

organizations have used culture primarily as a recruiting tool and a mechanism 

for employee engagement. It becomes a bullet point in job descriptions, a slide 

in orientation presentations, and the centerpiece of employer branding efforts. 

While these are valid approaches, they often result in a superficial engagement 

with the concept of culture. 

Furthermore, culture has been used as a stabilizing force during mergers and 

acquisitions, and as a way to manage diversity and inclusion efforts. These are 

critical areas where culture plays a role, but its influence is often not woven into 

the core fabric of business strategies or seen as a key driver for organizational 
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success. 

Self-Sustaining Culture: The Futuristic Approach: The idea of culture as a 

Self-Sustaining Culture is a forward-looking paradigm shift that moves culture 

from the sidelines to the epicenter of business strategy. This approach is 

particularly relevant in an age marked by technological disruptions and fast-

paced changes in market dynamics. 

In a world where adaptability is key, relying solely on executive leadership to 

navigate change is both impractical and risky. The Self-Sustaining Culture 

approach equips an organization at all levels to face challenges and pivot as 

necessary, without requiring a complete cultural overhaul with each market 

shift. A well-embedded culture becomes a shared cognitive framework that 

guides decision-making automatically, empowering employees to respond to 

challenges in real-time, thereby accelerating organizational agility. 

The term "performance" in an organizational context is multidimensional, 

encompassing financial metrics, employee satisfaction, customer loyalty, 

innovation, and more. While each of these aspects is crucial, their full potential 

can only be realized when they operate in unison, guided by a coherent 

organizational culture. The idea of setting culture as a Self-Sustaining Culture 

mechanism offers a potent means to not only react to challenges but also to 

proactively elevate every facet of organizational performance. Here is how. 

• Creating Alignment and Reducing Friction: Firstly, when culture is 

deeply embedded and universally understood, there is an inherent 

alignment of goals and values across all layers of an organization. This 
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reduces friction and inefficiencies. Teams do not need to spend time in 

lengthy deliberations to decide on a course of action; their cultural 

"script" helps them instinctively know what steps to take. This 

streamlining of decision-making processes has a direct and positive 

impact on operational efficiencies, thereby enhancing performance. 

• Nurturing Employee Satisfaction and Loyalty: Employees are more 

likely to be engaged and satisfied when they feel a sense of belonging 

and purpose, which comes naturally in a culture-centric organization. A 

satisfied employee is more productive, takes fewer days off, and is 

more likely to stay with the company long-term. This not only 

enhances performance but also reduces the costs associated with high 

employee turnover, such as recruitment and training expenses. 

• Driving Customer Loyalty and Brand Reputation: An 

organizational culture that emphasizes customer-centricity will 

naturally lead to higher levels of customer satisfaction. When every 

employee knows that the customer is central to all endeavors, this 

outlook shapes interactions at all customer touchpoints, from sales and 

customer service to product development. Satisfied customers become 

repeat customers and are more likely to become brand advocates, 

creating a virtuous cycle that continually enhances business 

performance. 

• Fostering Innovation: Organizations that have innovation embedded 

in their culture are better positioned to enhance performance through 
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continuous improvement and by seizing new market opportunities. In a 

culture set on Self-Sustaining Culture toward innovation, individuals at 

all levels feel empowered to contribute ideas and take calculated risks, 

making the organization more competitive and better prepared to adapt 

to market changes. 

• Ensuring Business Continuity and Long-term Success: An 

organization with a well-defined, deeply embedded culture is more 

resilient. During times of market volatility or internal challenges, the 

collective commitment to the organization's core values and mission 

acts as a stabilizing force. This resilience enhances the organization's 

capacity to bounce back from setbacks, ensuring business continuity 

and long-term success. 

• Empowering Distributed Leadership: Lastly, when culture is on 

Self-Sustaining Culture, leadership becomes a shared responsibility, 

distributed across the organization. This is highly advantageous 

because it does not restrict decision-making power to a limited group of 

senior leaders. Instead, it cultivates an environment where each 

individual becomes a culture carrier and a decision-maker, thereby 

allowing for a more agile and dynamic response to challenges and 

opportunities. 

Therefore, setting culture as the organization's Self-Sustaining Culture is more 

than a trendy management concept; it is a strategic imperative for enhancing 

overall performance. By permeating every facet of the organization, from 
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employee engagement to customer satisfaction and innovation, a well-defined 

and deeply embedded culture serves as both a compass and a catalyst. In today's 

rapidly changing business landscape, organizations that manage to put their 

culture on Self-Sustaining Culture not only adapt and survive but thrive and 

lead. The performance benefits of such an approach are both broad and deep, 

offering a compelling competitive advantage that is hard to replicate. 

8.7.2 Self-Sustaining Culture in The Age of Globalization and Remote Work 

In a business landscape that is continually shifting due to globalization, 

technological advances, and the pandemic-driven new normal of remote work, 

the importance of a self-sustaining organizational culture cannot be overstated. 

Organizations that once operated within well-defined geographical and cultural 

borders are now finding themselves part of a complex, interconnected global 

system. With employees clocking in from different time zones and clientele 

spread across continents, maintaining a consistent and healthy organizational 

culture can be challenging. In such a scenario, having a self-sustaining culture—

a culture that maintains itself through shared values, behaviors, and systems—

becomes a strategic imperative. This extensive exploration aims to elaborate on 

the relevance of a self-sustaining culture in the current work environment 

characterized by globalization, remote work, and international operations. 

The Basics: What Is a Self-Sustaining Culture? 

 Before diving into the complexities of a global, digitally connected workspace, 

it is crucial to understand what a 'self-sustaining culture' means in the 
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organizational context. A self-sustaining culture is one that, once established, 

continues to nurture, and replicate itself. This culture permeates various facets of 

the organization, from hiring practices to daily operations and strategic decision-

making, without needing constant reinforcement from leadership. It is a culture 

that's 'lived' rather than 'enforced.' 

• Globalization and Cultural Complexity: In today's globalized world, 

companies often span multiple countries, cultures, and regulatory 

environments. While this brings opportunities for diversification and 

market expansion, it also introduces complexities in creating a unified 

organizational culture. Mergers and acquisitions further complicate this 

landscape, as they often bring together disparate cultures under a single 

corporate umbrella. A self-sustaining culture can serve as a 

cornerstone, providing a sense of stability and common identity among 

diverse employee populations. 

• Remote Work: A Paradigm Shift: The advent of widespread remote 

work has created a seismic shift in how organizations think about 

culture. In a remote or hybrid environment, the absence of a physical 

office removes a significant channel for cultural dissemination. Water-

cooler chats, casual hallway meetings, and even the layout and decor of 

a physical workspace, are non-existent in a remote setting. This 

absence makes it even more critical for the organizational culture to be 

robust and self-sustaining. It must be capable of maintaining itself 

through virtual meetings, digital collaborations, and long-distance team 
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dynamics. 

• Companies with International Operations: Organizations with 

offices across different countries face unique challenges in maintaining 

a consistent culture. Different local customs, business practices, and 

employee expectations can create a mosaic of micro-cultures within the 

larger organizational framework. While diversity is a strength, these 

differences can also give rise to misunderstandings and conflicts. A 

self-sustaining culture plays a unifying role, enabling the organization 

to operate as a cohesive whole despite geographical and cultural 

disparities. 

• Global Clients and Customer Expectations: Today's organizations 

often serve a global clientele, each with its unique set of expectations 

and cultural nuances. This global reach requires a company culture that 

is flexible enough to adapt to different customer needs while robust 

enough to maintain its core values and service standards. A self-

sustaining culture, deeply ingrained in every employee, can help in 

navigating these complex, and sometimes conflicting, expectations. 

• Adaptability and Resilience: In a volatile market and uncertain 

economic times, adaptability and resilience become essential traits for 

survival. A self-sustaining culture fosters these traits by embedding 

them into the organization's DNA. Employees are not just following 

procedures or mimicking behaviors; they are internalizing values that 

guide them in times of crisis. This internalization creates a workforce 
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capable of making independent decisions aligned with the 

organization's broader goals, making the organization nimbler and 

more resilient. 

• Technology as an Enabler and Challenge: Technology plays a dual 

role in this context. On one hand, it enables global operations and 

remote work, making it easier than ever for organizations to spread 

their footprint. On the other, it also poses a challenge in maintaining a 

self-sustaining culture. Virtual platforms can facilitate communication 

but cannot fully replicate the nuance and richness of face-to-face 

interactions. However, with a strong, self-sustaining culture, the 

essence of organizational values can still be communicated and upheld, 

even though a digital medium. 

• Empowering Mid-Level Management: In large, globally dispersed 

organizations, the role of mid-level managers becomes pivotal in 

cultural sustainability. These individuals serve as the bridge between 

executive leadership and frontline staff, particularly in international 

operations. Empowering them with the right tools and training to be 

'culture champions' can go a long way in making the culture self-

sustaining. 

• Legal and Ethical Considerations: Different countries have different 

laws and ethical norms, and a self-sustaining culture can guide 

organizations in navigating this intricate legal landscape. When the 

culture emphasizes integrity, compliance, and respect for local norms, 
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it becomes a roadmap for employees operating in different 

jurisdictions. 

Hence, in a world that is becoming increasingly interconnected, the concept of a 

self-sustaining organizational culture is not just an HR buzzword but a critical 

business strategy. It is a way to ensure consistency, stability, and adaptability in 

a constantly changing global landscape. Organizations with a strong, self-

sustaining culture are better equipped to navigate the complexities of 

globalization, adapt to the challenges of remote work, and manage the 

intricacies of international operations. By embedding core values into every 

aspect of the organization, from top-level strategy to day-to-day decision-

making, companies can build a culture that not only sustains itself but also 

becomes a competitive advantage in today’s complex business environment. 

8.7.3 Preparing and Adapting to Market Disruptions 

Technological disruptions have been one of the most significant forces shaping 

the modern business landscape. Whether it is the emergence of artificial 

intelligence, the democratization of big data, or the shift towards decentralized 

working models, technology has been a double-edged sword: providing both 

opportunities for growth and challenges for survival. In this context, the idea of 

a self-sustaining culture becomes particularly relevant as a mechanism for not 

just surviving but thriving amid these disruptions. This section explores the 

interplay between technological disruptions and self-sustaining organizational 

culture as defined by the Culture-Driven Leadership Implementation 



 

191 

Framework (4A-CLIF). 

• Awareness: In the era of rapid technological change, 'Awareness' 

equates to technological literacy across the organization. This is not just 

limited to the IT department but extends to all layers of an organization, 

particularly to mid-level management who are often the conduit for 

organizational change. Learning & Organization Development (L&OD) 

programs should prioritize technological training and encourage a 

culture of continual learning to stay ahead of emerging trends. It is 

crucial to ensure that the workforce is aware of how technology can 

impact both their individual roles and the organization as a whole. 

• Accept: 'Accept' in the context of technological disruptions means 

coming to terms with the inescapable fact that technology will change 

the way we work, for better or worse. The organization must have the 

flexibility to embrace new technologies that align with its strategic 

goals. Cultural rigidity can be a significant obstacle in this stage; a self-

sustaining culture can help in quicker internal acceptance of 

technological transitions, thereby accelerating digital transformation 

initiatives. 

• Align: As modern technologies are introduced or updated, there will be 

a need to 'Align' organizational processes, strategies, and even culture 

around these tools. In a self-sustaining culture, alignment happens more 

organically. Teams are more adaptable and willing to let go of legacy 

systems that no longer serve the organization effectively. The focus is 
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on how technology can be leveraged to enhance operational 

efficiencies, open up new revenue streams, and improve customer 

experiences, all while staying true to the core values and objectives of 

the organization. 

• Action: The 'Action' stage is where planning meets execution. Here, 

the organization commits resources and personnel to implement the 

technological changes. In a self-sustaining culture, employees take 

ownership of new initiatives, thereby reducing the resistance that often 

accompanies technological shifts. The willingness to take 'Action' is 

driven by a shared belief in the value of the modern technology, 

grounded in a culture that champions innovation and adaptability. 

To sum up, a self-sustaining culture is not just a nice-to-have but a critical asset 

in an era of relentless technological disruptions. Organizations that invest in 

building such a culture are more agile, more adaptable, and more likely to turn 

the challenges of technological disruption into opportunities for growth and 

differentiation. They are, in essence, futureproofing themselves, making them 

well-equipped to navigate the complexities and uncertainties of the digital age. 

Preparing for Market Changes 

In an era marked by rapid technological disruptions, shifting consumer 

preferences, and increasingly volatile market conditions, organizations are in a 

perpetual race to adapt and evolve. However, adaptability is not merely a 

function of technological investments or strategic shifts; it's deeply rooted in 

organizational culture. This section elaborates on how a self-sustaining culture, 
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guided by the principles of the Culture-Driven Leadership Implementation 

Framework (4A-CLIF), is not just an internal asset but a strategic imperative for 

preparing for market changes. 

A self-sustaining culture manifests itself in an organization’s ability to 

anticipate, react to, and even shape market trends. Such a culture is not static but 

dynamic, continually refined by inputs from various organizational layers, 

particularly the mid-level management which acts as a bridge between the C-

suite and the rest of the organization. The 4A-CLIF framework (comprising 

'Awareness,' 'Accept,' 'Align,' and 'Action') serves as a practical blueprint for 

this dynamic adaptability. 

• Awareness: From a market dynamics perspective, 'Awareness' means 

staying updated on industry trends, consumer behaviors, and emerging 

technologies. Learning & Organization Development (L&OD) 

programs should include trend analysis and forecasting as part of 

managerial training, ensuring that mid-level management can not only 

recognize shifts in market dynamics but also contextualize them within 

the framework of organizational culture. 

• Accept: The 'Accept' stage involves acknowledging the changes 

required to adapt to new market realities. It may mean making hard 

choices such as pivoting to a new business model or redefining product 

offerings. A self-sustaining culture allows for a smoother internal 

acceptance of these significant shifts. Employees are more receptive to 

change when they understand, and have internalized, the organizational 
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values that make adaptation necessary. 

• Align: 'Alignment' here would involve rearranging organizational 

objectives, key performance indicators (KPIs), and possibly even team 

structures to better fit new market trends. This is where a self-

sustaining culture shows its true value. When the culture is geared 

toward agility and responsiveness, alignment becomes a more organic 

process, requiring less top-down enforcement. 

• Action: Finally, the 'Action' stage represents the actual implementation 

of strategies to respond to market changes. In a self-sustaining culture, 

the emphasis is on proactive initiatives rather than reactive adjustments. 

Employee-driven innovation is encouraged, and pilot projects are often 

initiated at the mid-level before a full-scale roll-out. 

To summarize, a self-sustaining culture fosters a proactive approach to 

anticipating and preparing for market changes. By leveraging the 4A-CLIF 

model, organizations can ensure their culture becomes an instrument of strategic 

foresight, rather than a relic of historical values. This cultural coherence 

becomes particularly valuable for mid-level management, as it equips them with 

the tools and perspectives needed to lead in an environment of constant change. 

The result is an organization that is not just reactive but agile, not just resilient 

but also evolutionary—fully equipped to meet the future, whatever it may hold. 

Preparing for Market Disruptions: A Culture and Leadership Nexus 

In today's rapidly changing business environment, disruptions, both foreseen 

and unforeseen, are a given. Technological innovations, geopolitical shifts, 
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evolving consumer preferences, and global health crises are just a few of the 

myriad factors that can reshape industries and redefine market leaders overnight. 

In such a volatile context, the importance of preparing for disruptions becomes 

paramount for any organization aspiring to maintain, if not enhance, its market 

position. 

• Understanding Disruptions: Before delving into preparations, it is 

crucial to understand the nature of disruptions. They are not mere 

challenges or obstacles; they are transformative shifts that can either 

create opportunities or existential threats for businesses. From the 

digitization wave leading to the demise of traditional brick-and-mortar 

stores to the sharing economy redefining transportation and hospitality 

sectors, disruptions are ubiquitous and relentless. 

• Leadership's Role in Anticipating Disruptions: Leadership plays an 

instrumental role in both anticipating and navigating disruptions. 

Leaders who cultivate a culture of continuous learning, foster open 

communication, and promote adaptability are better positioned to 

foresee potential industry shake-ups. By staying attuned to external 

trends, encouraging cross-industry collaboration, and investing in 

research and development, visionary leaders can often convert 

disruptive threats into growth opportunities. 

• Culture, The Unsung Hero in Preparing for Disruptions: While 

leadership vision is essential, it is the organization's culture that acts as 

the foundation upon which disruptive preparedness is built. A culture 
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that values innovation, agility, and resilience is inherently better 

equipped to handle disruptions. When employees at all levels are 

encouraged to think creatively, challenge the status quo, and adapt to 

changing circumstances, the organization as a whole becomes more 

responsive and less vulnerable to disruptive forces. 

• Strategies for Preparing for Disruptions:  

o Scenario Planning: Organizations should regularly engage in 

scenario planning exercises to envision possible future 

disruptions and craft strategic responses. 

o Investing in Technology: Leveraging modern technologies, 

including AI, data analytics, and blockchain, can provide 

organizations with the tools to identify and respond to 

disruptions promptly. 

o Continuous Learning and Training: A workforce that is 

continually upskilling and reskilling is a significant asset in the 

disruptive age. Such a workforce can adapt to modern 

technologies and methodologies faster. 

o Strengthening Organizational Agility: Companies that can 

quickly pivot their strategies, operations, and business models in 

response to changing environments are better poised to tackle 

disruptions. 

o Cultivating a Resilient Mindset: Beyond operational readiness, 

cultivating a mindset where challenges are viewed as 
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opportunities to learn, and grow is essential. Such a perspective 

can significantly mitigate the adverse effects of disruptions. 

Preparing for disruptions in the digital age requires a harmonized approach 

where leadership vision and organizational culture operate in tandem. While 

leadership provides direction and purpose, it is the culture that ensures 

resilience, agility, and adaptability. As disruptions become increasingly 

prevalent in our interconnected global economy, organizations that prioritize a 

synchronized approach to leadership and culture will not only survive but thrive. 
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CHAPTER 9 

SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 

9.1 Summary 

The thesis, 'Synchronizing Leadership and Culture: A Roadmap to Organizational 

Success in a Disruptive Age,' directly tackles the intricate dance between leadership 

styles and organizational culture, answering the first research question on how 

leadership styles shape this culture. Through case studies like Infosys, it also 

highlights the unique challenges and inconsistencies organizations grapple with when 

aligning these two elements, thus responding to the second research question. The 

findings demonstrate that Culture-Driven Leadership not only enables organizations 

to navigate the disruptive currents of today's business environment more effectively 

but also leads to improved performance metrics such as employee engagement and 

customer satisfaction. In answering the third research question, the thesis concludes 

with actionable recommendations. These strategies range from incorporating culture 

into leadership development programs to advocating for longitudinal research, 

providing both organizations and future researchers with a roadmap to harmonizing 

leadership and culture for optimal performance. 

9.2 Recommendations 

As the disruptive age continues to introduce unprecedented complexities into the 

business landscape, the interplay between leadership and organizational culture 

has become increasingly important. This section offers an integrated roadmap of 
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actionable recommendations and potential research directions that both 

organizations and scholars can explore for long-term success. 

9.2.1 For Practitioners 

• Leadership Development Programs: Incorporate modules that focus 

on culture-driven leadership into development programs. Future leaders 

must understand how to shape and sustain a culture that aligns with 

organizational goals. 

• Create a Culture of Open Communication: A top-down and bottom-

up approach to communication can offer invaluable insights into 

market trends and disruptions. 

• Foster Innovation: Leaders should establish an environment that 

encourages innovative thinking. This helps organizations anticipate 

disruptions and adapt swiftly. 

• Integrate Culture into Decision-making Processes: For both tactical 

and strategic decisions, cultural considerations should be an integral 

part of the decision-making process. 

• Invest in Technology that Supports Culture: Embrace tools that 

facilitate an agile, adaptable work culture, such as platforms for remote 

working or advanced data analytics software. 

9.2.2 For Researchers 

• Scope for Cross-cultural Studies: Understanding the global 

dimensions of leadership and culture is critical, particularly as 
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businesses become increasingly international. 

• Measuring Cultural Impact: Future research should include 

quantitative studies that assess the effects of cultural alignment on 

metrics like revenue, market share, and employee satisfaction. 

• Longitudinal Studies: Tracking the same organizations over extended 

periods will offer deep insights into how a balanced alignment between 

leadership and culture can lead to sustained success in a disruptive 

business environment. 

• Technological Disruptions: Studies focusing on how tech-savvy 

leadership shapes a culture more amenable to technological changes 

can provide valuable information for businesses aiming to be future-

ready. 

9.2.3 General Recommendations 

• Regular Cultural Audits: Conduct regular audits to gauge the health of 

your organizational culture and adapt leadership strategies accordingly. 

• Sensitize Middle Management: Training programs should aim to help 

mid-level managers understand their pivotal role as culture carriers. 

o Encourage Resilience and Emotional Intelligence 

o Cultivate an organizational ethos that values soft skills, enabling 

both leaders and employees to navigate through volatile and 

complex environments. 
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9.2.4 Recommendations for Future Research 

The current study opens several avenues for future research aimed at further 

exploring the intricate relationship between leadership and organizational 

culture, especially in the disruptive age. While the findings offer valuable 

insights, they should be seen as a starting point for more in-depth inquiry. 

Below are some recommendations: 

• Longitudinal Studies: One of the most promising avenues for future 

research is conducting longitudinal studies that follow the same 

organizations over an extended period. This approach could offer deep 

insights into how harmonious alignment between leadership and culture 

supports sustained success in a disruptive business environment. 

• Sector-Specific Research: The impact of culture-driven leadership 

might vary depending on the industry. Future research could focus on 

sector-specific challenges and opportunities to understand how 

leadership and culture interact in different business environments. 

• Global Perspectives: As the disruptive age is a global phenomenon, 

understanding the role of culture and leadership from an international 

perspective can be invaluable. Comparative studies across different 

cultural settings can illuminate how various cultural norms influence 

the effectiveness of leadership styles. 

• Quantitative Analysis: While the current study primarily uses 

qualitative methods, future research could employ quantitative 



 

202 

techniques to measure the direct impact of culture-driven leadership on 

various performance metrics, such as employee engagement, customer 

satisfaction, and overall profitability. 

• Case Studies: Detailed case studies could complement the broader 

perspectives offered by this thesis. Such research would delve into the 

nuances of individual organizations to shed light on the unique 

challenges and opportunities they face in aligning leadership with 

culture. 

• Impact of Technology: In a disruptive age defined by rapid 

technological advancements, examining how technology influences the 

relationship between organizational culture and leadership could be 

enlightening. This could include the impact of remote work, digital 

transformation, and AI on leadership strategies and organizational 

culture. 

• Leadership Transition: Research focusing on periods of leadership 

transition could provide valuable insights into how changes at the top 

affect organizational culture and how a harmonious culture can mitigate 

the negative impacts of such transitions. 

• Policy Impact: Understanding how external factors such as 

governmental policies and industry regulations affect the alignment 

between leadership and culture could also be a focus of future studies. 

The emphasis on tracking the same organizations over several years is 

particularly critical, as it can provide actionable insights for organizations 
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striving to align their leadership styles and cultural values effectively over the 

long term. 

9.3 Conclusion 

In an era marked by relentless technological advancements and market 

disruptions, the traditional paradigms of leadership and organizational culture 

have been challenged like never before. This thesis, "Synchronizing Leadership 

and Culture: A Roadmap for Organizational Success in Disruptive Age," set out 

to explore how a synchronized approach between leadership and culture serves 

as a robust framework for navigating these challenging times. Drawing from an 

extensive literature review, empirical data, and case studies, we have shown that 

culture and leadership are not isolated phenomena but rather interdependent 

elements that influence and shape each other. 

We delved into the vital role that mid-level managers play as culture carriers, 

translating abstract organizational values into actionable steps for the workforce. 

We established that mid-level management is often the missing link between 

executive visions and ground-level implementation. They act as the carriers of 

the culture, solidifying it through daily interactions and decision-making 

processes. By empowering mid-level managers through culture-driven 

leadership, organizations can achieve a self-sustaining culture that is robust yet 

flexible enough to adapt to changes, be they market-driven or technologically 

induced. 

One of the most salient findings of this research has been the transformative 



 

204 

power of culture-driven leadership across diverse organizational contexts. From 

startup ecosystems to legacy companies dealing with decline, the effectiveness 

of this approach remains consistent, albeit requiring different implementation 

strategies. By employing culture-driven leadership, we find a marked 

improvement in organizational performance metrics, thereby validating the 

concept as not merely theoretical but practically applicable. 

Our study also presented recommendations for both practitioners and future 

researchers, aiming to provide a pragmatic roadmap for implementing culture-

driven leadership. Case studies like the transformation of Microsoft under Satya 

Nadella's leadership and theoretical constructs like Mythopoetic Leadership 

have illustrated that the principles discussed are not utopian but have been 

successfully implemented. 

However, the journey towards culture-driven leadership is neither quick nor 

straightforward. It demands an in-depth understanding of the organization's 

existing culture, a willingness to make hard decisions, and an alignment from 

the top-level leadership to mid-level management. The challenges are many, 

from the inertia of an existing culture to the volatility of the digital age, but the 

rewards — in terms of organizational effectiveness, employee satisfaction, and 

the ability to innovate and adapt — are well worth the effort. 

In conclusion, this thesis affirms the integral role of synchronizing leadership 

and culture in enhancing an organization's ability to navigate the disruptive 

currents of the digital age successfully. The roadmap presented serves as a 

strategic guide for organizations willing to undertake this complex yet 
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rewarding journey. While the disruptive age presents challenges, it also offers 

opportunities—ones best seized by organizations that have mastered the art of 

synchronizing their leadership and culture. 

With this, we end our exploration but by no means the conversation. The ever-

evolving dynamics of the digital age will continue to offer new challenges and 

paradigms, warranting continual research and adaptations of the frameworks 

discussed herein. As the disruptive age continues to unfold, organizations armed 

with a synchronized approach to leadership and culture will not merely survive; 

they will thrive. 
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APPENDIX A 

QUESTIONNAIRE WITH CONSENT FORM 

Introduction to the questionnaire 

The purpose of this survey is to gather information about your experiences and 

perceptions regarding leadership. We aim to identify patterns and trends that shed light 

on the relationship between leadership practices and overall performance. 

The survey consists of approximately 10-15 questions and should take around 15 

minutes to complete. Your responses will be completely confidential, and the data 

collected will be used for research purposes only. The information you provide will be 

analyzed collectively, ensuring anonymity and confidentiality. 

By participating in this survey, you will contribute to a better understanding of 

leadership dynamics. Your valuable insights will help us identify areas for 

improvement and develop strategies to enhance performance across leadership levels 

from different industries. 

We appreciate your time and thoughtful responses. Should you have any questions or 

concerns, please feel free to reach out to venkat1@ssbm.ch. 

Thank you for your valuable contribution! 

Venkat Adivi 
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Section 1: Respondent’s Details 

Question Type of Answer 

1. Email Free field to type a 

valid email id 

2. Name (Optional) Short answer text 

3. Throughout your career, what is the longest duration 

you have spent with a single company? 

a. Less than 2 years 

b. 2 – 5 years 

c. 5 – 10 years 

d. 10 years or more 

Multiple Choice to 

choose one from the 

options given. 

4. How long you have been with the current company / 

organization. 

a. Less than 2 years 

b. 2 – 5 years 

c. 5 – 10 years 

d. 10 years or more 

Multiple Choice to 

choose one from the 

options given. 

5. Which department or function do you work in within 

the organization? 

(Examples: Operations, Human Resource, Sales, 

Marketing, Finance, IT/Technology, Customer 

Service, R&D etc.,) 

Short answer text 
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6. Which industry does your company closely align 

with? 

(Examples: Technology, Healthcare, Financial 

Services, Manufacturing, Retail, Professional 

Services, etc.,) 

Short answer text 

7. What describes your role best? 

a. I am a team member, reporting to a leader 

overseeing a specific team and/or a project. 

b. I oversee and coordinate activities of a 

specific team, project or program within the 

organization. 

c. Senior Management level, reporting to an 

executive position. 

d. Executive Level (CEO, CXO, CTO, CFO, 

CHRO likewise). 

Multiple Choice to 

choose one from the 

options given. 

 

Section 2: Harnessing Potential 

Strategic Influence: Driving Organizational Excellence - Insights from management 

and senior management. 

Question Type of Answer 

1. What do you consider to be the primary driving 

factor of organization's performance? Please select 

Multiple Choice Grid.  

Respondents can rank 
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one from the following options: 

a. Organizational Culture 

b. Leadership Effectiveness 

c. Customer Delight 

d. Operational Efficiency 

e. Market Differentiator 

between 1 to 5 on each 

option provided. 

2. What are the most critical leadership challenges that 

you face or consider important for the organization to 

succeed? 

Paragraph 

3. When faced with a problem or challenge, how do you 

approach it in your day-to-day work life? 

a. I prioritize finding quick and practical solutions 

to maintain operational efficiency. 

b. I consider how the problem aligns with the 

organization's culture and values before taking 

action. 

c. I seek input from team members and encourage 

collaboration to find a solution that aligns with 

our culture. 

d. I take a balanced approach, considering both the 

tactical aspects and the cultural implications in 

my decision-making. 

Multiple Choice to 

choose one from the 

options given. 
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e. I rarely consider the impact of organizational 

culture when addressing day-to-day challenges. 

4. How do you prioritize communication within your 

team to support the organizational culture in your 

day-to-day work life? 

a. Communication is primarily focused on 

operational matters and immediate deliverables. 

b. I ensure that communication reflects and 

reinforces the organization's culture and values. 

c. I encourage open and transparent communication 

that promotes a culture of trust and collaboration. 

d. I consistently prioritize promoting cultural values 

in my team interactions. 

e. I rarely consider the influence of organizational 

culture when prioritizing communication within 

my team. 

f. Not applicable/I am an individual contributor with 

minimal to no scope to influence others with my 

communication. 

Multiple Choice to 

choose one from the 

options given. 

5. How do you approach decision-making in your day-

to-day work life? 

a. Decisions are primarily based on efficiency and 

Multiple Choice to 

choose one from the 

options given. 
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achieving short-term goals. 

b. I consider how the decision aligns with the 

organization's culture and values before 

proceeding. 

c. I involve team members in decision-making 

processes to ensure cultural alignment and 

collective input. 

d. I balance tactical considerations with the cultural 

implications when making decisions. 

e. I seldom take organizational culture into account 

when making day-to-day decisions. 

f. Not applicable/I am an individual contributor with 

limited to or no scope to make decisions for 

others or a team 

6. How do you prioritize employee well-being and 

work-life balance within your team in your day-to-

day work life, including your own? 

a. Employee well-being and work-life balance are 

not given much priority in our day-to-day 

operations. 

b. I actively promote and support employee well-

being and work-life balance in alignment with our 

Multiple Choice to 

choose one from the 

options given. 
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organization's culture. 

c. I create a supportive environment that prioritizes 

employee well-being and work-life balance in my 

team. 

d. I strive to balance the tactical demands of work 

with consideration for employee/my own well-

being and work-life balance. 

e. I rarely consider the impact of organizational 

culture on employee well-being and work-life 

balance. 

7. To what extent do you believe that prioritizing 

organizational culture in day-to-day situations, such 

as conflict resolution, decision-making, and 

performance management, could have resulted in 

better outcomes than what you actually achieved 

without prioritizing culture? 

a. I strongly believe that prioritizing organizational 

culture would have significantly improved 

outcomes in the day-to-day situations I have 

experienced. 

b. I think prioritizing organizational culture could 

have had a positive impact on outcomes in the 

Multiple Choice to 

choose one from the 

options given. 
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situations I have experienced. 

c. I am uncertain whether prioritizing organizational 

culture would have made a noticeable difference 

in outcomes in the situations I have experienced. 

d. No, I don't think prioritizing organizational 

culture would have significantly changed the 

outcomes in the situations I have experienced. 

e. Not applicable/I am not in a management/senior 

management role. 

8. When you moved into a different team within the 

same company, did you notice a significant 

difference in the work environment and team culture 

compared to your previous team? If yes, what factors 

contributed to this new experience in the new team? 

Please select all factors that apply: 

a. Stronger collaboration and teamwork 

b. Improved work-life balance 

c. Clear communication and transparent decision-

making 

d. Better resources and tools for efficient work 

e. Emphasis on employee growth and development 

f. Supportive and inclusive work environment 

Multiple Choice to 

choose all that apply. 
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g. Alignment with company values and mission 

h. Enhanced management support and guidance 

i. Increased opportunities for career advancement 

9. Have you observed differences in the application of 

organizational culture at the team level primarily due 

to misinterpretation of the culture defined by 

executive leadership, despite clear communication of 

the culture on multiple occasions?  

Please select the option that best reflects your 

observation regarding the impact of misinterpretation 

of the culture defined by executive leadership on 

differences in its application at the team level. 

a. Yes, I have noticed significant differences in the 

application of organizational culture at the team 

level due to misinterpretation, despite clear 

communication from executive leadership. 

b. I have observed some variations in the 

application of organizational culture at the team 

level due to misinterpretation, but the impact is 

relatively minor. 

c. I am unsure whether misinterpretation of the 

culture defined by executive leadership has led to 

Multiple Choice to 

choose one from the 

options given. 
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noticeable differences in its application at the 

team level. 

d. No, I have not observed any significant 

differences in the application of organizational 

culture at the team level due to misinterpretation. 

e. Not applicable/I am not in a management/senior 

management role. 

1. Have you ever felt discomfort in encouraging your 

team member to pursue a skill of their interest, even 

though the development of such skill isn't a priority 

for the team, project, or the organization? If so, 

please tell us what the result of your action was.  

Please select the option that best reflects your 

experience and the result of your action in 

encouraging a team member to pursue a skill of their 

interest that isn't a priority for the team, project, or 

organization.   

a. The individual's performance improved as a result 

of pursuing the skill of their interest. 

b. The individual's performance remained unchanged, 

despite pursuing the skill of their interest. 

c. The denial of the employee's request for upskilling 

Multiple Choice to 

choose one from the 

options given. 
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considered the organizational culture and the 

priorities of the team, project, or organization. 

d. The decision impacted the overall team 

performance negatively. 

e. The employee perceived the decision of a "No" as 

a cultural disconnect rather than just a manager's 

decision. 

f. The decision contradicted with the talent 

management/talent development culture of the 

organization. 

g. The decision interfered/contradicted with the 

agreed Personal Development Plan (PDP) of the 

employee. 

h. The decision eventually led to talent loss as the 

employee felt an unsupportive environment for 

self-growth. 

i. Bureaucracy in the organization forced me to 

dishonor the employee's self-development request, 

despite budget availability under employee 

learning and development programs. 

j. Not applicable/I haven't experienced this situation 

in my career yet. 

 



 

217 

Section 3: Paving the Path Ahead 

Visionary Leadership: Inspiring Organizational Growth - Insights from executive 

leadership. 

Question Type of Answer 

1. As an executive leader or as a member of senior 

management team, what risks do you anticipate in 

integrating culture development into the roles and 

responsibilities of your management team?  Please 

rank below that resonates with your experience. 

a. Time Constraints: The additional focus on 

culture development may potentially strain the 

available time and resources, impacting the 

timely completion of day-to-day deliverables. 

b. Shifting Priorities: Integrating culture 

development initiatives may require a shift in 

priorities, potentially affecting the immediate 

focus on critical operational goals. 

c. Employee Resistance and Engagement: Some 

employees may resist or struggle to adapt to 

cultural changes, impacting overall engagement 

and potentially affecting their productivity in 

day-to-day tasks. 

Multiple Choice Grid.  

Respondents can rank 

between 1 to 6 on each 

option provided. 
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d. Coordination and Alignment Challenges: 

Aligning cultural initiatives across different 

teams or departments may pose coordination 

challenges, potentially leading to inconsistencies 

or conflicts in day-to-day operations. 

e. Measurement and Evaluation Complexities: 

Establishing metrics and evaluating the impact 

of culture development efforts may introduce 

complexities that can divert resources and 

attention from immediate day-to-day 

deliverables. 

f. Embracing the Opportunity - I am 

wholeheartedly committed and enthusiastic 

about integrating culture development into the 

roles and responsibilities of our management 

teams. I recognize it as a crucial responsibility 

that contributes to our organization's overall 

success. 

2. Considering the challenges involved, how willing 

am I, as a member of the leadership team, to 

leverage your management team in building and 

nurturing the organizational culture? 

Multiple Choice to 

choose one from the 

options given. 
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a. Very Willing - I am highly motivated and 

committed to leveraging our management team in 

building and nurturing the organizational culture, 

despite the challenges it may bring. 

b. Willing - I am willing to leverage our 

management team to take on the responsibility of 

building and nurturing the organizational culture, 

recognizing the importance and potential 

benefits, despite the challenges involved. 

c. Neutral - I have mixed feelings about leveraging 

our management team in building and nurturing 

the organizational culture, as the challenges and 

benefits need further evaluation or consideration. 

d. Reluctant - I have reservations about leveraging 

our management team in building and nurturing 

the organizational culture, considering the 

challenges it may pose to our day-to-day 

operations. 

e. Not Willing - I am not willing to leverage our 

management team in building and nurturing the 

organizational culture, as I believe the challenges 

outweigh the potential benefits. 
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3. How do you prioritize communication within your 

team to support the organizational culture in your 

day-to-day work life? 

a. Communication is primarily focused on 

operational matters and immediate deliverables. 

b. I ensure that communication reflects and 

reinforces the organization's culture and values. 

c. I encourage open and transparent 

communication that promotes a culture of trust 

and collaboration. 

d. I consistently prioritize promoting cultural 

values in all my interactions with 

employees/teams. 

e. I rarely consider the influence of organizational 

culture when prioritizing communication within 

my team. 

f. Not applicable/I am an individual 

contributor/Do not have anyone reporting into 

my role 

Multiple Choice to 

choose one from the 

options given. 

4. How do you approach decision-making in your day-

to-day work life? 

a. Decisions are primarily based on efficiency and 

Multiple Choice to 

choose one from the 

options given. 
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achieving short-term goals. 

b. I consider how the decision aligns with the 

organization's culture and values before 

proceeding. 

c. I involve team members in decision-making 

processes to ensure cultural alignment and 

collective input. 

d. I balance tactical considerations with the 

cultural implications when making decisions. 

e. I seldom take organizational culture into account 

when making day-to-day decisions. 

f. Not applicable/I am an individual contributor 

with limited to or no scope to make decisions for 

others or a team 

5. How do you foster a culture of innovation and 

creativity within your team in your day-to-day work 

life? 

a. Innovation and creativity are not significant 

priorities in our day-to-day operations. 

b. I actively promote and recognize innovation and 

creativity that align with our organization's 

culture. 

Multiple Choice to 

choose one from the 

options given. 
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c. I encourage and support my team in generating 

and implementing new ideas to drive cultural 

innovation. 

d. I strike a balance between tactical needs and 

fostering a culture of innovation within my team. 

e. I rarely consider the role of organizational culture 

in promoting innovation and creativity. 

6. How do you prioritize employee well-being and 

work-life balance within your team in your day-to-

day work life, including your own? 

a. Employee well-being and work-life balance are 

not given much priority in our day-to-day 

operations. 

b. I actively promote and support employee well-

being and work-life balance in alignment with 

our organization's culture. 

c. I create a supportive environment that prioritizes 

employee well-being and work-life balance in 

my team. 

d. I strive to balance the tactical demands of work 

with consideration for employee/my own well-

being and work-life balance. 

Multiple Choice to 

choose one from the 

options given. 
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e. I rarely consider the impact of organizational 

culture on employee well-being and work-life 

balance. 

7. To what extent do you believe that prioritizing 

organizational culture in day-to-day situations, such 

as conflict resolution, decision-making, and 

performance management, could have resulted in 

better outcomes than what you actually achieved 

without prioritizing culture? 

a. I strongly believe that prioritizing 

organizational culture would have significantly 

improved outcomes in these day-to-day 

situations. 

b. I think prioritizing organizational culture could 

have had a positive impact on outcomes in 

these day-to-day situations. 

c. I am uncertain whether prioritizing 

organizational culture would have made a 

noticeable difference in outcomes in these day-

to-day situations. 

d. No, I don't think prioritizing organizational 

culture would have significantly changed the 

Multiple Choice to 

choose one from the 

options given. 
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outcomes in these day-to-day situations. 

e. Not applicable/I am not in a 

management/senior management role. 

8. When you moved into a different team within the 

same company, did you notice a significant 

difference in the work environment and team 

culture compared to your previous team? If yes, 

what factors contributed to this new experience in 

the new team? Please select all factors that apply: 

a. Stronger collaboration and teamwork 

b. Improved work-life balance 

c. Clear communication and transparent decision-

making 

d. Better resources and tools for efficient work 

e. Emphasis on employee growth and development 

f. Supportive and inclusive work environment 

g. Alignment with company values and mission 

h. Enhanced management support and guidance 

i. Increased opportunities for career advancement

  

Multiple Choice to 

choose all that apply. 

 

9. Have you observed differences in the application of 

organizational culture at the team level primarily 

Multiple Choice to 

choose one from the 
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due to misinterpretation of the culture defined by 

executive leadership, despite clear communication 

of the culture on multiple occasions?  

Please select the option that best reflects your 

observation regarding the impact of 

misinterpretation of the culture defined by 

executive leadership on differences in its 

application at the team level. 

Yes, I have noticed significant differences in the 

application of organizational culture at the team 

level due to misinterpretation, despite clear 

communication from executive leadership. 

a. I have observed some variations in the 

application of organizational culture at the team 

level due to misinterpretation, but the impact is 

relatively minor. 

b. I am unsure whether misinterpretation of the 

culture defined by executive leadership has led 

to noticeable differences in its application at the 

team level. 

c. No, I have not observed any significant 

differences in the application of organizational 

options given. 
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culture at the team level due to 

misinterpretation. 

d. Not applicable/I am not in a management/senior 

management role. 

10. Have you ever felt discomfort in encouraging your 

team member to pursue a skill of their interest, even 

though the development of such skill isn't a priority 

for the team, project, or the organization? If so, 

please tell us what the result of your action was.  

Please select the option that best reflects your 

experience and the result of your action in 

encouraging a team member to pursue a skill of 

their interest that isn't a priority for the team, 

project, or organization.   

a. The individual's performance improved as a 

result of pursuing the skill of their interest. 

b. The individual's performance remained 

unchanged, despite pursuing the skill of their 

interest. 

c. The denial of the employee's request for 

upskilling considered the organizational culture 

and the priorities of the team, project, or 

Multiple Choice to 

choose one from the 

options given. 



 

227 

organization. 

d. The decision impacted the overall team 

performance negatively. 

e. The employee perceived the decision of a "No" 

as a cultural disconnect rather than just a 

manager's decision. 

f. The decision contradicted with the talent 

management/talent development culture of the 

organization. 

g. The decision interfered/contradicted with the 

agreed Personal Development Plan (PDP) of the 

employee. 

h. The decision eventually led to talent loss as the 

employee felt an unsupportive environment for 

self-growth. 

i. Bureaucracy in the organization forced me to 

dishonor the employee's self-development 

request, despite budget availability under 

employee learning and development programs. 

j. Not applicable/I haven't experienced this 

situation in my career yet. 

11. Have you ever made it a point to assess and review Multiple Choice to 



 

228 

the organizational culture during your interactions 

with your direct reports?  

 

Please select the option that best reflects your 

approach in assessing the organizational culture 

during interactions with your direct reports.   

a. Yes, I frequently assess and discuss the 

organizational culture with my direct reports. 

b. Occasionally, I take the opportunity to evaluate 

the organizational culture during interactions 

with my direct reports. 

c. Rarely, I consider the organizational culture in 

my discussions with direct reports. 

d. No, I have not consciously reviewed the 

organizational culture during my interactions 

with direct reports. 

e. Not applicable/I don't have direct reports. 

choose one from the 

options given. 
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APPENDIX B 

RESPONDENT’S PROFILE 

Demographics of respondents 

a. Level (Mid, Senior, Executive) 
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b. Experience (current, overall) 

 

 

c. Respondents’ functional representation 

 

 

  

Executive
10%

Operations
25%

Customer Experience 
and Conduct Group

5%

IT
50%

Strategy & 
Transformation

10%

RESPONDENTS FUNCTIONAL 
REPRESENTATION
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d. Respondent’s industry distribution 
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APPENDIX C 

EXHIBITS SUPPORTING THE THESIS  

 

Exhibit 1: Exhibit from McKinsey Organizational Culture in mergers: Addressing 

the unseen forces 
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Exhibit 2: McKinsey Quarterly Article July 20, 2017 “Culture for a digital age” 
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Exhibit 3: How company culture shapes employee motivation (as published by Lindsay 

McGregor and Neel Doshi for HBR.org Nov 25, 2015 
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Exhibit 4: How company culture shapes employee motivation (as published by Lindsay 

McGregor and Neel Doshi for HBR.org Nov 25, 2015 
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Exhibit 5: why is employee engagement important. 

(https://www.gallup.com/workplace/285674/improve-employee-engagement-

workplace.aspx) 
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Exhibit 6:  Gallup’s The Employee Engagement Model 
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Exhibit 7:  Gallup’s State of Global Workplace 2023 
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Exhibit 8:  Microsoft’s share Price Quadrupled under Satya Nadella Source: 

Statista.com/chart/16903/Microsoft-stock-price-under-satya-nadella 
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Exhibit 9:  Microsoft’s annual revenue worldwide from FY 2002 to FY 2003 (showing 

that increase in revenue because of Nadella’s cultural shift after he assumed CEO 

position in 2014. Source: statista.com/statistics/267805/Microsoft-global-revenue-since-

2002 
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Exhibit 10:  outcome of regression analysis by Cemal Zehir, Yasin Sehitoglu, Ebru 

Erdogan Source: Effects of Leadership and Supervisory Commitment to Organizational 

Performance, Cemal Zahir, Yasin Sehtoglu, Ebru Erdogan 8th International Strategic 

Management Conference Gebze Institute of Technology, Kocaeli, 41400, Turkey 
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Exhibit 11: Cissko and company Source: Greg Milano et al (2020); G. George et al 

(2018), Cissoko & Company analysis 
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Exhibit 12: 5 ways HR can guide effective and meaningful culture change (published by 

Andrea Boatman for AIHR article ‘HR’s Strategic Role in Organizational Culture 

Change’ 
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Exhibit 13: Source: IOSR Journal of Business and Management (IOSR-JBM) e-ISSN: 

2278-487X, p-ISSN: 2319-7668. Volume 17, Issue 8.Ver. III (Aug. 2015), PP 31-45 

www.iosrjournals.org 

 

 

Exhibit 14:  Depiction of the impact of Organizational Culture adapted from Exhibit 16-

6 Essentials of Organizational Behavior, 14/e by Stephen P Robbins, Timothy A. Judge 

 

http://www.iosrjournals.org/
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APPENDIX D 

INFORMED CONSENT FORM 

 

I, …………………………………………………………. agree to be interviewed for the 

research which will be conducted by ……………………………………………………...a 

doctorate students at the Swiss School of Business and Management, Geneva, Switzerland. 

I certify that I have been told of the confidentiality of information collected for this research 

and the anonymity of my participation; that I have been given satisfactory answers to my 

inquiries concerning research procedures and other matters; and that I have been advised 

that I am free to withdraw my consent and to discontinue participation in the research or 

activity at any time without prejudice. 

I agree to participate in one or more electronically recorded interviews for this research. I 

understand that such interviews and related materials will be kept completely anonymous 

and that the results of this study may be published in any form that may serve its best. 

I agree that any information obtained from this research may be used in any way.  

thought best for this study.  

………………………………………      ……………… 

 Signature of Interviewee        Date 
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