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ABSTRACT

Article provides in-depth research on perceptions of organizational culture in the context of COVID-19
pandemic from IT area. Empirical research presents a preliminary study with qualitative approach within
which the OCAI questionnaire was distributed. MAXQDA software explores the statistical relationship
between the variables of interest. The reliability and validity test was performed using the Cronbach’s
Alpha. The index is statistically significant compared to normal reliability standards in both periods. The
survey revealed a difference in culture types between the observed periods. Dominant culture during
COVID-19 is the Hierarchy culture type and before the outbreak of COVID-19 was Clan culture type. Both
cultures are focused internally, emphasizing integration, cooperation, and efficiency. The shift between
different types of culture responds to the changing environment conditioned by the ‘survival’ of
organizations. Transition causes the focus on structure, and top-down management and decision are made
up high and passed down to managers and employees.

Keywords: organizational culture; COVID-19; pandemic; correlation analysis; MAXQDA

DOI: http://dx.doi.org/10.15549/jeecar.v10i2.1140

INTRODUCTION

The dynamic changes caused by the worldwide
pandemic spread have led to unprecedented
changes in the economic and social area.
Government restrictions have affected many
aspects of life and have had an enormous impact
on processes in organizations. Leaders in
organizations had to face existential threats that
became a daily standard. Organizations were

forced to transform their business strategy and
the concept of long-term planning was
fundamentally influenced. The lockdown
imposed a rapid adjustment to the new situation
and changed the nature of the work.
Organizations have abandoned the dogma of
reduction home-based working, and employees
were just forced to remote work, and offices
became virtual. More frequent calls and difficult
working conditions with family members at
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home led to the loss of the imaginary boundary
between work and personal life. Reducing social
personal interactions and reducing physical
availability have been replaced by virtual digital
tools. The employees lost their daily habits such
as rituals of commuting and grabbing a cup of tea
or coffee before sitting at their desk. COVID-19
fundamentally affected the daily working
routine and influenced all aspects of
organizational culture. Organizational culture is
considered as a way of behaviour within the
organization and contributes to the performance,
engagement, innovation, and competitiveness of
organizations. Its elements, organizational
values, assumptions, beliefs, expectations,
artefacts, attitudes, and norms are important
aspects for rapid adjustment and acceptance of
new challenges. The organizational culture is
essential for the successful implementation of
changes and should be flexible and adaptable to
the upcoming internal and external influences.
Organizational culture is defined as ‘a shared
pattern of basic assumptions that group
members have acquired over time as they learn
to successfully cope with internal and external
organizationally relevant problems’ (Schein,
1990) and is formed for a long period and slowly
adapts to collective norms of behaviour that
individuals exhibit within the organization. To
understand to what extent organizational
culture has been affected by homework, research
on cultural specifics has been provided through
an ongoing change, the COVID-19 pandemic.

Rapid changes in working conditions due to the
current situation can lead to substitution of face-
to-face interaction by distance interaction. The
pandemic situation will lead to a change in
aspects of organizational culture to correspond
to the new environmental situation. The nature
of the work performance will be transformed
into new approaches to work, and organizations
will undergo more visible changes to be able to
face potential threats in the future. Uncertainties
about the future situation after the pandemic
require a specific organizational culture able to
adapt to new environmental realities, and
managers should adjust working conditions for
the predominant work from home. Cultural
incongruence between individual and
organizational culture leads to different values
and beliefs, and this disruption can cause a
decline in productivity.

How did COVID-19 normalise working
conditions? Will remote work substitute on-site
work? Will the hybrid way of remote working
have an impact on employee communication,
collaboration, and participation? The pandemic
situation has provided researchers with an
opportunity to evaluate the new situation, which
is reflected in a significant change in working
conditions and brings great challenges to
managers.

The contribution is organized as follows. The
first part is the Introduction. Another part is the
theoretical background that presents the
literature review that focuses on the terminology
of organizational culture and outlines the
description of the pandemic situation. The
emphasis was placed on the quality of the
articles. The third part deals with the results of
research and discussion based on the output of
the research in particular area. This is followed
by the conclusion, limitations, and suggestions
for further research.

THEORETICAL BACKGROUND
Organizational Culture

Elliott  Jaques (1957), an  American
psychoanalyst, mentioned culture in the context
of organization already in the early fifties of the
20th century in his book. The author researched
organizational culture in an industrial
environment and published the findings in a
1957 in study on the industrial community
during the period 1948 - 1950. The author
revealed that in every factory there is a
traditional way of thinking and performing
activities, which is more or less shared among its
members and which new members learn to be
integrated into the operation of the organization.
This work became the theoretical basis for
subsequent authors in this field of research. The
term organizational culture in the context of
management has been used more widely since
the late 1970s in English speaking countries. In
his article, Pondy (1979) deals with the
intersection of cultural theory and organizational
theory. Turner (1986) drew on Otto's (1984)
terminology, and his idea in the study is that
mechanical manipulation of organizational
symbols, myths, and habits can increase
productivity, and it is in management's interest
to promote the idea that organizational culture is
the collective consciousness of organization.
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Organizational culture is a social system in an
organization that has been formed for many
years, and its value is constantly changing due to
a number of variables and socio-psychological
factors. It is based on shared attitudes, ideas,
customs, and written and unwritten rules that
have come into force over time (Parson, 1971).
Organizational culture includes rituals and
customs that have evolved during the
development of society. It is also about the
environment and procedures that are formed
within the mutual interaction in the form of
cooperation between managers and employees
of organizations (Lukasova, Novy, 2004). They
also  participate in the formation of
organizational culture by their behaviour, values,
and expressions towards the environment. The
company philosophy is important, as well as the
reputation that the organization continuously
builds during its operation on the market.
Culture is very sensitive to changes and is a key
element of any organization. It plays a key role in
building relationships in an organization.
Organizational culture is an intangible
component that fundamentally influences the
approach to change (Quinn and Rohrbaugh,
1983). Many studies have shown that
organizational culture is a unifying force in an
organization, that there is a universal
homogeneous culture, and that the researcher's
job is to examine it. Kilmann (1982) defines
culture and points to the internalization of
norms, social integration, and stability, which are
firmly attached to culture. He described culture
as the "collective will of members," defining it in
more detail as the environment and practices
within the framework of mutual interaction in
the form of cooperation between managers and
employees of organizations. In organizations
with social classes, disputes may arise if
management tends toward one social class.
Standards and values have great potential for
creating conflicts in organizations with the
purpose of creating social cohesion (Meek, 1988).

The following table lists the definitions of the
organizational culture of 15 authors from the
European and American continent based on their
frequency of occurrence in the literature using
the Primo interface. The definitions are arranged
chronologically according to the date of their
publication, starting in 1990 and ending in 2020.
For the purpose of this research, is the most
relevant the definition of the world-renowned
author Schein (1992) considering his expertise

and research in the field of culture in the context
of organization.

Organizational culture is a  widely
conceptualised idea, and there are several
differences in approaches to understanding
individual definitions. The authors use different
methodological approaches, as organizational
culture is a very complex and complicated
concept. Despite significant differences in
definitions, common characteristics can be seen.
In the beginnings of research on organizational
culture, experts deal mainly with the elements
they consider the basic assumptions (Schein,
2010; Lukasova and Novy, 2004; Cejthamr and
Dédina, 2010), standards of behaviour (Lukasova
and Novy, 2004; Schein, 2010; O E Reilly, 1989),
values (Hofstede, 2010; Kotter and Heskett,
1992; Hall, 1995) and artifacts (Bedrnova et al.,
2002; LukaSova and Novy, 2004; Armstrong,
2007; Hofstede, 2010). Other factors influencing
organizational cultures, especially perception,
feeling, and thinking, were gradually added to
these elements (Riaz et al., 2011). There are
several similarities between the mentioned
definitions.

By researching relevant literature, both
domestic and foreign, organizational culture can
be understood as a set of values, assumptions,
beliefs, expectations, artefacts, attitudes, and
norms that are characteristic of a particular
community and which are shared and accepted
by new members within the socialization
process.

Schein (1992) points to the confusion in the
definitions of a culture in different distinguishing
the levels in which is organizational culture
manifested. As Figure 2 shows, Schein’s model
distinguishes three levels of organizational
culture or layer based on their manifestations to
the environment. The outer layer is represented
by artefacts that are the most visible but difficult
to define. Symbols, rituals, working equipment,
mission, and vision of the organization are
elements of artefacts. The next layer is formed by
the values of employee behaviour, which are
reflected in the behaviour of individuals and,
therefore, are observable and partially visible.
Organizational standards are based on values
and are reflected in artefacts. The core of
organizational culture are the basic assumptions
that are deeply rooted in individuals'
subconscious and thus remain hidden from the
outside environment.
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Table 1: Definitions of Organizational culture

Author

Definitions

Denison, 1990

"The core values, opinions, and beliefs that exist in the
organization, the patterns of behavior that result from these
shared meanings, and the symbols that express the connection
between the beliefs, values, and behavior of the members of the
organization”

Gordon et al., 1991

"An organization-specific system of widely shared assumptions
and values that underlie typical patterns of behavior"

Schein, 1992

"A pattern of shared basic beliefs that the group has adopted in
addressing issues of external adaptation and internal integration
that have proven to be valid and passed on to new members of
the organization as a way of perceiving, thinking and feeling that
is right in relation to those issues "

Drennan, 1992

"How things are done in our country"... "what is typical for the
organization, its habits, prevailing attitudes, created patterns of
accepted and unaccepted behavior"

Williams et al., 1993

"Generally shared and relatively stable attitudes, values, and
beliefs that exist in the organization, where culture determines
the decision-making and problem-solving processes in the
organization, influences goals, tools, and ways of acting, is a
source of motivation and demotivation, satisfaction and
dissatisfaction”

O’Reilly and Chatman, 1996

“A set of norms and values that are widely shared and strongly
held throughout the organization”

Deal and Kennedy, 2000

"The way things are done"

Schrodt, 2002

“Organizational culture influences the way people and groups
communicate with each other, with clients and with stakeholders.
It can also affect how many employees identify with the
organization. "

Needle, 2004

"Collective values, beliefs, and practices of employees, history,
size of the organization, strategy, management style, national
cultures and other factors"

Katanga, 2013 (cited in
Watkins, 2013, p. 2)

"Culture is the way an organization does things"

Perrin, 2013 (cited in Anand et
al., 2017)

"Organizational culture is the sum of values and rituals that serve
as a" glue "for the integration of members of the organization"

Adler, 2013 (cited in Watkins,
2013, p.2)

"Organizational culture is civilization in the workplace"

Watkins, 2013

"Culture is the organization's immune system"

Morcos, 2018

“Organization culture is the characteristic and the tangible
personality originated inside every organization”

Source: author’s work (2021).

The organizational culture is formed over time,
based on previous experience, and is practiced

the external environment, and new employees
adapt to it and absorb it.

every day. The organizational culture adapts to
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Figure 1: The three levels of organizational culture.

Source: Schein (1992).

CoVID-19

In 2020, massive disruption of the COVID-19
pandemic influenced all aspects of life globally.
The worldwide pandemic spread rapidly and
caused significant changes across all industries.
This completely new situation turned life upside
down to all people changing their habits. The
infectious nature of the virus forced the
government to declare a lockdown and
organizations had to change in response to the
uncertain situation and consider the adaptation
to the way of working. The employees had to
displace the physical activity to remote work. In
fact, organizations transformed their business to
a more digital path, and leaders adopted digital
tools to provide effective collaboration. Video
conferencing has begun to be wuseful in
supporting teamwork under pandemic-related
pressure (Celik et al, 2021). All strategic
decisions have been modified in response to a
rapidly changing external environment. Leaders
made adjustments in organizational structures.
Although some organizations recorded an
increase in productivity as a consequence of
remote work, most of them faced a decline in
business. In the beginning, the employees

The most visible layer
(dress code, logos, mis-
sions, equipment).

Partially visible layer, which is re-
flected in the behaviour of indi-
viduals and is observable.

Mot visible layer, which is deeply
rooted in the subconscious of indi-
viduals (dress code, logos, missions,
equipment).

welcomed the new working conditions, but from
a long-term point of view, it can bring
consequences in the form of social isolation and
the loss of group cohesion (Brown et al., 2021).
Organizations exposed to stress and faced with
extraordinary economic stress endeavoured to
define new business models to ensure survival.

Fundamental decisions that have been made as
a result of the dramatic situation will impact the
organizational culture, which will slowly
develop and shape the current situation. In their
research, Brown et al. (2021) revealed the
meaning of culture in an organisation and
concluded that it boosts performance and
individual well-being. Adaptive organizational
culture allows one to quickly adapt to an external
environment that encourages change in the
organization. Similarly, a positive environment
supports resistance to stress, and the workforce
responds effectively to the new condition
without losing productivity. Adaptation is a
phenomenon that occurs all the time, and human
beings, animals, and nature adapt to it
Employees who were hired during the pandemic
did not have the opportunity to adapt and
assimilate to the organization due to remote
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work. Hence, it is important to convey
organizational culture through virtual working
using appropriate tools adequately and Ilet
employees adapt properly. Remote work
provides a new and dynamic change with
significant overlap in the future. The pandemic
has divided employees into three categories:
those who prefer distance work, those who
prefer return to work, and those who prefer a
hybrid of the previous ones. The transition of
employees to distance working allows leaders to
use the workspace for different purposes.
Furthermore, hiring employees beyond the
capacity of existing premises is one of the
benefits of the pandemic. People who prefer to
work in an office have to tackle a new way of
collaboration with those who prefer remote
work. This subculture will face seclusion and will
not be privy to organizational affairs. The role of
the organization will lead to the creation of a
cohesive environment where all subcultures will
be involved, and employees will follow the
mission of organization.

According to the McKinsey survey (2020),
respondents indicated a related imperative for
success during COVID-19, a culture that
encourages experimentation and acts instantly.

Since 2020, the outbreak of pandemic, we can
encounter literature dealing with the term
Covid-19. In 2021 there is an enormous increase
in the literature dealing with COVID-19 in
different areas. Based on the search through the
Primo database in November 2021, we found
2.159 articles dealing with concepts of
organizational culture and COVID-19.

METHODOLOGY

Within the research methodology, empirical
research presents a preliminary study with a
qualitative approach in the form of questionnaire
survey method within which was distributed the
Organizational Culture Assessment Instrument
(OCAI) questionnaire was distributed to
determine the influence of COVID-19 on
organizational culture and reveal differences in
the content of organizational culture influenced
by pandemic. The original version compares the
current and preferred culture and indicates
factors that can be starting points for a change.
The questionnaire was developed by authors
Cameron and Quinn (2011) and deals with
Competing Values Framework (CVF), which
identifies the organizational effectiveness

criteria and is used in organizations over
decades. Organization can be focused on internal
or external environment. Internal orientation is
focused on inward development, collaboration,
integration of activities, and coordination. The
external orientation focuses on the market,
competitors, and customers to diversify
products. CVF consists of four competing value
sets that correspond to four types of
organizational culture. Another dimension of the
focus of the organization is stability or flexibility.
Stabil-oriented organizations emphasize clear
structure, planning, and budgets. Flexible-
oriented organizations adapt quickly to changing
environment. Authors determined as a most
effective organization focusing on all four value
sets. In each sector, the different types of culture
outweigh each other. Each organization has a
unique type of culture presented in the specific
behaviour and action of employees. Cameron and
Quinn (2011) identified four types of culture:

* Clan - The working environment is friendly,
and the employees feel like a family. Leaders
are in the position of mentors. Loyalty and
tradition are valuable behaviour. In an
organization excel teamwork, participation,
and consensus.

» Adhocracy - Leaders are in the position of
innovators, risk takers. In the organization,
employees share commitment to
experimentation and innovation.

» Market - Leaders are in the position of hard
drivers, producers, and rivals, and they have
high expectations. Organization emphasis on

achieving goals, long-term focus on
competitor activities, and market
dominance.

* Hierarchy - Workplace is formalized and
highly structured. Formal rules keep the
organization together. Leaders strive to
achieve reliable deliveries, low-cost
production, and continuous planning
(Cameron and Quinn, 2011).

Second, the concentration indicator, also
defined as the Herfindahl-Hirschmann Index
(Product HHI), is a measure to capture the degree
of product concentration. The value usually lies
between 0 and 1 and shows the product
concentration of exports at the product level and
is calculated by using Equation 1 as below:
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Figure 1: Competing Values Framework (CVF)
Source: Cameron & Quinn (2011).

The organizational culture type is determined
by assigning points to particular categories of
cultural dimensions by respondents and is
awarded with the highest score in the
questionnaire (OCAI, 2021). The questionnaire is
divided into six dimensions of culture, and each
dimension has four options of answers, which
total count 24 items:

1. Dominant Characteristics
Organizational leadership
Management of employees
Organizational glue
Strategic emphases

6. Criteria of success (Cameron & Quinn,
2011).

Each dimension consists of four statements,
and the respondents evaluate it. While in the
original version, respondents distribute 100
points over four statements between each
aspect, this questionnaire was modified by
developing a Likert-type scale 1 or 5 following
labels “1 = highly disagree, 2 = disagree, 3 =
neutral, 4 = agree and 5 = highly agree” which is
considered symmetric and equidistant scale
(Hair et al., 2013). This approach is preferable in
the case of comparison two periods, one
examined the culture type during COVID-19 and
the other examined the culture type before
COVID-19. The questionnaire is divided into two
sections. In the first section, the respondents fill

vk W N

in the information about age, gender, and length
of activity in the organization. The second section
was designed in such way that respondents
evaluated each dimension. Respondents rated
each statement on a 5-point Likert scale that best
reflects their perception of current content of
organizational culture and content before the
COVID-19 pandemic. Fellows and Liu (2013)
stated that using a Likert scale of 1 to 5 is
adequate and suitable for culture studies. The
questionnaire was accompanied by a cover letter
that briefly introduces the purpose of the
questionnaire. Using a Likert scale, there is a
pitfall in the scale calibration compared to the
original evaluation. The research explores the
statistical relationship between the data of the
variables of interest using the MAXQDA
software. Statistical methods were used for the
analysis of the data. Descriptive statistics
describes characteristics of a sample including
mean score ranking, standard deviations,
minimum, and maximum. Pearson’s correlation
measures the strength of dependence between
two variables. Factor analysis determines the
variance of variables using a smaller range of
latent variables. Cronbach's alpha was used as an
index of reliability and to measure internal
consistency. The index is the most relevant to the
multiple Likert questions scale (Van Huy et al.,
2020). Comparison of culture profiles provides a
view of organizational characteristics and
diagnoses the differences between culture types
before and during the pandemic. The OCAI
instrument helps leaders to steer -cultural
changes or strive for a change, especially if
cultural values are different within the
organization.

Research sample

Primary data were obtained through the online
OCAI questionnaire using a Likert scale. The
survey was distributed to employees of an
organization dealing with sales and implements
the enterprise resource planning system and
operationg in the Czech Republic. A total of eight
questionnaires were returned, giving a response
rate of 33 %. Data were collected in November
2021. Table 2 presents the profile of the research
sample. The diversity of the sample is wide and
contains different job positions: channel
manager, COO, development manager,
consultant, senior developer, team leader, and
accountant. From the results, 75 % of the
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respondents are male and 25 % are female. The
sample comprises 50 % of respondents within the
age of 31 - 40 years, 37,5 % within the age of 41
- 50 years and 12,5 % within the years 51 - 60
years. As mentioned above, all respondents are
from one organization to ensure a high data
validity rate. While 25 % of the respondents have

Table 2: Profile of respondents

5 - 10 years of work experience, 37,5 % have 11 -
15 years of work experience. Approximately 12,5
% of the respondents have less than 5 years of
work experience, another 12,5 % of the
respondents have 16 - 20 years, and more than
21 years of work experience. Information is
summarized in the table below.

Contents | Freq. | Percent | Contents | Freq. | Percent Contents Freq. Percent
Age Gender Work
Experience
31 - 40 | 4 50 % Male 6 75 % < 5years 1 125%
years
41 - 503 375% Female 2 25% 5 - 10years 2 25%
years
51 - 60 |1 12.5% 11-15years |3 375%
years
16 - 20years |1 12.5%
<21 years 1 12.5%
Total 8 100 % 8 100 % Total 8 100 %

Source: author’s finding,.

RESEARCH RESULTS AND DISCUSSION

Responses have been consolidated in tables and
graph; results indicate the dominant culture that
endures before and during the pandemic
situation. The OCAI questionnaire provides a
quantitative, visual, and validated profile of
culture before and during the pandemic based on
six dimensions. The survey was distributed
between employees in the analysed unit.
Respondents were asked to compare culture
after and before the pandemic. This comparison
allows us to determine the key cultural changes
caused by the pandemic situation. Obtained data
allows us to identify the differences in one
analysed unit and confirm that this method is a
reliable and useful method to figure out that the
unprecedented situation, in this case the
disruption of the COVID-19 pandemic, influences
the culture in the organization. The size of the
sample is the limitation of the research;
however, this study conducts a preliminary
study with a qualitative approach, which will be
extended to a suitable sample size with a
quantitative approach in the future.

For the verification of the results of this study,
it is appropriate to repeat the study in a long-
term perspective to confirm that the outbreak of
the pandemic has a significant impact on the
relationship in the organization.

Examining the results of the survey and
studying all 6 dimensions, organizational culture
is congruent, based on the same value sets and is
similar. Therefore, the congruent culture is
aligned with aspects such as strategy, leadership,
reward system, and employee management
(OCAI 2021).

In Table 3 are shown the means, standard
deviations, minimum, and maximum for each
culture type after COVID-19 and culture before
COVID-19. As can be seen in Table 3, respondents
favoured Clan culture before COVID-19 (Mean =
3.82) followed by Hierarchy culture type (Mean
= 3.5). The highest mean of culture after COVID-
19 is the Hierarchy culture (Mean = 3.67)
followed by the Clan culture (Mean = 3.4).
Accordingly, although respondents indicate in all
culture types, we can conclude that employees
are associated mostly with Hierarchy current
culture type. This culture is more coordinated
than the clan culture, and formal rules and
policies keep the organization together. Low
values of standard deviations indicate that the
data tend to be close to the mean. The process of
replacing the organizational culture is
determined primarily by changing the nature of
the work. Clan culture is oriented on inward
matters especially interpersonal relationships,
communication, and collaboration. The
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pandemic has caused the culture during COVID-
19 to be more horizontal structured. The
emphasis on rules and more structural
workplace prevails over the well-being of
employees. Culture during the pandemic brings
coordination and clarity of roles. This model
presents the planning and clear determination of
tasks leading to achieve setting goals. The
hierarchy culture may cause the rigidity of

Table 3: Descriptive statistics of culture types

employees due to the limits of spontaneous
creativity and innovative spirit. This key
determinant leads to decrease of
competitiveness that influences the level of
productivity. The pandemic may leave lasting
economic implications of the recession and
delays convergence of the emerging market
(OCAL 2021).

Variable & Mean Std. Dev Minimum Maximum
Culture types
D B D B D B D B D B
Clan 27 31 34 3.82 1.01 0.95 2 2 5 5
Adhocracy 24 23 3.04 |29 0.89 0.88 1 1 5 5
Market 24 24 3.02 3.05 0.92 0.86 1 1 5 5
Hierarchy 29 28 3.67 3.5 0.99 1.0 2 2 5 5

*D - during COVID-19;
**B - before COVID-19
Source: author’s finding,.

Based on the correlations presented in Table 4,
there is a strong positive correlation between the
Clan culture type and the Adhocracy culture type
(0.66) during COVID-19. This means that both
variables move in the same direction. In addition,
correlation between current Clan culture type
and Market is -0.03 is low, between Clan culture
type and Hierarchy culture type is -0.23, which
signifies mid value of negative correlation. There
was an expectation that there would be a strong
correlation between Clan and Hierarchy culture
type, which was not confirmed. These findings
generate a hypothesis requiring further
acceptance or rejection. There may or may not be
a causative connection between the two
correlated variables. Moreover, if there is a
connection, it may be indirect.

The correlation between Adhocracy culture
type and Market culture type is 0.18, which
means low-mid binding. Based on the results in
the table below, there is no statistically

Table 4: Reliability of Construct

detectable linear dependence between current
Market and Clan culture type.

Positive correlations prevail over negative
correlations in culture types before COVID-19.
The correlations between the culture types
before COVID-19 are also significant, but not too
much, as the culture types after COVID-19. There
is a negative mid-strong correlation between
Market culture type and Hierarchy culture types
before the outbreak of COVID-19.

Nelson and Gopalan (2003) noticed that
another important feature of OCAI besides the
determination of organizational culture type
depending on alignments with the bisecting
continua is the specification of the opposing
clusters of values between culture factors
diagonally opposite and other organizational
variables (i.e.,, Clan and Market -cultures,
Hierarchy and Adhocracy cultures). This is
confirmed in our research.

Variable

Cronbach’s Alpha

Current culture | Culture before COVID-19

The Organizational Culture Assessment Instrument
(OCAI 48 items)

Alpha =0.83 Alpha=0.912
N=38 N=38

Source: author’s finding,.
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Figure 2 shows the culture type of the
organization. The blue data present the
prevailing culture type during COVID-19, which
is the Hierarchy culture (29), followed by the
Clan culture (27). In most aspects, the orange
data present the prevailing culture before
COVID-19, which was the Clan (31), followed by
the Hierarchy (28). The shift from one culture
type to another is a result of a changing
environment that can be a way of organization
survival ~ (Schein, 2010). The significant
discrepancy between culture types is recognized
in clan culture comparison in two periods
(difference between Clan culture type is 4 points;
difference between Hierarchy culture type is 1

Clan
35

Hierarchy

Market

Figure 2: Culture type of organization
Source: author’s finding.

CONCLUSION

In pursuance of the purpose of the study, we
assessed the impact of COVID-19 on the culture
in the organization through the key cultural
changes caused by the pandemic situation.

We focussed on the survey in an organization
where we distributed the organizational culture
assessment instrument (OCAI) questionnaire to
obtain valid data and analyse it. To reflect the
influence of the COVID-19 pandemic on
organizational culture, we compare two periods.
One examined the current state of organizational
culture type, and the second focused on the state
before COVID-19. Empirical findings have
examined four types of culture in the
organization in observed periods and indicated
high reliability using the Cronbach’s alpha index
ranging from 0.83 (the value for current culture)
to 0.912 (the value for culture before the

point in the observed periods). The questionnaire
revealed that internal focus and integration
prevail above external focus in organization in
observed periods. Clan culture is characterized
by a pleasant working environment, and leaders
are in the position of mentors. There is an
emphasis on flexibility and discretion. Cohesion,
teamwork, and consensus are valuable
behaviours rather than control and formal rules.
The hierarchy culture type puts emphasis on
stability and control and focuses on internal
matters such as structure, procedures, efficiency,
and predictability (OCAI, 2021). The current
culture type is a more formalized and structured
work environment.

Adhocracy

= During Covid-19

= Before Covid-19

pandemic). The results indicated as a dominant
culture type during COVID-19 the Hierarchy,
closely followed by Clan culture. Concerning the
dominant culture type before COVID-19, the
results of the survey revealed the Clan culture
type, followed by Hierarchy culture type. Both
types of culture in observed periods are focused
on internal matters, which is typical for familiar
organizations with a friendly workforce and high
emphasis on collaboration and integration. The
culture type during COVID-19 is represented by
a more formalized and structured work
environment. The shift from one culture type to
another implies a transformation of the values
and beliefs of the employees.

The impact of the COVID-19 pandemic gives
compelling evidence of its influence on the
organizational environment. It is appropriate to
repeat the research in a long-term perspective to
reveal the prevailing culture in organization in
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the response to the changing environment, in
this case, the global disruption of COVID-19.
Furthermore, there was an expectation that
there will be a strong correlation between Clan
and Hierarchy which was not confirmed. These
findings generate a hypothesis, which can be
confirmed or rejected in further research. The
limitation of the study is the size of the sample;
however, this study conducts a preliminary
study with a qualitative approach, which will be
extended to an appropriate sample size in the
quantitative approach in the future.
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