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Abstract: Organizational culture is one of the key factors influencing the process of organizational design and implementation organizational changes. As such, it is the subject of research and analysis in this paper. In this context, the analysis of the core values of employees which could affect its formation and reverse effect that it has on performance of organizational processes has been done. Organizational cultures associated with a group of special and in a particular way measurable parameters in a company which represent the input requirements in the organization design.
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UTICAJ ORGANIZACIONE KULTURE NA USPJEŠNOST POSLOVANJA

Rezime: Organizaciona kultura predstavlja jedan od ključnih faktora koji utiču na proces organizacionog dizajna i sprovođenja organizacionih promjena. Kao takva ona je predmet istraživanja i analize u ovom radu. U tom kontekstu analizirane su ključne vrijednosti zaposlenih koje utiču na njeno formiranje, kao i povratni efekat koji ona ima na odvijanje organizacionih procesa. Organizaciona kultura je povezana sa grupom posebnih i na poseban način mjerljivih parametara u preduzeću, koji predstavljaju ulazne zahtjeve u dizajniranju organizacije. 
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1. INTRODUCTION

We are living in time of increasingly rapid, dramatic, complex and unpredictable changes. Technological, market-economic, political, social, and global factors influence the rapid changes as well as organizational theory and organizational design. There is simply no way to escape the reality that individuals, groups, nations, states, and international organizations are affected, albeit unequally, by increasingly complex and rapid changes occurring at all levels of society. Implementation of methods of radical change in business is becoming a necessity in the process of sustainability and creating new competitive advantages. In order for organizations to be  successful in such conditions, they must incorporate in their structure flexibility and willingness to change rapidly. Many theorists and practitioners have attempted to correct deficiencies of traditional approach (functional) in the design of organizations by introducing new organizational forms [1].
New technologies, information and communication systems, require new people to manage them in order to avoid disasters and reduce risks. These are people with new skills, new abilities and a desire for innovative and creative work. Expectations from employees are increasing, not only to be experts in their fields, but also to be accountable to the associates, project costs, etc. In other words, they are responsible for managerial jobs. Individuals will need to have technical, analytical, social and conceptual skills that should be harmonized with the environment and time. The Japanese achieve this with the help of mentors, while the Americans rely more on free thinking individuals. The seed of intelligence may be at an early stage of organization development, but the seed will need to have a culture in which it will develop and cultivate to become a successful organization.

Organizational culture consists of shared values​​, opinions and norms of behavior that have emerged over time and which employees should adhere to. It is the result of cumulative design decisions taken in the past and management behavior that result from those decisions [2]. Thereby, organizational culture is a set of key contingent conditions for the successful implementation of a defined strategy, but is also affected by the behavior of employees. In order to manage culture, you need to understand what culture is, what content culture covers, and how to assess it. It is dangerous to oversimplify this concept because of the illusion that one is managing culture when one is, in fact, managing only a manifestation of culture and, therefore, not achieving one’s goals [3]. Thinking about organisational culture at three distinct levels as shown in Figure 1 makes it easier to gain awareness of the operative cultural forces that affect new organisation design implementation [3], [4].


Fig. 1 The Three Levels of Culture
2. NEW MODELS OF ORGANISATIONAL DESIGN

Without a model, it is difficult for a manager, owner or professional team to describe or think about organization in a holistic way. They tend to think only about the structure (i.e. organization chart). However, with such a narrow focus, they can't reveal the necessary alignment of all the elements that make up completely functional organization. Present models in organizational practices provide different perspectives of organizational systems, but no one perspective is right, the one that makes sense depends on circumstances, culture and context, among other things. 

The modelling process allows a more complete (though not fully complete) assessment of the appropriate product requirements. Systems model of organisational design in common use are those conceived by consulting firms such as McKinsey, or individuals such as Jay Galbraith, Marvin Weisbord, David Nadler, Warner Burke and George Litwin (the Burke-Litwin model). Organisation design models do not result in a product like a physical building or a garment that meets customer requirements. But they do provide a good conceptual basis for developing an effective organisation design. Different models present various perspectives of the organisational system, in the same way that an astronomer standing on each of the planets would present a different perspective of the universe [5]. 

One model that needs a special analysis is the Star Model. It was developed by Jay R. Galbraith, the famous guru of organizational design, who emphasizes a holistic view of the organization in a model of organizational architecture. The choice of model also depends on how complex users want it to be – how fancy, how usable, how costly in terms of implementation, how adaptable to changing circumstances, and so on.  Galbraith's model emerged in 1973 and was revised a few times by Galbraith and his followers based on new scientific discoveries and practical knowledge (Galbraith, 1773, 1977, 1994, 2002, 2005, 2008; Galbraith, Downey and Kates, 2002; Kates and Galbraith, 2007 and others). The model has been adapted to new business conditions and more dynamic environment. It is considered a leading theoretical model in the field of organizational design. 

Fig. 2 Galbraith’s Star Model
In the Star Model, as shown in Figure 2, design policies fall into five categories. The first is strategy, which determines direction. The second is structure, which determines the location of decision - making power. The third is processes, which has to do with the flow of information (they are the means of responding to information technologies). The fourth is rewards and reward systems, which influence the motivation of people to perform and to address organizational goals. The fifth category of the model is made up of policies relating to people (human resource policies), which influence and frequently define the employees’ mind - sets and skills. It shows that managers can influence performance and culture, but only by acting through the design policies that affect behavior [5], [6].

New models are starting to emerge because organizations need to respond to changes in society, technology, economics, environment, politics, laws, and all that surrounds them. These models appear in the field of complexity theory, quantum theory and non-western cultural traditions (rejection of traditional organizations) and views. One way of developing an adaptive design is to look less at models and more at design principles or questions that are applicable to specific business strategies. This argues for a kind of a pattern book of organisation design models for an enterprise but not a single model being used across the enterprise (Figure 3, Figure 4) [4].


Fig. 3 Ken Wilber's AQAL Model
Realistic appraisal of aspects of culture and group process followed by effective management of them goes some way towards achieving either the desired outcome of an organisation design or being successful in its realization.














Fig. 4 Nadler's Updated Congruence Model

Focus is on aspects of organisation design that are explicit, whereas much about culture is implicit and difficult to describe because it is socially construed and manifested in norms, behaviours, expectations and the way we do things round here. Nevertheless, as Edgar Schein says in The Corporate Culture Survival Guide: Culture matters. It matters because decisions made without awareness of the operative cultural forces may have unanticipated and undesirable consequences [4].

In recent years, organizational culture is the component of the organization and management studied most. In the Republic of Srpska, organizational culture as an important management concept has not emerged yet. Given the great difference that exists between our economy and the economies of developed countries, any delay lasting less than a decade in the processing of a phenomenon in the management area could be considered acceptable, which reminds us that it is high time to pay more attention to this issue.
3. CONCLUSION

Organizational culture is one of the key factors influencing the process of organization design and as such is a subject of research and analysis in this paper. It determines how the company analyzes its internal and external environment and assesses its own resources and abilities.

Further, coordination and communication as well as the process of creating an innovative organization depend on the organizational culture. As a result of turbulent environment of the organization, it may be noted that organizational culture is a factor that is most closely associated with all dimensions of organizational design.

In an analysis of organizational culture, employees’ key values are obtained that exert influence on its formation thus creating the possibility of taking measures to change their beliefs in regards with the specific values ​​of the organization.
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Source: Wilber, K.: Summary of My Psychological Model – or, Outline of An Integral Psychology, 2000, in Barrett, R.: Building a Values-Driven Organization: A Whole-System Approach to Cultural Transformation, Butterworth Heinemann, 2006.
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Source: Nadler, D., Tushman M.: The Organization of the Future: Strategic Imperatives and Core Competencies for the 21st Century, Organization Dinamics, Vol.28, Issue 1, 1999.
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