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ABSTRACT: As one of the aspects of modern behavioral and economic sciences dur-
ing the past few years, organizational culture has become one of the critical points in
business practice. The studies has shown that organizational culture is considered to
be an “asset” that can be connected to progress execution, hence being remarkable to
the life of the organization. However, since the market competition rules has become
more radical and demand for companies a complex “collection” of measures and
changes, modern companies should focus not only on a solid organizational culture,
but rather on the alignment within. Alighment along with innovativeness and inte-
gration can assist the companies in outperforming their main rivals and competitors.
Therefore, numerous organizations endeavor to measure their organizational cultures
through already reputable models by perceived authors or to receive inside strategies
to supply understandable parameters in order to appraise their organizational culture.
The process of checking alignment isn’t a onetime exertion anymore, but rather it is
a portion of persistent endeavors for change of the companies’ required proficiency
and long-term sustainability. The aim of this research is to investigate and identify
the organizational culture and organizational alignment in a companies in a countries
that are facing high pollution rate and check some theoretical approaches to this phe-
nomenon. As these type of analyses, were rarely conducted in these countries, one of
the objectives of this research is the practical implementation of VOX Organization-
is, an instrument for measuring alignment, culture and leadership values and review
of evidence and recommendation on its implementations within the companies. This
study will provide the reader with a greater understanding of how and with which in-
strument to measure organizational culture and its alignment, through introducing
up-to-date scientific research in the same field.
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INTRODUCTION

The public awareness for environmental -
ly issues and specifically pollution began
to grow during the 1960s and 1970s. The
growing of environmental awareness re-
sults in increased focus on the impact of
the business on environment and the oth-
er way around. Businesses can improve
the society in terms of innovation, wealth
creation and employment (Ahlstrom,
2010). However, although they improve
the living conditions in certain ways,
businesses are considered to be respon-
sible for the environmental issues. This is
due to the creation of toxic materials. The
pollution-generating activities of un-
regulated business create a huge number
of issues on the people’s health and the
ecosystem. (Sharma and Gani,2009). Dif-
ferent studies show that concentrations
for greenhouse gas exceeded the amount
of carbon dioxide that has been natural-
ly produced for centuries and that the
change in climate led to increased cases in
the major diseases (United Nations Devel -
opment Progam, 2007).

Moreover, businesses are considered as
job creators. They do expand the different
range of foods and services to make the
people’slife easier and better and they are
main contributors of increased income
and productivity. So, in that sense, they
help the developing countries in poverty
reducing issue, although their businesses
activities must be environmentally sus-
tainable (Costantini and Monni, 2008).
In addition, with the transition process
in developing countries, a significant
change was seen in terms of economy as
well as in environmental regulations. In
other words, the transition brought the
trend of producing pollution-intensive
goods, thus gaining competitive advan-
tage in the export of those goods (Wilson,
Otsuki, & Sewadeh, 2002). This trend was
a result of introduction of strict regula-
tions in terms of environment in the de-
veloped countries, where the production
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of pollution-intensive goods is consid-
ered as not economically justified. As a
result, the production of environmental
friendly products were specialized in the
developed countries, while the countries
in transition focus on gaining an advan-
tage through production of pollution-in-
tensive goods (Sharma and Gani,2009).

In light of the concerns raised by envi-
ronmentalists, this paper studies the core
of the business companies in a highly
polluted countries, an area which has re-
minded relatively unexplored in business
field literature. The prime focus on this
paper is to investigate the organizational
cultures of the companies in the coun-
tries which show high rate of pollution.
So, the focus is on the developing coun-
tries, because millions of the world’s
poorest and vulnerable people which face
the environmental changes live there.

ORGANIZATIONAL CULTURE

As an important tool for understanding
and managing organizations, culture in-
fluences how people think and behave
(Hofstede,1997). Due to its importance,
the culture is one of the most popular
concepts to be investigated in the area
of organizational behavior for many re-
searchers and scientists. There are dif-
ferent definitions and perspectives on
the organizational culture and therefore,
the organizational culture is difficult to
be recognized in the real environment.
However, what all researchers agree about
is that the organizational culture is diffi-
cult in terms of measuring, systematizing
and defining under the same umbrella.

While understanding the organization-
al culture, many authors use the work of
Harrison (1972), as a foundation of their
studies. Harrison (1972) sees an organi-
zational culture as “distinctive constel-
lation of beliefs, values, work styles and
relationships that distinguish one or-
ganization from another.” According to
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Schein (2004), organizational culture
is a process which shapes the behav-
ior and norms of a certain organization.
He explains the organizational culture
through the concept of iceberg, one of
the most common visualization on or-
ganizational culture. The top of the ice-
berg represents the formal part of the
organization, while the iceberg’s sur-
face represents the informal part of the
organization. He claims that the culture
was exerted trough artifacts, perspec-
tives, values and assumptions.

On the other hand, Hofstede (1997) , sees
a culture as “software of the mind”, sim-
ilar to a computer programs that control
behaviors” and according to his perspec-
tive, the culture is consisted of four ele-
ments: symbols, heroes, rituals and val-
ues.In addition, another contribution was
made by Cammeron and Quinn (2011),
according to which the culture is more
concern about the classifications of var-
ious core values within the organization.
A culture framework is designed based on
four dimensions through which the core
values for the organizational culture are
defined: hierarchy, adhocracy, market
and hierarchy dimension.

The latest business experiences show the
organizational culture is a pivotal for ef-
fective performance. Studies show that
the organizational culture can have an
impact over the financial and corporate
performance of the organization (Og-
bonna and Harris,2000, Cameron and
Quinn,2011). In other words, the profita-
bility indicators are strongly linked with
the strength of the culture. Additionally,
through the culture, the organizations
promote their culture values along with
their chosen strategies (Peters and Wa-
terman,1982).
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ENVIRONMENTAL VALUES
AND ORGANIZATIONAL CULTURE

As part of our value system, the environ-
mental values are considered as 'dura-
ble concepts or convictions which relate
to the desired behavior, unfold in vari-
ous situations, provide orientation when
evaluating events and are organized in
an order of relative importance" (Hof-
meister Toth/Torcsik 1996). Their evi-
dence often leads to value conflicts be-
tween the individuals and/or between the
individual and the organizations. In this
direction, the synchronization of the in-
dividual’s values and the organizational
values is very important, since they are
base of a stable and long-lasting organi-
zational culture.

Harris and Crane (2002) argue that the
values of the managers are focused on
the organization, so in case of conflict
between the two, they question the ac-
ceptance on the individual’s value over
organization’s values. Depending on the
fit between the environmental consid-
erations into strategies of the organiza-
tion, this can be seen from both, positive
and negative perspective. Since the envi-
ronmental performance of the company
is influenced by the manager’s personal
value (Kerekes et al. 1999)), it is of signif-
icant importance the value system that
is transferred within the organization,
from the management to the employees.

While the focus is on organization’s val-
ue system, one should take into consid-
eration whether the organization acts
in a moral and ethical way, and whether
this activities are ascribed by an individ-
ual while the organization act in more
different way; by treating it of lesser im-
portance, to ethical questions to broad-
er organizational goals (Moore,1999).
Regardless of the outcome, the studies
prove that the organization nurtures en-
vironmental values, only if those values



are reflection of the organizational mis-
sion, philosophy and strategy.

Itisconsidered thatthereisalinkbetween
the strength of the organizational cul-
ture and the environmental attitudes and
objectives. Adaptability suggests to the
extent to which an organization can ad-
just conduct, structures and frameworks
acquired in the wake of environmental
changes (Bakhsh Magsi et al.,2018). In
an organization with a strong culture,
the environmental protection goals do
not result in organizational conflict. Ad-
ditionally, because the members in or-
ganization with strong culture can easily
make a link between the organizational
philosophy and environmental aware-
ness, these kind of organizations can
easily achieve the environmental aware-
ness, which is sufficient to meet the ob-
jectives (Nemcsicsné,2007).

On the other hand, if the environmental
issues require fundamental changes in
the organizational attitudes, unlike the
weak culture organizations, the organ-
izations characterized with strong cul-
tures, find it very hard or even impossible
to correspond and fit in to the require-
ments. On the other hand, organizations
with week cultures are focused on the di-
versity and in this case, this kind of or-
ganizations can adopt better to the cur-
rent changes (Bakacsi1998). The organi-
zational objectives in regards of business
and environment aspect, can complicate
the development process of corporate
environmental awareness, except if there
is a power disposing, authoritative deci-
sion-making and responsibility which
nurtures the environment in all its as-
pects (Nemcsicsné,2007).

In conclusion, organizations that show
environmental awareness, share com-
mon environmental values, which are
considered as an important factor for
organizational success. The environ-
mentally awareness behavior will be
seen only if the organizational members
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think, believe and behave as they should.
Therefore, the organizational culture is
of significant importance in setting up
the environmental awareness.

VOX ORGANIZATIONIS

In the last decades of the previous cen-
tury, the researchers come to a conclu-
sion that the normal functioning of every
single organization is almost impossi-
ble to be achieved, if there is no organ-
izational culture within. The findings of
those researchers gave the world a new
and different dimension of significance
of the phenomenon of organizational
culture as a one of the most important
factors for the success of an organiza-
tion’s functionality and achievements.
Regardless the fact that there are many
instruments that measure the organiza-
tional culture, still there is no clear re-
sponse to whether the instruments that
are relevant for one organizational cul-
ture are relevant for another. It is still
unclear, whether there is an instrument
that corresponds both to the Eastern and
Western part of the world.

VOX Ogranizations - “the voice of organ-
izations” is an instrument for measur-
ing the organizational alignment and it
is inspired by four already existing rele-
vant models: Competing Values Frame-
work (Cameron and Quinn, 2006), Hof-
stede model of organizational culture and
Denison Model. Through this instrument,
the organizational alignment is presented
through two perspectives: the non-formal
part which is presented by organizational
culture and leadership and the formal side
of organizational functioning which is pre-
sented by organizational structure, policies
and strategy. Since these two aspects pres-
ent the overall alignment of the organiza-
tions, both of them are of equal importance
(Bojadziev et.al,2011). Therefore, this mul-
ti-element survey, it does not only study
the culture, but also the alignment between
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the culture and the leaders’s values as well
as the formal part of the organization.

The instrument proposes a typology of 4
culture types: entrepreneurial autocracy,
entrepreneurial democracy, conservative
or managerial autocracy and conservative
or managerial autocracy. In terms of ty-
pology for leadership styles, the model is
based on two dimensions: decision mak-
ing style (democratic or autocratic) and
entrepreneurship and innovativeness
style (entrepreneurial or risk averse). For
thebroader audience, VOX Organizationis
relates the leadership styles with already
known business figures or positions.
Therefore, entrepreneurial democracy
was defined as “Jack Welch Like” leader-
ship style, entrepreneurial autocracy was
defined as “Steve Jobs Like” leadership
style, “Banker Like” leadership style for
conservative or managerial democracy
and “Army Officer Like” leadership style
for conservative or managerial autocracy.
The third part of the model is the formal
part of the organization which contains
any formal document regarding the pro-
cedures, policies and strategic plans that
can have influence over the behavior of
both employees and leaders.

“In fact, what we have been trying to listen is
the music performed by the organizational
symphonic orchestra. Thus, we have named
this approach VOX ORGANIZATIONIS — The
voice of the organizations. Well trained pi-
ano tuner, will have a “fork: with resonance
of 440 Hz ( tune A) and then upon that he /
she can tune the whole 8 octaves on the pi-
ano. Similarly, good car mechanic can iden-
tify the cause of trouble shouting, purely by
listening to the sound of the engine. Hereby,
we are proposing compatible instrument to
measure the alignment. It provides capabil-
ity to listen to: the sound of the organiza-
tions; “tune” the tones which are not tuned,
and eventually create efficiency and har-
mony.” (Bojadziev et al.,2011)
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METHODOLOGY

We searched the Google Scholar, Seman-
tic Scholar and Web of Science databases.
The search was conducted using a com-
bination of keywords, however limited
to articles and abstracts in English. The
search results were examined to deter-
mine the applicability for further consid-
eration. All duplicates were removed by
the research team. We identified articles
that included the application of Vox Or-
ganizationis (both new and old version)
for further examination.

To characterize the use of the instrument,
we followed these general steps. Primar-
ily, basic descriptive information of the
paper is provided, including the versions
of the instrument. Second, the number
of respondents and industry is recorded.
Third, implementation characteristics
associated with conducting the surveys
are presented, including the sample size
per facility. Fourth, performance charac-
teristics of the instruments are present-
ed, including the response rates and psy-
chometric properties.

Descriptive Information

The descriptive information is contained
from the general information on paper
(title and authors). The section also in-
cludes the industry setting, number and
types of respondents that were included
in the survey, as well as the registered
pollution level in the country of imple-
mentation.

Instrument Content

Furthermore, the version of the instru-
ment is further described. The model was
firstly introduced in 2011, however, due
to the complexity of the model, the same
was simplified to two dimensions with
two axises(Bojadjiev,2019).



Implementation Characteristics

This section presents characteristics the
implementation characteristics. This re-
fers to the mode of administration of the
instrument (online or pen /paper), and
whether the survey administration was
accompanied by in-person interviews,
telephone, mail, or drop-box.

Performance Characteristics

Finally, an overview of the performance
characteristics of the survey instruments

Table 1:
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is provided. This refers to the results in
the three main components of the in-
strument, as well as whether alignment
was recorded or not.

RESULTS

The main findings are presented in Table
1. A detailed and comparative overview o f
the performance and descriptive charac-
teristics of instruments is presented.

Review of descriptive and performance characteristics of instruments
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DISCUSSION AND CONCLUSION

The main aim of the research was to in-
vestigate the organizational culture in
companies in high rate polluted coun-
tries. In order to conduct an investiga-
tion into the organizational cultures, the
model of VOX Organizationis was imple-
mented in several industries.

Organizational culture in companies in high
rate polluted countries.

The following segment of the discussion
will focus on the organizational culture
within different industries in the Re-
public of North Macedonia, country that
shows high pollution rate.

As it was presented in the results section,
the findings from the research suggest-
ed that the employees from companies in
different industries such as communica-
tion technology, IT, marketing agencies,
food industry, higher education and pub-
lic sector, perceive that their companies
are more people oriented, where people
employed in wood furniture industry
work in “task oriented” companies. More
specifically, the results indicated that the
employees in all explored industries feel
that the companies encourage openness
in decision making, consultations with
employees in regards to work-life bal-
ance opportunities, timely feedback and
care for the work place conditions. The
organizational cultures were described
as open, thus they stimulate the collab-
oration within and outside of the com-
pany. The overall culture of companies
operating in the communication sector,
IT, food industry, higher education sec-
tor and public sector were described as
entrepreneurial democracy.

The entrepreneurial orientation in higher
education sector is a subject of investiga-
tion because contrary to the faculty staff,
the administrative staff perceives the or-
ganizations as more risk-averse. Moreo-
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ver, although employees in the market-
ing agencies in Macedonia achieve high
level of innovation, their willingness to
undertake risks is at lower level.

On the other hand, in the companies in
electrical engineering industry, tasks are
completed through promotion of care for
the people and building positive work re-
lationship and their focus is on stability
but at the same time their entrepreneur-
ial orientation and the appreciation of
original ideas are on the rise. Their cul-
ture is perceived as moderate towards
high internal and external openness.

There are several studies that analyzed
the organizational culture within differ-
ent industries using OCAI (Cameron and
Quinn, 2011). In general, sectors such as
technology driven industries, communi-
cation and sustainability are highly in-
fluenced by adhocracy culture. Industries
such as health care, education, nonprofit
organizations and government agencies
stimulate clan culture. The government,
banking and insurance, transportation,
medicine and military sectors are en-
couraged by hierarchy culture, while the
consultancy, accountancy, manufac-
turing, sales and marketing sectors are
stimulating market culture.

Organizational culture and Leadership in
companies in high rate polluted countries.

The following segment of the discussion
will focus on the leadership type with-
in different industries in the Republic of
North Macedonia, country that shows
high pollution rate.

As it was presented in the results section,
the findings from the research suggested
that the leaders within the communica-
tion sector, IT, food industry and pub-
lic sector were consider their leadership
style as “ Jack Welch” leadership types
which is defined by the entrepreneurial
democratic organizational culture.



The leaders in electrical engineering in-
dustry do share the same perception with
their employees, proving that the tasks
are completed through promotion of care
for the people and building positive work
relationship and their focus is on stabil-
ity but at the same time their entrepre-
neurial orientation and the appreciation
of original ideas are on the rise.

On contrary to this, the democratic ap-
proach that the employees in higher-edu-
cation sector does not correspond with the
perception of bureaucratic approach that
leaders in the same industry encourage.

Organizational alignment in companies in
high rate polluted countries.

As mentioned before, the VOX Organ-
izationis measures the full alignment
through investigating the organization-
al culture, leadership and the formal
part of the company. Unfortunately, the
formal part for most of these researches
should be subject under investigation. In
the communication industry is the only
“non-aligned” dimension is the personal
opinion of the owners and leaders of the
company regarding the decision mak-
ing and behavior dimension. The formal
part projected more bureaucratic type of
company, where the employees and lead -
ers agree that the company functions in
more democratic way. In the higher edu-
cation sector, the formal part shows that
the organizations stimulate democrat-
ic approach, while the leaders perceive
the organizations as using bureaucratic
approach. The risk-averse orientation
according to the formal part records, al-
though correspond with perception of
the administrative staff; the same does
not correspond with the innovative per-
ception of leaders and faculty staff.

Additional confusion is within the pub-
lic sector, where the organizational for-
mal part stimulates a bureaucratic ap-
proach in decision making dimension,
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while both, the employees and leaders,
encourage democratic approach in the
same dimension.

In conclusion, although in almost every
company in different industries, the per-
ception of the employees and leaders are
well aligned, when it comes to the formal
part, it seems that their opinions do not
fully correspond to any formal document,
including but not limited to policies, pro-
cedures, strategic plans and the like that
might influence the behavior.

LIMITATION OF THE RESEARCH

The limitations of this study are excepted.
One of the main limitations is the risk of
social desirability bias. Although the re-
spondents are anonymous, still the level
of honesty should not be taken for grant-
ed. Another risk is not knowing whether
the respondents are representative of the
total population in a specific industry. The
last limitation is the demographic loca-
tion of the respondents. This research was
investigated only in the Republic of North
Macedonia, and therefore the additional
studies should provide more comprehen-
sible analysis of such variables.

CONCLUSION

Although, the academic literature con-
tains an extensive discussion on the
organizational culture and align-
ment, there is an gap while imple-
menting the same. At the same time,
this discussion provides an overview
of some of the strengths and lim-
itations of the available literature.
With regard to the identified organiza-
tional culture types in different indus-
tries across the Republic of North Mac-
edonia, the opinions are divided when it
comes to culture characteristics. More-
over, there is a lack of research with re-
gard to all components of the organiza-
tional alignment.
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The research findings suggest that most-
ly, the employees and their leaders con-
sider organizational culture to be placed
on entrepreneurial democracy, meaning
that the organizations in the investigated
industries are mostly, described as open
and initiator for collaboration inside and
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outside of the company. The findings
from this study also have confirmed that
the companies should not only recognize
the advantages from organizational cul-
ture, leadership and alignment, but also
use them as a tool for producing more
satisfied and productive workforce.
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