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Abstract: The aim of this research is to examine the effect of organisational culture on organisational performance in the context of the
hospitality industry in the UK. Organisational culture was studied based on the Denison model. The study was conducted based
on a quantitative research method and primary data was collected, with questionnaires, from 440 employees in the hospitality
industry. The study reveals that organisational culture significantly affects organisational performance. Moreover, it is found that
adaptability and mission are two key elements of organisational culture that significantly affect organisational performance.
Furthermore, intrapreneurship fully mediates the relationship between adaptability and organisational performance. In addition,
intrapreneurship fully mediates the relationship between mission and organisational performance. Hence, managers working
in the hospitality industry are required to give considerable attention to adaptability and mission as two important elements
of organisational culture in order to achieve intrapreneurship, and to ultimately improve the performance of an organisation.
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INTRODUCTION

Business managers and organisations face several challenges in the competitive global marketplace, including
dealing with an increase in global price competition and ensuring a high satisfaction level among stakeholders
(Ibarra-Cisneros et al., 2020). In this context, managers face various challenges in the establishment of an
effective organisational culture, which is considered an important aspect of improving performance and productivity
(Kaouache et al., 2020). The long-term existence and success of a business depends on its improved performance
and profitability. Business expansion is dependent on the ability of the organisation to improve performance, so
there is a need to focus on aspects that can help to enhance the performance of an organisation (Bendak et
al., 2020). The lack of an effective organisational culture is considered the main cause of an organisation’s poor
performance (Wzigtek-Stasko et al., 2020). Therefore, it is important for business managers to understand the
importance of organisational culture for the purpose of improving their organisation’s productivity and performance
(Reino et al., 2020). In the hospitality industry, it is the responsibility of management to focus on those aspects that
can help in improving performance, in order to succeed in today’s competitive business world. Based on the findings
of Kaouache et al. (2020), the management team of organisations need to devote particular attention to the culture
of their respective firms when they are designing and implementing key business strategies. This present research
focuses on analysing the importance of organisational culture in terms of improving organisational performance,
especially in the context of the hospitality industry.

Organisational culture is linked with the behaviour of the people working within an organisation. Companies
exist in a particular culture, which affects the way their employees perceive, feel, and behave (Wzigtek-Stasko et al.,
2020). Organisational culture is known as a powerful force that affects the work life of employees. Hence, employees
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and managers do not work in a value-free environment: they are organised, directed, and tempered through the
culture of an organisation (Lockhart et al., 2020). Therefore, the management of an organisation is required gain
a complete understanding of the importance of organisational culture in terms of improving performance. This
research study provides an understanding of the relationship between organisational culture and an organisation’s
performance in the hospitality industry. In the existing literature, a few studies have investigated the importance of
organisational culture in terms of enhancing performance (Tortorella et al., 2020; Zucchella et al., 2019). However,
none of these studies focused on examining organisational culture through the Denison model or the influence
of each element of organisational culture as identified through the Denison model on the performance of the
organisation in the context of the hospitality industry (Chilla et al., 2014).

Another key aspect of this study is the investigation of the mediating effect of intrapreneurship on the relationship
between organisational culture and performance. As a result of rapid change in market conditions, as well as
uncertainty in environmental conditions, organisations are being forced to focus on offering innovative products and
services (Gurkan and Ciftci, 2020). Innovation in products and services gives additional value to an organisation,
as well as the whole economy, and also helps to support the growth of the sector (Scuotto et al., 2017). While many
researchers and practitioners have focused on entrepreneurship, none of them have focused on investigating the role
of intrapreneurship in enhancing an organisation’s performance, especially within the framework of organisational
culture (Tortorella et al., 2020). It is important to examine entrepreneurship and innovation at the organisational
level and to analyse how organisational culture is linked with intrapreneurship and, in turn, the performance of an
organisation. Therefore, this research study focuses on investigating the mediating effect of intrapreneurship on the
relationship between organisational culture and performance.

In the literature, many researchers have tried, without success, to explain the impact of different organisational
practices on organisational performance. There are various human resource strategies that have been considered
as important predictors of organisational performance. The relationship between any of the human resource
strategies and organisational performance is still considered a black box (Ubeda-Garcia et al., 2018; Van Rhee
and Dul., 2018). The present research attempts to unlock the black box by explaining the role of intrapreneurship in
this complex relationship. Therefore, it contributes to the existing literature by analysing the ways in which human
resource can enhance organisational performance. As organisational culture reflects human resource strategies
(Miller, Ngunjiri and LoRusso, 2017), instead of considering one human resource strategy, this research attempts
to contribute on a wider scale by considering organisational culture as a predictor of organisational performance.

When the culture of an organisation is not developed properly and effectively, this ultimately results in reducing
the shareholders’ return, as well as the profitability of the firm. Vnouckova and Urbancové (2020) found that around
72% of leaders in an organisation acknowledge the significance of organisational culture and intrapreneurship, but
there are still 28% leaders who fail to recognise their importance in terms of enhancing organisational performance.
The general business issue is that in some organisations, managers fail to carefully consider establishing an
effective culture, with the result that performance and productivity are negatively impacted (Lockhart et al., 2020).
Managers in the hospitality industry are often unable to design appropriate strategies related to the development
of an effective organisational culture, which ultimately results in the failure of their organisations. The Denison
organisational culture model, which is valid for research at all organisational levels, is a behavior-based model that
can meet the application-oriented requests of managers by developing a quantitative approach that is directly linked
to practice and is reliable (Denison and Mishra, 1995; Denison and Nieminen, 2014). In this context, culture can
have an impact on many organisational variables, as well as on the organisational power used in organisations.
Hence, this research study provides key guidance and information for hotels managers regarding ways of improving
the performance of their organisation, through focusing on designing an effective organisational culture and giving
importance to intrapreneurship.

THEORETICAL BACKGROUND

Organisational culture
A number of scholars have defined organisational culture. Romani et al. (2018) argue that organisational culture is a
system of shared norms and values that have a significant impact on the behaviour of employees in an organisation.
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It includes shared assumptions, which have been developed and accepted by a specific group, in order to solve
internal and external problems. According to Cooke and Rousseau (1998), organisational culture is defined as the
shared beliefs and values from which members are required to work in a given unit. Every type of organisation
has a unique culture involving shared norms and values (Lee et al., 2019). The presence of shared values in an
organisational culture is something that significantly influences the behaviour of people in an organisation. Denison
(1990) also expresses the culture of an organisation as the deep-rooted values, beliefs and assumptions accepted
by its members.

Organisational culture includes integrated perceptions of work practices that are present within units in a
company. According to Hofstede et al. (2005), organisational culture is a system of shared work practices that are
affected through rituals and symbols, and which also include meanings that can be interpreted by members of the
firm. As per this analysis, it is found that there is no consensus regarding the definition of organisational culture.
However, it is generally agreed that organisational culture consists of key aspects such as values, practices, beliefs
and assumptions, that are commonly accepted and which are used for guiding actions within an organisation
(Ahammad et al., 2016). Organisational culture is considered as an important factor influencing the success of
organisations. While operating in today’s competitive business world, it is extremely important for the management
of organisations to give considerable importance to the development of an effective organisational culture. This
helps to enhance the performance of employees, which ultimately results in increasing the general organisational
performance (Richter et al., 2016).

Organisational performance

Organisational performance is defined as a state of competitiveness of an organisation that is reached through a
level of productivity and efficiency which helps that organisation to ensure a sustainable presence in the market
(Lee et al., 2019). Organisational performance in Lee et al (2019) was studied through analysis of key elements of
a balanced scorecard that outlines the essential elements ensuring the long-term success and competitiveness of
an organization. It includes key elements such as financial outcomes, global market share, quality of products, and
image in market (Ana-Maria et al., 2010). Organisational performance includes the analysis of the firm’s performance
against the identified objectives, and includes real outputs in comparison to intended outputs. Managers focus on
three key outcomes when analysing performance, and these include shareholder value, financial performance,
and market performance. Long-term success and competitive advantage depend on improved organisational
performance. It is always important for organisations to focus on these factors and other elements that can help to
enhance performance (Chilla et al., 2014).

Theoretical framework and hypotheses

The focus of the current research study is the use of Denison’s model for understanding organisational culture and
its relationship with intrapreneurship and organisational performance. This model has been used in the current
research study because it can be applied for the purpose of evaluating the management approach and can be used
for measuring the competitiveness of a business. The hospitality sector is generally managed through international
chain management, so it is better equipped and has the ability to adapt to a changing business environment
(Rahimi, 2017). Moreover, this model can be used for aligning internal factors indicated through its ability to
enhance employee empowerment, entrench the key values of organisational culture, and develop teamwork. It is
important for managers working within the hospitality industry to focus on taking account of the increased capability
of organisational learning, integration, and coordination (Shahriari and Allameh, 2020).

The key focus of this model is the point that companies’ performance can be enhanced through organisational
culture. Companies apply this model in order to effectively manage change and to better recognise elements of
organisational culture in which change is required. Moreover, this model can be applied to all levels of hierarchy.
This model (shown in Figure 1) proposes two main dimensions representing the key characteristics of organizational
culture, and twelve indicator levels representing the extent of inflexibility. This model has a direct impact on
organisational culture and offers an innovative framework over other models of organisational culture (Quelhas et
al., 2019).
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Figure 1: Theoretical model of organisational culture traits (Denison & Mishra, 1995)

Certain specific traits are highlighted in the Denison Model of Organisational Culture, and it is important for a firm
master these for the purpose of working effectively. The illustration shows that the centre of the model includes
‘Beliefs and Assumptions’. These include deeply held elements of the identity of an organisation, which are generally
difficult to access (Roscoe et al., 2019). There are three indexes of each trait. For example, ‘Adaptability’ includes
‘Creating Change’, ‘Organisational Learning’, and ‘Customer Focus’. Based on Denison’s research, it has been
found that in order to ensure high effectiveness, it is important to achieve high cultural scores in all traits. Hence,
effective companies are those that have an adaptive, consistent culture and one that fosters high involvement.
Moreover, effective organisations should focus on building a shared sense of mission (Erthal and Marques, 2018).

Literature on organisational culture includes information on how effective organisational culture can be used
by business managers for the purpose of improving performance and productivity (Halim et al., 2019). Most
business managers believe that effective organisational culture is one of the biggest assets. However, when there
is ineffective culture in an organisation, then it endangers the success of that organisation. Organisational culture is
used by business managers to control and moderate the working environment of the whole organisation. In order
to ensure the success of an organisation, it is important to have an effective and positive organisational culture.
When there is strong culture in an organisation, this positively influences the behaviour of members of the firm, who
start to behave in line with its values (Lee et al., 2019). Chen et al. (2019) argues a positive organisational culture
helps to motivate employees to share their goals and values of the firm, which ultimately results in enhancing the
performance of the firm. It is possible for business managers to establish an effective culture within the firm, for the
purpose of improving performance and productivity. Effective organisational culture can promite excellent customer
service, which also helps to create an innovative business environment.

The focus of the current research study is on four key elements of organisational culture, as identified through
Denison (1990), namely, involvement, consistency, adaptability, and mission. These four elements are extremely
important for developing and maintaining an effective organisational culture within the firm. Denison suggests that
involvement and consistency are internal factors used to develop an effective organisational culture, while mission
and adaptability are external factors. The section below includes a detailed analysis and discussion of key elements
of organisational culture as identified in the Denison Model of Organisational Culture.

Involvement: this is one of the key elements of organisational culture that can affect the effectiveness of
the culture of the firm. When there is high involvement within the organisation, transparent communication takes
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place within that organisation (Carraher et al., 2016). Furthermore, Ooi et al. (2020) find that high involvement
in organisational culture includes employee-focused leadership and strong interpersonal relationships. When
employees participate in the decision-making process of an organisation, they also start to show increased
responsibility and accountability for their actions. In the same way, when organisational culture has a high level of
involvement, there is a positive relationship between the high level of employee participation in decision-making
and improved performance. However, Dirisu et al. (2018) argue that a high level of employee involvement within
an organisation results in a decrease in specialisation, due to the increased difficulty in identifying the responsible
person to perform a particular task.

However, Halim et al. (2019) claim that a high level of employee involvement in the process of decision-making
can make a significant contribution to enhancing the effectiveness of organisational culture. Along with this, it is
also argued that extent of organisational culture effectiveness depends on geographical location of the firm, too.
Mason et al. (2020) examined the relationship between organisational culture and business performance in terms
of geographical location. They found that a high degree of involvement resulted in enhancing the effectiveness of
organisational culture and improved performance in the context of firms operating in Thailand. Based on an analysis
of the literature, it is clear that no study has focused on investigating the impact of involvement as a key element
of organisational culture on organisational performance in the context of the hospitality industry. The following
hypothesis has therefore been developed:

H1 a: Involvement has a significant impact on organisational performance.

Consistency: another important element of organisational culture is consistency. Previous research findings claim
that consistency in a company reflects the effectiveness of organisational culture. Chen et al. (2019) argue that
this is one of the basic factors that can be used for creating a strong organisational culture and improving the
performance of employees. However, Cui et al. (2018) claim that a high level of consistency is not always directly
linked with the commitment and performance of employees. When an organisation has a high level of stability, then
it helps them to remain focused and predictable with the passage of time. An organisation is required to be stable
because it is specifically linked with a high return on assets, growth of sales, and growth of assets.

Consistency is defined as the integration of all business activities and proper monitoring, while setting up an
internal system of governance. Ibarra-Cisneros et al. (2020) find that there are strong roots of consistency in
internal focus. As a result of high consistency, employees get an understanding of how their work and performance
influence the work of others and vice versa. This helps employees to focus on ensuring the smooth coordination
of work, for the purpose of better serving the firm. It is important for the management of an organisation to ensure
proper coordination and integration, so that all employees can get a complete understanding about how their work
impacts the work of others. This approach can improve the overall performance of an organisation, because each
individual makes sure that he or she performs well, as efficiency and the effectiveness of others depend on that
individual performance. Based on this analysis, the following hypothesis has been developed:

H1 b: Consistency has a significant impact on organisational performance.

Adaptability: is defined as the capability of business managers to perceive and respond to external business
environments. An effective organisational culture makes managers highly passionate and responsive to external
and internal factors (Low et al., 2020). In the context of adaptability, business managers have the capability to
modify the existing organisational culture for the purpose of accommodating necessary changes. The main change
consists of achieving improvement in internal aspects, such as the modernisation of internal departments and
products, in order to give a proper response to external competition. Generally, business managers become involved
in modifying and adopting new situations in a company, by means of different internal and external factors. Lockhart
et al. (2020) claim that employees show a strong competency in adapting, restructuring and reinstituting internal
processes, attitudes and behaviours, in response to certain external factors. This is one of the critical elements of
organisational culture that can be used to promote the performance of business, especially when an organisation
has the capacity to change in response to the environment while focusing on employees and customers. When
an organisation has a high level of flexibility, it is specifically related to a higher level of innovation, creativity and
rapid response to varying demands of employees and customers. Based on a review of the literature, the following
hypothesis has been developed:




The effect of organisational culture on organisational performance:
the mediating role of intrapreneurship

|
H1 c: Adaptability has a significant impact on organisational performance.

Mission: the mission of an organisation is an important element of organisational culture and is defined by business
managers through identifying specific aims and meanings to every key part of firm’s mission. The organisational
mission of a firm includes clear direction and vision, strategic decisions and intentions, and key objectives of the firm
(Carvalho et al., 2019). When business managers consider developing an effective organisational culture, they focus
on using the mission and vision of their organisation in order to determine the short- and long-term goals (Sozuer
et al., 2017). However, Vnouckova and Urbancova (2020) argue that organisational mission is used by business
managers for the purpose of providing clear direction to internal and external stakeholders. Business managers in
an organisation are responsible for aligning the organisational culture with the mission of that organisation. Business
managers believe that it is important to make a successful alignment between the culture of an organisation and
its mission, and that it is the responsibility of business managers to focus on securing the success of the company.
As per the findings of most of the existing studies, the alignment of mission with all activities and tasks performed
within an organisation is extremely important, in order to ensure an improved business performance. However, the
influence of organisational mission on organisational performance has not been examined in the literature. Hence,
the following hypothesis has been developed:

H1 d: Mission has a significant impact on organisational performance.

Organisational culture in the hospitality industry

The hospitality industry is a service sector for which competitiveness depends on the development of the appropriate
organisational culture. In order to ensure the success of the business, there is a need to focus on value development,
to raise work satisfaction. This also results in enhancing a positive attitude and positive behaviour among employees
(Chahal and Poonam, 2017). The organisational culture within the hospitality industry refers to a soft system tool,
which has a significant effect on decision-making in an organisation, the development of leadership, the development
of a human resource programme, and other policies. When companies get the appropriate cultural support, they
benefit from a positive attitude among employees, ethical behaviour and career satisfaction. With the help of these
positive advantages, the performance and competitiveness of an organisation are strengthened (Segovia-Pérez
et al., 2019). In the hospitality industry, employees play a significant role. The service performance of staff is used
to determine the interaction in offering services to hotel guests from different countries. The management of an
organisation has the responsibility to develop a strong culture through vision congruence, teamwork, innovation, a
strong level of coordination among members, and the development of employees. These aspects are considered
as extremely important in the delivery of high -quality service (Arjona-Fuentes et al., 2019).

Intrapreneurship in service sectors and hospitality

Intrapreneurship is a concept whereby people within an organisation are defined as having entrepreneurial
characteristics. In the hospitality industry, innovation is considered an important element for hotels for the purpose
of remaining part of the game (Chen et al., 2019). In order to successfully struggle with innovation, intrapreneurship
is known as an important enabler for enhancing performance and for adopting innovation (Manning, 2018). In the
hospitality industry, entrepreneurs can be differentiated through their innovative ideas that can be used for bringing
positive change in the business. In the service sector, intrapreneurship is known as an important element that can
help in improving performance. As the hospitality industry is a high-tech service industry, it is extremely important to
consider intrapreneurship, in order to remain competitive (Odor, 2018).

Mediating role of intrapreneurship
Intrapreneurship is referred to as entrepreneurship in a company, with a particular focus on innovation. The term
‘intrapreneurship’ has gained in popularity over the last three decades. Itinvolves, among other things, marketing new
goods or services (Mees et al., 2016). Ooi et al. (2020) claim that intrapreneurship is a sub-field of entrepreneurship,
which includes innovative activities within the firm, and helps in the creation of new products or services. This
ultimately helps to strengthen the competitive position of the company. However, it has been argued by Mason et
al. (2020) that intrapreneurship usually focuses on the non-core activities of business.

While the focus on intrapreneurship within an organisation is important for gaining competitive advantage, there
is also a need to focus on maintaining an effective organisational culture. Business managers are required to
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carefully consider key elements of organisational culture, such as involvement and adaptability. It is always important
to have an aspect of involvement in an organisation, in order to ensure a high level of intrapreneurship. When all
employees in an organisation are properly engaged within the firm, they can start to focus on sharing their key ideas
and perspectives with each other and with their managers. This ultimately helps the firm to achieve innovation and
to focus on entrepreneurship (Halim et al., 2019). It has been found by Cui et al. (2018) that a high level of flexibility
in an organisation is important in order to ensure high level of entrepreneurship within the firm. The innovation
offered by the firm depends very much on its ability to adapt to certain internal and external changes. A high level
of adaptability is important, in order to achieve intrapreneurship, because flexibility and adaptability allow the firm
to achieve innovation. In today’s competitive business world, entrepreneurship is extremely important for gaining
long-term success (Kyriacou and Panigyrakis, 2020). Another important element of organisational culture that can
influence intrapreneurship is consistency within the organisation. Consistency within an organisation is extremely
important, in order for it to focus on entrepreneurship. There is a need to ensure a smooth integration between
business activities and the internal system of governance. With the help of proper monitoring and integration, the
firm can achieve entrepreneurship, which is ultimately important for ensuring long-term success (Chen et al., 2019).
In order to focus on intrapreneurship, it is also important for the firm to have an appropriate mission. An organisation
should have a defined mission in order to make entrepreneurs focused towards that specific mission and objectives.
This approach can ultimately help to achieve innovation and to sustain competitive advantage. Based on this
analysis, the following hypotheses have been developed:

H2 (a) Intrapreneurship mediates the relationship between involvement and organisational performance.
H2 (b) Intrapreneurship mediates the relationship between consistency and organisational performance.
H2 (c) Intrapreneurship mediates the relationship between adaptation and organisational performance.

H2 (d) Intrapreneurship mediates the relationship between mission and organisational performance.
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Figure 2: Theoretical framework
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METHODS

Sample and methods

This research study is based on a quantitative research method, according to which primary data was collected from
440 employees working in the UK hospitality industry. We incorporated large, small, and medium-sized business,
in order to increase the generalisability of the findings. We only considered the hospitality industry, to ensure the
sample homogeneity. For data collection, we were given access to the official database of hospitality industry
employees. We obtained the email addresses and telephone numbers of all employees working in the industry and
randomly selected 1,250 and invited them to complete the questionnaire. However, this research could only obtain
440 useable and complete questionnaires, making a response rate of 35%. Of these 440 employees, the majority
were aged 26-35 years, male, graduates of high school or equivalent schools and those who are still students at
the university.

Table 1. Demographics

n %

Age below 25 years 30 6.8
26-35 years 210 47.8
36-45 years 180 40.9

46 - b5 years 15 3.4

above 5 11
Gender Male 240 54.5
Female 200 455
Education Undergraduate 290 65.9
Graduate 150 341

For estimating the confirmatory factor analysis, the maximum likelihood estimation was applied, where IBM
AMOS 23.0 software was used. The same software was used for estimating the direct and indirect effects.

Variables and Measurement

All variables were measured on the basis of a five-point Likert scale and different items were identified for each
variable. We used literature-based measures for all variables. We adapted scales for 1) intrapreneurship, 2)
organisational culture, and 3) organisational performance from 1) Heinonen and Korvela (2003), 2) Denison et
al. (2014), and 3) Ana-Maria et al. (2010). Organisational culture has the dimensions of involvement, consistency,
mission, and adaptability. Intrapreneurship has the dimensions of encouragement by management and
organisation, individual motivation, transparency, openness and communality, individual competence, enabling
working environment, encouragement to make innovations, and development. Organisational performance has
the dimensions of financial results, high global market share, high-quality products, and good image. Managerial
position (i.e., lower, middle, and senior) is taken as a control variable in this study, due to its potential impact on
intrapreneurship.
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Table 2. Summary of CFA fit indices for all constructs

CR AVE CA CFI GFI RMSEA RMR x2 df

Involvement 0.874 0.636 0.884 0.988 0.992 0.079 0.030 7.545* 2
Consistency 0.859 0.670 0.836 1.00 1.00 0.511 0.000 346.23* 3
Adaptation 0.822 0.608 0.836 1.00 1.00 0.464 0.00 286.005* 3
Mission 0.920 0.743 0.848 0.972 0.977 0.147 0.037 21.087* 2
Intrapreneurship 0.841 0.718 0.947 0.892 0.885 0.171 0.067 192.833* 14
Organizational 0.830 0.696 0.801 0.920 0.940 0.244 0.060 54.078* 2

performance

CF — Composite Reliability; CA — Cronbach’s Alpha; AVE — Average Variance Extracted, CFl — Comparative Fit Index; GFI — Goodness Fit Index; RMSEA
— Root Mean Squared Error of Approximation; RMR — Root Mean Squared Residual; 2 — Chi Squared Test; df — Degree Freedom

A confirmatory factor analysis with a maximum likelihood method was applied and the items with factor loadings of
less than 0.60 were deleted. Researchers such as Albright and Park (2009) suggest that reliability and convergent
validity can be assessed through Composite Reliability (CR), Average Variance Extracted (AVE) and Cronbach’s
Alpha (CA). After deleting the problematic items, we found that all values were within an acceptable range (see
Table 2). The acceptable values for CA and CR are above 0.70 and 0.50 for AVE. From this, it appears that the
measures adopted in this research are valid and reliable. The values of CFl, GFI, RMR, RMSEA & x2 are also within
the acceptable range (Mair et al., 2016), showing a good fit for the models.

Table 3. Mean, standard deviation and inter-correlation

Mean S.D. 1 2 3 4 5 6
Involvement 3.67 0.880 0.79
Consistency 3.65 0.876 523" 0..81
Adaptability 3.76 0.792 405™ 546" 0.77
Mission 3.70 0.853 387" 424 .658™ 0.86
Intrapreneurship 3.75 0.837 .258™ .540™ 681" .569™ 0.97
Performance 3.75 0.838 .400™ .504™ 672" 669 .803™ 0.83

** Correlation is significant at the 0.01 level (2-tailed).
Note: Bold figures are square root of AVE.

To find discriminant validity, a comparison of square root of AVE was made with inter-correlations of all variables.
Table 3 illustrates that there is no issue of discriminant validity among the variables, as the square root of AVE is
greater than the correlation of all the variables. When data is found from a single source at the same time for all
variables, there is a higher chance of a common method variance (MacKenzie and Podsakoff, 2012). However,
procedural measures, as suggested by Podsakoff et al. (2013), were also used to reduce this error. For example,
while we retained the anonymity and confidentiality of information, CMV could still be a serious problem for any
study. Herman'’s single-factor test has shown that a single factor has a value of 40.902, which means that there is
no issue of common method bias.

FINDINGS AND RESULTS

In this research, mediation analysis was performed using a bootstrapping procedure, where 90% bias corrected
confidence intervals were used and the bootstrapping sample was 1250 (see Figure 1). To perform this analysis,
we used a structural equal model (SEM), where organisational culture was an exogenous variable, intrapreneurship
was a mediator, and organisational performance was an endogenous variable.
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Table 4. Path Analysis — Direct Impact of organizational culture on organizational performance

SE Lower bounds Upper bounds Significance Value
Managerial Position > OP -.005 -.039 .209 .831
Intrapreneurship - OP .603* .060 .685 .001
H1(a) Involvement - OP -0.134 .099 193 217
H1(b) Consistency > OP -.032 -.021 .034 441
H1(c) Adaptation > OP .064* 173 151 .004
H1(d) Mission - OP .240* -..039 .308 .001

The managerial position was used as a control variable in this study, and it was found that it is not related to
organisational performance. Therefore, it was not used for further testing. Control variables are added to analyse
if they do have any impact on the model, so their existence is controlled. As it was found that managerial position
does not have a significant impact on organisational performance, this can be ignored. For testing the hypotheses,
we estimated the direct effects of organisational culture and intrapreneurship on organisational performance. The
analysis, as shown in Table 4, shows that adaptation (3=0.064, p=0.004) and mission (8=0.240, p=0.001) have
a significant impact on organisational performance, so hypotheses H1c and H1d were accepted. Any hypothesis
is considered to have the adequate support of data when p<0.05 and H1c and H1d matched this criterion. As the
pre-conditioning of Baron and Kenny (1986) were not fulfilled, and H1a and H1b were not accepted, these two
predictors were not considered for the analysis of mediation.

Table 5. Path analysis - Indirect impact of organizational culture on organizational performance

Effect Lower bound Upper bound Significance Value
H2(a) Involvement > Intrapreneurship - OP -.049* -152 -.049 .001
H2(b) Consistency = Intrapreneurship - OP .228* 125 .0228 .001
H2(c) Adaptation - Intrapreneurship > OP .345* .204 .345 .001
H2(d) Mission = Intrapreneurship > OP 176* .091 176 .001

With reference to Table 5, the analysis of the indirect path analysis shows that the indirect effect of adaptation on
organisational performance through intrapreneurship is significant (3=0.345, p=0.001) (90% CI: 0.204, 0.345), hence
full mediation exists, and H2c is supported. Likewise, the indirect effect of mission on organisational performance
through intrapreneurship is significant (3=0.176, p=0.001) (90% CI: 0.091, 0.176), hence full mediation exists
and H2d is supported. Full mediation exists when the relationship between independent and dependent variable
becomes void without the existence of a mediator. Partial mediation is where the relationship between independent
and dependent variable still exists, if the mediator is removed. Consequently, it was found that the relationship
between mission and adaptation will not exist, if the mediator is removed, which is a meaningful finding of this study,
presenting an indirect relationship.
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Figure 3. Indirect and direct path analysis

In this research, SEM analysis was performed. Figure 1 demonstrates the direct and indirect path analysis results;
and the coefficients are represented at the path of each relationship.

DISCUSSION

This research study has found a significant impact of organisational culture on organisational performance.
Adaptation and mission are two important elements of organisational culture that significant impact organisational
performance. This is consistent with the findings of Mees et al. (2016), who claim that adaptation is an important
element of organisational culture and needs to be present in an organisation in order to ensure high performance.
Roscoe et al. (2019) also state that it is extremely important for an organisation to focus on adapting to internal and
external changes, in order to gain long-term success. Similarly, Sinha and Dhall (2020) found that an organisation
should be able to adapt to external factors and changes, in order to satisfy its stakeholders. This ultimately helps to
enhance performance. Furthermore, the study has supported the hypothesis that mission has a significant impact
on organisational performance. This is similar to the findings of Tortorella et al. (2020), who state that the improved
performance of an organisation depends on its identified mission. When the business managers become involved in
properly identifying the mission and key objectives of the firm, the employees can focus on following the approaches
and strategies that help to fulfill their specific objectives and goals.

However, as per the findings of this research study, H1a and H1b were not supported, which means that the
study did not support the direct impact of involvement and consistency as elements of organisational culture on
organisational performance. Therefore, involvement does not significantly affect the performance of an organisation.
This finding is opposite to the research conducted by Vnou¢kovéa and Urbancova (2020), who find that involvement
is an important element of organisational culture, which significantly affects the performance of an organisation.
Besides this, Chen et al. (2019) state that when employees in an organisation become involved in key activities
and decision making, they feel motivated and committed, as well as showing improved performance. However, in
contrast with this, the findings of the current study are consistent with those of Sebastido et al. (2017), who claim
that it is not always important to have improved organisational performance due to high involvement. There is
a possibility that even while employees may be involved in decision-making, they are not always provided with
external rewards and perks. As a result, their motivation level is low and their performance is correspondingly
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reduced. According to Mason et al. (2020), employees perform well when they are provided with external financial
rewards. Therefore, a high level of involvement within an organisational culture does not necessarily prove to be a
positive influence on organisational performance.

There is also a need to focus on certain other key elements, such as financial rewards and person-organisation
fit, in order to achieve improved organisational performance. In addition to this, the current study does not support
the hypothesis that consistency has a significant impact on organisational performance. This is in contrast with
the findings of Minbaeva (2016), who claimsthat consistency within an organisation is extremely important for
enhancing its performance. Furthermore, Lee et al. (2019) claims that when there is a need to significantly improve
the performance of an organisation, there is also a need to ensure a high level of consistency within the firm. The
integration between key business activities and a firm’s objectives is extremely important for ensuring long-term
success. However, the findings of the current study are supported by those of Dirisu et al. (2018), who argue that
consistency does not always result in enhancing the performance of an organisation. There is a possibility that
while consistency is present within an organisation, employees may not be that committed to their work, and as a
result, they do not have an input in enhancing the performance of the firm. Hence, it is not always important to have
improved organisational performance, while having a high level of consistency within the culture.

Moreover, the present study has revealed that intrapreneurship significantly mediates the relationship between
adaptability and organisational performance. A high level of adaptability within the organisational culture helps
the employees of a firm to show some creativity and innovation, because they show a high level of flexibility. This
means that it is easier for them to adapt to certain changes. This is consistent with the findings of Carvalho et al.
(2019), who argue that a high level of adaptability is important, in order to achieve entrepreneurship, because
intrapreneurship is something which depends on firm’s ability to be flexible and get adjusted to certain types of
changes and this ultimately makes the firm successful and having improved performance. Besides this, the study
also supports the hypothesis that intrapreneurship significantly mediates the relationship between mission and
organisational performance. As a result of having identified an appropriate mission of the firm, the firm can succeed
in achieving intrapreneurship, which ultimately proves to be helpful in enhancing performance (Sozuer et al., 2017).

CONCLUSION

Based on the analysis conducted in this research study, organisational culture has a significant impact on
organisational performance. However, not all four of the elements significantly affect organisational performance.
The two most important elements of organisational culture are adaptability and mission, which significantly affect
the organisational performance. In addition to this, intrapreneurship significantly mediates the relationship between
adaptability, mission, and organisational performance. The managers of organisations are required to give careful
consideration to adaptability and mission as important elements of organisational culture, in order to ensure
strong intrapreneurship and to ultimately enhance organisational performance. A firm’s organisational culture has
a significant impact on the attitude and performance of its employees. For employees, organisational culture is
considered as either a glue by which people are bonded to an organisation, or as a means to driving them away. It
includes a set of norms and standards by which employees’ behaviour is prescribed in a workplace.

Theoretical contribution

This study adds value to the literature, in terms of studying both the direct and indirect effect of organisational
culture on organisational performance. While previous studies have investigated the importance of organisational
culture for the success of organisations, this study adds value to the literature by focusing specifically on Denison’s
model of organisational culture. The key focus is on four key elements of organisational culture, along with studying
the mediating effect of intrapreneurship on the relationship between four elements of organisational culture and
performance. While some previous studies investigated the importance of organisational culture, very few focused
on examining the four important elements of organisational culture, as identified through Denison’s model. In
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this way, the current study adds value to the literature and makes a theoretical contribution. Moreover, none of
the existing research studies focused on examining the mediating effect of intrapreneurship on the relationship
between key elements of organisational culture and performance. Intrapreneurship is one of the most important
elements linked to long-term success and the competitiveness of organisations. It has become extremely important
for organisations to focus on intrapreneurship, in order to gain a competitive edge. However, none of the existing
studies examined its relationship with organisational culture and performance. So, this research study adds value
to the literature in terms of investigating the mediating effect of intrapreneurship on the relationship between
organisational culture and performance.

Practical implications

The findings of this research study will be useful for hotel managers, in terms of getting key insights about the
importance of four important elements of organisational culture for enhancing organisational performance. They
can learn which elements of organisational culture need careful consideration, in order to ensure improved
performance. Moreover, employees working in the hospitality industry can get an understanding of the key aspects
of organisational culture, which need to be considered carefully, in order to enhance overall performance. They can
also get an understanding of the role played by intrapreneurship in enhancing organisational performance, while
becoming influenced through organisational culture. As it is not possible for organisations to succeed in the market
without focusing on entrepreneurship, this study provides key insights into the significance of intrapreneurship in
terms of enhancing the performance of an organisation. This research study has certain implications for managers in
the hospitality industry, and which they can apply, in order to enhance overall performance. This study recommends
that mission is the most significant cultural trait that must be considered in contemporary organisations within
the hospitality industry. It is important for managers and employees to have the appropriate knowledge of the
key mission and the purpose of the business (Chilla et al., 2014). Mission is one of the most important units of
culture, which can help to bring about an improvement in the overall performance of an organisation (Bohle et al.,
2017). Besides this, adaptability is known as an important predictor of organisational performance. The culture of
an organisation plays a key role in improving performance of organisation, especially when it adapts to changing
business environment. In addition to this, it is found that intrapreneurship is one of the most important elements,
which can help in enhancing profitability of the firm. One practical implication is that hotels’ managers must not only
support the development of held values among the members of organisation, but they are also required to focus
on how culture is geared towards external contingencies (Dlamini et al., 2017). When managers in an organisation
consider consistency as an important element of organisational culture, they can also focus on adopting an
employee-focused leadership approach. Managers in an organisational culture with a high level of adaptability can
focus on building good relationships with employees. They consider their employees as highly valuable and allow
them to adapt to all kinds of changing circumstances. In a highly adaptable organisational culture, leaders build
good relationship with employees, in order to make them aware of key changes. This ultimately results in enhancing
satisfaction and motivation level among employees, and in achieving innovation. Moreover, employees also start to
show loyalty for the firm, as well as a high level of commitment towards their work. As a result, the performance of
the whole organisation is enhanced (Presbitero and Attar, 2018).

Limitations and directions for future research

While this research study has various theoretical and practical implications, there are also some limitations. First
of all, it examined onlyl four key elements of organisational culture. However, future research studies could focus
on investigating other important elements, such as effective communication, leadership, community, and purpose.
Moreover, the sample size selected in this research study is much smaller, which could be increased in future
research studies. In addition to this, the future research study could focus on investigating other mediating variable,
such as entrepreneurial leadership.
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