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Abstract:
Organizational culture is defined as the values and behaviours that contribute to the unique social
and psychological environment of an organization, includes an organization's expectations,
experiences, philosophy, and values that hold it together, and is expressed in its self-image, inner
workings, interactions with the outside world, and future expectations. It is based on shared
attitudes, beliefs, customs, and written and unwritten rules that have been developed over time
and are considered valid. Can organizational culture be a source of stress on the employees? This
research paper aims to answer that main research question. To that end an empirical study has
been conducted in service industry, operating in Konya, in Turkey, in which the opinions of 144
employees have been analysed using Exploratory Factor Analysis (EFA) and linear regression. The
results show that “tolerance” component of the structure of the organizational culture has direct
relationship with “success-driven stress” component of the structure of the stress (R=0,17, R2
=0,03). The relationship between tolerance and success-driven stress is significant (t = 2,03, p
=0,044). Organizations providing higher level of tolerance to employees results in higher
employees motivation for being more successful at their works (F = 4,135, p=044).
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ORGANIZATIONAL CULTURE ON INDIVIDUAL STRESS 

Culture is simply defined as the values, beliefs and customs of a group or type of 
people. In a company or corporation, its culture is demonstrated by its management 
style, including the degree of autocracy or participation practised, and the 
expectations of employees (Thompson, Stradling, Murphy, & ONeill, 1996). 
Organizational culture is defined by businessdictionary.com (2014) as the values and 
behaviours that contribute to the unique social and psychological environment of an 
organization, includes an organization's expectations, experiences, philosophy, and 
values that hold it together, and is expressed in its self-image, inner workings, 
interactions with the outside world, and future expectations (Chan, Leung, & Yu, 
2012). It is based on shared attitudes, beliefs, customs, and written and unwritten 
rules that have been developed over time and are considered valid. 

Culture is an extremely powerful influence on people's behaviour. It is complex and 
multi-layered. What we describe as 'the' culture is, in fact, an amalgam of various 
cultures or sub-cultures which operate within the organization (Mallinger, 1986; 
Thompson et al., 1996). These sub-cultures are often a source of conflict and tension 
within an organization: Organizations are often arenas for dispute and conflict, and 
one of the main items under dispute is often values. Organizational culture normally 
has a number of sources, some complementary, some in conflict. These include 
national culture (for example, significant cultural differences between British 
organizations and their Japanese counterparts), sector values (for example, the 
significant differences between profit-oriented organizations in the private sector, 
professional values (for example, Code of Ethics), and individual beliefs particularly 
those held by certain charismatic or influential individuals within the organization (Cox, 
1991; Erkutlu, Chafra, & Bumin, 2011; Jacobs, Hassell, Ashcroft, Johnson, & 
O'Connor, 2014; Mccarthy & Mcginn, 1995; Thompson et al., 1996). 

Organizations in which a negative culture has evolved could be a very destructive one 
for the staff concerned, as well as the organization and its service users, as low 
morale saps motivation, commitment, creativity and job satisfaction (Saksvik, Nytro, 
Dahl-Jorgensen, & Mikkelsen, 2002; Seago, 1996). These are significant issues in 
relation to stress and stress management (Thompson et al., 1996). 

Stress is a complex aspect of organizational life and one which has major costs and 
consequences. Unfortunately, the traditional view of stress is one which sees it simply 
as a weakness of the individual, rather than a dynamic interplay of personal and 
organizational factors (Boyd, Lewin, & Sager, 2009; Chan et al., 2012; Thompson et 
al., 1996). Excessive stress worsens the task, interpersonal, and performance of 
employees (Quinn, 2003; Rennesund & Saksvik, 2010; Williams, Manwell, Konrad, & 
Linzer, 2007).  

Aim of this research is to investigate the impact of tolerance as a component of 
organizational culture on individual stress. A theoretical model was proposed based 
on literature review. During the literature review it was realized that there were limited 
researches investigating the effects of tolerance on individual stress. This research 
aimed to fill in this gap. 
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The main research question of the study: Can organizational culture be a source of 
stress on the employees? Based on the literature review of relevant studies and 
constructs, the following hypothesis is proposed: 

H1: Organizational culture has impact on personal stress. 

METHODOLOGY 

Measures 

The theoretical model chosen for this paper consists of two main constructs: 
Organizational culture and stress. Each construct scales is based on the previous 
research. The construct measure for the organizational culture is adopted from the 
scale developed by Robbins (1994). The scale consisted of 26 items on a 5-point 
scale (1= strongly disagree, 5= strongly agree) with a Cronbach’s Alpha of 0.95. The 
scale questioned the extent the respondents agree about the statements by their 
organization.  

The construct measure for the stress is adopted from the scale developed by (Cohen, 
Kamarck, & Mermelstein, 1983). The scale consisted of 10 items on a 5-point scale 
(1= strongly disagree, 5= strongly agree) with a Cronbach’s Alpha of .65. The scale 
questioned the extent the respondents agree about the statements by their own 
feelings.  

A questionnaire was developed to collect primary data, and so to test hypothesis 
proposed on the theoretical model. Survey was conducted to the employees of 
business entities operating in Konya. Data was analysed based on 144 valid 
responses. Data was analysed with descriptive statistics, explanatory factor analysis 
(EFA) and linear regression modelling technique. 

 

Data Analysis and Findings 

EFA analysis suggested to group items of the organizational culture construct in four 
sub constructs: Organizational justice, organizational identity, tolerance, and risk-
taking incentives. Further data analysis carried on composite variable of the 
“tolerance” sub construct of the organizational culture. EFA analysis also suggested to 
group items of the stress in two sub constructs: Success-driven stress and social 
defeat stress. Further analysis was conducted with these composite variables.  

Linear regression analysis was used to test if the “tolerance” component of the 
organizational culture structure significantly predicted “success-driven stress” 
component of the stress structure. The results of the regression indicated the 
tolerance predictor explained 17.20% of the variance (R2=.030, F(3,781)=4.135, 
p<.05) for the success-driven stress. It was found that tolerance significantly predicted 
success-driven stress (β = .172, p<.05). 
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CONCLUSION AND IMPLICATIONS 

Research findings suggested that organizations providing higher level of tolerance to 
their employees results in higher employee motivation for being more successful at 
their works. Practitioners need to be aware of this issue and pay great attention to 
provide more tolerance to workers in their organizations. This research was limited to 
the service industry. Similar researches can be conducted in other industries to see 
the differences. 
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