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Abstract

Direct and indirect costs of work-related stress can be measured in both humanistic and financial
terms. In Hungary and the other Central and Eastern European countries chronic stress-related
diseases, like depression, premature cardiovascular illnesses, and overall mortality rates are
higher in comparison to western countries, primarily among men. The vast majority of the adult
population is employed in some capacity and the average person spends more time working than
in any other waking activity. Working conditions can exert influence on employee well-being. The
present study aimed to explore the relationship between the perceived type of organizational
culture (team, adhocracy, market, hierarchy) and employee well-being (perceived work-related
stress, organizational identification, and turnover intention). Employees (N= 256) from different
Hungarian companies (Study 1) and employees (N= 112) from Hungarian information technology
firms (Study 2) completed a questionnaire battery measuring demographics, perceived
organizational culture (OCAl), work-related stress (CSP), job satisfaction (JSS), and turnover
intention (TIS-6). Our results show that the perceived organizational culture can significantly
influence employees’ well-being as reflected in their perceived stress level, turnover intention, and
organizational identification. Our study is cross-sectional and explorative. Common method bias
could overestimate the results due to the use of self-reported measures. Decreasing chronic stress
factors and increasing employees’ well-being are common objectives in the 21st century. In
relation to these objectives, the present study provides information on employee well-being and
optimal working conditions focusing on the fastest- growing industry.

Keywords: well-being, work-related stress, organizational culture, mental health, organizational
identification, turnover intention, IT-industry
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1. Introduction

Workplaces are important participants in society. Besides their economic importance,
they influence several factors at an individual, community and society level. People
spend most of their active time working (Aamondt, 2012); suitable physical, and social
work environments, protective working conditions ensure adequate employee
motivation and performance (Lamb et al., 2016; Renee, 2008), and the return on
investments in health and safety at work is more than twice as much as the invested
amount (International Social Security Association, 2013). These findings motivate
modern companies to invest in employees’ well-being. This motivation is particularly
pronounced in industries such as information technology (IT) where the retention,
motivation and satisfaction of employees with expertise and experience are key factors
in long-term business success (Sageworks, 2016).

However, employees’ well-being is a social issue as well. More than 300 million
people suffer from depression globally (WHO, 2018). Considering health prospects in
Eastern Europe and particularly in Hungary, all opportunities possibly improving well-
being at a societal level should be exploited (Eurostat 2015).

The present study focused on protective factors related to organizational culture
that influence employees’ well-being at the workplace.

1.1 Well-being

The World Health Organization defines mental health as “a state of well-being in which
every individual realizes his or her own potential, can cope with the normal stresses of
life, can work productively and fruitfully, and is able to make a contribution to her or his
community” (WHO, 2004). Conditions at the workplace such as basic hygiene factors
(Herzberg, 2004), the quality of communication, information flow, social support, and
having regard for individual abilities are closely related to the extent to which
employees’ experience that their workplaces meet the criteria set in the above
definition. (Read and Lashinger, 2015; Kowalski et all., 2011)

Mental well-being poses one of the greatest challenges to societies in the 21st
century. The European Union established priority areas in mental health and well-being
in 2008, one of which areas is prevention and intervention at the workplace (European
Commission, 2008).

Employee well-being is a multifaceted and fluid concept whose understanding
largely varies across organizations and countries. Some of the factors that previous
studies consistently found to be associated with workplace-related and personal well-
being are value-based working environment and leadership style, open communication
and dialogue, teamwork and cooperation, clear and coordinated objectives, flexibility,
balance between business and personal life, and fair salary and benefits (Kraybill,

20



Journal of International Cooperation and Development
www.richtmann.org/journal
Vol 2, No 2, November 2019

2003).A low level of perceived work- related stress, a high level of organizational
identification, and a low level of turnover intention are among the most frequently
applied criteria for employee well-being in the European Union (Buffet et al., 2013). The
present study also used these measures as the indicators of employee well-being.

1.2 Work-related stress

Our first study focuses on employees’ perceived stress, since the disproportionate
mortality and comorbidity rates in Hungary are primarily attributed by several authors
to chronic stress (Kopp et al., 2004, 2006). Indices of mental and physical well-being and
mortality rates are worse than would be predicted by socio-economic factors. According
to the 2015 Eurostat survey, the so-called Central-Eastern European health paradox is
still observable. Several international research teams point out that chronic stress and
mental or behavioural factors have essential importance in this phenomenon (Cornia &
Paniccia; Meslé, 2002; Weidner & Cain, 2003; Meslé, 2004; Kopp et al., 2007). The
related studies also draw attention to the direct importance of new forms of
employment widespread in developed societies (WHOQ), and particularly to the
importance of psychosocial factors. People are exposed to these effects in smaller and
larger communities where they spend most of their time, and the workplace has primary
importance in this respect.

In sum, work-related stress is a form of stress to which individuals are exposed at
the organization or during work, and which impairs their quality of life and often leads to
severe diseases or tragedies. There are diverse sources of stress at the workplace such
as time pressure, lack of autonomy, role ambiguity, conflicts in cooperation, lack of
supervisor’s support, lack of appreciation (Toppinen-Tanner, 2011), and perceived
instability and unpredictability of one’s employment with an organization, that is, a high
level of perceived job insecurity (Probst & Lowler, 2006)

Findings reported by Kivimaki and Siegrist (2016) show that work-related stress may
increase the risk and symptoms of cardiovascular disease and atherosclerosis over time.
A significant relationship between job insecurity and coronary heart disease was
revealed in a cohort study by Ferrie and colleagues (2013). In a similar vein, a
comprehensive study by Kiss, Polonyi and Imrek (2018) points out the effects of chronic
stress on physical and mental health and its relationship with the burnout syndrome. It
is also worth considering the economic side of the problem, that is, the financial costs of
an employee’s health impairment. In a recent EU-funded project carried out by Matrix
(2013), the costs work-related depression in Europe were estimated at €617 billion
annually. The total amount included costs to employers resulting from absenteeism and
presenteeism (€272 billion), loss of productivity (€242 billion), health care costs (€63
billion), and social welfare costs of disability benefit payments (€39 billion; European
Agency for Safety and Health at Work, 2014).
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1.3 Organizational culture

Workplace-related experiences of members of an organization are distilled into their
perceived organizational culture. Organizational culture is a cohesive social force that
supports internal integration and adaptation to the external environment (Daft, 2008). It
is a shared system of beliefs and way of thinking established by the leaders and founders
and accepted by all members of the organization (Klein, 2006). Hofstede (2008) uses the
analogy of an operating system suggesting that culture as a software enables people to
function as hardware. This is a dynamic interaction between the environment and the
individuals. Employees construct a shared social reality in their interactions with
colleagues at the workplace, which has an impact on their beliefs, emotion regulation
and behaviour in certain situations. A stable organizational culture is based on a well-
defined system of values (Schein, 2004). This system of values influences members’
work style, communication and openness within the organization, their opportunities to
foster community life and to realize their potential, and many other everyday
organizational practices that have an impact on employees’ well-being.

Numerous types of organizational culture models and several organizational culture
assessment instruments have been proposed in the literature. One of the most commonly
used organizational culture model is The Competing Values Framework (CVF, Quinn and
Rohrbaugh, 1983). This model focuses on leadership styles, organizational cultures and
competencies while taking account of employees’ values. The objectives organizations
pursue to increase efficiency and productivity are based on various values. The authors
used the operating characteristics of efficient organizations to define the axes of the CVF.
The vertical axis is defined by the two poles of flexibility and control, while the poles of the
horizontal axis are internal and external focus. The two axes define four different types of
cultures: team culture, adhocracy, market culture, and hierarchy.

Hierarchy is the earliest and most permanent type of culture, which is characterized
by bureaucracy. It ensures predictability and security for employees, who are assigned
well- defined specific roles. In this type of culture, employees are primarily expected to
observe the rules and to have respect for formal positions. Hierarchy is placed on the
controlled pole because employees are regularly supervised. The priorities of this type of
culture are predictability, order, stability and balance, which are ensured by continuous
documentation and stabilization. Leaders’ primary functions are coordination and
monitoring (Denison & Spreitzer, 1991; OCAIl online, 2012; Sherman et all., 2014)

A market culture considers the organization as an economic entity, which pursues
rational interests and focuses on profits, productivity and efficiency. Employees have
more autonomy and scope for personal development, while the tasks and objectives are
clearly defined. This type of culture is also highly controlled but externally focused. Its
priorities are productivity, efficiency and performance improvement. Leaders are
directors on one hand, who fulfil a coordinating function, and producers on the other
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hand, focusing on productivity.(Denison & Spreitzer, 1991; OCAI online, 2012; Sherman
et al., 2014)

A more recent development is the innovation-oriented adhocratic culture, which
has taken a definite shape over the past decades. This type of culture usually develops in
organic and open systems or at matrix organizations. Its primary advantage is its
adaptability. It focuses on innovation, creativity and risk taking. Information flow is open
in this culture, and members are motivated and supported rather than controlled. This
culture is ideal for those with a strong need for personal development, since this is its
highest priority. It is an externally focused and flexible culture, which often relies on
external resources. Leaders themselves are also innovators or brokers. (Denison &
Spreitzer, 1991; OCAIl online, 2012; Sherman et al., 2014)

A team culture focuses on human relations. This culture prioritizes agreement,
coordination and teamwork. It assigns high importance to both commitment and
personal development. Decision making is not leaders’ sole responsibility, but other
members are also involved and informed. This type of culture meets the needs for
communion and learning. It is internally focused and flexible. Leaders are mentors and
facilitators. (Denison & Spreitzer, 1991; OCAI online, 2012; Sherman et all., 2014)

1.4 Organizational culture and well-being

The way employees perceive their work environment and organizational culture has
essential importance in their well-being, health, and enjoyment and quality of work
(Hellriegel & Slocum, 1974; Kane-Urrabanzo, 2006). Employee well-being can be measured
by factors such as sick leave rates, fatigue, and absenteeism (Peterson & Wilson, 2002).

San Park and Hyun Kim (2009) examined how different types of organizational
culture are associated with job satisfaction and turnover intention among hospital
nurses in South Korea. Their findings highlight the impact of consensual culture, which
had a significant positive association with nurses' job satisfaction. This type of culture is
synonymous with the team culture in that it is centred around teamwork, and it lays
special focus on the human condition and employees’ problems. In addition, consensual
culture exhibited the strongest, negative association with nurses’ turnover intention,
while hierarchical culture showed a significant positive association.

A case study of the Saudi Arabian banking sector explored the four organization
culture types proposed by Cameron and Quinn (2002). The authors found that team
culture showing the strongest correlation with job satisfaction followed by adhocracy,
hierarchy and market culture (Aldhuwaihi, Shee, & Stanton, 2012).

Janna (2016) explored which types of organizational culture were most closely
related to variations in employees’ work-related stress, self-perceived productivity, and
enjoyment of work. Multivariate analyses showed that the type of organizational culture
was significantly related to all dependent measures. Employees working in a team
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culture reported the lowest levels of stress and the highest levels of productivity and
enjoyment, followed by those working in adhocratic, hierarchical and market cultures.

Several studies suggest that one of the most important protective factors is the
presence of social support, which is often associated with a team-oriented environment
(La Rocco et al., 1980; Shortell et al., 2000; Glazer, 2001; Heaphy & Dutton, 2008; Pow et
al., 2017).

As we can see, workplaces have an important role and responsibility in ensuring the
necessary conditions for well-being at a societal level. One the major components of the
organizational experiences is the perceived organizational culture. The present study
was aimed at identifying those organizational conditions that would act as protective
factors against work-related stress through the organizational culture.

2. Method

The Organizational Psychology Research Team of the University of Pécs, Hungary
examined the relation between organizational culture (team, adhocracy, market,
hierarchy) and employee well-being along two studies.

2.1 Study1

In the first study we conducted a study with 256 employees on the impact of
organizational culture on employees’ perceived stress. Considering that several studies
focused on the impact of chronic stress and psychosocial risk factors on the prevalence
of various health conditions in Hungary, the hypothesis of the present study was
formulated as follows.

2.1.1 Hypothesis

S1H1: Organizational culture has an impact on the level of stress perceived by
employees. Based on previous research (e.g. Janna, 2016) we predict that lowest levels
of perceived stress will be found in Team cultures, while highest perceived stress levels
will be characteristic for Hierarchy cultures.

2.1.2 Sample

A total of 256 employees from Hungarian companies participated in the study. Of the
overall sample, 57.8% (n=148) were males and 42.2% (n=108) were females.
Participants’ age ranged from 20 to 65 years (M=40). Tertiary education was completed
by 24.5% and secondary education by 29.3%. The majority of participants had a
permanent residence in a town (42.7%).
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2.1.3 Procedure

An online questionnaire was administered to adult employees who were employed at
the time of data collection.

2.1.4 Instruments

Participants completed an online questionnaire anonymously. They provided
demographic data first, then they completed the Organizational Culture Assessment
Instrument (OCAI; Cameron & Quinn, 2002) and the Coping and Stress Profile (CSP) by
Olson (1991).

The requested demographic data included participants’ age, gender, employer and
position at the company. Furthermore, participants provided information on how they
acquired the skills and knowledge required for their jobs.

Organizational culture was measured with the Organizational Culture Assessment
Instrument (OCAl) developed by Cameron and Quinn (2006), which is based on the
authors’ Competing Values Framework (Cameron & Quinn, 1999). The OCAI is widely
used in the business sector as well as by educational institutions and non-profit
organizations. The OCAI identifies the values perceived as dominant at a specific
organization. The questionnaire consists of 6 set of items, each set comprises 4 items,
and each item within a set describes a specific type of culture. Respondents are
requested to distribute 100 points among the four items on each dimension according
to the extent to which they think each item applies to their workplace. The mean scores
obtained for the four types of cultures (Team, Adhocracy, Market and Hierarchy
cultures) are used to describe the culture of the specific organization. Team culture is
described by ‘A’ items, adhocracy by ‘B’ items, market culture by ‘C’ items, and hierarchy
by ‘D’ items. Characteristics of the four types of cultures are discussed in the
introduction above.

Employees’ perceived stress was assessed with the 28-item Work-related Stress
Scale of the Coping and Stress Profile (CSP) by Olson (1991). The CSP is a self-report
measure based on the theory of salutogenesis, that is, the measure provides
information on respondents’ well-being. Lower scores represent more adaptive coping
strategies. Respondents rate each Likert item on a 5-point scale, and the sum of the item
scores is calculated for each respondent.

2.1.5 Results
In accordance with the hypothesis, the statistical data analysis focused on possible

differences between the above discussed four types of culture (team, adhocracy,
market, hierarchy) in the average level of stress perceived by employees. The data were
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analysed with the IBM SPSS Statistics 20 software. Participants’ scores on the OCAl were
used to compute a variable for the dominant organizational culture, in which the four
cultures were coded with four different values (team culture = 1; adhocracy = 2; market
= 3; hierarchy = 4). Dominant organizational culture was entered in the statistical
analysis as the independent (grouping) variable and total score for the CSP as the
dependent variable. Since the four subsamples sorted under the four types of culture
did not meet the assumption of homogeneity of variance (primarily because few
participants perceived adhocracy as the dominant culture), the non-parametric
equivalent of the one-way analysis of variance (ANOVA) was used to test the hypothesis.
The results of the Kruskal-Wallis test showed that the four groups of employees’ sorted
by organizational culture perceived significantly different levels of stress (F(3,256) =
6.834, p <.001), which confirmed the hypothesis.

The post hoc pairwise comparisons of the Kruskal-Wallis test indicated a significant
difference in employees’ perceived stress between the team (M = 62.98) and hierarchy
cultures (M = 71.04, p =.001), and between the team and market cultures (M = 73.37, p
=.002)

p=.001 p=.002
75
50
25
0 Team Hierarchy Team Market
SIHL: Organizational culture has an impact on the level of stress perceived by
employees(F(3,256) = 6.834, p < .001).
Culture M sD Cronbach’s | Pearson’s correlation
type (OCAI) alpha with perceived
stress (CSP)
Team 181.28 113.87 .85 = 32%*
Adhocracy 92.09 54.16 .62 -.12
Market 124.51 98.99 .85 2D %
Hierarchy 200.76 113.88 .81 16*

1. Table Descriptive statistics, reliabilities and correlations between the variables in Study 1

Table 1 showes the decriptives, reliabilities and correlations between OCAI scales and
perceived stress. Linear regression analyses were used to investigate how the scores on
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different culure type dimensions relate to perceived work-related stress. Team culture
type was a significant negative predictor of perceived stress (B =-0,32, t(254) = 44,04 ; p
< 0,01). Participants with higher scores on perceived team culture showed lower levels
of workplace stress. (R2 = 0,11; F(1, 254) = 29,86; p < 0,01)

2.2 Study?2

The second study also focused on the impact of organizational culture on employees’
experiences at, and attitudes towards, the workplace. However, this study was targeted
at a specific industry (information technology) where employee retention and
satisfaction, and organizational identification are key factors in business success due to
the high levels of labour shortage.Employee turnover is a particularly sensitive issue in
this sector, since new employees usually need to be trained to fulfil the specific
requirements related to the job and the target market. Employees who change
companies within a short time practically transfer the assets invested in their training to
the competition. For this reason, business success is clearly related to the time and
energy invested in employees’ identification and satisfaction with the organization.

Employees (n = 112) from 8 Hungarian IT companies completed a questionnaire
battery measuring demographics, perceived organizational culture, organizational
identification, and turnover intention. Based on previous findings, the hypotheses of the
present study are focused on the relationship between two aspects of organizational
culture and employee well- being, namely, identification and turnover intention.

2.2.1 Hypotheses

- S2H1: Employees working for an organization with a team culture show higher
levels of identification with the organization than those working in other types
of culture.

- S2H2: Employees working for an organization with a team culture show lower
levels of turnover intention than those working in other types of culture.

2.2.2 Sample

A total of 112 employees from Hungarian IT companies participated in the study. Of the
overall sample, 82,1% (n=92) were males and 17,9% (n=20) were females. Participants’
age ranged from 21 to 55 years (M = 33,4). By position, most participants including 73
men and 19 women (82.1%) worked as subordinates, while 10 men and 1 woman
worked as middle managers (9.8%) and 9 men as senior managers (8.0%).
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2.2.3 Procedure

An online questionnaire was administered to adult employees who were employed at
the time of data collection at an IT company.

2.2.4 Instruments

Besides the demographics and OCAI questionnaire described under Study 1, we used a
measure of organizational identification and a measure of turnover intention.

Aron and colleagues (1991) operationalized group identification as the perceived
overlap between the group and the self. The larger the overlap, the stronger the
identification. Their instrument measures the strength of identification by means of
Venn diagrams (7 pairs of circles). That is, identification is practically measured by a
graphical representation of the perceived overlap between the organization and the
self. Respondents are requested to mark the pair of circles which best reflects the extent
to which they identify with their organization. Each pair of circles is assigned to one
point of a 7-point scale ranging from 1 to 7. The lowest level of identification is
represented by the first pair of circles corresponding to 1 on the scale, while the highest
level of identification is represented by the seventh pair of circles assigned to 7. This
measure is often used to assess identification with one’s organization and other groups
(Tropp & White, 2000).

The validated short version of the Turnover Intention Scale (TIS-6; Bothma & Roodt,
2013) consists of 6 items, which assess employees’ intention to leave or stay at their
current organization. Respondents rate each Likert item on a 5-point scale according to
the extent to which they agree with the item.

2.2.5 Results

Independent samples t-tests were conducted to compare mixed employees and IT
employees for their OCAI scores, which revealed differences in the distribution of
various types of perceived culture. IT employees scored significantly higher on team
culture (M = 218.3) than mixed employees (M = 181.2; t(111) = -3.837, p = .000).
Similarly, IT employees scored significantly higher on adhocracy (M = 153.2) than mixed
employees (M =92.09; t(111) = - 10.222, p = .000). No significant difference was found
in the perceived level of market culture (t(111) = -0.350, p = .727). Perceived hierarchy
also showed a highly significant difference, on which IT employees scored lower (M =
106.5) than mixed employees (M = 200.7; t(111) = -14.060, p = .000).

In sum, the findings showed that mixed employees and IT employees perceived
different organizational cultures. IT employees reported a much higher level of team
culture at their companies as compared to mixed employees.
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mixed industry IT industry

250 250

Adhocracy  Market Hierarchy Team Adhocracy  Market Hierarchy

Distribution of perceived organizational culture in mixed and information technology
indutry

2.3 Perceived organizational culture and identification

A Kruskal-Wallis test was conducted to test the effect of organizational culture on
organizational identification, since the result of Levene’s test indicated that the data did
not meet the assumption of homogeneity of variance (p = .007). The results revealed
significant differences in organizational identification between the groups with different
dominant cultures (F(3,112) = 11.408, p = .01). The post hoc pairwise comparisons of the
Kruskal-Wallis test indicated that the team culture was associated with significantly
higher levels of organizational identification than adhocracy (p = .034), the market

culture (p = .046), and hierarchy (p =.011).

These results confirmed the hypothesis on organizational identification and

corroborated previous findings on the protective function of the team culture.

6

‘ \——‘\.

Team Adhocracy Market Hierarchy

$2H2: Significant difference in the level of organizational identification between the
team (M = 5,1) and hierarchy cultures (M = 3.91), (F(3,112)=11.408, p=0,01).
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2.4 Organizational culture and turnover intention

Since the data did not meet the assumption of homogeneity of variance, a Kruskal-Wallis
test was conducted with organizational culture as the independent variable and
turnover intention as the dependent variable. The results showed significant differences
in turnover intention between the groups with different dominant cultures (F(3,112) =
10.625, p < .05).

The post hoc pairwise comparisons of the Kruskal-Wallis test indicated that the
team culture was associated with significantly lower levels of turnover intention (M =
9.6 on a scale ranging from 6 to 30) than hierarchy (M = 15.0; p = .004). Adhocracy was
associated with 12.2 and the market culture with 13.5 on average. No significant
differences were found for these cultures.

15
10
5
o Team Adhocracy Market Hierarchy
S$2H2: Significant difference in the level of turnover intention between the team (M =

9.6) and hierarchy cultures (M = 15), (F(3,112)=10,625, p<0.05)

The results suggest that long-term employee commitment is least likely at highly
hierarchical organizations. This finding is consistent both with the above mentioned
results and with previous related findings (Daulatram, 2003; Reis, Trullen, & Story,
2016).

Table 2 showes the decriptives, reliabilities and correlations between OCAI scales,
organizational identification and turnover intention. Linear regression analyses were
used to investigate how the scores on different culure type dimensions relate to
organizational identification and turnover intention. Hierarchical culture type was a
significant negative predictor of organizational identification. (R2 = 0,13; F(1, 110) =
16,12; p < 0,01) Participants with higher scores on perceived hierarchy culture showed
lower scores on organizational identification. (B = -0,36, t(110) = 4,02 ; p < 0,01)
Turnover intention was significantly predicted by scores on team and adhocracy scales
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of the CQ. (R2 =0,23; F(1, 110) = 16,28; p

< 0,01) Participants who perceived their workplace as a team (B = -0,46, t(110) = -
5,39 ; p < 0,01) and adhocracy (B =-0,23, t(110) =-2,72 ; p < 0,05) showed lower level of
turnover intention.

Culture type [ M SD Cronbach’s | Pearson's Pearson’s
(OCAI) alpha correlation correlation
with with
organizational | turnover
identification intention
(TIS-6)
Team 218.36 102.51 .86 36%* -.42%*
Adhocracy 153.21 63.29 .69 .06 -.16
Market 121.92 78.31 .79 = 20% e
Hierarchy 106.21 7133 ] =.36%* -.36

2.Table: Descriptive stjatism;.ics, reliabilities and correlations between the variables in Study 2
3. Conclusions

The findings of the present study confirmed the hypothesis, which predicted significant
differences between different types of organizational culture in employees’ perceived
stress, organizational identification and turnover intention.

A more detailed analysis of the data revealed that the observed effect on perceived
stress was primarily related to the flexibility axis of the value-based model of
organizational culture. Both hierarchic and market cultures are characterized by low
levels of flexibility and high levels of control. The results suggest that a team culture is
the most likely to provide protective factors that reduce the level of stress perceived by
employees. Regression analysis also supports this findings, participants with higher
scores on perceived team culture showed lower levels of workplace stress. An other
result of our Study 2 supports the importance of flexibility. The team and adhocracy
culture was associated with significantly lower levels of turnover intention.

It has to be noted that the results do not by any means reflect any differences
between the different types of organizational culture in terms of productivity or
desirability. Nevertheless, the results are in line with previous findings showing that
employees working in a team culture reported higher levels of satisfaction and
identification with the workplace.

Irrespective of the pursued activities, it is recommendable for organizations to
adopt elements of a team culture, since actual organizational cultures always combine
elements of different types. Certain characteristics of a perceived team culture can
contribute to the prevention of harmful levels of work-related stress, thus they support
employees in successful coping and in achieving and maintaining mental health.
Most authors point out the importance of community, social support and job security
as the primary factors underlying this protective effect (La Rocco et al., 1980; Shortell et
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al. 2000; Glazer, 2001; Heaphy & Dutton, 2008; Pow et al., 2017). Further related
research is in progress, which is aimed at revealing those characteristics of team cultures
that essentially contribute to the prevention of harmful levels of work-related stress,
thus they support employees in successful coping and in achieving and maintaining
mental health.

Another important finding concerning team cultures is that IT employees perceived
a much higher level of team culture at their companies as compared to mixed
employees. This finding suggests that the increasing dominance of the IT industry is
accompanied by an increasing need for the benefits of a team culture and for certain
underlying values. As we can see from the analyses, the level of turnover intention is
lower in team and adhocracy, than in other types of culture. With autonomy and
flexibility IT employees are planning for longer term. This findig supports other studies,
which shows strong relation between team and adhocracy cultures and job satisfaction
(Lund, 2003).

Regression analysis of the four culture types and organization identification raise
our attention to the risky effect of perceived hierarchy and authority on workplaces. We
can see that hierarchical culture type was a significant negative predictor of
organizational identification.

Research on the IT industry has particular importance due to the increasing market
demand for IT services and their role in national economies. The requirement of
efficiency also motivates companies to develop an operational framework that enables
them to meet market participants’ and employees’ needs. Future studies should focus
on the characteristics of fast- growing industries, given the ever increasing labour
demands in these industries. Beyond meeting basic hygiene requirements,
organizational culture is becoming a key factor in labour attraction and retention.

Certain characteristics of a perceived team culture can contribute to the prevention
of harmful levels of work-related stress, thus they support employees in successful
coping and in achieving and maintaining mental health. Higher level of flexibility can
effect lower lever of turnover intention. In the other hand, certain characteristics of a
perceived hierarchy culture can be risky in relation with the organizational identification.
All these three aspects are important in labour attraction and retention, especially in the
IT industry.
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