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ABSTRACT: Organizational culture affects many organizational variables, especially performance. In recent years,
the role and importance of organizational culture in increasing job performance, which has an important place in
organizational outputs, has been increasing. However, it is thought that various variables may have different
contributions to this effect. With this research, the effect of organizational culture on the job performance of
employees and the mediating role of openness toward organizational change in this effect were tried to be determined.
In research conducted in the defense sector, explanatory findings were obtained by measuring the attitudes of 424
employees. As a result of the research, it was determined that development and rational culture, which are types of
outward organizational culture, positively affect the work performance of employees and that openness toward
organizational change has a mediating role in this effect.
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GELISIM KULTURU VE RASYONEL ALT KULTURLERIN i$
PERFORMANSINA ETKIiSi, ORGUTSEL DEGIiSIME ACIKLIGIN
ARACILIK ROLU

OZ: Orgiit kiiltiirii, basta performans olmak iizere bircok orgiitsel degiskeni etkiler. Son yillarda érgiitsel ¢iktilarda
onemli bir yere sahip olan 6rgiit kiiltiiriiniin, i performansinin artirilmasindaki rolii ve 6nemi giderek artmaktadir.
Ancak gesitli degiskenlerin bu etkiye farkli katkilar1 olabilecegi diistiniilmektedir. Bu aragtirma ile drgut kiltiriniin
calisanlarin is performansi iizerindeki etkisi ve bu etkide orgiitsel degisime agikligin aracilik rolii belirlenmeye
calisilmistir. Savunma sektoriinde yapilan arastirmada 424 calisanin tutumlan 6lgiilerek agiklayici bulgular elde
edilmistir. Aragtirma sonucunda, disa doniik orgiit kiiltiirii altboyutlart olan, gelisim ve rasyonel kiiltiiriin ¢alisanlarin
ig performansini olumlu yonde etkiledigi ve bu etkide orgiitsel degisime agikligin aracilik rolii oldugu tespit edilmistir.
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1. INTRODUCTION

As a result of the crises that are frequently experienced today, changes in the environment are also
accelerating. These changes, which cause an increase in competition, also bring some risks for businesses.
In this changing competitive environment, the issue of improving performance is becoming more and more
important day by day in order for organizations to survive. Human resource, which is the most valuable
resource for businesses, can cause performance decline and therefore failure for organizations when it is
not properly motivated and managed effectively.

For this reason, directing all talents and powers of human resources toward organizational goals is
an important critical success factor to increase organizational performance. Organizational culture is a
variable that plays an essential role in achieving this success. Controlling the organizational culture in line
with the realization of organizational goals and using it effectively, increasing the performance of the
employees, and maximizing the organizational performance are among the essential duties of the managers
(Andanut et al., 2015; Kim and Chang, 2019). Organizational culture affects many organizational variables,
as well as the attitudes and behaviors of employees towards organizational change. The fact that employees
are open to change and have desires and beliefs about the necessity of change causes their performance to
increase (Wanger and Bannas, 2000; Schyns, 2004).

This study aims to examine the effect of development and rational culture on the job performance
of the employees in the enterprises in the defense industry sector, and the mediating role of openness toward
organizational change in this effect. In this context, in light of the data obtained from the variables discussed
in the research, suggestions were made to managers and researchers by establishing a model compatible
with the variables of development culture, rational culture, and openness toward organizational change in
increasing work performance.

2. RESEARCH BACKGROUND AND HYPOTHESIS

In this empirical research, which was designed to determine the effect of development culture and
rational culture on work performance in organizations and the mediating role of openness toward
organizational change in this effect, the theoretical framework was first put forward and hypotheses were
formed based on the literature. In this context, the relations between developmental culture, rational culture,
and job performance were examined, and then the role of openness toward organizational change in these
relations was examined.

2.1. Organizational Culture

Organizational culture is the set of values, rules, beliefs, attitudes, ideologies, assumptions, and
expectations that bind employees together and are widely shared by employees (Kilmann, et al., 1985).
Deshpande & Webster (1989) reviewed more than 100 studies in the field of organizational behavior,
anthropology and sociology and defined organizational culture as "shared value and belief structures that
enable employees to understand organizational behavior norms and organizational functions that provide
them". Organizational culture is shaped by organizational practices. It affects the beliefs, behaviors, and
attitudes of employees and all their activities within the organization. Organizational culture is an important
element that aims and enables the employee to be successful in business life by guiding the attitudes and
behaviors of individuals in the workplace or outside of work (Reeves and Bednar, 1994; Oudenhoven,
2001; Korte and Chermack, 2006; Krauss and Vanhove, 2022). Many studies emphasize that organizational
culture is one of the determinants of low or high performance of individuals in the organization (Denison,
1990; Denison and Mishra, 1995; Gregory et al., 2009; Ubius and Alas, 2009; Haffar et al., 2021). On the
other hand, when a new strategy or program is desired to be implemented against the existing cultural
norms and values within the organization, the opposing force of the culture can be faced (Daft, 2004).

The idea that organizational subcultures can play an important role in the success of the business
and employee, as well as organizational culture, causes the research in the field of organizational behavior
to focus on the subject of subculture. Subculture is defined as understanding and practices that include
different understandings and behaviors in organizations, differ significantly from organizational culture,
and emerge based on work units, the hierarchical structure of the organization, or social activities (Field,
1998; Trice and Morand, 1991). Subcultures affect the success of institutions with their similarities and
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differences with organizational culture. Moreover, if it is in conflict with the dominant culture or general
goals of the organization, it becomes a critical situation that weakens the organization and undermines its
foundation. (Luthans, 1992; Chan et al., 2004).

Organizational culture has been discussed in four different dimensions: rational culture and
development culture with an external focus, and hierarchical and group culture with an internal focus
(Quinn and Spreitzer, 1991). In this study, development culture and rational culture, which are external-
focused organizational culture sub-dimensions, are examined.

Flexibility
GROUP Concemn Insight DEVELOPMENTAL
CULTURE Commitmant Innovation CULTURE
Morale Adaptation
Discussion External support
Participatation Rest_)u_r!:e
acquisition
Openness
Internal Focus Growth External Focus
Measurement Accomplishment
Documentation Productivity
Information Benefit/impact
management Goal clarification
Stability Direction
HIERARCHICAL Control Decisiveness RATIONAL
CULTURE Continuity CULTURE
Control

Figure 1. Organizational Culture’s dimensions (Denison and Spreitzer, 1991; McDermott and Stock,
1999; Skerlavaj et al., 2010)

Developmental culture and rational culture are sub-dimensions of externally focused
organizational culture. Developmental culture is based on flexibility values and rational culture is based on
control values (Quinn, 1988).

2.1.1. Developmental Culture

The development culture is a flexible organizational culture that encourages employees during the
growth of the organization and the acquisition of new resources. The development culture focuses on
development, flexibility and the external environment (Deshpande and Webster, 1989; Deshpande and
Farley, 2004). The main elements of this focus are innovation, insight, external support, adaptation,
resource acquisition, and the growth (Quinn, 1988; Deshpande and Webster, 1989; Denison and Spreitzer,
1991; Skerlavaj et al., 2010). The development culture is an organizational subculture that contributes
positively to the motivation of employees about learning (Scott et al., 2003; Lok et al., 2005). It can be said
that the employees in the enterprises where these cultural values are dominant are individuals who can take
risks, develop a vision, and are open to change. (Denison and Spreitzer, 1991).

2.1.2. Rational Culture

Rational culture, which is inclined to the control values of organizational culture, is based on
productivity, accomplishment, benefit/impact, goal clarification, direction and decisiveness. Subcultures
with these values support strict transaction controls, highly structured communication channels, and limited
information flow. Rational culture is based on profitability and efficiency. In this culture; planning,
efficiency, and goal clarity are of primary importance (Burns and Stalker, 1961). In rational culture, there
is a centralized and control-oriented approach. Organizations with a rational culture show an approach
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based on success, efficiency, benefit, clarity of goals, determination and direction. In this culture, goals
control attitudes towards the external environment. This culture; strives to achieve efficiency and success
with clear targets. In addition, motivation factors in this culture include expertise and the willingness and
determination to achieve predetermined goals. (Skerlavaj et al., 2010; Quinn, 1988; Denison and Spreitzer,
1991). Individuals in the organization must perform the given tasks within the framework of the instructions
and adhere to the organizational plan.

2.2. Openness Toward Organizational Change

Change management is the whole process of making use of the talents, knowledge, and personality
traits of people at all levels during the efforts to develop all managerial and organizational attitudes that
play arole in integrating an organization with its environment and gaining flexibility in which it can quickly
adapt to the changes occurring in its environment (Caliskan, 2007). To successfully manage change
management practices in organizations, employees must have desires and beliefs about the necessity and
applicability of changes. (Wanger and Bannas, 2000; Schyns, 2004; Augustsson et al., 2017; Caliskan,
2019). Effective management of employees' perceptions of change management is essential to success in
change initiatives (Armenakis and Bedeian, 1999; Martin et al., 2005; Chen and Wang, 2007; Cho et al.,
2011; Jeong, et al., 2016). Because, in an institution dominated by an organizational culture that is hesitant
about the necessity of change and is not open toward change, it cannot be expected that the change efforts
will succeed.

Openness toward change is defined as a combination of willingness to contribute to change and
positive influence on the possible outcomes of change (Miller etal., 1994). Openness toward organizational
change can be expressed as how open, flexible and adaptable people are to new ideas (Axtell et al., 2002;
Hinduan, 2009; Jani¢ijevi¢, 2012). It has been suggested that openness toward change, which includes the
willingness to adapt and accept change, is a necessary initial condition for successful change management
in organizations, since employees' beliefs, attitudes and behaviors significantly affect the change
management process and its results (Miller et al., 1994; Devos et al., 2007; Nielsen and Randall, 2013).

Creative, curious, and sensitive individuals tend to be open to change. Researches on this subject
show that the existence of an organizational culture that supports openness toward change within the
organization positively affects the work performance of the employees (Mahajan et al., 2012; Lee et al.,
2018; Caliskan, 2021).

2.3. Job Performance

Performance is the attitude that employees must do to fulfill their duties and contribute to the goals
of the organization (Rotundo and Sackett 2002; Lu et al., 2015; Lovely et al., 2019). It is the extent to
which employees can accomplish their tasks in the organization. In other words, they are the outputs
obtained as a result of the task. Performance is considered as an indicator of the effective and productive
working of organizations and employees (Menges et al., 2017; Shafique et al., 2018). Job performance, on
the other hand, is defined as the productivity level of work-related behaviors and outputs of an employee,
in return for a certain wage, compared to their equivalent employees (Kohli, 1985; Rousseau and McLean,
1993; Setyaningrum et al., 2017). Job performance is expressed as the whole of the behaviors that
employees show in order to take action, strive and reach the goal in line with the goals of the organization
(Williams and Anderson, 1991; Syamsir, 2020). Job performance includes written tasks for individuals to
achieve the goals of the organization, including planning, organizing, managing subordinates, providing
motivation and similar administrative tasks (Diaz-Vilela et al., 2015; Latif et al., 2017). In addition, it is
also related to the fact that the employees do things other than their unwritten duties voluntarily, work with
the group, obey the organizational culture and adopt the goals of the organization (Sykes and Venkatesh,
2017; Wu et al., 2017).

Improving performance is as important for organizations as it is for individuals. The fact that
individuals fulfill what is required of them and be successful creates a source of self-confidence and
satisfaction for themselves. In addition, improving job performance is a key condition for desirable personal
outcomes such as higher income, a better career, and social reputation (Sonnentag and Freese, 2002). The
level of achievement of the goals and achievements of organizations and businesses is directly related to
the performance of the employees in the organization. Organizations need high-performing employees in
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order to provide sustainability and competitive advantage. It is a source of self-confidence, happiness and
satisfaction for the employee, as well as fulfilling the expectations of the employee as necessary, being
successful; It can be said that personal results such as job performance, a better career, higher income and
social reputation are also the main antecedents (Caligkan, 2018).

2.4. Relationship Between Organizational Culture, Openness Toward Organizational
Change and Job Performance

Organizational culture affects factors such as the hierarchical structure and hierarchical relations
within the organization, the structure of the organization, its size, remuneration policies and salary levels
within the organization, relations with colleagues, the management approach of the organization, the
leadership capacity and leadership behavior type of managers, and the processes of participation in
decisions by the members of the organization (Kim et al., 2018).

Development culture; It is an organizational culture that is based on innovation, adaptability,
constructivism, and growth (Burns and Stalker, 1961) and contributes positively to the motivation of the
organization and its employees regarding change, development, and innovation (Scott et al., 2003; Lok et
al., 2005). The development culture is based on the values listed as openness, naturalness, responsiveness,
change, and adaptability. Rational culture, on the other hand, is based on profitability and efficiency. In
this culture; planning, efficiency, and goal clarity are of primary importance (Burns and Stalker, 1961).

In this part of the study, as a result of the literature review; the relationships between the concepts
of organizational culture, openness toward organizational change, and job performance have been
examined by looking at empirical studies and hypotheses have been put forward:

Akkog et al. (2011) discussed the development culture together with the support of the leader and
investigated the mediating role of work-family conflict in the formation of innovative behaviors and the
effect of these concepts on job performance. As a result of the research, they concluded that the culture of
development enables the formation of innovative behaviors in employees and affects the performance of
employees. Ogbonna and Harris (2000) investigated whether there are relationships between organizational
cultures, leadership styles and organizational performance of businesses in the UK. As a result of the
research, it was determined that there is a positive relationship between organizational culture and
organizational performance.

Prajogo & McDermott (2011) measured the relationship between multidimensional organizational
culture and performance in their study. The sub-dimensions of these two variables were also included in
the study. In the research, it was determined that there is a significant, positive and high relationship
between development culture and product development and business process development. It was
concluded that there is a positive, significant and high relationship between rational culture and business
process quality. Akkog et al. (2012) examined the effect of development culture on business performance
with 346 employees working in the software business within the scope of the mediating role of the concept
of trust. As a result of the analyses made, it was concluded that the culture of development affects business
performance and trust is an important factor in this effect. Ahmad (2012) examined the effect of
organizational culture on performance management in his research. According to the analysis results of the
research, it has been determined that there is a positive, significant and strong relationship between
organizational culture and performance management.

Mujeeb et al. (2011) revealed the relationships between organizational culture and performance
management practices in the sample of Pakistan University. As a result of the analysis of the research data,
it has been determined that there is a positive, significant and strong relationship between organizational
culture and performance management practices. In the study conducted by Jacobs et al. (2013), the
relationship between organizational culture and performance in hospitals was examined. According to the
general opinion reached as a result of the research, the performances of organizations with strong cultural
structures are also high. Tseng and Lee (2009) found in their study that leaders in a rational culture focus
on organizational innovation, and that development culture and rational culture have a positive effect on
organizational performance, development and participation of employee relations.

In a study conducted by Caliskan and Kater (2020), the effects of organizational culture and its
sub-dimensions, development culture, rational culture, group culture and hierarchical culture, on
organizational performance were examined. In addition, the mediating role of organizational learning
climate in this effect was also investigated. According to the results of the research, it was determined that
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there are positive and significant relationships between organizational culture, organizational performance
and organizational learning climate variables. It has been observed that the organizational learning climate
plays a mediating role between the variables.

In a study by Goula et al. (2021), significant relationships were found between organizational
culture and change efforts. When culture is controlled in line with organizational goals, it appears to provide
support for change management efforts. It is stated that negative attitudes towards change negatively affect
employees' job satisfaction, trust, and commitment to the organization, and performance (Burke and
Biggart, 1997; Bouckenooghe, 2010; Carter et al., 2013; Klein et al., 2017).

It is understood from these studies that both organizational culture and subcultures are important
factors affecting job performance. In this context, positive relationships are expected between development
culture, rational culture, openness toward organizational change and job performance. The hypotheses
developed to test these relationships based on theory and empirical research are presented below.

Hypothesis 1: The development culture has positive and significant effect on the job performance
of the employees.

Hypothesis 2: The rational culture has positive and significant effect on the job performance of
the employees.

Hypothesis 3: The development culture has positive and significant effect on the employees’
openness toward organizational change.

Hypothesis 4: The rational culture has positive and significant effect on the employees’ openness
toward organizational change.

Hypothesis 5: The openness toward organizational change has positive and significant effect on
the job performance of the employees.

Hypothesis 6: The openness toward organizational change has a mediating role in the effect of the
development culture on job performance.

Hypothesis 7: The openness toward organizational change has a mediating role in the effect of the
rational culture on job performance.

The research model and hypotheses created based on the theory and empirical studies are presented
in Figure 1.
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Figure 2. Research Model and Hypotheses

3. METHOD

This research aims to determine the effect of developmental culture (DC) and rational culture (RC)
on job performance (JP) and the mediating role of openness toward organizational change (OTOC) in this
effect. In the research, first, information about the sample and scales is given. Then, analyzes are made
regarding the model created in the light of the data obtained from the sample. In this context, firstly,
confirmatory factor analysis of each variable is made, and then correlations between variables are
determined. Hypotheses and mediation effect are tested with hierarchical regression analysis. The findings
obtained as a result of all this analyzes are compared with the existing literature and suggestions are made
to managers and researchers.

3.1. Data

The research universe consists of enterprises operating in the defense industry sector in Ankara. In
this sample, approximately, 15000 people work. The sample size was calculated as 384 people, taking into
account a 5% margin of error within the 95% confidence limit from the main population (Sekaran, 1992).
In this context, it is planned to conduct a survey to a total of 700 people randomly selected by convenience
sampling method. Of the sent questionnaires, 442 were returned and 424 were found suitable for analysis.
39.4% of the participants (n=167) were women and 55.9% (n=237) were married. 58.0% (n=246) of the
employees have a bachelor's degree, 32.5% (n=138) have a master's degree, and 9.4% (n=40) have a
doctorate degree. The average age of the sample was 32.6 years, and the average working time was 8.2
years.

3.2. Measures

Information on the scales used in this research, which aims to determine the effect of developmental
culture (DC) and rational culture (RC) on job performance (JP) and the mediating role of openness toward
organizational change (OTOC) in this effect, is given below. Table 1 presents the measurements used in
the research. The Cronbach's alpha reliability coefficients of the scales were analyzed with the SPSS
package program, and the confirmatory factor analyzes were analyzed with the Amos program.
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3.2.1. Development Culture (DC) and Rational Culture (RC) Measurement: The 8-point
development culture measurement and 4-point rational culture measurement, which are developed by
Quinn and Spreitzer (1991), Wang and Shyu (2003), and used by Tseng and Lee (2009), are used in the
research. The questions in the development culture are “The company I work for focuses on productivity
and creativity.” and “The company I work for focuses on productivity and creativity.”. The questions,
however, in the rational culture measurement are “Our business focuses on achieving its goals in the
competitive market.” and “Our business focuses on competition and competitors.”. The answers in the scale
is taken with the 5-point likert scale (1=Strongly disagree, 5=Strongly agree). The Turkish validation of
the scale was carried out by Akkog et al. (2012b). The reliability analyses performed by Tseng and Lee
(2009) showed that the Cronbach alpha reliability coefficient was .73 for the developmental culture scale
and .74 for the rational culture scale. As a result of the reliability analyses Akkog et al. (2012b) performed,
the Cronbach alpha reliability coefficient for the developmental culture scale was . 86, and .76 for the
rational culture scale.

Confirmatory factor analysis was performed to test the construct validity of the developmental
culture and rational culture scales. As a result of the analysis, it was determined that the data conformed to
the two-factor structure of the externally oriented organizational culture scale. As a result of the analysis,
it was determined that the factor loads of the 8-item developmental culture scale were between .72 and .79,
and the factor loads of the 4-item rational culture scale were between .68 and .74. Goodness-of-fit values
of the scale are presented in Table 2 together with those of the other scales. As a result of the reliability
analysis, the total Cronbach alpha reliability coefficient of the external focused organizational culture scale
was .94, the development culture sub-dimension .92, and the rational culture sub-dimension .86.

3.2.2. Openness Toward Organizational Change Scale: In order to measure the level of openness
toward organizational change of employees, the scale of openness toward organizational change developed
by Caligkan (2022) was used. The scale consists of 6 items. The questions on the scale are “Change will
help improve undesirable situations in the institution.” and “T think T am open to changes in my workplace.”.
The answers were taken on a 5-point Likert scale (1 = I strongly disagree, 5 = | strongly agree). As a result
of the reliability analyses conducted by Caliskan (2022), the Cronbach's alpha reliability coefficient was
determined as .85 for the first sample, .86 for the second sample, and .92 for the third sample.

In this study, confirmatory factor analysis was performed to test the construct validity of the scale.
As a result of the factor analysis, it was determined that the data were compatible with the single factor
structure of the scale and the factor loads were between .83 and .89. As a result of the reliability analysis,
the Cronbach alpha reliability coefficient of the scale was found to be .94.

3.2.3. Job Performance Scale: The job performance scale used by Kirkman and Rosen (1999)
and later by Sigler and Pearson (2000) was used to measure the job performance of employees. The
guestions on the scale consisting of four questions are “I make sure that products meet or exceed quality
standards.” and “I respond quickly when problems come up.”. The reliability coefficient of the scale was
above .70 in both studies. The reliability coefficient of the scale applied to academicians by C6l (2008) in
Turkey was determined as .82. In the research, the answers were taken on a 5-point Likert scale (1=l
strongly disagree, 5=I strongly agree).

As a result of the confirmatory factor analysis, it was determined that the scale had a single factor
structure and factor loads were between .78 and .86. The Cronbach alpha reliability coefficient of the scale
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was determined as .96.

Table 1. The Mesaurements

Development Culture (DC) Quinn and Spreitzer (1991), Wang and Shyu (2003), Tseng and Lee
(2009),

g Our company emphasizes on creativity for the new productivity and service.

< Out company emphasizes the new product for RveD is the centripetal force.

< Our company flexibly gets the new challenge.

< Our company emphasizes the CEO is good at reform and risk.

< Our company emphasizes the style of CEO is full of originality.

< Our company adopts the creative idea to make the decision.

< Our company emphasizes the employee has the courage to the new change.

< Our company focus the employee who tests the new one.

Rational Culture (RC) Tseng (1988), Quinn and Spreitzer (1991), Wang and Shyu (2003), Tseng
and Lee (2009),
< Our company focus on the competitive market to finish the target.
< Our company focus on the competition and compare each other.
< Our company emphasizes the manager is good at the gold setting and push employee achieve.
< Our company emphasizes the manager places importance on the productivity.

Job Performance (JP) Kirkman and Rosen (1999), Sigler and Pearson (2000),

< I complete my tasks on time.

< I meet or exceed my goals.

< I make sure that products meet or exceed quality standards.
< I respond quickly when problems come up.

Openness Toward Organizational Change (OTOC) Caligkan (2022),

< I think | am open toward changes in my workplace.

< Change will help improve undesirable situations in the institution.

< I think the change will affect my performance positively.

< I believe that my organization can achieve the desired goals through change.
< I will do my best to support change.

<& The change will benefit the institution.

Table 2. Goodness of Fit of the Measure Values in Consequence of Confirmatory Factor
Analysis
CMIN/DF  GFI AGFI CFl NFI TLI RMSEA
<5 >.85 >.80 >.90 >.90 >.90 <.08

Variables X2 df

1. External Focused

Organizational Culture 12.8 3.76 34 91 .94 .96 97 .96 .03
(EFOC)

2. Openness Toward

Organizational Change 825 344 24 .93 .95 .98 .98 .97 .02
(OTOC)

3. Job Performance (JP) 451 37.9 1.2 .93 .93 97 97 .986 .02

Note: Goodness of fit value ranges are arranged according to “acceptable” standards.

3.3. Empirical Results

The data obtained as a result of the research were analyzed in SPSS and Amos programs. In this
context, in the first stage, the averages, standard deviations, and correlations between the data obtained
regarding the development culture, rational culture, openness to organizational change, and job
performance perceived by the participants were examined. The means, standard deviations, and correlation
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values obtained as a result of these analyses are given in Table 3.

Table 3. Mean, Standard Deviation and Correlation Values for the Data

Mean S.D. 1 2 3 4 5
1. EFOC 3.87 84 (.94)

2.DC 3.83 86 95%* (.92)

3.RC 3.90 .90 95%* 81%* (.86)

4.0TOC 3.90 99 81%* T9** T5%* (.94)

5. JP 3.66 1.22 73%* T2%% 67%* T4 (.96)

** p< .01

As seen in Table 3, there are significant relationships between all dependent and independent
variables in the study. Therefore, significant effects can be predicted between the variables.

In order to determine whether a multicollinearity problem is available in the model, the collinearity
is also controlled. The obtained tolerance and VIF values confirm that there is not a multicollinearity
problem between the independent variables (Tolerance > .2, VIF < 10).

A three-stage regression analysis proposed by Baron and Kenny (1986) was conducted to explain
the effects of developmental culture (DC) and rational culture (RC) on job performance (JP), and the
mediating role of organizational openness to change (OTOC) in this effect. According to this method, the
independent variable must have an effect on the dependent variable and the mediating variable. When the
mediator variable is included in the regression analysis together with the independent variable, the
regression coefficient of the independent variable on the dependent variable should decrease, while the
significant effect of the mediating variable on the dependent variable should continue. In this context, in
order to determine the mediating role of openness to organizational change, the relationships between DC-
OTOC, JP, and RC-OTOC, JP were examined through hierarchical regression analyzes and Sobel tests
were performed. The findings regarding the mediation test are given in Table 4 and Table 5.

Within the scope of the mediation test, the relationships between independent variable
development culture and job performance were examined in the first stage. In the first step of this stage, it
was seen that DC significantly affected JP (= .72, p<.01). In the second step, the effect of DC on OTOC,
whose mediation was investigated, was examined. As a result of the analysis, it was determined that DC
significantly affected OTOC (= .79, p<.01). The effects of OTOC, whose mediation was investigated in
this step, on JP were also reported. It was found that OTOC significantly affected JP (= .74, p<.01). In the
last step of this stage, DC and OTOC, whose mediation was investigated, were analyzed together and their
effects on JP were examined. As a result of this analysis, the effect of DC on JP continued and decreased
(B=.35, p<.01) with the introduction of DC into the analysis together with OTOC, while the effect of OTOC
on JP continued (B=.48, p<.01). After these conditions were met, the Sobel test was performed to confirm
the mediating effect, and Sobel(z) was found to be significant (z=7.6, p<.01). This finding shows that
OTOC plays a partial mediation role in the effect of DC on JP. As a result of this section analysis, it is seen
that H1, H3, H5, and the mediation hypothesis H6 are supported.

In the second stage of the mediation test, the relations between the other independent variable
rational culture and job performance were examined. In the first step of this stage, it was seen that RC
significantly affected JP (p=.67, p<.01). In the second step, the effect of RC on OTOC, whose mediation
was investigated, was examined. As a result of the analysis, it was determined that RC significantly affected
OTOC (B= .75, p<.01). In the last step of this stage, RC and OTOC, whose mediation was investigated,
were analyzed together and their effects on JP were examined. As a result of this analysis, the effect of RC
on JP continued and decreased (p=.25, p<.01) with the introduction of RC in the analysis together with
OTOC, while the effect of OTOC on JP continued (p=.55, p<.01). After these conditions were met, the
Sobel test was performed to confirm the mediating effect, and Sobel(z) was found to be significant (z=8.2,
p<.01). This finding shows that OTOC plays a partial mediation role in the effect of RC on JP. As a result
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of this section analysis, it is seen that H2, H4 and the mediation hypothesis H7 are supported.

** n< 01

Table 4. Mediation Test Results

p
OoTO0oC JP
Step 1
Age -.02
W. Time .03
DC 2%
Adjusted R2 51
AR? 51
(F=445*%)
Step 2 OTOC->JP
Age A2 .04
W. Time .09 .08
DC T9** T4
DC Adjusted R2 .62 .55
AR? .62 .55
(F=683**) (F=521*%)
Step 3
Age .04
W. Time .06
DC .35**
oTOC AT
Adjusted R2 12
AR? 12
(F=313*%)
Sobel Test(z) 7.6%*
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Table 5. Mediation Test Results

p
OTOC JP
Step 1
Age A1
W. Time .08
RC B7**
Adjusted R2 44
AR* 44
(F=336*%)

Step 2
Age A4
W. Time A2
RC 75%*

RC Adjusted R? .56
AR*? 4956

(F=526**)
Step 3
Age .08
W. Time .06
RC .25**
oTOC 55**
Adjusted R2 .06
AR? .06
(F=291*%)

Sobel Test(z) 8.2**

** p< 01

4. Discussion and conclusion

With this study, an applied research on defense sector employees operating in Ankara was
investigated, the effect of external-oriented organizational culture types, development culture and rational
culture, on the job performance of employees and the mediating role of openness toward organizational
change in this effect. In this study, the effects of the variables included in the analysis on job performance
were studied with hierarchical regression analysis. With the research conducted, explanatory findings
regarding the relationship between external-oriented organizational culture and work performance
regarding defense sector employees were reached.

When the results of the analysis were examined, it was determined that the development culture
and rational culture, which are external-oriented organizational culture types, were related to work
performance and increased work performance positively and significantly. This finding is consistent with
similar studies (Ogbonna and Harris, 2000; Prajogo and McDermott, 2011; Akkoc et al. 2011; Mujeeb et
al., 2011; Akkaoc et al. 2012; Ahmad, 2012; Jacobs et al., 2013; Tseng and Lee, 2009; Caliskan and Kater,
2020). The source of the effect of both cultures on business performance in the same direction and at an
approximate level is evaluated as the fact that both cultures are external-oriented and focus on flexibility,
change and environmental compatibility that encourages employees. In addition to all these, beliefs and
values belonging to the organizational culture that is widely accepted in businesses may not only consist
of beliefs and values belonging to a sub-culture dimension. As a matter of fact, the organizational culture
of the enterprises can include more than one subcultural value. For this reason, it is thought that both the
development culture and the rational culture values may coexist in the enterprises considered as a sample,
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and therefore, the interaction of both subcultures may create similar results in business performance.

It has been determined that openness toward organizational change is related to external-oriented
organizational culture and job performance, and it increases job performance positively and significantly.
This finding is consistent with similar studies (Burke and Biggart, 1997; Bouckenooghe, 2010; Carter et
al., 2013; Klein et al., 2017; Goula et al., 2021). It has been revealed that organizational culture plays an
important role in adapting individuals to the dynamic and challenging change management process and
that the desired development and orientation of employees' attitudes and behaviors towards change is an
important factor in increasing performance.

It is thought that the development culture and rational culture have an effect on the job performance
of the employees, and this effect may be reflected in the output variables through some variables. From
this point of view, the mediating role of openness toward organizational change in the effect of
developmental culture and rational culture on job performance has been investigated. From the findings
obtained in this context, it has been determined that openness toward organizational change has a mediating
role in the effect of both developmental culture and rational culture on job performance.

As aresult, it has been revealed that both the development culture and the rational culture existing
in the enterprises are important variables in increasing the work performance of the employees. It is an
important finding obtained in this study that the performance that needs to be increased in order to gain a
competitive advantage in today's businesses can be realized more effectively through variables such as
openness toward organizational change, as well as creating external-oriented organizational cultures. In
this context, it can be suggested to the leaders and managers that if the values and beliefs of the development
and rational culture in the enterprises become more evident, the job performance exhibited by the
employees will increase, and if the openness toward organizational change is supported, their job
performance will emerge more easily.

This research has some limitations. The fact that the research was conducted only in the defense
sector is an important limitation of the research. If other sectors are included in the research in future
studies, it can make the findings obtained in this study more meaningful. Another limitation of the study is
that only external-oriented organizational culture types were included in the study. The reason for this is
that both cultures are externally oriented and focus on the business environment. However, in future studies,
it is thought that considering internal-oriented organizational cultures together with compatible variables
will allow more explanatory findings to be obtained. Another important limitation of the study is that it is
not longitudinal. It is considered that the research results to be obtained in intermittent periods can be more
explanatory.
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