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Abstract

Developments in the economy have led to competitive and strategic thinking in organizations. In order
to keep up with the developments in this sense, organizations should give importance to organizational
culture and strategic planning activities. Strategic planning refers to a set of efforts that are disciplined
to generate actions and make decisions that would guide what an organization is, what it does, and why.
Organizational culture is an important element in strategic planning studies. Organizations adopting
strategic thinking and planning in their organizational culture carry out this process more effectively
and efficiently. Strategic planning activities of organizations are important for the implementation of
strategic management. In this study, 120 people from the managers and employees of the international
logistics company operating in the center of Trabzon were selected as samples to examine the effect of
organizational culture on strategic planning attitude. The data obtained by the survey method were
analyzed by SmartPLS software and the findings obtained from the analyses were interpreted. In the
analysis of Structural Equation Modeling (SEM) with the Partial Least Squares (PLS) approach, path
models were established between the sub-dimensions of the organizational culture scale and the sub-
dimensions of the strategic planning attitude scale. According to the results of the research, the effect of
organizational culture on strategic planning attitude has been put forward. According to these results;
hierarchy, a sub-dimension of organizational culture that has an independent variable position, is
effective on organizational development, distrust, productivity, and effectiveness which are sub-
dimensions of strategic planning as the dependent variable.

Keywords:  organization, culture, organization culture, strategic plan.
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Orgiit Kiiltiiriiniin Stratejik Planlama Tutumu
Baglaminda Degerlendirilmesi

Oz

Ekonomilerde meydana gelen gelismeler orgiitlerde rekabet¢i ve stratejik diisiinmeye yol acmugtir.
Orgiitlerin bu anlamda gelismelere ayak uydurabilmeleri icin stratejik planlama calismalarina 6nem
vermeleri gerekmektedir. Stratejik planlama, bir organizasyonun ne olduguna, neyi nicin yaptigina
rehber olacak eylemleri ve kararlari iiretebilmek icin disipline edilen cabalar biitiiniidiir.

Orgiit kiiltiirii stratejik planlama caligmalarmda 6nemli bir unsurdur. Orgiitsel kiiltiirlerinde stratejik
diigiinceyi ve planlamay: benimseyen 6rgiitler bu siireci daha etkin ve verimli bir sekilde yiiriitmektedir.
Stratejik yonetimin uygulanabilmesi icin ise Orgiitlerin stratejik planlama caligmalar1 Gnem
tasimaktadir. Bu calismada 6rgiit kiiltiiriiniin stratejik planlama tutumu iizerindeki etkisinin
incelenmesi amactyla Trabzon ili merkezinde faaliyet g0steren uluslararas: lojistik sirketi yonetici ve
calisanlar: arasindan secilen 120 kisi 6rneklem olarak belirlenmistir. Anket yontemiyle elde edilen
veriler SmartPLS programi araciliyla analiz edilmigtir. Kismi en kiiciik kareler (KEKK) yaklagim ile
yapisal egitlik modellemesine (YEM) iliskin yapilan analizlerde orgiit kiiltiirii 6lceginin alt boyutlart ile
stratejik planlama tutumu Olceginin alt boyutlar: arasinda yol modelleri kurulmustur. Aragtirma
sonuclarina gore, Orgiit kiiltiiriiniin stratejik planlama tutumu tizerindeki etkisi tespit edilmistir. Bu
sonuclara gore bagimsiz degisken konumuna sahip orgiit kiiltiiriiniin alt boyutu olan hiyerarsi, bagimh
degisken konumuna sahip stratejik planlamamin alt boyutlar: olan orgiit gelistirme, giivensizlik,
verimlilik ve etkililik iizerinde etkilidir.

Anahtar Kelimeler:  6rgiit, kiiltiir, orgiit kiiltiirii, stratejik plan
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Introduction

Until today, there have been improvements in economic, social, and techno-
logical domains. Nonetheless, it has become inevitable to integrate the orga-
nizational culture and strategic planning comprehension, which have an im-
pact on the competitive advantage among the organizations, into organizati-
ons over time. All organizations wish to be at the top of their fields of activity.
Organizations strive to fulfill their duties regarding the subjects within their
fields of activity in the most proper manner and to achieve the desired basic
goals. Organizations are required to have effective strategic planning in order
to efficiently perform their functions pertinent to their activities. In this con-
text, in order for strategic planning to become successful, it is necessary to
benefit from the organizational culture throughout the preparation and imp-
lementation phases of the strategic plan.

There have been studies conducted on the fields of organizational culture
and strategic planning in the literature in recent years. These studies have
been conducted on the association and impacts of organizational culture and
strategic planning both between themselves and with other issues.

In this study, the impact of organizational culture on strategic planning
attitude has gained a theoretical framework by courtesy of the literature re-
view. Within the scope of the study;, first of all, the concepts of organization,
culture, and organizational culture are tried to be explained. In the second
part, a conceptual analysis of strategic planning is carried out. Besides, a the-
oretical framework is constructed by presenting the relationship between or-
ganizational culture and strategic planning. Subsequently, the obtained fin-
dings are discussed and interpreted within the scope of the research study.

Organizational Culture

The organization is expressed as the rational allocation of human activities
through a division of labor within the framework of authority and responsi-
bility hierarchy to achieve a common goal (Schein, 1978). Culture, on the ot-
her hand, refers a set of values, attitudes, and connotations that emerged thro-
ugh a community and affected the material as well as the moral lifestyle of
the society (Tayeb, 1992). Organizational culture, pertaining to the structuring
and management of organizations, is one of the channels through which the
differences among social cultures are reflected (Kandemir, 2020).
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The concept of organizational culture is expressed as a road map for de-
termining the extent to which an organization would follow a strategic path,
set goals, achieve those goals, sustain its improvement, measure such an imp-
rovement, and generate the product and the market. Moreover, organizatio-
nal culture is described as a set of rules that determine to what extent indivi-
duals would react whenever they encounter a situation they are unfamiliar
with (Peters and Waterman, 1987).

Schein, on the other hand, explains organizational culture as a model of
hypotheses that are revealed by members to solve external and internal adap-
tation problems, which are learned, developed, and conveyed to members
who would join the organization as a way of perceiving, thinking and feeling
those problems (Schein, 2006). Organizational culture looms large especially
in cases where written policies do not exist and it indicates an important qu-
ality that is essential for decision-making (Cinel and Kandemir, 2020).

Each organization has a culture, either strong or weak. The strength of cul-
ture is associated with the homogeneity of group members as well as the
abundance of common experiences of the group. Acquiring a strong and dis-
tinctive culture depends solely on the sustainability of organizations, having
a profound history, being able to cope with the difficulties, and eventually
succeed (Schein, 1984).

Organizational culture is a frequently discussed and considered concept
in terms of organizations and management. Culture has a unifying feature
that enables individuals to coexist (Ott, 1989). Besides being an organizational
variable, this concept strongly affects organizational behavior and perfor-
mance as a factor that forms other variables within the organization (Scholl,
1981).

In order for an organization to activate its mission and strategy, it is neces-
sary to ensure efficiency and productivity in terms of organization, and at the
same time, members must sincerely believe in organizational culture (Simp-
son and Cacioppe, 2001). Such a belief accompanies commitment towards the
organization. According to Kandemir (2017), the culture of the organization
is among the factors influencing organizational commitment (Kandemir,
2017).

Organizational culture not only enables the employees of the organization
to apprehend how things work, but also contributes to the formation of the
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organization’s character and, hence, the manner in which the employees con-
duct business (Hartmann, 2006).

The types of culture included in Cameron and Quinn’s Competitive Va-
lues model can be listed as follows:

Clan Culture: This culture can be defined as the type of culture in which
employees share many things and have a friendly working atmosphere. Its
organizational goal involves the formation of a group and commitment to the
measure of success. In organizations with this type of culture, the roles of uni-
fication, participation, group work, and family consciousness prevail (Payls,
2017).

Adhocracy Culture: Innovation and entrepreneurship are supported in the
adhocracy culture. A dynamic and entrepreneurial working environment
prevails. It is compatible with the matrix organizational structure. The
strength that holds the organization together involves being open to innova-
tions and the courage to implement them. Leaders are entrepreneurial and
innovative people and they motivate employees to become innovative and
take risks. Employees consist of people who are pervious to innovation and
improvement. Leaders are prepared for various unexpected situations to
happen, they are expected to be constantly ready for the change and new op-
portunities. In extreme cases, it leads to an environment of anarchy (Good-
man et al., 2001).

Hierarchy Culture: Formality is dominant in the hierarchy culture, and there
is a coordinator or organizer. Formal policies and rules are what protect pe-
ople as a whole. Besides being able to remain unchanged and stable, hie-
rarchy is the main characteristic of this type of culture. Time is insignificant,
task acceptance is essential. All transactions are carried out according to pro-
cedures. It is aimed to generate a problem-free and perpetual system. In the
long-run, it is crucial to make decisions regarding stability, productivity, and
the future. In extreme cases, it causes rigid bureaucracy (Hooijberg & Petrock,
1993).

Market Culture: Market culture is defined as a type of culture that accepts
productivity and efficiency as the main components of success in order to ac-
hieve a certain goal (Berrio, 2003; Pennington et al., 2003). In organizations
that prevail this type of culture, there are especially target achievements and
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competition (Masood et al., 2006). Also, it concentrates on activities with the
environment outside the organization instead of on internal protection (Yu
and Wu, 2009). Employees in organizations with market culture tend to act
by considering their personal interests (Ouchi, 1987).

Strategic Planning Attitude

Strategy refers to a program that enables the organization to achieve its goals
which is expressed as the process of determining long-term goals and objec-
tives of the company as well as the selection of the means to achieve these
goals of the organization (Dinger, 2011).

Planning, on the other hand, corresponds to a knowledge-based effort in
terms of activating resources for effective and efficient usage and obtaining
results in order to achieve the predetermined goals (Waterson, 1965).

Today’s changes are closely associated with the future of organizations
and have caused managers to make strategic plans in order not to be adver-
sely affected by those changes. Strategic planning is described as a principled
effort to create a set of activities and develop behaviors by making basic deci-
sions about what an organization is, what it does, how, and why it does it
(Bryson, 1995).

In other words, strategic planning involves developing alternative strate-
gies as well as determining the goals and strategies that would enable the or-
ganization to achieve its goals (Yiizbasioglu, 2004).

Strategic planning is the managerial process of developing and maintai-
ning a strategic harmony between the organization and the changing market
opportunities. Strategic planning is based on developing a business portfolio
consisting of missions or strategic direction, goals and objectives, growth stra-
tegies, markets, and outputs (Paley, 2006).

Strategic planning, which is known to provide various benefits to organi-
zations, is among the indispensable components for the public sector as well
as the private sector. Organizations that attach the necessary importance to
the strategic planning process and realize these stages, carefully and meticu-
lously maintain their progress on the path toward success in a much more
confident and healthy manner (Renkal, 2012).
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The Relationship between Organization Culture and Strategic Planning
Attitude

As of today, organizational culture plays a quite crucial role in providing ins-
titutions and organizations with competitive advantages. Organizational cul-
ture has a powerful impact on the formation of the goals, strategies, and po-
licies of the company. As to managers, it would be claimed to be an instru-
ment that either facilitates preferred strategies or renders them difficult to be
realized. While making strategic plans; beliefs, values, assumptions, and re-
lated results are taken into consideration, and alternatives are evaluated. Stra-
tegies are based upon shared values regarding the structure of the corporate
environment. The validity of these values has a significant impact on the suc-
cess of the organization. Since the change in strategy often requires a change
in organizational culture, it has become necessary to explicate this issue in
detail. Essentially, the change starts out with beliefs and values. Strategies are
built on this fact. Therefore, those who would determine the strategies in the
organization examine the domains on which culture is focused within the or-
ganization. Because the strategies of organizations are directly proportional
to their structures. Organizational culture is quite effective in developing the
organization’s mission and strategies, creating organizational activity, and
managing the change. The more the harmony of strategy and culture of an
organization, the higher its management capability. Therefore, organizations
that can determine strategies compatible with their culture would be able to
achieve success (Sahinyan, 2011).

An aspect of organizational culture has always been encountered at each
stage of strategic planning. For instance, the aspects of culture that render
strategic planning easier and more difficult are determined throughout the
strategy development phase. During the next phase, that is, the implementa-
tion of the strategies, the aim is to ensure and preserve the formation of an
organizational culture that would comply with the chosen strategy. In this
phase, the differences between the organizational culture to be applied and
the current organizational culture are determined, and the necessary arran-
gements are made. The driving force undertaken by the organizational cul-
ture in terms of strategic management is recognized at the final phase (Eski,
2009).
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The relationship between organizational culture and strategic planning is
illustrated in Figure 1 in detail.

Strategy Objective: Analyzing the Diagnosing the Culture

Development cultural potential

Objective: Generating and
maintaining an organiza-
Implementing tional culture in compli-

the Strategies ance with the strategy

Forming the Culture

Objective: Recognizing the
driving force of organiza-
Strategic tional culture in terms of

Control strategic planning

Observing the Culture

Figure 1. The Place and Importance of Organization Culture Throughout the
Planning Process

As a result of the studies conducted to comprehend the importance of the
relationship between organizational culture and strategic planning, it is de-
termined that behaviors, attitudes, common values, etc. that constitute the
components of organizational culture have common features with vision and
mission, which are evaluated within the elements of strategic planning. Mis-
sion and vision express the common values and behaviors shared by indivi-
duals within the organization. To be able to mention organizational culture;
values, attitudes, and behaviors are required to be shared by individuals wit-
hin the organization (Dursun, 2013).

As a result, the company cares about the extent to which the organizatio-
nal culture is reflected effectively and efficiently into the strategic plan. Along
with the realization of the necessary changes and developments in terms of
organizational culture in companies, as well as the increase of unity and com-
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mitment to the organization, it would be possible for the members of the or-
ganization to improve their careers and adapt more easily to environmental
conditions (Payli, 2017).

Research Methodology

The methodology part of the research study includes the aim, methods, po-
pulation, and sample as well as the obtained findings.

Aim of the Study

In this study, the impact of the organizational culture of the international lo-
gistics company operating in Trabzon province on the strategic planning at-
titude is tried to be measured. As a result of the literature reviews, the relati-
onship between the sub-dimensions of organizational culture (hierarchy, ad-
hocracy, clan, and market cultures) in the model developed by Quinn and
Cameron and the sub-dimensions of strategic planning (organizational deve-
lopment, productivity, efficiency, distrust, and resistance) developed by Ba-
loglu, Karadag, and Karaman is tried to be examined by establishing hypot-
heses. With this study, it is thought that the relationship between organizati-
onal culture and strategic planning attitude would contribute to organizati-
ons.

Research Models and Hypotheses

In the study, the sub-dimensions of the organizational culture, namely, hie-
rarchy culture, market culture, clan culture, and adhocracy culture are inclu-
ded in the model as independent variables; whereas organizational develop-
ment, distrust, productivity, efficiency, and resistance, which are the sub-di-
mensions of strategic planning attitude, are included in the model as depen-
dent variables. The diagram of the research model is illustrated in Figure 2 in
detail.
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Figure 2: Research Model

Research Hypotheses:

Hii: Hierarchy culture has an impact on organizational development.
Hi.2: Hierarchy culture has an impact on distrust.

His: Hierarchy culture has an impact on productivity.

Hi4: Hierarchy culture has an impact on efficiency.

His: Hierarchy culture has an impact on resistance.

Hz1: Market culture has an impact on organizational development.
Hz2: Market culture has an impact on distrust.

Hz3: Market culture has an impact on productivity.

Hz4: Market culture has an impact on efficiency.

Hozs: Market culture has an impact on resistance.

Hsa: Clan culture has an impact on organizational development.

Hs2: Clan culture has an impact on distrust.

Hss: Clan culture has an impact on productivity.

Hsa: Clan culture has an impact on efficiency.

Hss: Clan culture has an impact on resistance.

Hai: Adhocracy culture has an impact on organizational develop-
ment.

Ha2: Adhocracy culture has an impact on distrust.
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e  Hus: Adhocracy culture has an impact on productivity.
e Hua: Adhocracy culture has an impact on efficiency.
e Hus: Adhocracy culture has an impact on resistance.

Research Methodology

A survey questionnaire method is used as a data collection tool in the study.
The questionnaire consists of 3 parts. In the first part, there are scale questions
developed by Cameron and Quinn (2006) whose validity and reliability were
made by Karakili¢ (2019) to test the sub-dimensions of organizational culture
(adhocracy culture, clan culture, market culture, and hierarchy culture) (Ca-
meron and Quinn, 2006; Karakilig, 2019). Out of 16 questions, each of 4 con-
sequent questions are used to measure the adhocracy culture dimension, the
clan culture dimension, the market culture dimension, and the hierarchy cul-
ture dimensions of the organizational culture, respectively.

In the second part of the questionnaire, the Strategic Planning Attitude
Scale, consisting of 32 questions in total, is developed by Baloglu N., Karadag,
E., and Karaman H. (2008) to measure the sub-dimensions of strategic plan-
ning attitude (Baloglu et al., 2008).

In the last part of the questionnaire; there are 5 questions pertaining to the
demographic characteristics (gender, age, education level, duration of emp-
loyment, employment position) of the participants in the research study. A 5-
point Likert-type scale is utilized to respond to the questions in the question-
naire used in the research study (1: Strongly Disagree, ...... , 5: Strongly Ag-
ree).

Research Population and Sample

The research population consists of the employees and managers of the inter-
national logistics company operating in the city center of Trabzon province.
The survey questionnaire forms are applied to 120 out of 500 employees. The
questionnaires are administered via face-to-face interviews on a voluntary
basis over the period March-May, 2019.

According to Yazicioglu and Erdogan (2004), a sample size of 80 to 217 in
population size of 100-500 with 0.05 sampling error is sufficient. This indica-
tes that 120 individuals who constitute the sample of the research study are
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qualified to represent the population. Findings obtained from the 120 questi-
onnaires applied in the research study are presented below.

Research Findings

The research findings consist of demographic findings and findings related
to the path analysis that is performed via the Partial Least Squares (PLS) met-
hod.

Demographic Findings

The demographic findings resulting from the performed analysis are presen-
ted in Table 1.

Table 1. Demographic Findings of the Employees

n=120 f %
Gender Female 20 16.7
Male 99 825
Age 18-24 4 33
25-35 38 317
3649 46 38.3
50-65 32 26.7
Education Level High School 47 39.2
Undergraduate 64 533
Graduate 9 7.5
Duration of Employment Less than 1 year 14 11.7
1-5 years 25 20.8
6-10 years 29 24.2
11-15 years 21 17.5
16 years and longer 31 25.8
Employment Position Manager 20 16.7
Employee 100 83.3

As seen in Table 1, 16.7% of the employees participating in the research
study are female, whereas 82.5% are male. The low rate of female employees
is noteworthy. Upon considering the age ranges, the share of employees
between the ages of 18-24 is 3.3%, the rate of those between the ages of 25-35
is 31.7%, the rate of those between the ages of 36-49 is 38.3%, and the rate of
those between the ages of 50-65 is 26.7%. It can be claimed that the vast majo-
rity of the employees are between the ages of 25-49, and therefore, they have
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a certain level of experience. Upon examining the distribution of the educa-
tion level of the employees, the share of those with high school diplomas is
39.2%, the share of those with an undergraduate degree is 53.3%, and the
share of those with a graduate degree is 7.5%. Upon considering the duration
of employment, the shares of those with employment experiences up to 1
year, between 1-5, 6-10, 11-15, and 16 years and longer are found as 11.7%,
20.8%, 24.2%,17.5%, and 25.8%, respectively. Consequently, upon evaluating
the obtained data in accordance with the employment positions, 16.7% of the
participants in the survey questionnaire are managers, whereas 83.3% are sa-
laried employees.

Analysis Findings of the Structural Equation Modeling (SEM) with the
Partial Least Squares (PLS) Approach

Reliability and Validity: The reliability and validity values for the sub-di-
mensions of the organizational culture (adhocracy culture, clan culture, mar-
ket culture, and hierarchy culture) and the sub-dimensions of strategic plan-
ning attitude (organization development, priductivity, efficiency, distrust,
and resistance) of the international logistics company participating in the
study are presented in Table 2. The Cronbach’s Alpha value is frequently
used in the Likert-type scales. The acceptable ranges of Cronbach’s Alpha va-
lues are as follows (Yildiz & Uzunsakal, 2018):

No reliability if 0 < a0 < 0.40, Low reliability if 0.40 < a < 0.60, Moderate
reliability if 0.60 < & < 0.80, and High reliability if 0.80 < ot < 1.00.

Table 2. Cronbach’s Alpha Values

Dimensions Cronbach’s Alpha Values
Hierarchy Culture 0.816
Organizational Development 0.912
Distrust 0.663
Productivity 0.804
Efficiency 0.728

Table 2 is formed as a result of excluding the dimensions whose reliability
coefficients’ factor loadings are lower than 0.40 from the analysis. Following
the exclusion of the values with Cronbach’s Alpha value below 0.40 from the
analysis, it is seen that all of them are within the ranges of 0.80 < a <1.00 and
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0.60 <x<0.80, and therefore, the scales are reliable in measuring the construct.
These values are indicated as highly reliable for hierarchy culture (0.80<0.816
< 1.00), organizational development (0.80 < 0.912 < 1.00), and productivity
(0.80 < 0.804 < 1.00); whereas they are quite reliable for distrust (0.60 < 0.663 <
0.80) and efficiency (0.60 < 0.728 < 0.80).

Cronbach’s Alpha

». »~ » ”~
Efficiency Distrust Hierarey Ore D.

Chart 1. Cronbach’s Alpha Values 7

As seen in Chart 1, Cronbach’s Alpha values indicating internal reliability
are higher than 0.70 except for the distrust dimension which is the sub-di-
mension of strategic planning in the model. From these results, the measure-
ment model is asserted to be highly reliable, and it reveals that the variables
used to measure each factor measure only one factor.

As a result of the performed analyses, the validity coefficients of the sub-
dimensions of both clan and market cultures are lower than 0.60, so these di-
mensions are excluded from the analysis. The validity coefficient of the ad-
hocracy culture sub-dimension is sufficient, however, since the regression
paths leading to the strategic planning dimension in the model are insignifi-
cant in terms of “p” values and there is no variable with any impact left in the
model, it is again excluded from the analysis.

The 4% expression of the hierarchy culture dimension in the study is exc-
luded from the analysis since it is lower than the 0.40-factor loading coeffici-
ent. The resistance variable, the sub-dimension of strategic planning attitude,
is excluded from the analysis since it does not have a sufficient level of vali-
dity coefficient.
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Average Variance Extracted (AVE) Values: Convergent validity theories
(AVE) are found by dividing the squares of factor loadings by the number of
items. Here, all factors are evaluated separately. The AVE value indicates the
average amount of change that a latent construct can explain in the variables
with which it is theoretically associated (Farrell, 2010). According to this
analysis, the average variance extracted (AVE) value must be higher than 0.50
to fulfill convergent validity (Fornell and Lacker, 1981).

If the AVE values presented in Table 3 exceed 0.50, it indicates that the
convergent validity of the reflective model is sufficient. The AVE value pre-
sented in Table 3 is also known as the communality value, and it reveals to
what extent the latent variable explains the change in its observed variable.

Table 3. Average Variance Extracted (AVE) Values

Dimensions AVE Values
Hierarchy Culture 0.732
Organizational Development 0.511
Distrust 0.440
Productivity 0.506
Efficiency 0.542

In this case, the AVE value, which is the most important value of the mo-
del, is within the acceptable limits for the sub-dimensions of hierarchy culture
(0.732), organizational development (0.511), productivity (0.506), and effici-
ency (0.542) in the model established for the employees participating in the
research study. It remains lower than the value of 0.50 only for the distrust
(0.440) sub-dimension, but it is included in the model since it is quite close to
0.50. This situation is depicted in detail in Chart 2 and the value(s) lower than
0.50 are shown in red color.
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Average Variance Extracted (AVE)

Awerage Variance Extracted (AVE)
2

Efficiency Distrust Hierarcy

Chart 2: AVE Values

Productivity Organizational Development

Composite Reliability Values (CR): Upon estimating actual reliability is esti-
mated using structural equation modeling, the resulting estimate is typically

referred to as composite reliability (CR). The composite reliability value (CR)
must exceed 0.70.

Table 4. Composite Reliability (CR) Values

Dimensions Composite Reliability (CR) Values
Hierarchy Culture 0.891
Organizational Development 0.925
Distrust 0.742
Productivity 0.859
Efficiency 0.822

Upon considering Table 4, all CR values including hierarchy culture [CR
(0.891) > 0.70], organizational development [CR (0.925) > 0.70], distrust [CR

(0.742) > 0.70], productivity [CR (0.859) > 0.70], and efficiency [CR (0.822)>
0.70] are within the acceptable limits.
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Chart 3. Composite Reliability Values (CR)

As can be seen in Chart 3, the dimensions of the construct are consistent
in terms of methodology, and they are included in the analysis in terms of the
CR value.

R? (R-Squared) Values: R? (R-Squared) value is the most common coefficient
of determination used to evaluate the model (Hair et al., 2016). This coefficient
is a measure of the predictive power of the model and is calculated as the
square correlation between the actual and predicted values of a given endo-
genous construct. The coefficient represents the combined impacts of exoge-
nous latent variables on the endogenous latent variable. Hence, the coefficient
represents the amount of variance in endogenous constructs. The R? value is
expected to range between 0 and 1. A powerful impact is seen as the R? value
approaches 1, and a low impact is observed as the R? value approaches 0 (Oz-
devecioglu & Karaca, 2015).

Table 5. R? (R-Squared) Values

Dimensions R?Values
Organizational Development 0.290
Distrust 0.212
Productivity 0.212
Efficiency 0.359
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As seen in Table 5, R? values for organizational development (0.290), for
distrust (0.212), for productivity (0.284), and for efficiency (0.359) are closer to
0. Therefore, it can be claimed that a weak impact is present.

R Square

j=2} L - >

Efficiency Distrust Productivity Organizational Development

Chart 4. R? Values

It is seen that the sub-dimension of the organizational culture, hierarchy,
which has the position of the independent variable for R?values in Chart 4,
affects organization development by 29%, distrust by 21.2%, productivity by
28.4%, and efficiency by 35.9%, which are sub-dimensions of strategic plan-
ning that have a dependent variable position.

SEM Path Coefficients and Significance Results of Path Coefficients: In the
research study, the impact of organizational culture on strategic planning at-
titude is examined, and the path analysis results are illustrated in Figure 3.
Figure 3 below illustrates the partial least squares path analysis results and
the model established in compliance with the study. The circular shapes in
Figure 3 represent the independent and dependent variables of the model.
The arrows between dependent and independent variables represent regres-
sion paths. These regression paths indicate the predictive power of the inde-
pendent variable on dependent variables. The model also tests whether or not
the constructs in the analysis have mediating effects based on the literature.
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Figure 3: Partial Least Squares (PLS) Path Analysis Results

According to the performed analysis, it is seen that hierarchy, which is the
sub-dimension of organizational culture that has an independent variable po-
sition, affects organization development, distrust, productivity, and effici-
ency, which are sub-dimensions of strategic planning with a dependent vari-
able position. The numerical values on the arrows are called path coefficients
and indicate the factor loads representing the explanation power of one vari-
able over another.
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Table 6. SEM Path Coefficients and Significance Results of Path Coefficients

Path Path Coefficient T P

Hierarcy Culture-Organizational Development 0.539 9.697  0.000
Hierarcy Culture-Distrust -0.461 6.933  0.000
Hierarcy Culture-Productivity 0.533 8.329  0.000
Hierarcy Culture-Efficiency 0.599 8.000  0.000

Since the path coefficients in the model are found to be statistically signi-
ficant, some of the hypotheses are accepted (H11, Hi2, Hi3, Hi4); whereas ot-
hers are rejected. Upon considering the path coefficient values presented in
Table 6, the greatest impact of the hierarchy sub-dimension is detected to be
on the efficiency sub-dimension, followed by the organizational development
and productivity sub-dimensions. Again, upon examining the path coeffici-
ents, it is seen that the hierarchy culture has an adverse impact on the distrust
sub-dimension.

Conclusion and Evaluation

As there is a reason for the existence of every individual and society, there is
a reason for the emergence of organizations. Organizations sustain their acti-
vities by acting within some plans in order to realize and maintain their pur-
pose of emergence. Nonetheless, organizations must have a solid organizati-
onal culture in order to implement their plans.

There are various features that render the organization different from ot-
her organizations, and the organizational structure is one of these features.
The organizational culture and strategic planning are intertwined in line with
the idea that people do everything. Because they are the members of the or-
ganization that make and implement the strategic plans. Organizations,
whose organizational structure is based on dynamic and solid foundations,
may be more successful and effective compared to other organizations. Or-
ganizations should make and implement their strategic plans by devoting the
necessary sensitivity to the organizational culture and making the necessary
changes and positioning.

As a result of the statistical analysis performed in the research study; it is
found that the sub-dimensions of the organizational culture have impacts on
the sub-dimensions of strategic planning. In the path analysis, the impact of
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hierarchy, which is the sub-dimension of the organizational culture, on the
sub-dimensions of strategic planning is statistically predicated.

According to these results, the Hi1 hypothesis is accepted. Accordingly, it
is concluded that hierarchy culture affects the organizational development
dimension (path coefficient: 0.539, t: 9.697, p <0.05). In this case, it can be sta-
ted that acquiring a hierarchy culture would contribute to the organizational
development of the employees and a 1-unit rise in the hierarchy culture has
a 53% positive impact on the employees in the direction of organization de-
velopment.

The Hi2 hypothesis included in the study is also accepted. Accordingly, it
is concluded that the hierarchy culture negatively affects the distrust dimen-
sion (path coefficient: - 0.461, t: 6.933, p < 0.05). In this case, it can be stated
that acquiring a hierarchy culture lowers the distrust of employees compared
to strategic planning studies, and a 1-unit rise in the hierarchy culture has a
46% negative impact on the distrust of the employees. Again, the His hypot-
hesis is accepted in the study. Upon examining the path coefficients and sig-
nificance results, it is concluded that the hierarchy culture affects the produc-
tivity dimension (path coefficient: 0.533, t: 8.329, p < 0.05). In this case, it can
be stated that acquiring a hierarchy culture would contribute to the produc-
tivity of the employees, and a 1-unit rise in the hierarchy culture has a 53%
positive impact on employees in terms of productivity.

Consequently, the Hi4 hypothesis is also accepted. Upon examining the
path coefficients and significance results, it is concluded that the hierarchy
culture affects the efficiency dimension (path coefficient: 0.599, t: 8.000, p <
0.05). In this case, it can be stated that acquiring a hierarchy culture would
contribute to the efficiency of strategic planning studies, and a 1-unit rise in
the hierarchy culture has a positive impact of approximately 60% on the emp-
loyees. Upon examining the literature, it is seen that there are studies with
similar results. Accordingly; Payh (2017) detected a positive relationship
between organizational culture and strategic planning upon examining the
relationship between organizational culture and strategic planning in muni-
cipalities as local government units. In another study, Kogak (2016) concluded
that a relationship existed between school culture and strategic planning per-
ception. Yakut (2011) examined organizational climate, organizational cul-
ture, perception, participation, and leadership dimensions among the neces-
sary dimensions for the effectiveness of strategic planning and detected that
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the organizational culture was associated with the strategic planning percep-
tion, process, and strategic planning implementation principles and level. Oz-
cubuk (2019), in his study on the relationship between organizational culture
and strategic planning, concluded that there was a correlational relationship
between the 'adaptation' feature of the organizational culture and the positive
dimensions of the strategic planning attitude scale (institutional develop-
ment, effectiveness, productivity). These results indicate that organizational
culture is an important factor in strategic planning attitude. In other words,
the powerful relationship between the organizational culture and the strate-
gic plan would enable the organization to achieve the desired basic goals and
become successful. Researchers who choose to conduct studies on similar is-
sues would contribute more to the literature upon investigating different sec-
tors with different sample sizes.
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