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Abstract 
 

In this era of globalization, an organization needs to adapt to the competitions in 
order to maintain its existence. However, information technology (IT) governance 
development and application is sometimes not effective, which consequently ends as 
a failure. Such extent is attributable to lack of thorough analysis of organizational 
needs, particularly, in the scope of organizational culture. In this regards, this study 
attempts to carry out the contributions of organizational culture aspect to the 
development of IT governance. Good strategies of IT governance are ordinarily well 
applied in most organizations. The organizations, in fact, struggle to find a proper 
framework or model of IT governance with their characters. A quantitative method 
through document study and questionnaire. The data were obtained through The 
Organizational Culture Assessment Instrument (OCAI) questionnaire with 450 
respondents. The importance of organizational culture towards the application of IT 
governance that an organization can decide a suitable model of development with 
the organization goals. The role of organizational culture is crucial for the leader, as 
one key factor of success in IT governance, in formulating harmonious strategies of 
IT utilization policy with business strategy. Furthermore, it also acts as a 
recommendation for organizations to design better IT governance which is suitable 
for organization strategies and vision. 

I. INTRODUCTION 

The term “organizational culture” stands for a value system practiced by an organization which governs the 
members to work and behave based on the values believed. A strong organizational culture is said to be a key 
component which affects the organization’s performance to compete for success [1]. This extent that, it is a 
contributing factor of better IT governance implementation. In general, IT governance strategies are well executed 
by most organizations or institutions. On the other hand, selecting the best framework or model of governance that 
matches the organizations’ characteristic is quite a troubles one job. This problem also occurred in Universitas 
Negeri Gorontalo (UNG). One of the factors is a lack of careful analysis of needs, chiefly in the viewpoint of 
organizational culture. As a result, it contributes to the ineffectiveness of IT development in the organization. They 
agree that organizational culture could do a favor in successful IT governance implementation [2][3] In maintaining 
its existence, internal revamping for an organization is vital to carry out, as a response to aspirations demanding for 
changes in order to compete on a bigger scale and to reach its business goals. The change as a movement from 
current point to the desired state in the future [4]. In addition, changes can as well arise because of external factors, 

 
 
  * Corresponding author 



Lanto Ningrayati Amali, Lillyan Hadjaratie,& Sitti Suhada  
 Journal of Information Systems Engineering and Business Intelligence, 2018,  4 (1), 1-10 

2 
 

is a benchmark for the board of management to foresee any necessary change for improvement. Moreover, in 
applying its strategies, an organization can refer to its culture that goes well with its vision and mission [5]. 

By this consideration, an analysis of organizational culture is recommended to perform, mainly in the application 
of IT governance. Organizational culture is further treated as a guideline in IT governance maintenance and 
improvement. Moreover, in choosing a model of IT governance, organizations should involve their signature 
features as a consideration, since no exact model of the best framework can suit every organization out there. With 
that in mind, organizational culture is significant as a reference in formulating goals associated IT governance. 

II. LITERATURE  REVIEW 

A. Organizational Culture 

Organizational culture as an experience, history, belief, and a sort of shared norms as signature traits of an 
organization [6]. It is also regarded as main values, as a work philosophy spreading inside an organization to its 
members, and as a guideline for the organization policy in managing its members and customers [7]. Meanwhile 
that, organizational culture is a pattern of shared basic assumptions referred by members of an organization as an 
effective problem-solving tool of external factors adjustments and integration of internal factors [8]. It then guides 
the members how to perceive, think, and feel their organization problems. 

Furthermore, organizational culture does affect the implementation of IT governance [3]. Thus, managing culture 
is vital to raise the members’ awareness on matters related to performance management and as a communication 
between sides with different standing. Organizational culture should be one of the main focuses for better IT 
governance application and efficiency [2][9]. Likewise, it is emphasized for an organization to uphold balance 
between IT/IS and organizational culture as a gate to maximum potency guaranteed by the system [10]. 
Additionally, organizational culture supports the connection of technology embracement and organization progress 
[11] and a fundamental issue of well developed and well applied IT governance [12]. 

Features of a strong organizational culture (integrity, responsibility, accountability, and behavior ethics) can act 
as a basis for an organization to apply IT governance [13]. Similarly, the central role of organizational culture for a 
better achievement in projects involving organizational change, including IT [10]. Organizational culture can raise 
the members’ awareness and sense of collectivism, guide how to solve problems, and govern how the members 
behave. Should there be a contradiction between IT and organizational culture, one must choose to reject the 
governance or to adjust it to the existing organizational culture. 

B. IT Governance 

A number of different arguments on IT governance show that there is clear perspective towards the idea of  IT 
governance itself. All put focus on the similar issue, i.e., role of  IT governance in a synergizing relation of  IT with 
organization’s business and risk minimization. IT governance has been one key part of an organization’s 
management because fine governance can ensure that  IT can uphold and expand organization’s strategies and goals. 
IT governance is aimed to guarantee that IT implementation can accomplish the mission set in organization’s 
strategy, for instance, maximum utilization of  IT, capturing benefits from opportunities, responsible handling of  IT 
sources, and risk control and minimization [14][15]. Thus, investing in IT governance helps quite much in the long 
run [16]. 

There is at least 40 percent profit on IT investment experienced by organizations with well managed IT 
governance policies. Moreover, the organizations were able to collect 40 percent more investment refund than their 
competitors. It also affected their performance, boosting it to 20 to 40 percent [17][18][19]. A well established IT 
governance plays a key role for organizations to increase performance and success rate, enabling them to meet their 
strategic targets. Thus, one requires having a broad conception on IT governance to set limitation and scope of 
function of IT governance. This eases the organizations to have a broader outlook towards their business prospects 
and provides a focus for the management to notice. A proper implementation of IT governance is substantial to 
stimulate specific benefits of business, e.g, increasing reputation, trust, and cost suppression [20]. Furthermore, it is 
aimed to create better synergy with the surrounding community, business circumstances, and interested parties. 
Henceforth, an organization needs to understand completely of contributing factors of IT governance in regards to 
being superior to the competitors and making the most of the value delivery of IT projects related to IT investments 
[21]. 

Consequently, effective IT governance can ensure that IT sustains organization goals and optimizes business 
investment and IT risk management. At present, there is no way that an organization without IT and information 
system (IT/IS) can provide a reference for the executive management in decision making. As a matter of 
responsibility of leadership and management board, IT governance can assure the needs and aims of the 



 

organization. There is an increase of interest by organizations regarding IT governance sin
is a gap between large facilities of IT projects and lack of control of organization’s performance. Therefore, an 
efficient management of IT/IS is significant to perform better in matters of operational management and 
organization tactic. 

 
Taking place in UNG, the study was carried out through a quantitative method, referring to its focus and expected 

output. This research utilized The Organizational Culture Assessment Instrument (OCAI) questionnaire for data 
collection, which is proposed by [22
and preferred culture. Organizations both the current cultural state and also to identify gaps between current and 
desired futures [23]. 

OCAI model comprises four types of organizational culture. It involves six variables of the cultural dimension, 
i.e., Dominant Characteristic, Organizational Leadership, Management of Employees, Organization
Strategic Emphases, and Criteria of Success 
types (A, B, C, D) of organizational culture. A type stands for Clan Culture; B
refer to Market Culture and Hierarchy Culture respectively. In addition, this research conducts document study in 
order to provide a more in-depth analysis of the issue being addressed.

The population included 925 respond
estimates 254-278 target samples with 95 percent confidence level
[24]. That moderate level of certainty must be on 95 percent, considering that target samples need to represent the 
population of research [24]. 

After data collections are complete from 450 respondents only 
entered, edited and viewed into SPSS 16.0 in the data file.
data screening is to ensure the data is clean of ambiguous data and errors. Ambiguous data
negative influence on the outcomes. The data from the questionnaires were cleaned and resulted in 241 analyzable 
data. 

This research obtained an average recapitulation of respondents’ answer of each variable in six dimensions of 
organizational culture and the overall profile of organizational culture, which is the average score of all six 
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III. METHODS 

Figure 1. The competing value framework 
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22], as displayed in Figure 1. OCAI is a psychometric tool for purposed to help 
and preferred culture. Organizations both the current cultural state and also to identify gaps between current and 

OCAI model comprises four types of organizational culture. It involves six variables of the cultural dimension, 
i.e., Dominant Characteristic, Organizational Leadership, Management of Employees, Organization
Strategic Emphases, and Criteria of Success [22]. On every variable, there are four questions; each represents four 
types (A, B, C, D) of organizational culture. A type stands for Clan Culture; B is for Adhocracy Culture; C and D 
refer to Market Culture and Hierarchy Culture respectively. In addition, this research conducts document study in 

depth analysis of the issue being addressed. 
respondens at UNG. It set its sample by Simple Random Sampling technique which 

278 target samples with 95 percent confidence level and five percent margin of error, as adopted from 
moderate level of certainty must be on 95 percent, considering that target samples need to represent the 

IV. RESULTS 

After data collections are complete from 450 respondents only 268 returned the questionnaires, the data can be 
entered, edited and viewed into SPSS 16.0 in the data file. In regard to data screening and cleaning, the purpose of 
data screening is to ensure the data is clean of ambiguous data and errors. Ambiguous data
negative influence on the outcomes. The data from the questionnaires were cleaned and resulted in 241 analyzable 

This research obtained an average recapitulation of respondents’ answer of each variable in six dimensions of 
nizational culture and the overall profile of organizational culture, which is the average score of all six 
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dimensions. It is presented in Table 1. Moreover, based on Table 1 shown in Figure 2 and 3 display graphs of 
current culture dimension in the respondents work environment and preferred culture dimension respectively. 

 
TABLE 1 

AVERAGE ASSESSMENT OF SURVEY RESULTS 

Dimensions of Organizational 
Culture 

Current Preffered 
A B C D A B C D 

Dominant Characteristic 25 23 26 25 27 25 24 24 
Organizational  Leadership 25 23 25 27 27 25 24 25 
Management of Employees 25 23 26 26 28 25 24 24 
Organizational Glue 25 24 25 26 27 26 23 24 
Strategic Emphases 25 24 26 26 28 26 24 23 
Criteria of Success 25 23 26 26 28 25 24 23 
The Overall OC Profiles 25 23 26 26 28 25 24 24 

 
Note: A = Clan; B = Adhocracy; C = Market; D = Hierarchy 

 

 
Figure 2. Graph of the current cultural 

 

 
Figure 3. Graph of the preferred cultural 

 

The result in Table 1 displays the average score of organizational culture profiles based on the six culture 
dimensions. Figures 4 to 9 show a percentage breakdown of the current culture profiles and preferred ones. This 
research formulates a conceptual of IT governance based on six culture dimensions. The conceptual is recommended 
as a guideline for the leader to plan strategic vision, implement projects and design new regulations. 

V. DISCUSSION 

A. Dominant Characteristic 

Figure 4 displays the average score tabulation of a dominant characteristic of the organizational culture profiles. 
Of the current culture profiles, market type appears to be the most dominant profile of 26 percent, while adhocracy 
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being the least dominant with 23 percent. The second and third place in the hierarchy and clan culture, both scoring 
25 percent. The market type culture lays emphasis on a goal oriented and competitive work environment. 

 
Figure 4. Radar diagram of dimension of dominant characteristic 

The result implies that organization aims for competitive excellence and successful target achievement. An 
organization can not solely rely on strong human and financial resources in order to become superior to its 
competitors. It is crucial for the organization to possess adaptive, objective, and transparent management system. 
This idea is also supported that superiority does not measure an organization's capability to maintain its existence, 
but its adaptability towards change [25]. This is to say that it is crucial to have a leader with decent competence in 
business skills and strategies to support IT/IS strategies of the organization. 

Furthermore, the clan culture appears to be the most dominant preferred culture profile, being at 27 percent, 
followed by adhocracy culture at 25 percent. Meanwhile, the respondents preferred to decrease the likelihood of 
market and hierarchy culture for two percent and one percent respectively. In contrast, as shown from the result the 
respondents preferred to increase clan and adhocracy culture for three percent and one percent respectively. From 
this set of data, it is concluded that aspiration for change inside the organization is less significant. Once a change is 
considered necessary, a leader should put more attention to organizational needs and encourage or boost the 
members’ performance. It is also essential for the leader to develop management competence to facilitate internal 
revamping. 

 
Figure 5. Radar diagram of dimension of organizational leadership 

B. Organizational Leadership 

Figure 5 elaborates features of organizational culture profiles based on the organizational leadership dimension. 
As the most dominant profile of current culture, hierarchy culture highlights on coordination based leadership style. 
In the second place, market culture emphasizes on a competitive style leadership which demands the leader to be 
able to boost the members’ motivation. Both of these leadership styles have a vital contribution to IT/IS 
development if applied properly.  
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As the most dominant in preferred culture profiles, clan culture stresses on mentor style leadership. The leader in 
this culture profile plays a role as a mentor and facilitator. Moreover, it implies that the organization also demand an 
entrepreneurship style leadership as well as a leader with maximum job efficiency. With the desire for hierarchy 
culture to decrease, it seems that the organization prefers a flexible leadership style, which is also under the 
organizational limit at the same time. In this situation, staff can freely provide feedback to the organization. 

From the analysis of this dimension, it can be concluded that all employees seek to shift to a culture that 
resembles clan type profile, with mentorship style leadership. The respondents expected that a leader could motivate 
IT/IS staff with different backgrounds to synchronize in improving IT governance. 

C. Management of Employees 

Figure 6 presents data of organizational culture profiles based on the dimension of management of employees. In 
the current dominant culture profile (hierarchy culture), the management focuses on providing the sense of safety 
and routine based stable interconnection between members. It also appears that a number of current personal 
management styles resemble the market culture, which encourages the person to be more competitive in IT/IS 
service. On the contrary, in the preferred culture profile, there is a desire to increase the clan culture for three percent 
and to decrease the hierarchy and market culture for two percent. It can be achieved by putting more emphasis on 
teamwork, the solidarity of members, and internal management. The organization may need human resource training 
program in IT/IS sector with measurable targets as a way to support the personnel management. The organization 
also needs to develop a flexible communication between the staff and the management to enhance members’ 
creativity and performance. 

 
Figure 6. Radar diagram of dimension of management of employees 

D. Organizational Glue 

Figure 7 shows an elaboration of organizational culture profiles based on the dimension of organizational glue. As 
mentioned previously, hierarchy culture is the most dominant profile in this organization, followed by clan and 
market culture as the second most dominant and adhocracy culture as the least dominant profile, In a hierarchy type 
dominant organization, the main glues among members are formal regulations and policy.  

Moreover, the members of this organization appear to be united by the principles of loyalty, shared belief, 
commitment, achievement, target accomplishment, and aggressiveness. These principles resemble the clan and 
market culture as the second most dominant profiles. On the other hand, adhocracy culture is the least contributing 
factor to bond the members that lead them to focus on innovation and organization development. Also, there seems 
to be a desire from the staff to reduce the likelihood of hierarchy culture for two percent. It can be seen from the 
organization needs to cut a bit of the strictness of formal regulation and policy as its organizational glue. The change 
needs to be implemented in order to create flexible cooperation among members, which in turn improves staffs’ 
performance. Additionally, the respondents demand an increase of two percent in the clan culture profile. This is to 
say that the members of the organization are more likely to be united by loyalty and shared beliefs rather than formal 
regulation and policy. 
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Figure 7. Radar diagram of dimension of organizational glue 

E. Strategic Emphases 

Figure 8 outlines the analysis result of profiles of organizational culture by strategic emphasis variable. As the 
most dominant profile of current culture, hierarchy culture underlines its strategies to address internal problems, e.g. 
internal revamping and stabilization of IT/governance to accomplish target. In addition, some respondents argue that 
the strategic emphasis of the organization resemble those of market and clan culture, i.e., competitive target 
achievement and expansion of service coverage. 

 

 

Figure 8. Radar diagram of dimension of strategic emphasis 

F. Criteria of Success 

Figure 9 portrays data breakdown of organizational culture profiles viewed from the dimension of criteria for 
success. The hierarchy culture seems to dominate the current culture profile followed by the market and clan culture 
at the second place, and adhocracy culture being the least dominant. By the percentage, it is inferred that the 
organization determines its criteria of success based on efficiency in IT governance, reliable IT/IS service products, 
and expansion of service coverage area of IT/IS. In addition, the adhocracy culture contributes the least to the 
organization’s mindset of success criteria. It sets a benchmark of success on the innovation of IT/IS services. 



Lanto Ningrayati Amali, Lillyan Hadjaratie,& Sitti Suhada  
 Journal of Information Systems Engineering and Business Intelligence, 2018,  4 (1), 1-10 

8 
 

 

Figure 9. Radar diagram of dimension of criteria of success  

 
Furthermore, the outline of preferred culture profiles implies that the organization favors setting a benchmark of 

success in human resource development, improvement in internal management, and teamwork and solidarity among 
the members. In this case, an internal evaluation becomes vital as an effort of improving the quality of human 
resource, and IT/IS services. 

Furthermore, the result of respondents’ points on preferred culture displays a quite small surge for an increase in 
four cultures. There is a desire to increase three percent of the likelihood of clan culture, while adhocracy culture is 
preferred to increase two percent. Conversely, the respondents would rather both market and hierarchy culture to 
drop two percent. Furthermore, as extracted from the data, the desire to increase or decrease the level of existing 
organizational culture is below five percent. This means that the respondents’ need for change inside the 
organization is less significant. 

The preference of respondents to move to clan type organizational culture is attributable to the features of clan 
cultures. Clan culture puts emphasis on human resource development, flexibility and dynamics of an organization, 
and solidarity between its members. Moreover, in the next position, adhocracy culture tends to focus on growing 
motivation to innovate, encouraging risk-taking actions, and embracing changes and challenges ahead. Furthermore, 
as elucidated from the statistics, a desire for change is not needed in the near future as the gap between current 
culture and preference is less than two percent. 

G. Organizational Culture Profile 

This research performed an analysis on the average recap data from the questionnaires. The result provides a radar 
diagram of organizational culture percentage from numeric data from respondents’ score on each six dimension of 
four organizational culture profiles (see Table 1). It is then presented in Table 2. 

TABLE 2.  
THE OVERALL OC PROFILES RELATED TO THE SIX KEY DIMENSIONS 

Overall Percentage (%) 

Organizational Culture A B C D 
Current 25 23 26 26 
Preffered 28 25 24 24 

Note: A = Clan; B = Adhocracy; C = Market; D = Hierarchy 
 
The result (in Figure 10) shows that there are currently two dominant organizational culture profiles, hierarchy 

and market culture, both share a similar portion of 26 percent. These cultures emphasize on strict control of 
stabilized, well structured and goal oriented work environment, well organized formal procedures, and a strong 
focus on competition and target achievement. Contrarily, at the level of 23 percent, adhocracy culture is the least 
dominant culture, followed by clan culture in the third place, being at 25 percent. A less than five percent gap 
between the first and the last position designates the weakness of organizational culture inside an organization. From 
the result, it is deduced that organization is believed to have fewer benefits regarding performance. This is crucial 
for a deep valued organizational culture that is fundamental in well managed IT governance and lucrative projects 
(including IT ones). This state, nevertheless, is still bearable to some extent that the organization is in its process of 
finding suitable organizational culture. 
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Figure 10. Radar diagram of dimension of overall organizational culture profiles 

 
Furthermore, the result of respondents’ points on preferred culture displays a quite small surge for an increase in 

four cultures. There is a desire to increase three percent of the likelihood of clan culture, while adhocracy culture is 
preferred to increase two percent. Conversely, the respondents would rather both market and hierarchy culture to 
drop two percent. Furthermore, as extracted from the data, the desire to increase or decrease the level of existing 
organizational culture is below five percent. This means that the respondents’ need for change inside the 
organization is less significant. 

The preference of respondents to move to clan type organizational culture is attributable to the features of clan 
cultures. Clan culture puts emphasis on human resource development, flexibility and dynamics of an organization, 
and solidarity between its members. Moreover, in the next position, adhocracy culture tends to focus on growing 
motivation to innovate, encouraging risk-taking actions, and embracing changes and challenges ahead. Furthermore, 
as elucidated from the statistics, a desire for change is not needed in the near future as the gap between current 
culture and preference is less than two percent. 

VI. CONCLUSIONS 

To sum up, market and hierarchy type culture still dominate the current and preferred organizational culture of the 
respondents. Both market and hierarchy cultures are on similar percentage, scoring 26 percent of current culture and 
24 percent preferred culture with two percent gap. On the other hand, adhocracy culture is on bottom position, 
followed by clan culture in the third place. In clan culture, the current culture is at 25 percent, and the preferred is at 
28 percent with a gap of 3 percent. Meanwhile, there is 23 percent current value of adhocracy culture, with 25 
percent preferred culture value and two percent gap. Since the gap between cultures is less than five percent, it is 
therefore deduced that significant change of organizational culture is not needed. Based on the result above on 
organizational culture profiles, it is crucial for the leader, as one key factor of success in IT governance, to possess 
proper accountability in formulating harmonious strategies of IT utilization policy with business strategy. Moreover, 
in IT governance, one needs to consider establishing risk management actions and staff training to anticipate any 
failure in IT projects. Furthermore, every policy released by the administration needs to maintain its value of 
transparency, as well as being open for aspirations from members, to further encourage organization’s advancement 
from bottom level work units. 
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