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ABSTRACT
Today, organizations see innovation as the main factor in gaining and
sustaining competitive advantage. In addition, another important issue is
to make innovation sustainable. The literature on innovation includes a lot
of research, and every research opens up new research area. In order to
ensure sustainable innovation, it is necessary to integrate an appropriate
innovation system and culture into the organization. This study focuses on
these two factors in particular. The interaction between the dimensions of
the innovation system and the culture of the organization is explained by
examining sample companies from both developed and developing
countries. Exemplary companies were chosen from technology companies,
where innovation is at the forefront. The innovation systems of the
companies were measured on the basis of their dimensions and the types
of corporate cultures were measured in the same way and meaningful
relationships were explained by applying the multivariate regression
model.
Keywords: Innovation Management, Innovation System, Innovation
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INTRODUCTION
Innovation is an ‘indispensable’ strategy for every company that seeks to
earn considerable revenue and to achieve a large share in the market or to
maintain its current market share. In other words, innovation is defined as
one of the basic competencies that companies need to develop, maintain
and even remain in an environment including rapid change and intense
competition (Zhang, Chen, Wang, & Ordóñez de Pablos, 2016). As a result
of these facts, innovation is at the top of corporate strategies. Being an
innovative company requires, continuously developing unique products
and services.
There are several challenging factors to be innovative and stay innovative.
First, it is necessary to establish and maintain an organizational culture in
which the innovation within the organization will begin, support and adopt
continuous innovation. This is not easy (Phillips, 2007). Institutions with
high performance, share many common organizational cultural
characteristics, but the pattern of injury from each organization may vary.
Organizational culture is a key element in the realization of the mission
and strategies of an institution, in increasing institutional effectiveness and
in managing change. Many authors and researchers have defined the
organizational culture phenomenon in many ways. Organizational culture
is often seen as a set of beliefs, values and assumptions shared by the
members of the organization (Chang, Liao, & Wu, 2017). Organizational
culture, with its undeniable influence on group motivation and
organizational behavior is a very powerful factor on institutional
innovation. Strong cultures can both prevent or support changes or new
strategies when needed most. The direction of this effect depends on the
dimensions of the culture. In this study, the main reason for taking the
degree of organizational culture types as an independent variable is
determining the level of positive effect according to culture types.
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Figure 1: Research Model (Hypotheses Development)

Figure 1 above shows the constructed research model and the hypotheses
development
of this study. The following hypotheses were produced based on the
research questions:
H1: At least one type of organizational culture is associated with the
innovation dimensions of firms.
The adhocracy organizational culture highlights future orientation, risktaking, flexibility, openness, change rewards and organizational learning.
These cultural features support firms to adapt to the new environment and
to gather critical resources for innovative and creative initiatives (Tian,
Deng, Zhang, & Salmador, 2018).
H2: At least one type of externally oriented organizational culture has a
positive relationship with the innovation dimensions of companies.
The company's ability to innovate is the most important factor for
competitive advantage under multivariate market conditions. Innovation
capability enables the organization to innovate to respond to a changing
market environment and continuously incorporate it into all strategies,
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systems and structures that support innovation in an organization
(Rajapathirana & Hui, 2018).
H3: At least one type of organizational culture with organic processes
has a positive relationship with the innovation dimensions of companies.
This innovation capability consists of multiple dimensions which feed
innovation output in a way. Institutions can control the dimensions which
are internal. Major internal innovation dimensions which are considered in
this study are Motivation, Culture, Knowledge Management, Leadership,
Process, Resources and Strategy of the institutions. The high-level
existence of these dimensions effects the innovativeness positively. This
is the reason of the selection of these dimensions as dependent variables in
this study.
The interaction between the dimensions of innovation and the cultural
dimensions of organizations should be explored for providing an effective
innovation implementation method for leaders. The aim of this study is to
test the relationships between the innovation system dimensions and the
organizational culture types of technology companies which are thought
to be innovative. The specific business area for this study is set as
‘information technologies’ because of the importance of the innovative
outputs in this business area. This business area is very sensitive to
information and knowledge production which also requires innovative
skills. So, it is very important to identify the organizational culture type
which fosters innovative behavior and innovative outputs for technology
business. We approach organizational culture from competing values
framework perspective in this study. We aim to measure the organizational
culture based on ‘organizational focus’ and ‘organizational preference for
structure’. This study covers 14 Information technology companies which
work on software development, system integration and information and
communication technologies consulting. The reason behind the selection
of these companies is that companies have been in innovative company
rankings for a while. Especially developed country examples are
companies that have taken place in these rankings. The examples taken
from developing countries, on the other hand, are showing a high
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acceleration in their growth and being among the most innovative
companies in their own countries. More detailed information about these
companies can be found in ‘data scope’ section. The selection of the
information technology business area as the scope of this study is strongly
based on the fact that the innovation capability plays crucial role on
competitive advantage especially in knowledge-intensive industries. The
companies are selected from both ‘developed’ and ‘developing’ countries
to have a wide point of view.
LITERATURE REVIEW
It is generally accepted that organizational culture has a significant impact
on the tendency of an organization to innovate. Organizational culture is
considered to be the primary determinant of innovation, which is integral
in nature and which is inseparable from the culture that facilitates or limits
the 'value added' capability. It is emphasized that organizational culture
affects the level of encouragement, support and implementation of creative
solutions. Organizational culture is considered as one of the key elements
in increasing and preventing innovation. Different kinds of innovations are
thought to require different kinds of organizational culture. Within the
scope of studies on the research of organizational culture types, we see that
most of them are related to innovation (Chang, Liao, & Wu, 2017).
Okatan and Alankuş (2017) investigated the ‘effect of organizational
culture on internal innovation capacity’ on the various innovative
companies form various industries. They highlighted the influence of the
competition culture on reaching the innovative outputs.
Yeşil and Kaya (2013) investigated the effect of organizational culture on
firms’ financial performance through competing values framework.
Although they were not able to demonstrate a direct link between cultural
dimensions and financial performance of the companies, their study
supported the theoretical argument that organizational culture influenced
the performance outcomes by the mediators such as knowledge
transformation, knowledge management and innovation. The result of the
study also supports empirical studies showing the indirect impact of
organizational culture on performance.
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The literature is generally followed by Burns and Stalker typology, which
shows a segregation between mechanical and organic organizations. Both
expressions describe both mechanical and organic, organizational builds
and organizational cultures. We can speak of a lateral communication in
organic cultures. In other words, employees in the research and
development department directly speak to their colleagues in the
marketing or any other department. Organic organizations are considered
adaptable and flexible, which makes them more sensitive to the market.
Organic cultures tend to provide a collaborative environment that can
foster risk taking, increase employee aspirations, and / or help a business
grow and increase its chances of success (Wei, Samiee, & Lee, 2014).
There is quite vertical communication with the boss or any other
department in mechanical cultures. Decision making in organic cultures is
usually guided or influenced by employees who do not rely on a
hierarchical position and who are technologically and / or market
conscious. In addition, workers in organic cultures have more
opportunities to be open to new ideas, technologies, or market views than
can be accepted in mechanical cultures. Therewithal, organic cultures
encourage the idea and knowledge exchange, instead of highlighting a oneway flow from a central authority. The existence of this mutual knowledge
and exchange of ideas provides a more flexible structure for information
processing in organic cultures, and therefore it is more likely to determine
the potential for innovation.
Competing Values Framework
Another dimension has also been used for the measurement of
organizational culture. It is introduced by Quinn and colleagues as well as
Cameron and Freeman. This dimension segregates between the focus on
internal orientation and integration, and the emphasis on external
orientation and differentiation. Finally, four culture types which are ‘clan’,
‘hierarchy’, ‘adhocracy’ and ‘market’ derive from this approach and form
the competing values framework (Herzog, 2011).
The Hierarchy Culture
In this culture, a government can be mentioned in the framework of formal
rules and procedures. The purpose of the organization is a stable
productivity and wants to predict the long-term. The dominant leaders in
this culture aim to ensure that the institution operates in a smooth and
problem-free climate. Large institutions, especially government agencies,
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work with this type of culture with the effect of the size of the number of
employees. It should be noted that this culture is not observed only in very
large institutions. Smaller institutions with smaller but very standard and
low creativity also adopt this kind of culture because the main purpose in
such institutions is efficiency, speed and standardization (Cameron &
Quinn, 2005).
The Market Culture
Another type of culture is still preferred in the late 1960s with the
challenges of competition. It contains very different assumptions
according to the hierarchy. This type of culture is called 'Market'. The
marketplace is not same with marketing functions or consumers in the
market; It is not directed to the inside but is oriented towards the outside.
The focus is to create a 'competitive advantage'. Profitability, resultorientation, power in the market areas, forcing targets and customer bases
are the main targets. The fundamental values that prevail are
competitiveness and efficiency. The leaders of this culture are challenging
and demanding. It is important to go beyond competition and market
leadership (Cameron & Quinn, 2005).
The Clan Culture
'Clan' culture is another form of organization. This type of organization is
named as ‘clan’ because it resembles a family type organization. The
common values and objectives have enabled co-operation and cohesion in
the firms with clan type. It recalls a large family of economic assets.
Typical features are teamwork, employee loyalty programs and corporate
commitment to employees rather than hierarchical rules and procedures or
competitive profit centers of markets. It strengthens such cultural workers
and defines their participation, commitment and loyalty. Some basic
assumptions are that the environment is managed through the best
teamwork and employee development, the customer is the best partner and
is in the organization.
This culture provides an intimate atmosphere with lots of sharing. Leaders
are considered mentors, perhaps even parental figures. The organization
emphasizes the long-term benefits of individual development with high
commitment and moral importance. Work, participation and consensus are
important values. (Cameron & Quinn, 2005).
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The Adhocracy Culture
The emergence of this type of organization has been with the transition to
the contemporary information age. Besides its half-life product and service
advantages, it is based on different assumptions from other organizational
structures. These assumptions are that organizations are primarily aimed
at developing new products and services and preparing them for the future,
and that the greatest task of management is to strengthen entrepreneurship,
creativity and the environment.
The origin of the word adhocracy is temporary. It implies something
temporary, special and dynamic. This type of culture is generally seen in
sectors such as aviation, software development and film production. A
major challenge for these organizations is to produce innovative products
and services and to quickly adapt to new opportunities. Different from
markets or hierarchies, there is no centralized power or authority
relationship. Instead, power passes from person to person or from the task
team to the task team, depending on which issue is eliminated. There is a
high emphasis on individuality, risk taking and predictability of the future
(Cameron & Quinn, 2005).
Innovation System Dimensions
In addition to the dimensions that are outside the control of the
organization that affects the innovation outcomes (Okatan, 2019), there are
also internal innovation system dimensions for the organization that has a
chance to control and it is important to understand them for innovation
success. These dimensions can be controlled by companies in some way.
Okatan and Alankuş (2017) compiled seven outstanding dimensions of the
internal innovation systems from the literature.
Innovation Leadership
In general, the definitions of leadership reflect some basic elements such
as "group”, “influence” and “goal. Mostly, leadership is seen as the process
of influencing others to achieve the desired results. While the influence of
leaders appears to be intuitive, most behavioral leadership studies look at
performance or effective results rather than innovation-related outcomes.
Research on leadership form and innovative outcomes explored the theory
of transformational leadership, participatory leadership and leading
member exchange. As a result of research conducted with managers at
different levels for companies of different sizes and ages who make radical
8
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innovation in the field of advanced technology, it has been determined that
leadership in organizations plays a decisive role in entrepreneurship for the
organization (Okatan, 2020). In recent years, more transformational and
charismatic leadership approaches have gained popularity and the studies
have shown a positive relationship between transformational leadership
and creativity. Organizational creativity also depends on how leaders
promote and manage diversity within the organization and develop an
effective leadership structure that maintains the innovation process (de
Jong & Den Hartog, 2007).
Innovation Motivation
There are necessary factors for people to push their own abilities and to
push for a purpose. The integration of these factors at the right time for the
right purpose, mobilizes people and leads to success. The motivation
phenomenon has been studied by much research. Particularly, the
relationship with success indicators has been investigated in
multidimensional manner. When we come about innovation and
motivation, we can talk about a very close relationship. For innovation to
take place, a combination of creativity and perseverance factors is
required, but only through motivation. This real motivation makes
innovation one of the critical and vital dimensions. Significant innovation
motivation is of course highly relevant to organizational climate and
culture (Hartmann, 2006).
Knowledge Management
The core of knowledge management related to innovation is that it
provides a framework for management in its attempts to develop and
enhance organizational capabilities for innovation. Innovation
management involves the management of processes for new innovations,
by combining and integrating different components of knowledge. In
addition, besides explicit knowledge, implicit knowledge has a significant
impact on the success of innovation processes in companies. Implicit
knowledge is an important driving force in the innovation process and its
effective implementation has a significant impact on the innovation
process and therefore plays an important role as a company resource and
success factor (Okatan, 2012). It identifies the ability of an organization to
recognize, assimilate and apply the value of new external knowledge and
information, and this capability is critical in determining an innovative
outcome. It is argued that the expansion of this idea depends on the
Florya Chronicles of Political Economy - Year 7 Number 1 - April 2021 (1 - 26)
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knowledge that organizations have previously absorbed the potential of
producing innovation outcomes. The current knowledge base of a firm has
determined the scope and ability to understand and apply new knowledge
to decision making, problem solving or innovations. It is the result of the
interactions between the integrative mechanisms that combine the two and
the profound knowledge accumulated from expertise and the resultant
discovery (Leal Rodríguez, Leal Millán, & Roldán Salgueiro, 2013).
Innovation Culture
Researchers have examined the participation of many concepts to better
understand the inputs that nourish and develop the culture of innovation.
These are the theory of organization, the role of management and
education management, sociology and psychology. Business, proactivity,
openness to ideas, openness to action and the tendency to take risks have
revealed that personality traits are the key conditions for creating a culture
that promotes innovation. A strong relationship has been found between
innovative initiatives and the risk-taking culture of the organization (Ismail
& Abdmajid. , 2007).
Innovation Resources
The resources are fuel and energy for an innovation. Without them, no
planned innovation will come to life. In general, three main resources are
mentioned: "people", "systems" and "projects". At this point, let's keep in
mind that these resources are in-house resources because ultimately there
are also many resources of innovation related to the environment. These
three business-specific resources have strong implications for innovation
success. This requires them to be managed in a very efficient and
productive way. But if we need to prioritize one of them, it becomes
'people'. People have a significant impact on the functioning and success
of companies. Because they create organizational culture. They lead,
initiate and manage work. They are the main components of internal
innovation potential (Rao & Weintraub, 2013).
Innovation Process
Processes are the route that innovations follow as they are developed.
Processes are generally based on stages or stages differentiated by some
built-in actions to develop an idea for the market, where the number of
steps or phases changes from one researcher / writer to another. In general,
the steps include nuances that are aimed at ideas, development and launch
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to reach the market. Usually a top-level, three-step approach; it consists of
developing ideas, gathering ideas and developing and implementing ideas.
This process continues as a loop (Johnsson, 2016).
Innovation Strategy
A key feature of the corporate strategy should be an intentional innovation
strategy aimed at accumulating company-specific information. An
innovation strategy must cope with a complex and ever-changing external
environment, dealing with serious uncertainties about current and future
developments in technology, competitive threats and market (and nonmarket) demands. Internal structures and processes should continuously
balance the potentially conflicting ones. The main requirements are:
a) identify and develop specialized knowledge in technological areas,
business functions and product parts.
b) use this information through integration between technological
areas, business functions and product segments (Tidd, Bessant, &
Pavitt, 2005)
While the view on organizational culture's effect on company
innovativeness is well established in management literature, it has
presented a somewhat high-level viewpoint regarding organizational
culture – examining organizational culture just in terms of the presented
innovative behaviors. Existing literature focused much on the effects of
organizational culture types on innovative outputs but also there is a gap
on identifying the relationship between each dimension of organizational
culture and innovation system. One of the purposes of this study is to shift
this focus to include the identification of the impact level of the main
dimensions of the organizational culture on each dimension of the internal
innovation dimensions, since the research is scarce in this area.
METHODOLOGY
We have two separate assessment tools combined in one questionnaire. So,
we had the opportunity to measure organizational culture and innovation
dimensions both separately and together with this approach. The first part
of the questionnaire assesses the existence level of the major internal
innovation dimensions combined from the literature. This questionnaire is
a combined questionnaire which was also used for the assessment of the
Florya Chronicles of Political Economy - Year 7 Number 1 - April 2021 (1 - 26)
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internal innovation capacity by Okatan & Alankuş (2017). This part of the
questionnaire consists of 51 questions assessing 7 internal innovation
dimensions.
The second part of the questionnaire is the assessment of the organizational
culture. We use the ‘organizational culture assessment instrument’ which
assesses the cultural dimensions based on the logic of ‘competing values
framework’. This part includes 24 questions assessing 6 dimensions.
It is also important to understand the 6 dimensions of organizational
culture, since these six content sizes are the basis for our assessment tool.
Criteria of Success
It is the criteria that determine how success is defined in the organization
and what will be rewarded and celebrated (Cameron & Quinn, 2005).
Success criteria direct the behavior and business manner of the members
of that organization.
The Dominant Characteristics
They are the dominant and most prominent features of the organization or
express what the general organization looks like (Cameron & Quinn,
2005). These dominant features are the most prominent features in the
general view of an organization when viewed from the outside of the
organization.
Management of Employees
It is the indicator that determines how the employees are managed or how
the employees are treated and how the working environment is in terms of
management (Cameron & Quinn, 2005). Management style is one of the
main factors affecting the general organizational climate and culture.
Organization Glue
It represents the organizational glue or adhesive mechanisms that hold the
organization together (Cameron & Quinn, 2005). It can also be expressed
as common values that enable the organization to remain and function in
integrity.
Organizational Leadership
It indicates the leadership style and approach that permeates the
12
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organization (Cameron & Quinn, 2005). Leadership has a serious effect on
shaping the culture in organizations and continuing in a certain style.
Strategic Emphases
It is the strategic emphasis that defines which emphasis areas drive the
organization's strategy (Cameron & Quinn, 2005). This dimension stands
at an important point in determining the general direction of the
organization.
Figure 2: Organizational Culture Assessment Model

The Questionnaire includes 75 questions totally. The measuring tool uses
a 5-point Likert scale. Thus, the participants had the chance to evaluate
their thoughts on the questions on a 5-point scale. The evaluation of each
question enabled us to measure the existence degree of all 4 cultures. The
"competitive values framework" was developed by Cameron and Quinn
(1999) and serves to understand whether an organization is outward or
internally oriented, as well as a flexible and individual climate or a stable
and controlling climate. The focus of an organization's culture is also
closely related to the organization's performance (Field, 2014). At this
point, this study examines the connection between innovative system
performance and culture practically and focuses on revealing meaningful
relationships.
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Data Scope
The data is collected form 14 corporations from miscellaneous countries.
These countries are from both developed and developing countries as the
USA, China, Germany, India, United Kingdom, Sweden and Turkey.
Totally ‘221’ responses were collected for the entire 14 companies. You
can find the allocations of the responses per each company and the
business areas of them in the table below.
Table 1: Overview of the Technology Companies

14
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Information on Company Profiles
Company 1
The company operates in the field of software and application
development in Turkey. They are listed in the ‘Fast Growing Company
List’ of a global consulting Company and awarded as ‘Best Performing
Company’. The area where the company is concentrated is mostly
Digitization and payment systems. The company has around 1000
employees, mostly from computer engineering area.
Company 2
The company produces technology for electronic payment transactions
and value-added services at the point of sale. It was included in the list of
'best payment innovators' and offers innovative payment solutions in many
countries of the world. The company is USA-based and has around 300
employees all over the world.
Company 3
The company that develops technology for large-scale production is based
in the USA. It operates in many regions around the world. It is working on
both software and advanced technology production systems on which this
software will be based.
Company 4
It is a US-based mass production technologies and industrial production
software company. The company, which operates in many countries,
draws attention with its innovative works especially in the field of industry
4.0.
Company 5
It is a development and manufacturing company, developing and
producing automation services, based in Turkey. It produces technology
on the automotive industry production components. It has grown
significantly in technology exports abroad.
Company 6
It is a consumer electronics company based in Turkey. It is the center of
many patents in its name. There are large-scale research and development
studies driven by the company. It is among the most innovative companies
for the country and the region.
Florya Chronicles of Political Economy - Year 7 Number 1 - April 2021 (1 - 26)
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Company 7
It is a U.S.-based company that produces technology for high-scale
production platforms. It operates worldwide. It stands out with its
innovative software products.
Company 8
USA-based multi-purpose, broad-based software development company.
It has both software products and technology conversion consultancy. It is
among the most innovative companies in the world. It operates in many
countries of the world.
Company 9
It is a China-based telecommunications hardware and software and
integration company. It is a company that has been shown in the most
innovative companies lists and has grown very rapidly, and it does
business in many countries around the world. It has more than 1000
employees
Company 10
It is a United Kingdom-based consulting company specialized in business
process optimization, business transformation and implementation of the
innovative structures. It serves in many countries with experienced and
high-skilled professionals. It has been shown among the innovative
companies of the world.
Company 11
The company operating in Turkey, has completed several R&D projects,
research and has made a significant number of patents and has contributed
to the characteristics of the international standardization organizations. It
works on telecommunications software and technologies. It has around
100 employees.
Company 12
It is a Sweden-based company operating in the field of consumer
electronics production and related software development. The company,
which has around 500 employees, has gained a reputation for offering
innovative products to consumers.
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Company 13
It is a Germany-based business applications software development
company that has been listed in the 'Most Innovative Companies in the
World' list, which operates in many countries. It has around 800 employees
worldwide.
Company 14
The company is a professional service company with more than 20
employees, based in India, focused on developing and integrating digital
commerce and customer experience applications. It attracts attention with
its being a fast-moving initiative with a very effective organization that
supports growth.
RESULTS
While interpreting the results, it is useful to make a summary of the data
studied. The implementation took place on 14 technology firms and was
included in 221 valid return research models. Accordingly, we can
present the outputs as follows:
 The 'market' type of culture stood out as the dominant culture in 8
of the 14 companies we studied.
 The 'clan' culture type came to the fore as the dominant culture in
5 of the 14 companies we examined.
 The number of companies in which the 'hierarchy' culture type is
seen as the dominant culture is only 1.
All 4 types of culture, which are embodied in the 'competitive values
framework' we have determined for culture measurement, have been
measured in all companies. According to the result of this measurement:
 The 'market' culture is seen as the most dominant type of culture,
with an overall average value of 3,689 out of 5 for 14 companies
surveyed.
 The 'clan' culture came to the fore as the second most dominant
type of culture, with an overall average value of 3,462 out of 5.
 The 'hierarchy' culture has been observed as the third most
dominant type of culture, with an overall average value of 3,417
out of 5.

Florya Chronicles of Political Economy - Year 7 Number 1 - April 2021 (1 - 26)

17

Understanding the Interaction of Innovation System Dimensions and Organizational Culture: A
Review on Technology Firms



The 'adhocracy' culture became the fourth most dominant type of
culture, with an overall average value of 3,272 out of 5.
Figure 3: Consolidated Average Values for all Observed Dimensions

The above Figure 3 illustrates the average values for both innovation
system dimensions and organizational culture based on the assessments of
the sample companies. The values for each company are presented in table
2 and Table 3.
Table 2: Company Scores for Innovation System Dimensions
Innovation System Dimensions
Leadersh
ip

Motivati
on

Knowledg
e
Managem
ent

Innovati
on
Culture

Resourc
es

Innovati
on
Process

Innovati
on
Strategy

Company 1

3.179

3.102

3.162

2.770

2.845

2.759

2.622

Company 2

4.000

3.714

3.526

3.426

3.400

3.407

3.429

Company 3

3.914

3.794

3.830

3.608

3.284

3.514

3.455

Company 4

3.666

4.143

4.113

4.453

4.166

3.814

3.952

Company 5

3.379

3.274

3.152

3.030

3.060

2.774

2.649

Company 6

3.250

3.643

3.640

3.468

3.394

3.426

3.643

Company 7

3.111

3.357

3.624

3.260

2.462

2.556

2.857

Company 8

3.470

3.314

3.506

3.350

3.255

3.537

3.286

Company 9

3.222

3.429

3.656

3.382

3.180

3.543

2.937

Company
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Company 10

4.056

3.619

3.918

3.040

2.710

3.518

3.048

Company 11

4.153

4.054

3.803

4.035

3.710

2.731

3.875

Company 12

3.650

3.686

3.761

3.714

3.791

3.381

3.186

Company 13

3.603

3.899

3.803

4.128

3.510

3.635

3.701

Company 14

4.444

4.429

3.852

3.695

4.167

3.481

3.238

Table 3: Company Scores for General Organizational Culture
General Organizational Culture
Company

Clan

Adhocracy

Market

Hierarchy

Company 1

3.012

2.631

3.202

3.000

Company 2

3.778

3.444

3.278

3.222

Company 3

3.685

3.377

4.142

3.963

Company 4

3.833

3.889

3.778

3.944

Company 5

3.015

2.636

3.545

3.303

Company 6

3.000

3.083

3.500

2.917

Company 7

3.222

2.750

4.056

3.556

Company 8

3.133

3.290

3.767

3.250

Company 9

2.741

2.889

3.741

3.222

Company 10

3.667

3.444

3.611

3.167

Company 11

3.875

3.785

3.847

3.646

Company 12

3.783

3.183

3.400

3.167

Company 13

3.786

3.571

3.556

3.532

Company 14

3.944

3.833

4.222

3.944

'Innovation motivation' stands out as having the highest average value of
3.676 out of 5 among the 7 dimensions of the innovation system evaluated
for 14 technology companies. The second highest average value was
observed for "knowledge management" with 3.668 out of 5.
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Figure 4: Average Values of Culture Types According to Companies

Figure 5: Average Values of Innovation System Dimensions According to
Companies

We created a research model for the regression analysis to be applied to
explain the relationship between organizational culture types and the
dimensions of the innovation system:

20

Kağan Okatan

Figure 6: Research Model

Based on the research methodology described, we analyzed the observed
average values of each type of organizational culture over the observed
average values of each innovation system dimension within our research
scope for each organization. The important relationships prominent in the
result of the multivariate regression applied in accordance with the
research methodology are shown below.

Florya Chronicles of Political Economy - Year 7 Number 1 - April 2021 (1 - 26)

21

Understanding the Interaction of Innovation System Dimensions and Organizational Culture: A
Review on Technology Firms

Figure 7: Significant Relations

CONCLUSION
When we examined the technology companies within the scope of the
study, we saw that they adopted the 'market' culture type that stands out as
an externally oriented control focus that encourages target-oriented
competition. The prominent feature of this kind of culture is that it adopts
a structure that will maximize its competitive advantage and thus ensure
profitability in order to dominate the market. Although we observed that
this type of culture is the most adopted type of culture among the
companies examined, we could not obtain enough outputs to prove a
meaningful relationship between this type of culture and the dimensions
of the innovation system. On the other hand, since our research model also
measures the existence degree of 4 cultural varieties within our scope in
these companies, we have also been able to prove a meaningful
relationship. We observed that there was a significant and positive
relationship between the 5 dimensions of the innovation system, which we
examined within the scope of our study, especially with the 'adhocracy'
culture type. The highlight of the 'adhocracy' culture type is that it creates
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a flexible environment that supports entrepreneurship and creativity. At
the same time, we can talk about the support of the 'market' culture in some
way to the 'adhocracy' culture. The 'market' culture interacts with the
creativity-promoting structure of the 'adhocracy' culture, with its structure
promoting competition for productivity.
When we look at the relationship of the "adhocracy" culture with
dimensions of the innovation system, there is a meaningful relationship.
We observe significant positive relationships with "Innovation
Motivation", "Innovation Culture", "Innovation Resources", "Innovation
Process" and "Innovation Strategy". The strongest significant relationship
stands out with the 'innovation process' with 1.19. The lowest significant
relationship is seen with 'innovation motivation' with 0.73. When we come
to the interpretation of the hypotheses, we see that the proof takes place
for the following 3 hypotheses. In these hypotheses, the p-value was
realized below 0.05.
• H1: At least one type of organizational culture is associated with the
innovation dimensions of firms.
• H2: At least one type of externally oriented organizational culture has a
positive relationship with the innovation dimensions of companies.
• H3: At least one type of organizational culture with organic processes has
a positive relationship with the innovation dimensions of companies.
The motivation behind this study was to examine the relationship between
the culture of organizations and the dimensions of the innovation system
and to reveal meaningful relationships. Of course, culture is not the only
factor affecting innovation output. For this reason, studies on the external
factors and other internal factors of the organizations are also required.
Choosing the organizational culture in this study is the thought that this
study will be a guide for organizations that want to increase innovative
competence in a shorter term, since the organization has a chance to
intervene in this internal factor in a way. Leadership and general
management understanding are also among the factors that the
organization can intervene, and studies in this direction will also be
supportive in increasing innovative competence.
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