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ABSTRACT

Performance of the Sri Lanka public sector organizations during the recent past, is
an arguable factor. According to various observers, many reasons have been viewed
being resulting factors for low performance. In this study, it is assumed that the
prevailing culture in the public sector sub national level organizations is quite important
which influences the organizational performance. Accordingly, the main objective of
this study was to investigate whether the Organizational Culture (OC) has a significant
impact on the Organizational Performance (OP) with special reference to the Divisional
Secretariats(DS) in Sri Lanka. In the meantime an attempt has been made to identify the
pattern of the culture that prevails in the public sector sub national level organizations.
For the achievement of objectives of the study, a conceptual framework was developed
based on Denison’s Organizational Culture Model. Four major organizational culture
traits were identified and studied apon as Independent Variables.

An exploratory research design was adopted for the study. The sample was
selected from 30 Divisional Secretariats (DS) in each of two provinces namely: Western
and Central. For collection of data a survey questionnaire was developed and interviews
were conducted basing on it. In order to fulfill the expected objectives of the study two
hypotheses were formulated initially. After testing the validity and reliability of research
variables, the two hypotheses were converted into three. Out of the three, the first two
hypotheses were supported by the findings of the study, while the third one was not
proved. Accordingly, analysis of data revealed that the Organizational Culture has a

positive impact on the Organizational Performance.



Finally, having summarized the findings, this study concludes that the
performance is highly influenced the culture in public sector organizations. It is further
discussed that among the cultural variables, ‘Involvement’ is highly correlated with the
organizational Efficiency while ‘Bureaucracy’ has a low level impact on the
Performance in the public sector organizations.

As a recommendation for further studies, the researcher suggests selecting the
sample representing operational levels in the organization considering the opinions of

the general public who seek the services of those organizations.
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CHAPTER ONE

Introduction

“Corporate Culture will probably be even more important in determining the success or
failure of firms in the next decade”

John Kotter and James Heskett

1.1 Background of the study

The World has become more competitive. New technology has emerged and
modern management practices have been introduced everywhere to meet the needs of
new era. No organization can survive without functioning efficiently and effectively.
The private sector is essentially required to function effectively, since its ultimate goal
is profit maximization and growth. Therefore, the private organizations are expected to
fit into the changing environment and compete with others.

The Public sector situation is somewhat different. There are two major
categories of organizations of the Sri Lankan public sector, the production-oriented
corporations and the service-oriented Departmental bodies. Some government
corporations focus on profit and growth leading to competition with the private sector,
while the Departments focus on carrying out their functions with no competition.
Emerging trends show that most of the commercialized public sector organizations -
government owned or government collaborated such as, Celyon Petroleum Corporation
and State Banks are profit-oriented and compete with the private sector organizations
operating in the same product/service sector. These organizations continuously adopt
new technologies and strategies for building up their image in the market both local and

global for survival.



On the other hand, service oriented government departments having no worries on
their survival. They follow the rules and procedures with bureaucratic structures and
function with a low level of efficiency and less effectiveness. Hence, these public sector
organizations are quite distinct from the private sector. “In the present context, Sri
Lanka is burdened with one of the largest public services in Asia”(Igbal M.C.M,2002).
It is well - known that most of the public sector organizations show less efficiency and
poor performance being rigid in nature and of burdened with losses, ineffectiveness and
inefficiency. Especially, the regulatory organizations at sub national level which closely
communicate with people do not function satisfactorily.

Finding an exact reason for the failure is rather difficult. According to many
observers, the major contributory factor for the prevailing state of the public sector
organizations is political interference. Lack of proper training, dedication, and attitudes
of the staff as well as absence of adequate remuneration etc. are other factors. In spite of
said shortcomings, the importance of the public sector still remains high, because of its
rational - reason for existence. People obviously expect quality service from the public
sector organizations.

It is clear that there is a very close relationship between the public sector
organizations and politicians of Sri Lanka for former, being always affected by political
changes. This can be observed during the elections and post election periods. Policies
and activities of most of the national level' public sector organizations are determined
by the government politicians and would always change depending on the political
party that comes into power. Hence, especially the national level public sector

organizations face difficulties in maintaining stability.

' The organizations established by the central government to carry out its responsibilities countrywide.



As a result of identification of the backward state of the public sector, various
reforms have been introduced by the Governments which ruled the country during the
last few decades. The reforms are: Public Administration Circular No. 44 of 1990 which
enabled early retirement of public officers is one. 2. The independent Public Service
Commission was established under the 13™ Amendment” with a view to improve the
public sector. This Amendment also shows a number of anomalies relating to the public
service. Article 55(1) of the Amendment is read thus: “the appointment, promotion,
transfer, disciplinary control and dismissal of public Officers shall be vested in the

commission”. But at the same time, Article (3) reads:

“Notwithstanding the provisions of paragraph 1 of this
Article, the appointment, promotion, transfer, disciplinary
control and dismissal of all Heads of Departments shall
vest in the Cabinet of Ministers who shall exercise such
power after ascertaining the views of the commission”.

Accordingly, the public sector would again continue to be influenced by
politicians. Therefore, it is revealed that political interference still continues and
disturbs in carrying out the mandated role of public sector organizations.

It is noted that no significant improvement was shown by the public sector
organizations, in spite of such changes that have been made. It remains in the same
pathetic situation. This means that, the remedial steps taken so far have not been fruitful
and have not made a significant impact.

“In short, the public sector organizations in their structure and functioning have
been unable to come to terms with the problems they were instituted to

resolve”(Nanayakkara,1992).

2 The 13™ Amendment to the constitution of Sri Lanka on 14" November 1987.



