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Summary: We deal with the problem of the development of organizational culture 
in the era of the Fourth Industrial Revolution. The main aim of our study is to 
thoroughly investigate this phenomenon using empirical research which aim 
was to evaluate organizational culture in transport companies in the Małopolska 
Voivodeship. The research tool used for this purpose was a questionnaire. The 
study was conducted on a sample of fifty employees of transport companies 
located in the Małopolska Voivodeship. Although the research may be considered 
as unrepresentative, its results are optimistic. This applies both to the methods in 
which the organizations were managed, the building of the desired atmosphere 
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in the workplace, as well as cooperation between employees. The organizational 
culture of transport companies cannot be developed in isolation from the 
environment of Industry 4.0, which allows access to practically all information, 
at any time, from any place. The results of the research show the huge role of values 
such as respect or taking care of employees as well as the importance of informing 
workers about the strategy and mission of the company. The process of human 
resources management, the atmosphere in the workplace and cooperation between 
employees are therefore the essence of organizational culture and building loyalty.
Keywords: organizational culture, organization, industry 4.0, artifacts

1. Introduction

The concept of organizational culture has been drawing constant 
attention in recent years both from researchers and practitioners 
as nowadays, organizational culture largely determines the 
market position of a modern organization in a turbulent market 
environment. It allows for the use of specific patterns of reaction in 
situations of competition threats, influences the implementation of 
the human resources management process and shapes the patterns 
of personal actions, affecting interpersonal relations and the level of 
satisfaction of employees with their work. Job satisfaction denotes 
the positive feelings that employees have towards the task they 
perform, emotional feelings that are helpful and positive after doing 
their work. Lack of job satisfaction may cause lowered morale among 
the staff and has a undesirable effect on the productivity of the 
whole organization (Prasetio, Yuniarsih, Ahman, 2017). It should 
be remembered that modern organizations have come to exist in 
Industry 4.0. This fact has a significant bearing on the formation 
of their organizational culture.

Organizational culture is therefore built by people and therefore 
the basis of every organization should always be its employees. Their 
skills, competences, and knowledge together with the experience 
add to the functioning of the organization. It should also be noted 
that modern social capital can be treated as one of the key elements 
that influence the level of social trust and collective working. Those 
issues in turn influence the level of cooperation in a society and 
competitiveness of given economies. A growth in the economy, an 
inflow of investments abroad or new contracts are an effect of the 
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influence of the social capital. A growth in the economy, an inflow 
of investments abroad or new contracts are the effect of the influence 
of social capital.

Therefore, it seems interesting to examine the face of this 
phenomenon in Polish transport companies, in times of the fourth 
industrial revolution. For this purpose, the chapter looks at the results 
of empirical research concerning the evaluation of organizational 
culture in transport companies in the Małopolska province.

2. Theoretical background

2.1. Organizational Culture in Modern Companies

Organizational culture enables contemporary organizations to 
function in a turbulent market environment, in the industrial age of 
4.0. The latter is characterized by the ability to transform economies, 
jobs, and societies by introducing new technologies and processes. 
The formation of an organizational culture allows for the application 
of specific patterns of response in a situation of threat posed by 
competition (Parent, Lovelace, 2018).

Every organization develops a specific atmosphere that influences 
its effectiveness and efficiency to achieve its goals. It strives to 
motivate employees and promotes the development of the company. 
The literature of the subject does not specify a single, generally 
accepted interpretation of the term, so its ambiguity may prove to 
be a considerable difficulty in its diagnosis (Romanowska, 2002).

Organizational culture is often defined as a system of interpersonal 
communication, understood as a human work (Fitria, 2018;  
Sharma, 2017; Litwin, 2008). It is taken as a set of basic assumptions 
that a given group has established in the process of solving problems 
of adaptation to the environment and creation of internal integration 
(Sivathanu, Pillai, 2018).

According to another view, organizational culture can be interpreted 
as “collective programming of the mind that distinguishes the 
members of one organization from members of other organizations” 
(Hofstede, Hofstede, 2000; Zeyada, 2018; Grześ-Bukłaho, Szydło, 
2020). There are also interpretations of organizational culture as 
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a model of the main assumptions built by a particular group in the 
learning process. These models show how to deal with problems 
of external adaptation and internal integration. They represent 
a set of values that are taken for granted and allow members of the 
organization to understand which activities can be considered as 
acceptable (Marcinkowska, 2000).

Organizational culture creates a whole range of human behaviors 
in groups and ways of establishing interpersonal and workplace 
relationships. It also builds common attitudes, beliefs, values, norms, 
methods of meeting needs, ways of exploring the world, safety, as well 
as physical and mental comfort (Men, Yue, 2019).

The phenomenon in question does not constitute any form of 
existence that can be observed directly. It has a stabilizing function, 
reducing uncertainty. It is developed and shaped in a reflective and 
evolutionary way (Leśniewski, Morawska, 2012). The organizational 
culture is conditioned by various internal and external factors, which 
include the type of environment and the type of organization as well 
as the attributes of the organization.

Figure 1. Dimensions of organizational culture

Source: Based on Minkov et.al., 2017, pp. 386–404
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In every organization, organizational culture serves numerous 
purposes. First of all, it allows to understand the vision, strategy and 
mission of a given economic entity. It allows for the integration of 
employees around the organization’s strategic objectives and determines 
the methods of achieving these objectives (Bugdol, 2014). It also 
assumes utilitarian functions, which include determining the principles 
of power, meeting the needs of affiliations, setting uniform criteria 
for evaluating behaviour and decisions, and developing a common 
language and conceptual system (Sikorski, 2007).

Various approaches to the classification of organizational culture 
can be found in the literature. Taking into account the type of value 
of cultural patterns it is possible to divide them according to different 
dimensions. The exact specification is shown in Figure 1.

2.2. Components of the Organizational Culture

Organizational culture is an important condition for human resources 
management. It affects the employees working in the organization, 
their motivation to work, commitment and loyalty (Cronley, Kyoung 
Kim, 2017). The literature of the subject presents various approaches 
suggesting elements that contribute to the culture of a given 
organization (Sikorski, 2007). In this respect, similar positions are 
held by E. Głuszek (2004) and M. Gitling (2013), including artifacts, 
i.e., artificial cultural creations that are visible to outsiders and also 
understood by the employees themselves. Artefacts include linguistic 
artifacts, behavioural artifacts and physical (tangible) artifacts.

Other authors (Wołk, 2009; Bugdol, 2014) also mention thinking 
patterns. They provide the members of the group with criteria for 
evaluating various phenomena and situations, as well as behavioural 
patterns that give appropriate ways of responding to these phenomena 
and situations, as well as symbols that help to disseminate and 
consolidate the thinking and behavioural patterns among the 
members of the group. The elements of the organizational culture 
include open and hidden (informal) aspects. The former comprise 
objectives, technique, structure, rules and procedures, and financial 
resources. The hidden aspects include insights, attitudes, feelings 
(despair, anger, fear, etc.), as well as values, informal contacts and 
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group norms. To such a defined group, A. Potocki adds human 
creations and behaviours as well as norms, symbols, rituals and values 
(Potocki, 2005).

Nevertheless, the basic cultural assumptions should be regarded 
as the most durable and at the same time the deepest element of 
organizational culture. They refer to the nature of the human being, 
the nature of the environment, the organization itself, interpersonal 
relations and the organization’s relations with the outside world 
(Sułkowski, Seliga, Woźniak, 2016).

2.3. How Organizations Operate in the Industrial Age 4.0

The rapidly advancing digital transformation in the era of Revolution 
4.0 contributes to global development. Organizational culture is being 
shaped under its influence, and the ideas of this revolution spread 
to all contemporary enterprises. Organizations have been forced 
to confront the most modern technology, encompassing more and 
more branches of industry. This technology significantly affects the 
volume and quality of production and the functionality of products 
(Krzyżanowski, 2017).

Industry 4.0 (Miśkiewicz, 2019) has introduced leading IT solutions 
in all aspects of production, allowing the creation of not only specific 
products but also of entire integrated value chains. The production 
process is precisely tailored to the customer’s expectations using 
advanced IcT technologies. This process occurs while maintaining 
low costs, high quality, and efficiency. Methods of conducting 
business activity, functioning of enterprises and market structure 
are changing rapidly. These processes are accelerated by new business 
models and technologies such as Artificial Intelligence or incremental 
manufacturing.

The contemporary organization (Rzepka, 2019) must operate in the 
above-mentioned reality. All its components should therefore adapt 
to it, including organizational culture. New specialist vocabulary 
is emerging, and thanks to dynamic digitization – new ways of 
communication are too. Employees have increased access to data, 
which is growing rapidly every year.
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3. Methodology, Results and Discussion

To get to know the issues of organizational culture in contemporary 
organizations in depth, empirical research was conducted. Its aim 
was to assess the organizational culture in transport companies that 
operate in the Małopolska Voivodeship. Fifty employees working in 
transport companies located in the Małopolska Voivodeship were 
surveyed. The respondents differed in terms of age, gender, education, 
work experience, the character of their position, as well as the size 
of the company in which they work. The survey was conducted on 
a sample of 150 respondents working in various industries, of which 
50 respondents were representatives of transportation companies. The 
number n=50 was used in the chapter, which constitutes 100%.

80% (n=40) of the surveyed employees were employed as drivers, 
while the remaining 20% (n=10) were employed in other positions. 
The results of the research have exposed the level of knowledge about 
organizational culture among the employees. It turns out that 34% 
(n=17) of the respondents were not able to define this concept, and the 
remaining ones interpreted it as a set of values, norms, ways of thinking 
and behaviour of employees.

Almost half of the respondents n=22 (44%) were unable to determine 
whether culture affects their daily work. 22% indicated that it has little 
impact, while 16% (n=8) described it as significant.

The values that the organization’s management is guided by in 
relation to the employee were mainly employee care (44%; n=22), respect 
for the employee (30%, n=15) and profit orientation (26%, n=13). 

The respondents considered the knowledge of the company’s strategy 
and mission by its employees to be an important element which 
influences the organizational culture. 44 respondents are familiar 
with these concepts (90% of responses). As part of the organizational 
culture, the respondents listed expressions associated with industry 
vocabulary. The answers to this question are presented in Figure 2.

The respondents were also asked to assess their loyalty to their 
employer. It was evaluated positively (see Figure 3).

The issue of building relations within the company was also 
investigated. The result shows that the respondents have a good opinion 
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of this issue in their company. As many as 58% (n=29) indicated the 
relations were built very well, whereas 52% (n=26) rated them well. 
Detailed data is shown in Figure 4.

Figure 2. Occurrence of characteristic expressions at the workplace

Source: Own study based on the research

Figure 3. Evaluation of loyalty to the employer

Source: Own study based on the research

Figure 4. Assessment of building interpersonal relations in the company

Source: Own study based on the research
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An important issue undertaken in the research was to indicate the 
factors that the management uses in its contacts with employees. In 
this case, the respondents mostly indicated respect for their co-workers 
(see Figure 5).

The surveyed employees have a positive opinion of the atmosphere 
in the organization, and the vast majority identify with their workplace. 
Optimistically, more than half of the respondents (n=30, 60%) have 
positive comments on the rules and principles prevailing in the 
workplace. At the same time, the respondents presented factors which 
could worsen this situation – inappropriate compensation system  
(n=28, 56%) and inappropriate management and management  
(n=22, 44%).

The surveyed employees are aware of the rapid technological progress 
that is taking place as part of the 4.0 revolution. All respondents admitted 
that the company provides them with access to any information at any 
time and from any place, thanks to technologies such as the Internet 
and cloud computing. Employees, machines, and IT systems freely 
exchange information with each other.

Figure 5. Relations of the company’s management with subordinate employees

Source: Own study based on the research

4. Conclusions

Organizational culture in the era of industry 4.0 remains one of the 
most important conditions for the implementation of the process of 
human resources management in contemporary organizations (Ziaei 
Nafchi, Mohelská, 2020; Kocot et al., 2022). This phenomenon cannot be 
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analysed in isolation from the progressing fourth industrial revolution 
(Mohelská, Sokolova, 2018). The results of empirical research conducted 
with the use of a questionnaire among employees of transport companies 
in the Małopolskie Voivodeship are very optimistic. The process of 
human resources management, the atmosphere in the workplace 
and cooperation between employees were positively evaluated by the 
respondents, even though they did not have much knowledge about 
the essence of organizational culture. Consequently, the respondents 
may not have been fully aware of its role in the company management 
process.

The organizational culture of transport companies is formed in the 
environment of Industry 4.0, thanks to which the access to practically 
any information, at any time, from any place is possible. The surveyed 
companies are implementing solutions consistent with the concept of 
Industry 4.0. This allows for connecting multiple devices, in different 
locations, to one cloud system. Through such solutions, visualization, 
scaling and advanced data analysis become helpful management tools.

5. Recommendations

Building organizational culture in transport companies is of a high 
importance in the process of managing modern entrepreneurships. 
Research conducted in transport companies in the Małopolska 
Voivodeship, allows to formulate a few recommendations for companies:

Managerial staff should cultivate such values as respect and caring 
for workers. Each employee should be informed about the strategy 
and mission of the company. Managerial staff should pay attention to 
creating positive correlations among employees which would be helpful 
in building allegiance to the company.

In the era of Industry 4.0, companies should allow access to all 
information at any time and from any place, thanks to such technologies 
as Internet or cloud computing.
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