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Abstract: 
 
This qualitative study explores the key drivers and best practices for 
building a strong organizational culture within private sector organizations 
in Ottawa, Ontario, Canada. Recognizing that organizational culture 
significantly influences employee engagement, performance, and 
retention, the research seeks to understand how culture is formed, 
sustained, and adapted in contemporary work environments. Data was 
collected through semi-structured interviews with 18 professionals 
occupying leadership, HR, and managerial roles across six private 
organizations. Using thematic analysis, six core themes emerged: 
Leadership Influence, Recruitment and Cultural Fit, Recognition and 
Motivation, Culture in Hybrid Work Models, Technology and Culture 
Transmission, and Feedback Loops and Culture Assessment. The findings 
highlight the central role of leadership in modeling and reinforcing 
cultural values, the importance of value-based recruitment in 
maintaining cultural coherence, and the critical need for recognition 
systems that reflect organizational priorities. Additionally, the study 
reveals how hybrid work and digital platforms have redefined cultural 
expression and interaction. Regular feedback mechanisms emerged as 
vital tools for assessing and refining culture in dynamic business 
contexts. This study contributes to the growing body of knowledge on 
organizational behavior by offering practical recommendations for 
cultivating resilient and high-performing workplace cultures. It also 
identifies areas for future research, including sector-specific analysis, 
longitudinal studies, and quantitative validation of cultural indicators. 

Keywords: Organizational culture, leadership, hybrid work, 
recruitment, recognition, employee engagement, qualitative research, 
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1. Introduction 

Organizational culture is the heartbeat of any institution, shaping how employees interact, make 
decisions, and contribute to strategic goals. It encompasses shared values, beliefs, and behaviors 
that define the social and psychological environment of a business. In today's competitive and 
rapidly evolving marketplace, building a strong organizational culture is not just a nice-to-have—
it is a critical driver of long-term success. Companies with a healthy, well-defined culture 
consistently outperform their peers in areas such as employee engagement, customer satisfaction, 
innovation, and financial performance (Virgiawan et al., 2021). A strong organizational culture 
provides employees with a sense of purpose and belonging. It guides how individuals work 
together, resolve conflicts, and align with the organization's mission and vision. When culture is 
well-established and positively reinforced, it becomes a source of identity and pride for employees, 
fostering loyalty and reducing turnover. Conversely, a weak or toxic culture can lead to low 
morale, poor communication, and high attrition rates, undermining business goals and stakeholder 
trust (Sadiq et al., 2025). 
Building and sustaining a strong culture is a deliberate process that involves key drivers such as 
leadership behavior, communication practices, recruitment and onboarding, recognition systems, 
and ethical standards. Among these, leadership plays the most pivotal role. Leaders set the tone 
for culture by modeling desired behaviors, making decisions that reflect organizational values, and 
creating an environment of trust and transparency. Consistent and clear communication from 
leaders helps reinforce cultural norms and ensures alignment across departments and teams 
(Thompson, 2025). Recruitment and onboarding are also essential cultural touchpoints. Hiring 
individuals whose values align with the organization’s core principles strengthens cultural 
cohesion. Effective onboarding programs go beyond operational training and include cultural 
immersion that helps new hires understand and embrace the organization's ethos from day one. 
Additionally, recognition and reward systems reinforce positive behaviors and signal what the 
organization truly values, whether it’s collaboration, innovation, integrity, or customer focus (Zeb 
et al., 2021). 
Best practices for nurturing a strong culture also include investing in employee development, 
maintaining open channels for feedback, and regularly assessing cultural health. Continuous 
learning opportunities empower employees and encourage a growth mindset, while feedback loops 
promote inclusivity and adaptability. Periodic culture audits, employee surveys, and performance 
reviews help leadership understand what’s working and what needs recalibration (Yasin, 2024). In 
an era marked by digital transformation, hybrid work models, and increasing social responsibility, 
organizations must be more intentional than ever about culture. Remote teams, for example, may 
require new rituals, digital engagement strategies, and virtual collaboration tools to keep culture 
alive. Moreover, diversity, equity, and inclusion (DEI) have become central to modern cultural 
strategies, requiring organizations to ensure that all voices are heard and respected. This article 
explores the fundamental drivers of strong organizational culture and outlines best practices that 
organizations can adopt to foster a cohesive, high-performing, and values-driven environment. 
Through real-world examples and research-backed strategies, it offers a comprehensive guide for 
leaders and HR professionals aiming to build resilient cultures that not only survive but thrive in 
a constantly changing world. 

2. Literature Review: Building a Strong Organizational Culture: Key Drivers and Best 
Practices 
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Organizational culture has long been recognized as a critical factor influencing performance, 
employee behavior, and strategic execution. Defined as the shared values, norms, and assumptions 
that guide how people behave in organizations (Surchi, 2025), organizational culture acts as a 
social glue that binds employees and aligns them with the mission and vision of the enterprise. 
This review synthesizes existing literature on the key drivers and best practices for building and 
sustaining a strong organizational culture. 

2.1. Defining Organizational Culture 

Organizational culture has been conceptualized in various ways depending on the theoretical 
framework. Edgar Schein (2010), a foundational scholar in this area, describes culture as a pattern 
of shared basic assumptions that a group has learned as it solved problems of external adaptation 
and internal integration (Imran et al., 2022). Hofstede et al. (2010) further distinguish between 
organizational culture and national culture, emphasizing that organizational culture is more 
malleable and subject to management influence. Cameron and Quinn (2011) developed the 
Competing Values Framework (CVF), categorizing cultures into four types: Clan, Adhocracy, 
Market, and Hierarchy. This model provides a useful lens for assessing and aligning culture with 
strategic priorities. Research by Denison (1990) also points to four key traits of strong cultures: 
involvement, consistency, adaptability, and mission clarity (Tremblay, 2025). 

2.2. The Role of Leadership in Culture Formation 

Leadership is consistently identified as the most critical driver of organizational culture. Leaders 
act as role models whose behaviors and decisions set the cultural tone (Groysberg et al., 2018). 
Transformational leadership, in particular, is associated with positive culture development. Bass 
and Avolio (1994) argue that transformational leaders inspire, intellectually stimulate, and 
consider individuals, thus fostering cultures that value growth, ethics, and innovation (Wilson, 
2025). Kotter and Heskett (1992) in their longitudinal study found that companies with adaptive 
cultures led by visionary leaders significantly outperformed competitors in financial performance 
over a 10-year period. Additionally, strategic leaders shape culture through vision articulation, 
value-based decision-making, and reward systems that reinforce desired behaviors (Chanana & 
Sangeeta, 2021). 

2.3. Communication and Transparency 

Effective communication is central to building and maintaining culture. Clear, consistent, and two-
way communication ensures that employees understand and internalize organizational values 
(Argyris, 1999). Kotter (1996) emphasized the importance of communicating change vision “at 
every opportunity” to foster alignment and reduce uncertainty. Research by Men (2014) on internal 
communication suggests that transparent communication not only increases trust but also enhances 
employee engagement and cultural buy-in. Moreover, communication technology (e.g., Slack, 
Teams, Yammer) has emerged as a tool for promoting cultural consistency across geographically 
dispersed teams (Mohammad, 2023). 

2.4. Recruitment and Onboarding 
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Recruitment and onboarding serve as the first cultural touchpoints for new hires. According to 
Schneider’s (1987) Attraction-Selection-Attrition (ASA) Framework, organizations attract and 
retain individuals whose values align with their own. This alignment is critical to maintaining 
cultural consistency. Onboarding programs that integrate cultural training, storytelling, and 
mentorship contribute to a faster and deeper integration into the organizational ethos (Bauer, 
2010). Moreover, job previews that include cultural components reduce early turnover and 
misalignment (Wanous, 1992). Companies like Zappos and Netflix are often cited as examples of 
organizations that place strong emphasis on cultural fit during recruitment (McCord, 2014). 

2.5. Employee Recognition and Performance Management 

Recognition systems are instrumental in reinforcing cultural values. Herzberg’s Two-Factor 
Theory (1959) identifies recognition as a motivator that enhances job satisfaction. When 
recognition is aligned with cultural attributes—such as teamwork, innovation, or customer 
service—it strengthens organizational identity (Mira, 2024). Performance management systems 
that reflect cultural priorities are more likely to sustain behavioral norms. For example, 
organizations that value collaboration might include peer reviews and team goals in their 
performance appraisal processes (Cillo et al., 2022). Google’s Objectives and Key Results (OKRs) 
are a widely known system that embeds performance within a culture of transparency and goal 
orientation. 

2.6. Ethics and Integrity as Cultural Pillars 

Ethical culture is increasingly recognized as a dimension of organizational culture. Treviño, 
Weaver, and Reynolds (2006) describe ethical culture as the interplay of formal systems (e.g., 
codes of conduct) and informal systems (e.g., leadership role modeling) that guide moral behavior. 
In organizations with strong ethical cultures, misconduct is less likely to occur and more likely to 
be reported (Julia, 2024). The concept of psychological safety, introduced by Edmondson (1999), 
supports ethical culture by allowing employees to speak up without fear of reprisal. This fosters a 
learning-oriented and resilient organizational climate. 

2.7. Diversity, Equity, and Inclusion (DEI) in Culture 

A strong organizational culture today must incorporate principles of diversity, equity, and 
inclusion. Research shows that inclusive cultures lead to higher innovation, team performance, and 
employee engagement (Dzulkifli et al., 2021). However, cultural homogeneity can sometimes be 
mistakenly equated with strength. Ely and Thomas (2001) argue that organizations should build 
“learning and integration” models of diversity rather than relying on mere demographic 
representation. Best practices include unconscious bias training, inclusive leadership development, 
and employee resource groups (ERGs). According to McKinsey (2020), companies in the top 
quartile for ethnic and gender diversity on executive teams were 36% more likely to outperform 
their peers on profitability. 

2.8. Remote Work and Digital Culture Building 



OTS Canadian Journal 5 

The rise of hybrid and remote work has challenged traditional approaches to culture building. 
Research by Deloitte (2021) suggests that remote work can erode culture if not actively managed. 
Virtual rituals, digital onboarding, and remote recognition platforms are now essential for 
maintaining connection and shared values. Virtual leadership also plays a role in this shift. Leaders 
must now be intentional about modeling cultural values through digital communication, one-on-
one check-ins, and inclusive virtual meetings (Bertassini et al., 2021). Organizations such as 
GitLab have demonstrated that strong culture can flourish in fully remote environments if systems 
are designed to support transparency, documentation, and trust. 

2.9. Measurement and Evaluation of Culture 

Measuring culture is essential for managing it. Tools such as the Organizational Culture 
Assessment Instrument (OCAI), developed by Cameron and Quinn (2011), allow for diagnostics 
and alignment. Additionally, pulse surveys, engagement scores, and net promoter scores (NPS) 
provide real-time insights into cultural health. Denison Consulting offers culture surveys that link 
cultural traits with business outcomes. Studies have shown that companies that regularly assess 
and adjust their culture are more adaptive and resilient during crises (Mahmod et al., 2024). 
Continuous monitoring enables early detection of cultural drift and fosters a proactive approach to 
culture management (Kamal, 2024). 

3. Research Methodology 

3.1 Research Design 

This study adopts a qualitative research design to explore the key drivers and best practices 
involved in building a strong organizational culture. Qualitative research is particularly suitable 
for uncovering in-depth insights, meanings, and perspectives from participants, especially in the 
context of organizational behavior where human interaction, values, and lived experiences play a 
central role (Creswell & Poth, 2018). The interpretive paradigm underpins this research, 
recognizing that organizational culture is constructed through shared social meanings and 
interactions. 

3.2 Research Approach 

An exploratory multiple case study approach was employed, allowing the researcher to examine 
cultural practices and perceptions across different private-sector organizations in Ottawa, Ontario, 
Canada. This approach facilitates the comparison of patterns and variances across diverse 
organizational settings, adding depth and context to the analysis (Yin, 2014). Semi-structured 
interviews served as the primary data collection tool, enabling a flexible yet guided exploration of 
the research topic. 

3.3 Participants and Sampling Strategy 

The study involved 18 participants from six private organizations in Ottawa, Ontario. Participants 
were selected using purposive sampling, a non-probability technique commonly used in qualitative 
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research to select individuals who are especially knowledgeable about or experienced with the 
phenomenon under study (Errida & Lotfi, 2021). Inclusion criteria required participants to: 

• Hold a leadership, managerial, or HR-related position within their organization 
• Have at least 2 years of experience in the current company 
• Be actively involved in cultural or employee engagement initiatives 

This sampling strategy ensured that insights were drawn from individuals with firsthand 
experience in shaping or observing organizational culture. 

3.4 Data Collection Methods 

Data was collected through semi-structured interviews, each lasting between 45 and 60 minutes. 
Interviews were conducted either in person or via secure video conferencing platforms, depending 
on the participants’ preferences and availability. An interview guide was developed to ensure 
consistency across interviews while allowing flexibility to probe deeper into relevant topics. The 
guide included open-ended questions around the following themes: 

• Organizational values and cultural identity 
• Leadership influence on cultural development 
• Employee involvement and feedback mechanisms 
• Recognition and performance systems 
• Adaptation to hybrid/remote work culture 
• Best practices for sustaining culture 

All interviews were audio-recorded with participant consent and subsequently transcribed 
verbatim for analysis. 

3.5 Data Analysis 

Thematic analysis was employed to analyze the interview data, following Braun and Clarke’s 
(2006) six-step process: 

• Familiarization – Reading and re-reading transcripts to gain a thorough understanding of 
the data. 

• Coding – Generating initial codes based on significant statements and recurring patterns. 
• Theme Development – Collating codes into potential themes related to drivers and best 

practices. 
• Reviewing Themes – Ensuring coherence, consistency, and relevance across the data set. 
• Defining and Naming Themes – Refining the specifics of each theme and aligning them 

with research objectives. 
• Producing the Report – Synthesizing findings with illustrative quotes and linking to 

existing literature. 

NVivo 14 software was used to assist in coding and organizing the qualitative data. 

4. Results and Analysis 

Table 1. Familiarization Table 
Action Example Data Extract / Quote Initial Codes Theme 
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Re-reading 
transcripts for 
patterns 

“When our CEO started personally 
recognizing teams in the monthly town 
halls, morale significantly improved.” – 
Participant 4 

Leadership 
visibility, 
Employee morale 

Leadership 
Influence 

In this initial phase, the researcher engaged in immersive reading of all 18 transcripts to identify 
early patterns and key phrases. This deep familiarization helped shape the lens through which more 
systematic coding would occur. Illustrative Quote: 

“When our CEO started personally recognizing teams in the monthly town halls, morale 
significantly improved.” – Participant 4 

Codes Identified: 

• Leadership visibility 
• Employee morale 

This quote highlighted a common sentiment among participants: that visible and appreciative 
leadership plays a central role in shaping organizational culture. Multiple employees reported 
improved morale and engagement when leaders acknowledged achievements. These insights 
validated existing literature (e.g., Bass & Avolio, 1994) emphasizing transformational leadership 
as a cultural catalyst. The initial codes formed the foundation for the theme: Leadership Influence. 
 
Table 2. Coding Table 

Action Example Data Extract / Quote Initial Codes Theme 
Identifying 
recurring 
codes 

“The hiring process ensures we 
bring in people who already 
believe in collaboration.” – 
Participant 7 

Value-based hiring, 
Cultural alignment, 
Collaboration 

Recruitment 
and Cultural Fit 

This step involved manually coding significant quotes that pointed to cultural patterns or 
organizational strategies. Coding was iterative, ensuring that even nuanced ideas were captured 
and labeled. Illustrative Quote: 

“The hiring process ensures we bring in people who already believe in collaboration.” – 
Participant 7 

Codes Identified: 

• Value-based hiring 
• Cultural alignment 
• Collaboration 

Participants stressed the importance of recruiting for cultural alignment rather than solely for skills. 
This reflects Schneider’s (1987) ASA (Attraction-Selection-Attrition) Model, where organizations 
thrive when new hires resonate with shared values. These findings evolved into the theme 
Recruitment and Cultural Fit, showing that culture is not only taught but also embedded through 
selective hiring. 
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Table 3. Theme Development Table 
Action Example Data Extract / 

Quote 
Initial Codes Theme 

Collating 
codes into 
themes 

Multiple participants 
mentioned formal and informal 
recognition practices. 

Peer recognition, 
Incentive programs, 
Public praise 

Recognition and 
Motivation 

After generating initial codes, similar ones were clustered to form broader themes. The recurring 
appearance of keywords such as “recognition,” “incentives,” and “public praise” across several 
interviews pointed toward a coherent concept. Example Summary: 
Multiple participants mentioned formal and informal recognition practices. 

Codes Identified: 

• Peer recognition 
• Incentive programs 
• Public praise 

The data revealed that recognition is a key motivator and a cultural reinforcement tool. Whether 
through formal award systems or casual praise during meetings, organizations that celebrated 
achievements had stronger emotional engagement from employees. These practices contributed to 
building a Recognition and Motivation culture, aligning with Herzberg’s motivation-hygiene 
theory (1959). 
 
Table 4. Reviewing Themes Table 

Action Example Data Extract / Quote Initial Codes Theme 
Ensuring 
consistency 

The codes under “hybrid work 
culture” consistently appeared 
across tech and service industries. 

Remote engagement, 
Digital tools, 
Flexibility 

Culture in 
Hybrid Work 
Models 

Themes were reviewed across different organizational contexts to ensure internal coherence and 
external validity. Hybrid and remote work practices repeatedly surfaced as influencing cultural 
dynamics. Example Summary: 
The codes under “hybrid work culture” consistently appeared across tech and service industries. 

Codes Identified: 

• Remote engagement 
• Digital tools 
• Flexibility 

Participants noted that hybrid work required intentional cultural strategies, such as virtual 
engagement tools, flexible hours, and regular check-ins. These practices preserved culture 
despite physical distance. The theme Culture in Hybrid Work Models was defined to explore 
how organizations adapt their values and rituals in the digital age (Leonardi, 2021). 
 
 
Table 5. Defining and Naming Themes Table 
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Action Example Data Extract / Quote Initial Codes Theme 
Finalizing 
themes 

“Slack has become our cultural 
hub – from sharing memes to 
celebrating team wins.” – 
Participant 10 

Communication tools, 
Digital culture, 
Informality 

Technology and 
Culture 
Transmission 

Themes were refined and named based on the data's core message. Naming was guided by the 
central idea conveyed through the codes and quotes. Illustrative Quote: 

“Slack has become our cultural hub – from sharing memes to celebrating team wins.” – 
Participant 10 

Codes Identified: 

• Communication tools 
• Digital culture 
• Informality 

This quote illustrates how communication platforms have transcended their functional purpose and 
become cultural artifacts in their own right. These digital spaces facilitate informal bonding, social 
reinforcement, and celebrations—key elements of organizational culture. Thus, the theme 
Technology and Culture Transmission emerged, acknowledging that platforms like Slack and 
Teams have reshaped how culture is experienced. 
 
Table 6. Producing the Report Table 

Action Example Data Extract / 
Quote 

Initial Codes Theme 

Synthesizing 
with literature 

“Without feedback loops, we 
wouldn't know what culture 
issues exist until people quit.” 
– Participant 14 

Exit interviews, 
Employee 
feedback, Culture 
audits 

Feedback Loops and 
Continuous Culture 
Assessment 

This final phase involved selecting illustrative quotes, refining theme definitions, and integrating 
findings with literature. The focus was on linking employee perceptions to established theories 
and practices. Illustrative Quote: 

“Without feedback loops, we wouldn't know what culture issues exist until people quit.” 
– Participant 14 

Codes Identified: 

• Exit interviews 
• Employee feedback 
• Culture audits 

The significance of continuous feedback mechanisms became apparent. Participants from 
organizations with regular culture assessments reported stronger engagement and fewer 
misunderstandings. The theme Feedback Loops and Continuous Culture Assessment captures how 
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proactive monitoring of culture helps leaders make timely interventions, reinforcing the need for 
adaptability and responsiveness. 

Table 7. Summary of Themes and Contributions: 

Theme Key Insight 
Leadership Influence Leadership behavior sets the tone and inspires culture 

adoption. 
Recruitment and Cultural Fit Hiring for values ensures cultural consistency and reduces 

turnover. 
Recognition and Motivation Recognition reinforces cultural values and boosts morale. 
Culture in Hybrid Work Models Adapting rituals and tools is essential in remote/hybrid 

settings. 
Technology and Culture 
Transmission 

Communication platforms play a central role in modern 
culture-building. 

Feedback Loops and Culture 
Assessment 

Regular feedback sustains cultural alignment and supports 
employee engagement. 

Leaders act as cultural architects within an organization. Their attitudes, communication, and 
decisions reflect and reinforce what the organization values. Participants consistently reported that 
when leaders actively demonstrate transparency, accountability, and recognition, it sets behavioral 
norms for the rest of the workforce. Leadership involvement in cultural initiatives, such as 
storytelling or public praise, creates a visible and authentic alignment between spoken values and 
actual practice. When leaders embody the culture, employees are more likely to follow suit, 
making leadership the primary driver of cultural transmission and reinforcement. 
Cultural alignment begins during the hiring process. Participants emphasized that hiring 
employees who share the organization’s core values leads to a more cohesive and harmonious 
work environment. When employees are selected not just for their technical skills but for their 
compatibility with the company’s mission and collaborative style, the risk of misalignment 
decreases. This also reduces turnover, as individuals who feel they "belong" are more likely to stay 
and contribute positively. Organizations that prioritize cultural fit in recruitment create a 
sustainable environment where values are reinforced from the inside out (Faraj et al., 2024). 
Participants highlighted recognition as a strategic tool that goes beyond appreciation—it signals 
what behaviors and contributions the organization values most. Whether through formal reward 
programs or informal acknowledgments during meetings, recognition helps solidify cultural 
expectations. When achievements that align with core values (e.g., teamwork, innovation, service 
excellence) are celebrated, employees feel valued and motivated to contribute further. Recognition 
also enhances morale, especially when it is public and inclusive (Lam et al., 2021). A culture of 
appreciation leads to greater engagement, lower burnout, and stronger team cohesion. 
The rise of hybrid and remote work has introduced new challenges to maintaining a cohesive 
organizational culture. Participants noted that in the absence of physical spaces, culture must be 
intentionally sustained through adapted rituals—such as virtual team-building, digital celebrations, 
and flexible check-ins. Organizations that fail to adapt risk losing employee connection and 
engagement. By leveraging new technologies and redefining cultural practices for remote contexts, 
companies can maintain unity and ensure that all employees—regardless of location—feel 
connected to the organizational identity and values (Nader et al., 2025). 
In today’s digital-first workplaces, platforms like Slack, Microsoft Teams, and Zoom have become 
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vital channels for cultural expression. Participants revealed that these tools are used not just for 
task coordination but also for sharing humor, celebrating achievements, and reinforcing values. 
For example, digital “shout-outs” or virtual watercooler chats allow employees to build 
relationships and share informal interactions that once happened in physical offices. These 
platforms now serve as digital extensions of organizational culture, requiring intentional usage to 
foster community and alignment (Adeniyi et al., 2024). Strong organizational cultures rely on 
ongoing feedback mechanisms to remain relevant and responsive. Participants discussed using 
tools such as employee surveys, performance reviews, and exit interviews to understand how the 
culture is being perceived and experienced. These feedback loops allow organizations to detect 
early signs of misalignment or disengagement and take corrective action. Furthermore, involving 
employees in the cultural evaluation process increases their sense of ownership and voice, 
promoting transparency and continuous improvement. Culture, when treated as an evolving entity 
informed by feedback, becomes a living and adaptive force within the organization. 

5. Discussion 

Leaders play a pivotal role in shaping, modeling, and reinforcing organizational culture. Their 
actions, communication style, decision-making process, and interpersonal interactions serve as a 
mirror that reflects the core values of the organization. When leaders consistently demonstrate 
behaviors aligned with the organization’s mission—such as transparency, integrity, and 
appreciation—employees are more likely to adopt these behaviors themselves. For example, 
participants highlighted how leaders who personally recognize efforts or embody collaborative 
practices set cultural expectations that trickle down through all levels of the organization. 
Leadership visibility and authenticity are thus essential for culture adoption and sustainability. 
Culture starts with who is brought into the organization. Hiring employees whose personal values 
align with organizational values—often referred to as “cultural fit”—ensures smoother integration 
and reduces potential friction. Participants in the study emphasized structured recruitment 
practices that assess alignment with traits such as collaboration, respect, and adaptability. This 
proactive alignment not only maintains cultural coherence but also improves employee retention. 
Misaligned hires can disrupt team dynamics, whereas aligned individuals reinforce and extend the 
existing culture. This insight supports Schneider’s Attraction-Selection-Attrition (ASA) 
framework, which highlights how individuals shape and are shaped by the organization they join 
(Nader et al., 2024). 
Recognition is not merely a morale booster—it is also a mechanism for reinforcing what the 
organization values most. Whether through formal awards, verbal praise, or peer acknowledgment, 
recognizing behavior that aligns with cultural values sends a clear message to others. It incentivizes 
repetition of those behaviors and fosters a sense of belonging. For instance, if collaboration is a 
core value, then recognizing cross-functional teamwork reinforces that value in everyday practice. 
Participants mentioned that when employees feel seen and appreciated, they are more motivated 
and committed, contributing to a positive and productive organizational climate. The shift to 
remote and hybrid work has redefined how organizational culture is experienced and transmitted. 
In physical workplaces, culture is reinforced through rituals like morning meetings, office 
celebrations, or hallway conversations. In hybrid models, these need to be reimagined through 
digital tools, virtual check-ins, and online collaboration practices. Participants reported using video 
calls, virtual town halls, and team chat platforms to preserve connectivity and cultural rituals. 
Without intentional efforts, remote employees may feel disconnected and disengaged. Therefore, 
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adapting cultural practices to fit flexible work environments is essential for inclusion and cohesion 
(Ali et al., 2024). 
Digital communication tools such as Slack, Microsoft Teams, or Zoom have evolved from being 
merely functional tools to becoming integral parts of workplace culture. They serve as platforms 
where values are enacted, humor is shared, and recognition is delivered. Participants shared 
examples of using these platforms not just for work updates but also to share cultural stories, 
highlight team wins, and even engage in informal interactions that build camaraderie. This reflects 
the idea that culture is no longer confined to physical spaces; it lives in digital behaviors and 
interactions. Technology, when used purposefully, becomes a cultural enabler. Organizational 
culture is not static—it requires ongoing attention, measurement, and refinement. Participants 
emphasized the importance of regular feedback mechanisms such as surveys, check-ins, exit 
interviews, and performance reviews that include cultural indicators. These tools help leaders 
detect misalignments, adapt practices, and make informed decisions. Feedback loops also 
empower employees by giving them a voice in shaping the culture. When organizations listen and 
respond to feedback, it creates a sense of trust, accountability, and continuous improvement. This 
dynamic engagement ensures that culture evolves alongside organizational goals and employee 
expectations. 

6. Conclusion 

This study aimed to explore the key drivers and best practices for building a strong organizational 
culture within private sector organizations in Ottawa, Ontario. Through qualitative thematic 
analysis of 18 semi-structured interviews, six major themes emerged: Leadership Influence, 
Recruitment and Cultural Fit, Recognition and Motivation, Culture in Hybrid Work Models, 
Technology and Culture Transmission, and Feedback Loops and Culture Assessment. The findings 
confirm that organizational culture is not a byproduct of structure or policy alone but a dynamic 
and intentional process shaped by leadership behaviors, employee engagement, and strategic 
alignment of values and practices. Leaders play a central role in modeling cultural expectations 
and reinforcing behaviors through recognition and communication. Recruitment strategies that 
prioritize value alignment help to embed and sustain culture from the point of entry. Meanwhile, 
in an era of hybrid and remote work, technology and virtual engagement have emerged as essential 
tools for maintaining cultural cohesion. Finally, continuous feedback and cultural audits provide 
organizations with mechanisms to adapt and evolve in a changing environment. Overall, the study 
underscores that a strong organizational culture not only boosts morale and retention but also 
enhances innovation, collaboration, and overall organizational performance. 

7. Recommendations 

Based on the research findings, the following recommendations are proposed for organizational 
leaders, HR practitioners, and culture strategists: 

• Invest in Leadership Development: Equip leaders with emotional intelligence, 
communication, and coaching skills to act as role models for the desired culture. 
Leadership development programs should include cultural competency training. 

• Embed Culture in Recruitment and Onboarding: Create structured processes that assess 
candidates for cultural fit and ensure new hires are oriented not just to their roles, but to 
the organization’s values, history, and expected behaviors. 
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• Formalize Recognition Programs: Develop consistent, values-based recognition systems 
that celebrate employee contributions. This reinforces key behaviors and fosters a sense of 
appreciation and belonging. 

• Design for Hybrid Culture: Build digital rituals that mimic in-person cultural experiences. 
Use collaboration tools to maintain visibility, social interaction, and informal bonding 
among hybrid and remote teams. 

• Leverage Communication Platforms as Cultural Spaces: Treat internal digital platforms as 
spaces where organizational values are enacted and shared. Encourage teams to use them 
for both task-oriented and social communication. 

• Implement Regular Culture Assessments: Conduct pulse surveys, feedback sessions, and 
exit interviews to monitor cultural health. Use this data to identify gaps and adjust strategies 
accordingly. 

8. Suggestions for Future Research 

While this study offers valuable insights, it also opens avenues for further investigation: 
• Broader Geographic Scope: Future research could replicate this study across other cities or 

provinces in Canada—or in other countries—to compare how regional economic and social 
contexts influence organizational culture. 

• Quantitative Validation: Conducting quantitative studies using standardized cultural 
assessment tools (e.g., OCAI or Denison Culture Survey) could validate and generalize the 
qualitative themes identified here. 

• Longitudinal Studies: Long-term studies could explore how cultural interventions (e.g., 
leadership training or digital engagement strategies) evolve over time and impact employee 
engagement, innovation, and retention. 

• Sector-Specific Analysis: Examining organizational culture in specific industries (e.g., 
healthcare, tech, manufacturing) could offer tailored strategies and reveal sector-based 
cultural nuances. 

• Impact of Diversity and Inclusion: Future studies could focus specifically on how DEI 
initiatives influence cultural cohesion and employee experiences, particularly in 
multicultural urban settings like Ottawa. 
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