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In an attempt to establish competitive advantage and increase efficiency and effectiveness in an 

organisation, physical, human, and organizational capital are required to motivate and maintain 

qualified people with a shared vision, mission, and values among the different organisation 

divisions. Consequently, applying various administrative control systems, such as the 

organizational design, governance structure, and the existence of rules and procedures, guarantees 

the organization's overall goals, which are achieved by coordinating the work of individuals and 

groups throughout the organization as they perform their assigned tasks.  

 

The study's primary purpose was to determine the relationship between organisational culture and 

administrative control system with a focus on manufacturing companies operating in the same 

industry of Air Filtration in Sweden, the United States (USA), and Germany. Using deductive 

ethnographic content analysis, the researchers examined numerous documents and reports from 

2018 to 2021. In addition, the study employed two principal theories relevant to its objectives. First, 

the findings show that administrative controls influence company culture through delegation, 

autonomy, mentoring, employee exemplification, cooperation, and training. In addition, the 

company's structure and design reflect its work culture. For example, if a company's structure is 

strictly hierarchical and decision-making is centralized, the culture may lack autonomy and 

independence, while decentralized management, with power and responsibility shared at all levels, 

promotes autonomy, individualism, and accountability. Also, a successful organization must have 

appropriate policies, procedures, and processes in its code of conduct, such as human resource 

policies on the reward system, which may affect organizational culture. For example, in 

individualistic cultures, the corporate governance structure and reward schemes motivate workers 

to improve their performance, whereas teamwork and collaboration are enhanced in a collectivist 

culture. Finally, effective administrative control systems organize employees and managers, 

monitor actions, hold people accountable for their actions, and establish how tasks or behaviour 

patterns are done or not performed. 

 

Keywords: Organisational Culture, Individualist, Collectivist, Management Control System, 

Administrative Control System. 
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1. Introduction 

The research study is introduced in the first chapter of this thesis, which concludes with a 

problematization. This chapter will give the reader a general understanding of organizational 

culture and how it relates with administrative control system. Next is the study's purpose and its 

research questions. Finally, an outline of the thesis's structure concludes the section. 

 

1.1 Background 

Several schools of thought have defined organisational culture. Schein (2010) definition of 

organizational culture is notable, which includes a shared pattern of basic assumptions that a group 

of persons has developed over time as they have learned to deal with internal and external 

organisationally relevant problems successfully. Organisation culture is often called company 

culture, which defines the shared values, attitudes, and practices that characterize an organisation 

(O’Reilly III et al., 2014). It is important to note that the desire to create a winning organisation 

hinge on the culture accurately reflecting organisation values in alignment with the overall vision 

of the management control system. Organisational culture includes organisation expectations, 

experience's philosophy, and values that hold the organisation together and are expressed in its self-

image and inner workings and interactions with the outside world (Tolbert & Hall, 2015). 

Organisational culture is learned implicitly through interaction with the organisation. New 

employees learn it by imitating those employees whom they find in the organisation. Available 

literature has suggested that the interaction of culture and management control systems is highly 

fragmented (Berry et al., 2009). According to Andersen and Lueg (2017), the management of an 

organisation would require the manager to influence the behaviour of individuals within the 

organisation through the application of management control systems and culture. Management 

control systems and culture influence human behaviour. Management control system impacts and 

supports decision-making and modifies behaviour in an organization, whereas culture guides 

decision-making and behaviour (Birnberg & Snodgrass, 1988; Haniffa & Cooke, 2002). Invariably, 

management control systems and culture influence and shape human decision-making behaviour. 

The unique interaction between these concepts is important to practitioners when designing 

management control systems to achieve the desired organisational goal.  

The word "culture" has been used to characterize many human groupings, including countries, 

ethnic or regional groups, organizations, professions, and families (Hofstede, 1994). However, not 

until the 1970s that cultural approaches emerge in organisational study, and the phrases' 

organisational culture' and 'corporate culture' entered everyday use and scholarly discourse (Barley 

et al., 2008; Kotter, 2008). For example, how one should act when working for a particular company 
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is outlined by its culture. The leaders construct a set of shared ideas and values that are conveyed 

and reinforced in many ways across the organization to influence its employees' attitudes, actions, 

and worldviews (Rai, 2011). Organisational culture also entails stories, traditions, symbols, and 

corporate jargon that employee transfer during socialization (Brown, 1990; Franklin & Pagan, 2006) 

and influences interpretations and behaviours (Yiing & Ahmad, 2009). Organizational culture for 

this study is considered in the context of Hofstede (2001) classification of the organisational model, 

and this study further limits individualism and collectivism as cultural factors to conduct a 

comparative analysis. According to the model, individuals who comprise organizational 

culture also reflect the qualities of the national culture to which the organization belongs (Yaşar & 

Sağsan, 2020). Western countries like the USA and Germany have high individualism ratings, but 

Eastern and Latin countries like India, Japan, and Venezuela have collective behavioural tendencies 

(Miroshnik, 2002). Individualist cultures are characterized by individuals looking out for 

themselves and their close nuclear families, and individuals' identities are determined case-by-case 

(Hofstede, 2001), while collectivist/socialist societies prioritize group interests over individual 

interests (Basabe et al., 2002). We are interested in exploring how administrative controls relate to 

organisational culture in organisations that uphold individualism and collectivism as cultural 

factors.  

A management control system (MCS) is designed to help managers make decisions, plan, 

monitor, and evaluate organizational actions that affect employee behaviour (Malmi & Brown, 

2008). Research suggests that MCS might assist top managers in establishing strategies, outlining 

operational actions required to accomplish these MCS strategies, clarifying mutual expectations, 

prioritizing operational improvements, and setting targets that may influence present and future 

performance (Simons, 2000). According to Anthony et al. (2013), management controls assist 

managers in steering the organization toward accomplishing its objectives. Management controls 

should be considered a collection of five control classes: planning, cybernetic, reward and 

compensation, and administrative and cultural controls (Malmi & Brown, 2008), and as earlier 

stated, this study focuses on administrative controls.  

Administrative control systems are tools for limiting an individual's decision space within an 

organization which influences their behaviour (Chenhall, 2003; Simons, 2000). Also, administrative 

control systems as one the forms of control can be classified as those that direct employee attitudes 

by organizing individuals, monitoring actions, keeping employees accountable for their actions, and 

specifying how tasks or behaviour patterns are performed or not performed (Langfield-Smith, 1997; 

Malmi & Brown, 2008). While these controls aim to monitor individual and group behaviours 

directly and maintain accountability for their activities, they also aim to prescribe the tasks to be 
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accomplished. Administrative controls include governance structure, organizational structures, 

design, and policies and procedures that limit employee behaviour (Malmi & Brown, 2008). These 

constituents of administrative controls interact with organisational culture. Organisational culture, 

including norms for the conduct, values, and values-based decision making, are all products of the 

management structure, design, governance, and policies in place (Schein, 2010). One may assume 

that a company's culture would reflect a lack of flexibility and autonomy at lower levels if its 

organizational structure were highly hierarchical, with decision-making authority concentrated at 

the top. A more autonomous, personable, and answerable culture might be expected in an 

organization where power and authority are distributed evenly across all levels of management 

(Baligh, 1998). Organizational culture interacts with structure and design (Reginato & Guerreiro, 

2013a). In the contemporary corporate world, a company's management system and structure 

determine the inner relationships, communication, attitudes, and general atmosphere.  

The governance structure pertains to the composition and structure of the company's board of 

directors and its numerous management and project teams (Malmi & Brown, 2008). Governance is 

a dedication to the rules of the business and company best practices (Llopis et al., 2007; Muslih & 

Halliawan, 2021; Thommen, 2003). Organisational culture is a set of shared values, symbols, and 

rituals, and it describes actions to address organizational challenges internally and with clients, 

suppliers, and the business environment (Llopis et al., 2007; Schein, 2010). However, these values 

can only thrive if most company members share these values. These values and principles cannot 

be held by a single executive or a small group; the organisation must share them. Therefore, 

corporate governance can consolidate organizational attitudes and behaviours from this perspective 

(Llopis et al., 2007). 

Implementing policies and procedures is the bureaucratic method of defining an organization's 

processes and behaviour (Malmi & Brown, 2008). Management generally conveys official company 

direction, rules, and regulations using policies. A policy can thus be classified as a communication 

document from management to communicate a specific message to numerous stakeholders (Von 

Solms & Von Solms, 2004). With the internal stakeholders such as employees, management could 

desire to steer employee behaviour or outline the ethical conduct anticipated. Thus, one of the 

purposes of an organizational policy is for management to mandate the appropriate behaviour of its 

employees (Von Solms & Von Solms, 2004).  

In summary, administrative controls establish who is responsible for what, how duties are carried 

out, and how behaviour is monitored. Governance frameworks provide formal lines of authority and 

responsibility, whereas organizational structure enables or inhibits types of relationships. Policies 

and procedures set regulations and provide administrative direction for regular operating procedures 
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(O’Grady & Akroyd, 2016). Organizational culture is a collective phenomenon that governs the 

behaviour of individuals or groups of people of the same organisation to environmental triggers, 

which makes individuals begin to have similar attitudes and mindsets (Jaques, 2013). The 

administrative controls chosen for this study which are governance structures, policies, and 

procedures, and organisational design and structure, reflect the beliefs, values, and attitudes of the 

organization and its members, which most times should align with the established management 

control system and organization culture drawn and in line with organizational goals.  

 

1.2 Problematization 

Despite the benefits of an organizational culture and management control framework, 

implementation challenges exist. The magnitude of tasks, improper organizational structure, 

management style, well-defined hierarchy, inadequate staff training and development, collusion 

between the controlled and controlling parties, improper use of management authority, and poor 

communication are among the obstacles to the successful implementation of an organization's 

culture and control system (Baligh, 1998; Llopis et al., 2007; Reginato & Guerreiro, 2013a; Schein, 

2010);  

Managing people effectively to achieve organizational goals and influential organizational 

culture has long been a top priority. As a result, most businesses employ a wide range of tools and 

controls, such as direct management, written policies and procedures, job descriptions, and 

evaluation and compensation schemes, to manage employees' behaviour. For example, corporations 

utilized 'command-and-control' systems during the industrial period to direct behaviour and monitor 

results to achieve scale and economies of scope (Ferreira & Otley, 2009; Kaplan & Norton, 1996). 

Also, the Enron Corporation was positioned to boast strong management, administrative control, 

and governance systems that were comprehensive, state-of-the-art, and in place at its demise in 

2001. However, these controls were rendered ineffective when the corporation approached its last 

few years. The transition from the Lay-Kinder (the former President) period (1986–1996) to the 

Lay-Skilling (President and CEO) era (2000–present) at Enron was accompanied by a significant 

shift in the company's corporate culture (1997–2001). According to Free and Macintosh (2008), this 

modification was the primary reason why the controls were rendered ineffective, which in turn 

turned out to be a significant contribution to Enron's eventual declaration of bankruptcy. As a result, 

changes were made to Enron's corporate culture, which rendered the company's previously 

sophisticated governance and controls ineffective. Schein (2010) theory regarding corporate culture 

was used to inform the many controls implemented by Enron and to extend the current knowledge 

base concerning the connection between corporate culture and management structures and controls. 
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According to Schein, scholars who study organizations have consistently downplayed the relevance 

of culture in how organizations operate (Schein, 1990). Similarly, Simons (2000) argues for 

including corporate culture in research on administrative control systems and states that 

administrative control systems are tools for limiting an individual's decision space within an 

organization, which influences their behaviour and reflects in the overall organization's culture. 

Additionally, most literature links the constituents of administrative governance with 

organizational culture. For example, concerning organisational structure and design, Malmi and 

Brown (2008, p.293) state that an organisational structure is a form of control that operates via 

functional specialization and contributes to control by "limiting the variability of behaviour and 

enhancing its predictability." This behaviour as well as attitudes of employees and their interaction 

with each other and management, define organizational culture (Baligh, 1994; Schein, 2010). 

Similarly, Baligh (1998), Baligh (1994), and Reginato and Guerreiro (2013a) established a link 

between the organisational structure and the cultural setting. Other studies (Llopis et al., 2007; 

Miladi, 2014) focusing on governance structure established a link between organisational culture 

and governance structure. Some studies have also been undertaken to establish the interaction 

between policies, procedures, and organisational culture. For example, Schein (2010) and Von 

Solms and Von Solms (2004) showed that a suitable group culture must be established to guarantee 

that employees' activities, creations, and artifacts satisfy management's policies and company 

standards.  

Most of the literature only addresses parts of administrative controls. For example, there is 

literature that focuses on organisational structure and culture, and others that focus on either 

governance structures or policies and procedures and how they relate to culture. There is, therefore, 

a dearth of literature that models administrative controls and all its constituents and how they relate 

to organizational culture. Furthermore, although individual studies have examined individualist and 

collectivist organisational cultures and administrative management control systems, few have 

examined their relationship, especially in the manufacturing industry. 

The success of the application of management control system depends on a number of factors 

such as internal consistency, specifically on reciprocal linkages of design and use between primary 

mode of control and other control elements. Sandelin (2008) opined that administrative 

management control system strategy is normally driven by the way in which the management 

respond to functional demand. We, therefore, conceptualize a theoretical model with organisational 

culture having individualism and collectivism as its factors and relate it to administrative controls 

with all its constituents, i.e., design and structure, governance structure, and policies and procedures. 
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The model is supported with relevant literature to establish its coherence and provide theoretical 

basis to interpret the results that has been directed at answering the research questions below. 

1.3 Purpose of the Study 

The purpose of this study is to explore the relationship between organisational culture and 

administrative controls of selected organisations keeping in focus four selected manufacturing 

companies in the industry of Air Filtration in Sweden, United States (USA), and Germany. 

1.4 Research Question 

In this study, the following research question is designed to achieve the study’s goal: 

1. How does administrative controls influence organisational culture in the selected 

organisations in the air filtration industry over the period of four (4) years 

2. How would the administrative controls in the selected organisations influence 

organisations with individualist or collectivist culture?   

 

1.5 Outline 

The following sections comprise the remainder of this thesis: the theoretical framework is presented 

in the next chapter, followed by the literature review, next is the methodology chapter, which details 

the study's research strategy and methodology, namely, data collection, sample size, data analysis, 

reliability, and validity. The subsequent chapter, analyses and summarizes the study's results, 

followed by discussion of the finding in the previous chapter. Finally, the thesis is concluded with 

practical contributions, the study's limitations, and the other future research. 
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2. Theoretical Framework  

This section attempts to provide a fundamental understanding of the study's organisational and 

resource-based theories. These theories and concepts will support the readers in understanding the 

purpose of this study.  

2.1 Choice and Selection of Theories 

The choice of theory is contingent upon the neoclassical theory. The choice of neoclassical theory 

is contingent upon as it significantly impacts how human behaviour are considered at work and in 

the organisation. The neoclassical organisational theory gives a better understanding of human 

behaviour in the workplace in terms of group dynamics, culture, and teamwork. On the other hand, 

the resource-based theory explains the disparity in business performance between firms in the same 

industry to achieve a competitive advantage. It also gives understanding and implementation 

strategies and controls to increase efficiency and effectiveness in an organisation using various 

resources such as physical, human, and organisational capital. The resources can also include 

informal interactions between divisions within a firm and their business environments. 

2.2 Human Relation or Neo-Classical Organisational Theory 

Humans often do not act logically, and the strategic objectives of the organisation conflict with the 

individual goals of employees; consequently, it is essential to harmonize these goals for the common 

benefit of both parties. The Neo-classical theory is applied in this thesis because it explains how 

human relations also known as the neo classical organisational theory has had a significant influence 

on how to behave in the workplace and organizations. It has brought new ideas and techniques for 

a better understanding of human behaviour in terms of group dynamics, culture, teamwork, 

leadership, ambition, group cohesiveness, collaboration, work atmosphere, and authority and 

influence (Ferdous, 2016; Oyibo & Gabriel, 2020). Furthermore, the neoclassical management 

theory incorporated the human component. Rather than viewing workers as mechanical whose 

performance improves in response to increased compensation, the theory asserts that the personal, 

emotional, and social components of work are more motivating (Őnday, 2016). It further established 

that informal organizations exist within organizations and that sociological and psychological 

elements impact human behaviour. It demonstrated that employees might have a more substantial 

influence on work behaviours than management's economic incentives. Social factors were now 

viewed as the primary motivator of conduct and work performance. (Őnday, 2016). 

Organisations and people need each other. When the fit between the employee and the 

organisation is poor, one or both will suffer: individuals will be exploited or seek to use the 

organisation or vice versa. Őnday (2016) emphasised that the human relations school is one of the 

primary sources of neoclassical theory, whose focus is on group interaction and relations, posits 
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that an organisation should consider social, economic, and technical variables and formal and 

informal groups. Likewise, organisations could adopt co-optation which is a concept that 

incorporates threats into its policy-making process to prevent such elements from harming the 

organisation or its mission (Shafritz et al., 2005). There are other basic assumptions of the theory 

which are the view of an organisation as a social system composed of multiple integrating 

components. Secondly, acknowledging the existence of an informal organisation within every 

formal organisation and their mutual influence on each other. Because the theory assumes that 

humans are interrelated, the organisation can only anticipate their behaviours by studying their 

social and psychological elements. Thirdly, it asserts that because human beings do not always act 

logically and organisational aims conflict with the personal ambitions of individual employees, it is 

critical to reconcile these goals for the mutual benefit of both parties (Őnday, 2016). 

A formal, rationally organised social structure is concerned with well-defined patterns of activity 

in which, ideally, each sequence of acts is functionally tied to the organisation's objectives (Őnday, 

2016). Typically, official action occurs within the organisation's pre-existing rules. Furthermore, 

the essence of an organisation is contingent on the personalities and groupings within it (Shafritz et 

al., 2005). Lastly, organisations act as though it is a centralised structure capable of adequately 

controlling the behaviours of their members to facilitate significant projection of goals to the overall 

system. Communication is necessary since it conveys information about the organization's 

operation and the feelings and sentiments of its employees (Rajhans, 2012).  

2.3 Resource-Based Theory 

The social science discipline, which encompasses strategic management, seeks to answer why 

certain organisations consistently perform better than others (Barney & Arikan, 2005; Barney & 

Clark, 2007). This study employs resource-based theory to explain the disparity in business 

performance between firms in the same industry (Zott, 2003). A resource refers to something that 

could be considered an organisation's strength or weakness. In essence, a firm's resources at any 

specific time can be regarded as tangible and intangible assets that are semi-permanently linked to 

the firm (Lockett & Thompson, 2001). Resource-based theory (RBT) refers to understanding and 

implementing strategies to increase efficiency and effectiveness. Physical capital, human capital, 

and organisational capital are the three types of company resources. Organisational resources also 

include informal interactions between divisions within a firm and their business environments 

(Barney & Arikan, 2005). Firstly, physical capital (tangible) resources refer to a company's 

equipment, plant, geographic position, and physical technology. Human capital resources, which 

are intangibles, include knowledge, skills, relationships, and insights from personnel, such as 

managers and employees. Finally, organisational capital resources are a corporation's formal and 
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informal systems. They include planning, administering, and coordinating systems (Barney & 

Clark, 2007). 

The proponents of this approach suggest that firms should look within for sources of competitive 

advantage rather than outside for them (Donnellan & Rutledge, 2019). Not all resources, the RBT 

asserts, can generate a competitive advantage. They must be valuable, scarce, unique, and non-

replaceable (Barney & Clark, 2007). For instance, resources acquired from the history or culture of 

a company may be challenging to replicate. The theory stipulates that a firm's resources must be 

backed up by its organisational culture, structure, and processes. Hence, organisations must 

prioritise the use of non-replaceable resources (Barney & Clark, 2007). Over the years in business 

and strategic management, the explanations for an organisation's performance and success were 

accredited to the founders and the managers (Chandler. 1984). Indeed, there is no question that 

general managers can significantly impact an organisation's performance as there is a long history 

of leadership studies investigating leaders' talents and abilities and their impact on corporate 

performance. However, while a company's resources are vital, they are not the only element 

influencing corporate growth and performance. Regulatory guidelines, strategic planning, and other 

factors all play a role (Barney & Arikan, 2005). 

Subsequently, RBT further contributes as it places a premium on resources to assist businesses 

in achieving improved organisational performance. Its proponents assert that firms can achieve a 

competitive edge by using their critical resources, assets, and competencies (Barney, 1991). The 

RBT makes two vital assumptions stating that resources must be diversified and immobile (Barney, 

1991; Mata et al., 1995). According to Mata et al. (1995), resource diversity refers to whether 

different firms have bundles of various resources and competencies. At the same time, resource 

immobility refers to a resource that is difficult for competitors to access due to inelastic or costly 

supply. In other words, diversity as an assumption specifies that each organisation holds various 

skills, competencies, and other resources.  

 As a result, RBT believes that firms obtain a competitive advantage by effectively using their 

diverse resource bundles. Secondly, resources are immobile and do not flow between firms in the 

short run. Due to this immobility, businesses are unable to imitate the resources and strategies of 

competitors. Intangible resources such as brand equity, practices, expertise, and intellectual 

property, are typically non-transferable (Barney, 1991; Mata et al., 1995).  
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3. Literature Review  

The following sections review the existing literature. Firstly, a brief discussion on organisational 

culture and administrative control system, followed by the relationship between the elements of 

organisational culture under study and the three forms of administrative control. Finally, a 

conceptual and theoretical model is represented. 

 

3.1 Organisational Culture 

Culture is the shared values, standards, beliefs, and practices that an individual has with other social 

units or groups (Chatman & Caldwell, 1991). Schein (2010) also argues that culture is one of the 

most solid and stable elements at work in organizations in this aspect. Culture affects organizations' 

financial performance, internal development, and strategic success (Howard, 1998). Additionally, 

Schein (2010) maintains that organizational culture is an institutionalized phenomenon that 

connects time and space via continuing social interaction processes, therefore, culture is defined as 

a lens through which we perceive our world (Schein, 2010). In this view, culture is a conceptual 

system that, when combined with personality, establishes the behaviour and decision-making 

assumptions of individuals of a particular cultural group (Robert & Wasti, 2002). Thus, culture can 

be seen as one of the forces influencing human decision-making and it accomplishes this by 

establishing the necessary conditions for human activity.  

On the other hand, organizational culture has been defined as "the communal programming of 

the mind that separates members of one organization from another" (Hofstede 2001, p. 9). 

Additionally, organizational culture has been characterized as holistic, historically impacted, 

socially formed, flexible, and reasonably stable. In contrast, Chatman and Caldwell (1991) 

defined Culture as the shared values, standards, beliefs, and practices that an individual has with 

other social units or groups. Similarly, Kerr and Slocum Jr (2005) define culture as the pattern of 

shared beliefs and values that provides meaning to members of an institution and establishes the 

standards for appropriate behaviour inside the organization. (Schein, 2010) also argues that culture 

is one of the most solid and stable elements at work in organizations in this aspect. The corporate 

culture is critical in facilitating the flow of knowledge throughout the organization, but it can also 

operate as a barrier to process (López et al., 2004; Simonin, 2004; Yeh et al., 2006). For example, 

in partnership, one of the primary reasons for partnership failure is that the partners' corporate 

cultures are incompatible. Hofstede et al. (1990) argue that organizational culture has evolved to 

the same importance as strategy, structure, and control within the company over time, demonstrating 

its significance. Similarly, culture is a collection of diverse values, beliefs, and standards established 

by a group of people in a given area or set to guide their actions and reactions to specific challenges. 

In addition, culture is viewed as a factor affecting the attitudes and accomplishments of individuals, 
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groups, and corporate entities. Organizational culture has long been proven to be a significant driver 

of organisational effectiveness by generating an internal environment conducive to individual 

productivity (Umans et al., 2016). Consequently, effectiveness and productivity are frequently 

associated with a healthy workforce, assuming that organisational culture will manifest in employee 

attitudes and well-being. The idea that organisations can have different cultures is founded on the 

assumption that individuals internalize specific values, norms, beliefs, and assumptions (Madu, 

2012; Schein, 2010). Organizational cultures are significant sources of competitive advantage, and 

successful organizations should try to perpetuate their culture (Robert & Wasti, 2002). To develop 

the research on person-organization fit, the construct of organizational culture has been crucial at 

the individual level.  

People–organization fit concerns have become increasingly crucial as multinational 

organizations with multi-cultural workforces and divisions have emerged. Organisational and 

personal cultural orientations can be used to describe corporate culture, and that individual, 

organizational, and societal levels can be linked within a single theoretical structure (Alvesson & 

Berg, 2011). Organisational individualism and collectivism are dimensions of organizational 

cultures (Gelfand et al., 2004; Robert & Wasti, 2002) that emphasizes individualistic values, such 

as prioritizing individual goals and rewarding members based on their accomplishments. Also, it 

emphasizes collectivistic values, such as prioritizing organizational goals and rewarding members 

based on their collective contributions to organizational accomplishments. Organizational 

individualism and collectivism are embodied in organizational values and practices (Marcus & Le, 

2013). In collectivistic organizations, critical decisions are made in groups, positions are organized 

to maximize their social features, rewards and promotion are based on equality principles, and 

liability for organizational achievements and failures rests with groups. In individualistic 

organizations, on the other hand, significant choices are made individually, positions are created to 

maximize their features, compensation and promotion are based on equitable principles, and 

accountability is vested in the individual (Gelfand et al., 2004). According to Robert and Wasti 

(2002), organizational practices provide a familiar objective environment conducive to developing 

shared perceptions of individualism in organizational cultures. 

Pfister (2009) emphasizes that organizational culture is influenced by internal and external 

factors, which senior management authorities must understand and manage. The author further 

states that managers perceive themselves as champions who effectively set and manage the 

organization's culture. They must understand the organization in order to spearhead the 

organizational culture change. 
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3.2 Administrative Control System 

Administrative control is a tool for limiting an individual's decision space within an organization to 

influence their behaviour (Chenhall, 2003; Simons, 2000). Its purpose is to coordinate its actions to 

maximize the likelihood of attaining the organization's objectives (Agbejule, 2011). Merchant and 

Van der Stede (2007) posit that a control system accomplishes its purpose by regulating the flow of 

information, creating evaluation criteria, and developing appropriate incentives and penalties. 

Malmi and Brown (2008) posit that administrative control systems direct employee behaviour by 

organizing individuals, monitoring employee behaviour, and regulating how activities or behaviours 

are to be performed or not performed.  Similarly, Rehman et al. (2019) states that administrative 

controls are a management control method used by businesses to direct manager behaviour toward 

goal achievement. Organisational structure, governance structure, procedures and policies are three 

groups of administrative control. According to Malmi and Brown (2008), an organization can 

encourage communication and relationships by employing a specific organizational design, making 

organizational design an effective control mechanism. These controls operate through functional 

specialization and minimize the variability of behaviour and enhance its predictability. On the other 

hand, the governance structure pertains to the composition and structure of the company's board of 

directors and its numerous management and project teams. Governance encompasses the formal 

channels of authority and responsibility and the structures in place to ensure that representatives of 

the organisational functions and units coordinate overall activities both vertically and horizontally. 

For example, meetings and meeting schedules create agendas and deadlines that guide the behaviour 

of organization members (Malmi & Brown, 2008). Furthermore, the bureaucratic approach to 

specifying the processes and behaviour within an organization employs policies and procedures, 

including standard operating procedures, practices, rules, and policies. 

 

3.2.1. Structure, Design and Organisational Culture 

The relationship between components of organisational structure as a form of administrative control 

and organisational culture has been studied by diverse scholars. Baligh (1998), Baligh (1994) and 

Reginato and Guerreiro (2013a) agree that there is a relationship between the various construct and 

component’s organisational structure and cultural setting. Reginato and Guerreiro (2013a) 

investigated the relationships between environment, culture, and management control systems using 

questionnaires distributed to managers of the top 109 enterprises in Brazil. The study used 

multivariant structural equation modelling for analysis. The findings show a relationship between 

the constructs "external and internal environment" and "organizational culture," implying that the 

environment significantly impacts planning, execution, control, and management skills and 
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abilities. Additionally, the findings suggest a significant relationship between the constructs 

"organizational culture" and "management controls," implying that organizational culture 

significantly impacts the management control systems utilized by organizations in practice. In the 

same vein, the component of culture and its relevance to the decision of organizational structure - a 

form of administrative control studied by Baligh (1994) suggests that there is a fit between 

organization structure components and those of its cultural setting if they are logically related. For 

example, the study described performance, environment, and technological compatibility. The 

findings indicate that there is a higher level of fit if one organization's performance is closer to the 

desired performance than that of another, assuming that the remaining structure components, such 

as environment and technology, are the same in both cases. In another study of the fit between 

organizational structure and cultural environment in a religious culture, Baligh (1998) claims that 

the effectiveness of an organization's structure is influenced by how well it fits within its culture. 

This connection determines the effectiveness of the organization's policies, norms, and rewards with 

the beliefs and values of the cultures. 

According to Andersen and Lueg (2016) which examine the impact of national culture on 

organizational design and planning controls, national culture affects administrative controls. The 

study demonstrates the fact that administrative controls are affected by national culture. According 

to the study's findings, the organizational design of countries like the United States and Australia 

emphasizes decentralization and responsibility centers. Additionally, these countries emphasize 

quantitative and analytical techniques in the planning and control processes. This reflects 

individualism, a low power distance, and a focus on the short term.  

On the other hand, collectivism and high-power distance focus on the long term, and Japan and 

Hong Kong place a more significant premium on long-term planning and group-cantered decision-

making. This reflects orientation toward the long term. For example, managers in the United States 

and Australia will have more discretion than usual, and as a result, the top echelon theory will 

substantially impact the culture within these organizations. This support the view of Van der Stede 

(2003) in his study of the effect of national culture on administrative management control and 

incentive system design in multi-business firms: evidence of intra-corporate isomorphism. The 

result states that the characteristics of the chosen administrative management control incentive 

system (MCIS) are deeply connected to business-unit national culture, further analysis of multi-

level data reveals small business-unit effects relative to corporate effects. Furthermore, Eisenberg 

(1999) also supports that differences in individualism-collectivism between Japan and the US 

moderate the effects of incentives on creative performance and innovation in these countries. The 

effects differ in organisations of in-group versus out-group-controlled rewards, group versus 
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individual-based incentives, the reactions to both in and out-group competition, and the 

consequences of members' identification with the organization on their innovative. In a similar vein, 

Efferin and Hopper (2007) in the study of socio-cultural aspects of management administrative 

control in a Chinese Indonesian manufacturing firm agrees that cultures, ethnic differences, history, 

politics, and commercial concerns influenced managerial controls. Chinese owners preferred 

regulating behaviour through people and behavioural controls, little budget participation, 

centralisation, and subjective rather than objective controls. However, whether Chinese managers 

demonstrated longer-term planning and incentive orientations was unclear. However, ethnic 

conflicts and business factors limited the owners' cultural influence.  

On the contrary, Bhaskaran and Sukumaran (2007) investigated the relationships between the 

national, company structure, and management cultures. The study aimed to examine the growth of 

nationality-based business groups in Malaysia and assess whether national culture influences 

organizations' values, beliefs, and practices. A standardized questionnaire was administered to 

1,248 Malaysian companies selected by systematic sampling. The results study found that while 

there are considerable differences in how business organizations (defined by the national culture of 

owners and managers) organize and operate, these variations cannot be attributed to the owners' and 

managers' views and orientations. The study result contradicts other previous researchers and states 

that organisations owned and managed by people of one nationality have substantial "cultural" 

differences, while organizations owned and controlled by people of diverse nations have strong 

"cultural" similarities. Other elements such as the organization's legal, economic, and regulatory 

setting impact its values, attitudes, and practices more than the owners and management's national 

culture. 

 

3.2.2. Governance Structure and Organisational Culture 

Good corporate governance involves boards managing and controlling companies for long-term 

shareholders (Association of Chartered Certified Accountants, 2008). To guarantee effective 

corporate governance, boards must account to company owners for their stewardship. Good 

corporate governance goes beyond following rules and regulations. Also, having enough 

independent non-executive directors and separating the chairman and CEO positions is not enough. 

It means following sound governance principles. Therefore, an organisational culture influences the 

governance structure as an administrative control in an organisation (Llopis et al., 2007).  

According to Miladi (2014), in their study of governance for small and medium enterprise: the 

influence of leader on organizational culture reveals that the drivers of organizational culture are 

based on the profiles of their leaders, which are primarily the form of training, experience, and 
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pursuit of profit and sustainability. Additionally, their study confirms the influence of the leader on 

organizational culture. A survey was conducted by means of questionnaire with 120 Tunisians 

SMEs. The study used the methods of structural equations and a data processing software, Statistical 

Package for the Social Sciences (SPSS) and partial least square (PLS-Graph). The study supports 

that leaders' behaviour influences the perception of organizational culture among their followers. 

Such practices arise from the basic assumptions managers make in developing and attempting to 

implement visions, philosophies, and business strategies necessary for the company's long-term 

survival. The authors argued that an organization's basic assumptions and values become part of its 

culture when adopted by all enterprise stakeholders, especially by enterprise owners and employees 

(Ogbonna & Harris, 2000; Thommen, 2003). Therefore, the organizational culture is responsible 

for establishing and sustaining the perceptions of employees and how they agree, accept, and respect 

all the policies and processes developed within the organization, including the leaders' authority, 

and following their ideas, as well as the procedures and measures they deem effective to ensure the 

entity's performance.  

On the contrary, Llopis et al. (2007) in their study of corporate governance and organisational 

culture: The role of ethics officers, posit that corporate governance is not a solution for group or 

individual organisation cultural difficulties as no leadership style can resolve a manager's problems. 

Also, in their study, one aspect that was emphasized was that depending on the department, group, 

or individual, those who must develop this function must be able to diagnose the situation and 

choose the appropriate manner or approach to handle it. Therefore, corporate governance leadership 

comprises motivation, support, and service to others to carry out the organization's mission through 

ethical conduct. Furthermore, the vision developed by leaders also incorporates the importance of 

administrative control in ensuring that the approach pursued by the organization does not deviate 

from its objectives. Lu and Wenchang (2015) and Domnişoru et al. (2017) examine the relationship 

between organizational culture and internal control in terms of corporate governance mechanisms 

from a humanistic point of view; the study highlights the notion that the integration of internal 

administrative control and organizational culture can contribute to the organization's sustainable 

development. Also, lack of responsibility at all organizational levels, remuneration structures 

encouraging unsustainable short-term strategies, self-satisfaction generated by long periods of 

success, rigidity, and lack of proactivity, and, lastly, self-interest all contributed to these 

circumstances (Association of Chartered Certified Accountants, 2008). Therefore, examining these 

events shifted the focus, among other things, to internal control and risk management, with 

implications for organizational culture, but all in relation to governance. The norms of conduct that 

are expected of employees are established by the organization's culture. Therefore, leaders develop 
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a culture by establishing a set of common views and values that are then conveyed and reinforced 

to employees in different ways. Whatever an organization undertakes is done within the framework 

of the culture it has fostered. For this reason, it is not possible to provide a universally applicable 

model for organizational culture; the requirements of different businesses, sectors, and 

circumstances vary greatly (Tierney, 2016).  
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3.2.3. Policies, Procedures and Organisational Culture 

Von Solms and Von Solms (2004) conducted a study to know the relationship and importance of 

ensuring that company policies and procedures are effectively structured and organized to align 

with the overall culture. The study was addressed from an information security point of view, and 

the results can be applicable to most disciplines. The result shows that a suitable group culture must 

be established to guarantee that employees' activities, creations, and artifacts satisfy management's 

company standards (Schein, 2010; Von Solms & Von Solms, 2004). If a group culture appears in 

sync with underlying policies, it will assure group members' acceptable activities and behaviour 

patterns. The goal is to create a group culture where all activities and creations align with 

management's vision (Von Solms & Von Solms, 2004).  

Senior management oversees the organization's well-being, and the managers must clearly define 

their direction to be effective. Therefore, the organisation's policies outline this direction, and the 

policies influence and determine action internally. Management indirectly decides employee's 

activities to serve the organization's objectives. Additionally, the organization's culture is based on 

assumptions and beliefs that shape members' attitudes and feelings. Collective values, norms, and 

knowledge express organisational culture (Rai, 2011). These values are usually represented as rules, 

regulations, and processes and affect employee behaviour, leading to behaviours’, legacies, and 

innovations. Management must influence employee behaviour if they want them to act in a way that 

benefits the organization.  

Defining policies and processes can represent communal values, norms, and knowledge. 

Therefore, these policies and procedures should represent management's views. According to 

Kavanagh and Ashkanasy (2006), policies and procedures should be conveyed to all stakeholders, 

updated often, and put in visible areas in the organisation. Only then can it influence employee 

behaviour enough to form a business culture.  Armenakis and Harris (2002) and Kavanagh and 

Ashkanasy (2006) assert that communications would cause administrative control and 

implementation to reflect an organization's culture. Employees may become suspicious and cynical 

if they get mixed signals about the company's culture, which may lead to or excuse destructive 

behaviours like embezzlement. Therefore, the organization's success relies upon top management, 

and policies outline managerial support and direction as all stakeholders must understand these 

policies. 
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3.3 Conceptual and Theoretical Model  

 

 

 

 

 

 

 

 

Figure 1: Conceptual and theoretical framework of the relationship between Organisational  

 Culture and Administrative Control System. 

Source: Researcher’s Own Conceptualization 
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4. Methodology 

This chapter will explain how the research will be carried out to achieve the research objective. 

The overview of the research approach and strategy would be discussed, data collection, the sample 

selection, data analysis, reliability and validity, and trustworthiness of the study. 

4.1. Research Approach & Strategy 

Assumptions regarding how researchers view their environment and how these assumptions support 

the selected research strategy and procedures are essential, and this included research philosophy 

(Saunders et al., 2016). The philosophy that underpins this study can be found in its ontological and 

epistemological assumptions. Ontological assumptions are focused on what constitutes reality and 

it poses fundamental questions about reality and humanity. Under the ontological assumptions, a 

researcher must take a position on conceptions of how things are and how they work while 

conducting research. The assumption of epistemology is founded on how an idea or knowledge is 

produced, acquired, and conveyed, which is what it means to know (Scotland, 2012; Levers, 2013; 

Crotty, 1998). 

This study will take a social constructionist ontology and interpretive epistemology perspective 

premised on the idea that reality is a continuing phenomenon in which humans will constantly 

interact or relate with their environs. It also states the interpretive-constructionist assumption that 

reality is produced, understood, and experienced by humans and how humans generally engage with 

one another and social systems (Tuli, 2010; Burns et al., 2020). The study employs an interpretive 

perspective and deduction as a research method, which justifies adopting a qualitative research 

strategy. Qualitative research is a strategy that usually accentuates words and images, rather than 

quantitative assessment, in collecting and analysing data, and it enables the participants to share 

their experiences (Burns et al., 2020; Bell et al., 2019). Likewise, a deductive research approach is 

used because it aligns well with the purpose of the study, which is to explain and provide a deeper 

understanding of the relationship between individualist and collectivist organisational culture and 

the various administrative controls of an organization. 

 

4.2 Data Collection 

Data gathering has been acknowledged as a critical part and process of research, serving as the 

starting point for any investigation. Secondary data will aid in comprehending the theoretical 

framework (Bell et al., 2019). Given the use of a qualitative research methodology, the data for this 

study will be collected by qualitative document analysis (QDA), also known as ethnographic 

content analysis (ECA) (Bell et al., 2019; Bowen, 2009). A document analysis would be carried out 

on the various reports such as annual reports, sustainability reports, corporate governance 
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statements and reports, proxy reports, and other policy documents retrieved from the websites of 

the four selected companies, Nederman Holding AB, Donaldson Filtration Company, Camfil Air 

Pollution Control, and MANN+HUMMEL (see Appendix 1). Although, this technique is 

commonly employed in case study research by combining interviews and observation (Wood et al., 

2020). However, in most fields of qualitative research, the function of documentary evidence is 

primarily inconspicuous. QDA presents a methodological procedure for deriving meaning from 

documentary evidence in a systematic manner (Bowen, 2009). As the researcher proceeds between 

concept generation, sampling, data collecting, and data analysis, the interpretative process is both 

recursive and reflexive. Therefore, QDA is an emergent process focused on the search for 

underlying meanings, themes, and patterns, as opposed to a rigid set of processes with strict 

parameters (Altheide et al., 2008). The authors chose annual, sustainability corporate governance, 

proxy reports as data required for the study because they can generate quality information about 

how individualist and collectivist culture of an organisation relates to the administrative controls 

implemented in these organisations. In addition, many of these documents, such as corporate annual 

reports, sustainability reports, mission statements, and shareholder reports, are in the public domain 

and accessible online. The study has limited the periods to four (4) years between 2018 to 2021 

because these are the years for which reports are easily accessible on the websites of all companies. 

On average, the analysed reports contained between 1200 and 1500 pages for all the companies. 

 

4.3 Sampling Method 

A sample is a subset of the population chosen by the researcher for inquiry (Bell et al., 2019). It 

represents a subset of the population. When a researcher selects a sample from a population, the 

researcher seeks to obtain either a representative sample or an exploratory sample involving various 

methodologies. Exploratory samples are employed in small-scale research to probe relatively 

unexplored areas, as well as to expand ideas or theories (Saunders et al., 2009). Overall, an 

exploratory sample enables the researchers to acquire insight and knowledge on an idea or topic 

(Denscombe, 2017). There are several sampling methods available to a researcher when conducting 

research; however, a study of this scale focuses on the relationship between the individualist and 

collectivist organisational culture, and the administrative controls implementented in the selected 

organisations. When selecting a sample, a researcher can choose one of two approaches. First, 

researchers could choose a probability sample or a non-probability sample from the research 

population (Bell et al., 2019). This study adopts a non-probability method, often utilized when 

researchers find it more difficult to select a sample-based solely on chance. In non-probability 

sampling, the researcher uses their judgment or choices in the selecting process (Bell et al., 2019). 
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For example, people or cases are chosen for a sample based on skill, experience, or because they 

are distinctive or out of the norm; they are not selected by chance  (Denscombe, 2017).  

Purposive, also known as judgmental sampling is an example of a non-probability sampling 

methodology regarded or applicable for this study. Purposive sampling is a non-probability 

sampling method that does not allow the researcher to generalize to an entire population. Instead, 

this approach assists the researcher in strategically sampling cases or participants that are pertinent 

to the research questions (Bell et al., 2019). It works on the premise that the best information may 

be obtained by focusing on a few cases that are carefully chosen based on their known attributes. 

Samples drawn are based on relevance to the issue under investigation and their experience or 

knowledge of the subject. Purposive sampling is adequate when the samples are chosen for a 

specified purpose, reflecting the attributes of the persons or events chosen and their relevance to the 

study (Bell et al., 2019). Conclusively, purposive sampling gathers the best information by choosing 

items, cases or persons who have the knowledge or expertise to generate higher information and 

valuable insight into the research topic (Bell et al., 2019; Denscombe, 2017).  

In this thesis, the sample selected consists of international organisations with accessibility to the 

data required for this research. When the sample is chosen as a portion of the population to be 

studied, the population should consist of all the units from which it will be drawn (Bryman & Bell, 

2015). This is fulfilled in this thesis since the four companies chosen are air filtration companies, 

where the population are all authorised companies worldwide. Similarly, the air filtration industry 

was chosen as the research sample since it was desired that the air filtration companies have a long 

experience and more profound knowledge and understanding of the manufacturing sector. 

Moreover, researchers have commonly stated that decentralisation, job redesign, and improved 

labour-management relations will be necessary for manufacturing to be globally competitive in the 

recent decade and the establishment of teams in production is directly impacted by all three of these 

issues (Niland, 1989).  

Furthermore, since participation and communication among all employees and managers 

improve and raise the quality of the production process, collaboration is necessary for completing 

tasks and procedures (Park et al., 2005; Realyvásquez et al., 2018). Therefore, it can infer from this 

information that teamwork is crucial to the success of the manufacturing process. Therefore, a 

collectivistic organisational culture, such as these air filtration companies is expected to exist in 

manufacturing. According to Hofstede, individualism is one of the four distinct characteristics of 

the culture. This measures how much people are motivated by their own interests as opposed to the 

interests of a larger group to which they belong (Hofstede, 1980). 
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4.4 Document Analysis 

Document analysis is a methodical process for assessing and evaluating printed and electronic 

(computer-based and Internet-transmitted) information (Bowen, 2009). Like other qualitative 

research analytical approaches, document analysis necessitates examining and interpreting data to 

extract meaning, gain comprehension, and develop empirical knowledge (Bell et al., 2019; Bowen, 

2009; Wood et al., 2020). Documents contain text (words) and photos captured without a 

researcher's participation (Altheide et al., 2008; Bowen, 2009). The analytical procedure involves 

locating, selecting, evaluating (making meaning of), and synthesizing document-based data. 

Through content analysis, data derived from document analysis (excerpts, quotations, or complete 

sections) are organized into primary topics, categories, and case examples (Labuschagne, 2003). 

This view facilitates a shift from realist ontological assumptions, which hold that reality can be 

revealed through document analysis, to an interpretive epistemology in which documents are 

viewed as privileging various viewpoints or perspectives (Bell et al., 2019).  

QDA presents a methodological procedure for deriving meaning from documentary evidence in 

a systematic manner (Bowen, 2009). As the researcher proceeds between concept generation, 

sampling, data collecting, and data analysis, the interpretative process is both recursive and 

reflexive. Researchers frequently use document analysis as a research approach and technique in 

both the social and computer science fields because it aids in retrieving information from big data 

(Weber, 1990). Because our research will focus on the corporate annual reports and other documents 

of four organizations, document analysis is the research methods used to analyse the documents. 

Furthermore, being explicit about the framework underlying a QDA method contributes to the 

coherence and credibility of the study. In addition, it establishes methodological congruence 

between the viewpoint of the researcher, the research objectives, the nature and scope of the 

documents under investigation, and the analytic procedures employed (Wood et al., 2020). Also, 

skimming, reading, and interpretation are all components of document analysis. This iterative 

procedure incorporates both content analysis and thematic analysis. Content analysis is the process 

of categorizing information according to the research's primary questions, while thematic analysis 

is a popular option for researchers conducting QDA. The thematic analysis acknowledges that 

aspects of the externally verifiable social world can be discovered through documents (Bowen, 

2009). When conducted rigorously and creatively, coding can be an effective method for obtaining 

credible results and providing alternative insights into the social world (Wood et al., 2020). 

Thematic analysis is a form of data pattern classification, with emerging themes serving as 

categories for study (Bowen, 2009). The procedure entails a careful, more concentrated rereading 

and examination of the data. Based on the features of the selected data, the reviewer conducts coding 
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and category classification to identify themes important to a phenomenon. If the document analysis 

is secondary to other research methodologies performed in the study, predefined codes may be used. 

For instance, the codes used in interview transcripts can be applied to the content of documents. 

Codes and the resulting themes serve to combine data obtained by various methods. In the selection 

and analysis of data from documents, the researcher is expected to display objectivity (striving to 

represent the research material objectively) and sensitivity (responding to even small cues of 

significance).  

Qualitative content analysis (QCA) and QDA can be applied in an inductive or deductive 

approach. The three primary aspects of both inductive and deductive content analysis are 

preparation, organisation, and reporting of results. The preparation step entails gathering 

appropriate data for content analysis, interpreting the data, and determining the unit of analysis. In 

addition, open coding, generating categories, and abstractions are part of the inductive approach's 

organising process (Elo & Kyngäs, 2008). In deductive content analysis, the organising phase 

includes the creation of a classification grid, in which all the data is assessed for content and coded 

for correlation to the detected classification (Elo et al., 2014). Guidelines were created, and themes 

were sub-categorized to enhance the research's reliability. To minimize and avoid unwanted errors 

and inaccuracies, the researchers ensure that the standards are carefully followed. The research 

question was concise and straightforward, which was crucial to developing a guideline to properly 

analyse the annual reports and develop a suitable and relevant coding system.  

Deductive, or a priori, analysis tests theory using data (Azungah, 2018; Elo et al., 2014; Selvi, 

2019; White & Marsh, 2006). This type of data analysis is a top-down approach.  In qualitative 

analysis, this approach entails using predefined codes.  The codes are created from organizational 

tools, from literature, theory, or the researcher's propositions (Azungah, 2018). For the coding 

process, deductive coding also adopts a framework of themes (Azungah, 2018; Braun & Clarke, 

2006).  The framework, also known as a start list, is utilized in the analysis with the expectation that 

certain key concepts will be present in the data (Azungah, 2018; Bradley et al., 2007). The 

methodology presupposes the presence of specific basic concepts in the data based on previous 

research on the issue. The start lists offered a starting focus for selecting a critical phenomenon 

pattern that relates directly to the research objectives. With the start list, data were further 

categorized using a coding schema which later further collapsed similar categories into higher 

categories. For this study, below is the process of coding (Figure 2) and further detailed in the 

Appendix 2. 
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Figure 2: Deductive coding and data analysis process 

Researcher’s Own Conceptualization and drafted from Azungah (2018). 

 

From the above process, we organised all relevant documentary data and information from various 

sources as listed in Appendix 1. Thereafter, all information and data gathered were thoroughly 

examined to make sense of the data. Furthermore, initial codes (start list) are generated from the 

existing literature and theories from what is known about the research topic, with the aid of the 

study objectives and research questions. The process presumes the presence of specific core 

concepts (categories) in the various reports gathered relating to the initial codes generated such as 

interaction between divisions within the firm and their environments, regulatory guidelines, 
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corporate governance, lines of authority, board structure and management teams, organizational and 

individual goals, workplace behaviour and communication, and collaboration. Furthermore, data 

were deductively analysed to produce data clusters (clustered categories) which categorize similar 

themes into a sub-theme. The extracted themes are typically represented with brief quotations from 

the various reports and the researcher's coding strategy for qualitative data analysis is crucial for 

searching and recognizing repeating themes when conducting a content analysis (Bell et al., 2019). 

Therefore, this study will be conducting a deductive thematic analysis to gain a proper 

understanding of how individualist and collectivist organisational culture relates with the various 

forms of administrative controls. 

 

4.5 Reliability 

Golafshani (2003) argues that whether a study's results are reproducible is addressed by reliability. 

In addition, the term is often used to approach whether the measures used to assess management 

concepts such as teamwork, organizational effectiveness, and employee motivation are consistent 

(Bell et al., 2019). Reliability is the extent to which a concept's measure is consistent (Bell et al., 

2019; Golafshani, 2003). According to Bell et al. (2019), reliability can be external and internal as 

external reliability refers to the ability to reproduce a study. For instance, a researcher recreating 

qualitative research should take the same social position as the initial researcher. Otherwise, what a 

researcher sees and hears when attempting to replicate the original study will not be comparable. 

On the other hand, internal reliability requires that all observers in a team share the same viewpoint 

and reach the same conclusion about the data obtained (Bell et al., 2019). The authors conducted 

this study in a systematic manner that adhered to the research's conformability, reliability, and 

validity (Creswell & Poth, 2016). The annual reports of four companies were analysed based on the 

theories to ensure that the study could be replicated by anyone intending to conduct the same 

research. 

 

4.6 Validity 

The validity of the data determines the quality of any study (Bell et al., 2019). Validity is concerned 

with the consistency of the conclusions drawn from a piece of research (Saunders et al., 2016; Bell 

et al., 2019). Furthermore, validity relates to whether the researcher observes, detects, or evaluates 

what the study intends to do. A researcher can use content analysis to assess and analyse the 

existence, meanings, and correlations of specific words, themes, or conceptions. For instance, the 

metrices used for categorising are valid if the categories appropriately describe the concepts and the 

categorisation matrices accurately represent what was intended from the view of validity (Schreier, 
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2012). Researchers can then conclude the themes included in the texts, the participants, and even 

the culture and time frame in which the text was created. To increase confidence, a researcher may 

validate the data in various methods. Throughout the study, the researchers tried to cross-check the 

data with various information resources on the topic. We also checked for data plausibility; annual 

and sustainability reports have been content-analysed to evaluate a variety of organisational 

phenomena as they exhibit a high degree of credibility. As a result, annual and sustainability reports 

indirectly or directly imply that the assertions in the annual report text are accurate representations 

of the organisation and its managers (Michalisin, 2001). 

.  

4.7 Trustworthiness of the study 

Some writers recommend a set of criteria for measuring the quality of qualitative research termed 

trustworthiness (Bell et al., 2019). The objective of trustworthiness in a qualitative investigation is 

to support the claim that the investigation's findings are significant enough to give attention (Bell et 

al., 2019; Saunders et al., 2009). The trustworthiness of content analysis results is determined by 

the availability of well-saturated, rich, and relevant data. As a result, data gathering, processing, and 

reporting go conjointly (Elo et al., 2014). There are five alternatives for evaluating qualitative 

research's trustworthiness: credibility, dependability, conformability, transferability, and 

authenticity (Bell et al., 2019). Credibility, which is parallel to internal validity, refers to the genuine 

findings in the research conducted. Transferability is like external validity in that it asks whether 

the findings apply to other contexts (Bell et al., 2019). This is the ability to generalize the results. 

The stability of data over time and under varied settings is referred to as dependability parallel to 

reliability. The likelihood that the same results are likely to apply to other occasion. Confirmability 

focuses on objectivity and refers to the extent to which the researcher has allowed their values to 

intrude on research findings (Bell et al., 2019; Creswell & Poth, 2016). Lastly, authenticity refers 

to the extent to which researchers depict a variety of realities honestly and faithfully (Bell et al., 

2019; Elo et al., 2014; Saunders et al., 2009).  

Our research will look at trustworthiness via data credibility and transferability. Establishing the 

credibility of findings requires both ensuring that research is conducted according to good practice 

precepts and submitting research findings to participants in the social environment who were 

investigated for validation that the researcher has accurately grasped that social environment. The 

main criterion for transferability is to assess whether the study data is sufficient and allows for the 

transfer of research to another context by other researchers. Every study strives to generate data that 

can be used and shared beyond the study context (Bell et al., 2019). 
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5. Analysis and Findings 

The findings of our study are presented in this section which originates from an analysis of the 

companies' annual reports, corporate social responsibility reports, sustainability reports, and other 

policy documents. An ethnographic content analysis of the numerous documents and reports from 

2018 to 2021 were analysed company by company for the four selected companies. In addition, the 

data were empirical sorted into previously developed codes and categories that emerged during 

data collection through content analysis and considering the study's theoretical model in the 

previous chapter.  

 

5.1 Nederman Holding AB 

Nederman's history dates to the seventeenth century. The company was founded in 1944 by Philip 

Nederman and soon became a pioneer in inventing methods for reducing air pollution inside 

manufacturing plants, thereby safeguarding workers' health, and enhancing their working 

environment (Nederman, 2020). The company has continued to develop products and systems that 

promote a safe, clean, and efficient workplace and now offers the most comprehensive range of 

products and services available on the market for protecting people, the environment, and products 

from the harmful effects of industrial processes. For almost 70 years, Nederman has been a leader 

in environmental technology solutions, reducing the environmental effect of industrial production 

and fostering safe and productive workplaces. Today, more than ever, the company is committed to 

making a positive contribution to sustainable global output (Nederman Holding AB, 2022).  

For this study, the relationship between Nederman’s organisational culture, structure, governance 

and policies has been subdivided into various themes: 

 

5.1.1 Individual and Group Goals 

Whether Nederman operates in the individualist or collectivist culture was critically examined in 

the various documents obtained from their website. According to our analysis, Nederman's 

organisational culture outlines acceptable workplace behaviour. This culture includes leaders' 

shared views and values, subsequently communicated, and reinforced through various methods, 

impacting employee attitudes, behaviours, and skills. For example, one of its shared values of 

Nederman is "building a strong culture" by engaging competent employees for the effective and 

efficient running of the organization's daily operations. These shared values were demonstrated in 

their 2020 annual and sustainability reports: 

Competent employees that advance operations every day are a requirement to successfully 

manage the rapid development that the group is experiencing, with digitalisation, globalisation 
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and frequent acquisitions in our development departments, production plants or service 

organisations. Our mission is to shape the future for clean air and three shared values unite us 

in our transformation process: Sustainable customer relations, Respect for the environment 

and each other, The courage to act (Nederman AB, 2020).  

Furthermore, the organizational culture of Nederman rewards individual employees' goals (senior 

executives) based on their accomplishments. Therefore, Nederman's primary principles of 

remuneration (corporate governance mechanism) for board directors and senior executives are a 

fixed salary for work performed and a variable bonus linked to the company's performance. Thus, 

variable remuneration accounts for 30-50% of individual's annual salary, depending on his or her 

position within the organization. Individualistic organizations such as Nederman recognize 

employees for their specific skills instead of promoting group achievements. This culture can be 

seen in the guideline for executive remuneration:  

 

The criteria for variable remuneration shall mainly relate to the company’s profitability, 

working capital development and sustainability goals that are linked to the business. In  

addition, individual criteria may be established… 

 

Further variable remuneration may be awarded in extraordinary circumstances, provided 

that such extraordinary arrangements are limited in time and only made on an individual 

basis, either for the purpose of recruiting or retaining executives, or as remuneration for 

extraordinary performance beyond the individual’s ordinary task 

 

5.1.2 Functional Structure 

Organisation design and structure is one of the three groups of administrative controls (Malmi & 

Brown, 2008). In relation to organisational structure, the 2018 annual and sustainability report 

shows that Nederman Holding AB, the group's parent company which has wholly owned 

subsidiaries that the group directly or indirectly owns. In addition, Nederman has a controlling 

influence with the 70 subsidiaries (Nederman Group, 2018).  As it influences the investment object, 

it is subject to or has rights to variable returns from its investment and can use its influence on 

impact yields. Similarly, the functional design is split into three geographic segments: EMEA 

(Europe, Middle East, and Africa), Americas (North and South America), and APAC (Asia Pacific) 

(Asia and Pacific region). The functional structure of the Nederman Group is Operations, Finance 

& IT, and Human Resources. Manufacturing, distribution, product care, logistics, purchasing, and 

quality systems are all handled by operations. On the other hand, finance & IT and Human 
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Resources are tasked with supporting operational activities and overseeing global coordination 

within each function (Nederman Group, 2018). Therefore, from our analysis, the structure and 

design of the company portray an effective work culture in the organisation as all individuals and 

groups are organised into various functional units with various lines of authority and tasks assigned. 

 

5.1.3 Centralization & Decentralization Structure 

In the business environment, the management structure determines the behaviours, attitudes, 

dispositions, and ethics that characterize the work culture, whether in an individualist or collectivist 

environment. If a corporate organizational structure is strictly hierarchical and decision-making 

authority is centralized, the organisation's culture will likely reflect a lack of autonomy and freedom 

at the lower levels. On the other hand, if a company's management structure is decentralized, with 

power and authority shared at all levels, the environment is likely to be more autonomous, 

individualistic, and accountable. According to Nederman AB 2019 corporate governance report, the 

organisational structure is hierarchical since power is concentrated with the Board of Directors 

(BOD) after the annual shareholder meeting and moves to the Chief Executive Officer (CEO). This 

structure will undoubtedly affect the company's culture of lack of autonomy and independence at 

lower levels. The BOD directs the company's overall operations and management, resources, and 

capital structure. The excerpt from Nederman’s corporate governance report in 2019 shows: 

The Board of Directors is the second highest decision-making body after the Annual General 

Meeting. The overall assignment of the board is to decide on the Company’s business 

direction, its resources and capital structure, as well as its organisation and management.  

 

5.1.4 Enhancement of Teamwork and Collaboration 

O’Donnelle and Boyle (2008) highlight the importance of teamwork and states that teamwork is a 

crucial aspect of nearly all firms, which is a way to invest in employee talent since employees can 

contribute to the organization's success. As earlier discussed, organizational behaviour and culture 

are the management's behaviour and personality, which is a composite of complicated attitudes, 

values, standards, beliefs, and the different behaviours of the organization's professionals toward 

their co-workers and duties related to work (Schermerhorn Jr et al., 2011). Similarly, the code of 

conduct focuses on the company core values and organizes, summarizes, and specifies the standard 

work policies. Therefore, the code of conduct of Nederman defines the directions and principles 

and tells what is important to the company and how employees behave to each other and other 

stakeholders. 

 In 2019, as stated in the sustainability report of Nederman: 
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Nederman cultivates a sound psychosocial work environment with a well-functioning team 

where employees who are seen and heard grow and develop. Based on a shared culture, and 

with supportive leadership, our objective is to cultivate individual dedication in every 

employee and make everyone feel that they are ambassadors for the Company. Good 

relationships between the Company and its employees generate better conditions for 

Nederman to successfully attract the talent needed to further develop the Company 

(Nederman, 2019). 

Our findings shows that Nederman's organization's culture comprises people, and managers must 

thoroughly understand managing their employees to achieve favourable results. As a result, the 

individuals, groups, and structures influence organizational behaviour.  

 

5.1.5 Line of Authority and Responsibilities 

According to the Nederman’s organizational structure, there are clear rules and regulations for 

delegating duty and authority. Documented and communicated control environment and structure, 

decision procedures, authority, and responsibility are the frameworks for internal controls related 

to financial reporting and other lines of responsibilities in the organisation. This corroborates with 

Kane‐Urrabazo (2006) that argues that managers empower people through delegation, a strategy for 

influencing employee behaviour. Delegation may generate leadership and trust depending on how 

it is executed, and it can influence employee behaviour.  

The company's essential elements are documented as instructions and policies, such as financial 

manuals, ethical policy (Code of Conduct), communication policy, IT policy, financial policy, and 

authorization lists. As a result, Nederman has a transparent legal and operational structure and well-

developed management and internal control systems. The Board of Directors follows up on the 

assessment of internal control, including by contacting Nederman's auditors. 

 

5.1.6 Standardisation of Policies, Procedures & Best Practices 

Policies and procedures are additional administrative tools employed by managers to supervise 

behaviour and their object of control structure. Nederman's policies and procedures are outlined in 

their Code of Conduct. The code of conduct defines its organizational principles, values, underlying 

beliefs, and policies that support its daily operation and guide employees to interact with each other, 

stakeholders, and other partners (Nederman, 2020). All production is carried out in accordance with 

the Nederman Operations System with common principles for customer focus, result driven 

leadership, committed employees, continuous improvement, and visualisation. The aim of the 

Nederman Operations System is to have more satisfied customers, dedicated employees, reduced 
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environmental impact, safe and healthy workplaces, the right product quality, and cost-effective 

operations. Furthermore, in relation to compliance with regulatory guidelines, Nederman has a 

management system exists that ensures compliance of the organization's processes with the relevant 

regulatory authority. The company is certified by International Organization for Standardization 

(ISO). The ISO 90011 and ISO 140012  certifications ensure that it meets its quality and efficiency 

objectives.  

Internal control instruments, such as the Articles of Association, Rules of Procedure for the 

Board of Directors and the Managing Director, policy statements, and the Group's Code of Conduct, 

are used by Nederman. Administrative control tools include rules and policies, as well as 

behavioural constraints (Malmi & Brown, 2008). For example, the board of directors' rules 

of procedures indicate that no member of the Board of Directors or top executives has had any direct 

or indirect role in any business transaction with Group entities. Nor Group company has issued a 

loan, offered a guarantee, or engaged in a surety agreement for any board of directors or top 

executives (Nederman Group, 2018). According to Malmi and Brown, 2008, the process of clearly 

defining how tasks or behaviours is to be performed or not performed can be seen as all production 

is performed following the Nederman operations system. Nederman's operating system has 

common principles for customer focus, result-driven leadership, motivated and engaged employees, 

continuous improvement, and visualisation. The goal is to have more satisfied consumers, loyal 

employees, a lower environmental impact, safe and healthy workspaces, high-quality products, and 

cost-effective operations. In addition, Nederman's complete dedication to quality assurance ensures 

product quality and functionality. Such as ensuring that legal safety regulations, such as the 

Machinery Directive and the ATEX Directive, are fully met.  

Another instance is pre-action reviews and action accountability, demonstrated by adherence to 

the Code of Conduct, implementation of security policies and procedures, and business continuity 

planning (Malmi & Brown, 2008; Nederman Group, 2018). In addition, the Board of Directors 

adheres to written protocols adopted at the first annual board meeting. The procedures specify how 

duties will be divided among Board members, how frequently the board will meet, and how deputies 

will engage in Board work and attend meetings. Furthermore, the rules of procedure govern the 

board's duty, quorum, and the allocation of responsibility between the board and the CEO, among 

other things. Finally, the board conducts a systematic annual evaluation of the Management team. 

 
1  ISO 9001 sets out the criteria for a quality management system and is the only standard in the family that can be certified to (although this is 
not a requirement). It can be used by any organization, large or small, regardless of its field of activity. Source;  https://www.iso.org/iso-9001-
quality-management.html 

2  ISO 14001 is an international standard that highlights the requirements for an environmental management system. The organization uses the 
standard to efficiently enhance its environmental performance by using resources and reducing waste to gain a competitive advantage and the 
trust of stakeholders. Source; https://www.iso.org/standard/60857.html 

https://www.iso.org/standard/60857.html
https://www.iso.org/standard/60857.html
https://www.iso.org/standard/60857.html
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In this context, the Management team includes some less-senior managers, i.e., a larger group of 

managers (Nederman Group, 2018). This can be viewed as a form of administrative control. 

Nederman in terms of number of employees accident during the working hours in the 

organisation was also measured and analysed (see Appendix 1). This analysis evaluates the 

effectiveness of various controls and employee training in the organisation. Nederman aspires to 

encourage employee involvement by providing attractive, safe, and healthy work environments, 

equal rights, and growth opportunities. Nederman conduct code of conduct training for its 

employees every year, for example, in 2018, 1504 employees participated in Code of Conduct 

training while in 2019, it was stated in the report that “All employees and business partners are 

required to comply with the Code. Both current employees and new recruits receive continuous 

training in the area”. 

 

5.2 Camfil AB 

Camfil AB is a Swedish, family-owned, shareholding company founded in 1963 and headquartered 

in Stockholm, Sweden. With several operations in North America, Europe, and Asia, Camfil APC 

(Air Pollution Control) is one of the world’s largest manufacturers of dust, mist and fume collection 

equipment used to filter and clean the air in indoor environments. Every sustainable filter is backed 

by more than half a century of experience (Camfil AB, n.d.). This means Camfil works with 

buildings where people spend their days, such as schools, offices, malls, sports facilities and, of 

course, residential buildings – from replacement filters to complete air circulation and filtration 

systems. The mission to protect people, processes & the environment and products is to improve 

health and performance, protect critical manufacturing processes, boost productivity, and safeguard 

the environment (Camfil AB, n.d.). As clean air is essential everywhere, Camfil supplies air filters 

and clean air solutions to almost every industry, including nuclear facilities and biosafety labs, to 

ensure nothing harmful escapes into the environment.  

 

5.2.1 Functional and Decentralized Structure 

Camfil's internal communication structure is referred to as CamfilCairing. CamfilCairing combines 

corporate citizenship and sustainability into every part of the business strategy. The CamfilCairing 

Code allows each regional management team to apply policies and recommendations based on their 

local operations' economic, environmental, and social circumstances.  Although the organisation is 

organized and controlled at the group level, the company allows each local company to apply 

policies and recommendations according to their local operations' economic, environmental, and 

social circumstances. According to Camfil 2018 and 2019 reports, our analysis reveals that Camfil’s 
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operates a decentralised and multi-divisional structure with functional and divisional organisational 

structure divided by functions and geographical or product characteristics which enable a process-

oriented hierarchy. Also, the organization promotes good employee communication by 

conducting an internal survey called CAMPAIR every two years. Each employee has an opportunity 

to give feedback through the survey. Based on the findings of the 2019 survey, there is a need to 

strengthen communication and employee engagement. 

The CAMPAIR survey revealed a need to improve the effectiveness of our communication and  

engagement with employees. 

 

5.2.2 Enhancement of Teamwork and Collaboration 

As clearly stated in the brochure and sustainability report of Camfil AB for the periods (2018 – 

2020) under study, the company puts people at the centre of whatever it does by being committed 

to the well-being of employees, professional development and the health and safety of the workplace 

and the broader communities (Camfil AB, n.d.-b).  

We protected the health of our employees and broader communities while supporting 

customers, many of whom provide essential functions. We ensured continued production and 

deliveries while developing customer offerings. 

By engaging our employees through alternative channels, we aim to create a positive impact 

that encourages greater camaraderie among our employees and builds a high-performing 

team (Camfil AB, 2019) 

With the statements above, Camfil demonstrates a collectivist culture with a characteristic of a 

culture that prioritize common goals and working together to assist the community. In addition, the 

company demonstrates mutual trust and friendliness between persons who spend a great deal of 

time together. Furthermore, Camfil is a workplace that provides equal opportunities for all, 

embraces diversity, and values the unique ideas that each employee contributes. This was clearly 

shown in the sustainability report 

At Camfil, we take human rights issues seriously. We are a member of the UN Global Compact 

and support and comply with the Compact’s ten principles, including human rights. The 

Compact emphasizes that companies should not merely comply with minimum human rights 

requirements. They should go beyond what is legislated to make positive contributions, by 

creating diverse workplaces, investing in communities, and engaging employees and society 

to promote collective action (Camfil AB, 2019, p. 44). 

One of the core values of the company is “teamwork”, this demonstrate that the company values 

team achievement of its employees.  
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Working together makes us stronger and increases employee satisfaction both locally and 

globally (Camfil AB, 2020). 

 

5.2.3 Line of Authority and Responsibilities 

As part of the organisation's efforts to improve the quality of its work environment, our analysis 

shows that Camfil's governance structure has transformed from a rigid organisational hierarchy to 

a more process-oriented hierarchy. There is an organized line of authority with well-defined tasks 

and responsibilities. Additionally, salaries are negotiated based on the increased responsibilities 

assigned to each employee. 

Move from a strict organisational hierarchy to a more process-oriented hierarchy. Section 

leaders nominated, clear functions and responsibilities defined, and agreed and salary 

improvement according to new responsibilities. 

Meetings and meeting schedules are also forms of governance control which create agendas and 

deadlines that guide the behaviour of organization members (Malmi & Brown, 2008).  

In Q2 2019, a "Skip Level Meeting Programme" was introduced to eliminate traditional 

organizational barriers. Human Resources conducts an informal meeting where management 

and employees ask questions, make requests on topics, action plans, timelines, measures, and 

decisions, and resolve them immediately, while others require approval or resources. As a 

result, 5-10% of our employees are randomly invited to the meeting to secure a better mix of 

employee representation. 

 

5.2.4 Standardisation of Policies, Procedures & Best Practices 

The CamfilCairing Code contains multiple Camfil policies and processes. In addition, this code 

contains the owner's directive and trade compliance policy from the anti-corruption and business 

ethics section of the sustainability report. One of the policies are “the employees can report 

knowledge or suspicion of activities that are illegal or are not aligned with Camfil’s moral and 

ethical values as stated in the Code of Business Ethics or Code of Conduct action” (Camfil AB, 

2020). 

With efficient procedures, controls, and an improved and maintained safe and healthy workplace 

for its employees, the organization measures the amount of recordable occupational safety and 

health incidents using a worldwide operational scorecard (OSHA). Camfil was only able to attain 

the targeted OSHA rate (2.5 %) in 2019 compared to 2018 (4.2%) and 2010 (4.0%). This 

accomplishment resulted from the 2019 implementation of the Global Health and Safety Handbook. 

Camfil is committed to improving the quality of cutting-edge technologies that continuously 
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improve the products' performance and capabilities, which enhance their competitive advantage. 

For example, in 2020, Camfil launched of two technological filtration products which help to help 

to increase safety, improve productivity and reduce energy consumption. 

Furthermore, our finding also shows that the effectiveness of various controls and employee training 

in the organisation resulted in improved performance of Camfil in terms of the number of employees 

accident during the working hours in the organisation. Firstly, Camfil obtained the ISO 

certifications to ensure continual improvement of processes and procedures to provide better 

products and services and, as a result, have more satisfied stakeholders. The ISO standards guide 

the organisation in its efforts to succeed. This is evidence in the statement: 

Certification is fundamental for us – it serves an aid to monitor and evaluate the business, 

competitors, and trends. We are making progress on reducing risks and ensuring compliance 

with laws, regulations, and other requirements. This means that we can keep our own house 

in order as we perform our daily tasks (CAMFIL AB, 2019). 

In 2019, Camfil aimed to train 100% of sales and senior managers on compliance matters in 2019, 

but only 88% have completed the trade compliance webinars and received training material. One of 

the organization's goals is to train and educate its employees to increase operational efficiencies. 

 

5.3 Donaldson Filtration Solutions  

Donaldson Company, Inc. (often known as Donaldson or the Company) was established in 1915. 

The company manufactures filtration systems and replacement parts all around the world. Leading 

filtration technology, good customer relationships, and a global presence are the company's core 

capabilities. Products are manufactured in 43 plants and three joint ventures around the world. 

Innovation is critical to the company's success, and this commitment began with Frank Donaldson 

almost a century ago. Donaldson works with its customers worldwide to address the most complex 

filtration and pollution control challenges. Similarly, the company has one of the world's most 

prominent unique filtration technologies and high-quality filters and parts used in the construction, 

mining, agricultural, aerospace, manufacturing, food and beverage, computers, defence, and 

transportation industries (Donaldson Company, Inc., n.d.). 

Their purpose, a cornerstone of their culture, is to advance filtration for a cleaner world. It 

motivates their employees to make a difference and captures why the world is better because 

Donaldson exists. Donaldson has policies in place to protect and create a safe working environment 

for its employees, ensure compliance with all regulatory obligations, and maintain the highest 

professional and ethical standards in dealing with customers, suppliers, and colleagues. Human 

resource management and corporate culture, including diversity and inclusion, are essential to the 
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company's strategies and policies. The organization dialogues with its employees regularly. 

Engaging with the workforce allows employees to be better informed and contribute to the delivery 

of the purpose and strategy while also building a safe and engaging culture and environment where 

employees feel valued, respected, and listened to. Donaldson wants all workers to feel they can 

grow, develop, and contribute meaningfully to their strategy (Donaldson Company, Inc., n.d.). 

Donaldson's conduct provides a good understanding of the firm's uncompromising principles and 

expectations in business relationships, practices, and operations. Furthermore, Donaldson aspires to 

be a responsible member of the community since it symbolizes the company's principle of doing 

the right thing, which is vital to their employees, customers, and shareholders. Therefore, it complies 

with government requirements by regulating the discharge of materials into the environment or 

otherwise relating to environmental protection (Donaldson Company, Inc., n.d.). Donaldson fosters 

a culture in which everyone is encouraged to contribute, challenge themselves, and make a 

difference. Its core values are integrity, respect, commitment, and innovation define who they are 

and lead their efforts to create a more diverse, equitable, and inclusive workplace (Donaldson 

Company, Inc., 2020). Organizational design can be a significant control device since a specific 

structure type can foster certain sorts of communication and relations. 

 

5.3.1 Individual and Group Goals 

The values and beliefs continually relayed from one member of an organisation to the next form a 

continuous cycle that reaffirms the organisational culture (Keyton, 2010). Donaldson believes in a 

"say what we do, doing what we say" culture, and that outstanding results count only when they are 

achieved with integrity. Donaldson fosters a culture in which everyone is encouraged to contribute, 

challenge themselves, and make a difference. Its core values are integrity, respect, commitment, 

and innovation define who they are and lead their efforts to create a more diverse, equitable, and 

inclusive workplace (Donaldson Company, Inc., 2020). The Chatman and Spataro scale consist of 

seven attributes that describe organizational culture. Five of these characteristics relate to the 

collectivistic organizational culture, which is team-oriented, interactive, people-oriented, 

supporting, and impartial, whereas two are associated with individualistic, namely demanding 

independence and being competitive (Umans et al., 2016). In Donaldson Inc., collectivistic 

characteristics seems to be existing – “Each morning, plant employees and leadership team 

members meet to review the day’s workload and available resources, then develop a plan for how 

the work will be conducted without injury or undue impact to the environment. “Incident-free 

performance is not possible without the involvement of the entire organization,” said Feleshia 

Meyer, Stockton Plant Manager (Donaldson Company, 2018 pg. 17). 
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5.3.2 Functional Structure 

Donaldson is an integrated enterprise with significant intersegment cooperation, cost allocations, 

and asset sharing. Engine products and Industrial products are the organization's two reportable 

segments. Many of the Donaldson’s manufacturing facilities serve both reporting segments. The 

internal organizational structure, operations management, and performance review by management 

and the company's Board of Directors are used to determine segmentation (Merchant & Van der 

Stede, 2007; Donaldson Company, Inc., 2019). Similarly, it has also increased EHS leadership 

resources. The global EHS organizational structure of the company was enlarged in the regions of 

Africa, Europe, Asia Pacific, Latin America, and the Middle East to better support their long-term 

EHS goals. There are now more than 70 full-time and part-time EHS leaders worldwide (Donaldson 

Company, Inc., 2020). Through the design and structure, an organisation can direct employee 

behaviour through the organising of individuals and groups (Malmi & Brown, 2008). By creating a 

team to integrate lifecycle thinking in their product design and development, Donaldson establishes 

a culture that can increase employee understanding, engagement, and accountability for 

sustainability priorities of energy management and GHG emissions reduction (Donaldson 

Company, Inc., 2021). In the same vein, Donaldson conducts an annual environmental, health and 

safety (EHS) framework module training. More than 200 employees received in-depth training on 

eight revised modules. The modules include but are not limited to training on the Framework, 

incident management and inquiry, management engagement, hazard recognition and control, 

auditing, and contractor safety (Donaldson Company, Inc., 2020). 

 

5.3.3 Enhancement of Teamwork and Collaboration 

Donaldson believes in a "say what we do, doing what we say" culture, and that outstanding results 

count only when they are achieved with integrity. In this regard, it is vital to highlight the values 

that shape the organisational culture and governance structure. The values of the company's 

executives, in particular, may be inducers of actions that drive individuals to converge or not with 

the same goal (Reginato & Guerreiro, 2013b). Donaldson's Board of Directors comprises 

successful, independent external business leaders who have the highest personal and professional 

ethics, integrity, and values in the company's opinion. Furthermore, ethnicity is a resource of an 

organization that is linked to culture (Vadi et al., 2002). Donaldson employs nearly 40percent 

women and continues to improve its recruitment and retention strategies to expand representation 

of women, people of colour, cultural identities, and a broad range of diversity at all levels of the 

organization. It believes that the differences strengthen it, and they are putting that philosophy into 
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action. The organisation is centred on three fundamental pillars of change: diversity, equity, and 

inclusion (DEI). First, culture by building a workforce that reflects the global community and 

embraces many perspectives. Second, teams prioritised understanding of others to encourage 

collaborative growth and exceptional results. Finally, businesses may benefit from innovation and 

exceed strategic goals by leveraging the strength of their diversity. 

As the governance structure can be designed in many ways in any given organisation, this is also 

as a form the company’s board structure and composition, as well as its various management and 

project teams. Donaldson’s Board of Directors is made up of independent external business leaders. 

They are committed to representing the long-term interests of the company’s stockholders. In 

addition, they are responsible for evaluating and helping management address the various risks 

associated with the enterprise, CEO succession planning, setting corporate governance guidelines 

and approving executive compensation (Malmi & Brown, 2008; Donaldson Company, Inc., 2019). 

 

5.3.4 Line of Authority and Responsibilities 

The governance structure is the monitoring of behaviour and who you make employees accountable 

to for their behaviour which are formal lines of control and accountability (Malmi & Brown, 2008). 

The company develops accountability to guarantee that management provides the required 

leadership, processes, and resources to foster conditions and behaviours that result in continuous, 

demonstrable environmental, health, and safety improvements (Donaldson Company, Inc., 2018). 

Meetings, for example, generate agendas and deadlines that guide the behaviour of organization 

members (Malmi & Brown, 2008). During FY18, the Board of Directors met six times, and each 

Director attended at least 75 percent of all meetings of the Board and its committees on which she 

or he served. The Balanced Scorecard, presented at each board meeting, includes sustainability as a 

strategic enterprise priority. The Scorecard is a well-structured report that focuses on the company's 

strategic agenda and related performance metrics (Donaldson Company, Inc., 2018). This can be 

regarded as a culture in the organisation. In the same fashion, the Board met six times during the 

fiscal year 2021. Each director participated in at least a 75percent of the board meetings and the 

committees it comprised throughout the year. As per company policy, directors are required to 

attend the annual stockholder meeting. The Annual Stockholders Meeting was attended by all the 

directors in office at the time. 

 

5.3.5 Standardisation of Policies, Procedures & Best Practices 

The procedures and policies employed by an organisation are a form of control. These rules and 

processes are part of the company's internal control over financial reporting. Donaldson adopted a 
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code of business conduct and ethics that applies to its Chief Executive Officer, Chief Financial 

Officer, and Controller and persons performing similar functions, in accordance with applicable 

Securities and Exchange Commission rules (Donaldson Company, Inc., 2020). The Chatman and 

Spataro scale consist of seven attributes that describe organizational culture. Five of these 

characteristics relate to the collectivistic organizational culture, which is team-oriented, interactive, 

people-oriented, supporting, and impartial, whereas two are associated with individualistic – 

demanding independence and being competitive (Umans et al., 2016). In Donaldson Inc., 

collectivistic characteristics seems to be existing – “Each morning, plant employees and leadership 

team members meet to review the day’s workload and available resources, then develop a plan for 

how the work will be conducted without injury or undue impact to the environment. “Incident-free 

performance is not possible without the involvement of the entire organization,” said Feleshia 

Meyer, Stockton Plant Manager (Donaldson Company, Inc., 2018 pg. 17).  

Similarly, “When you spend time at Donaldson, you quickly notice our strong sense of 

community, belonging and inclusion. This is a place where we truly enjoy the work we do with our 

colleagues and customers.” – Sheila Kramer, Vice President, Human Resources (Donaldson 

Company, Inc., 2018 pg. 22). In the same vein, individualistic organisational culture can be noticed 

as the company recognise the significance of attracting, rewarding, and inspiring employees. It 

encourages team members to broaden their horizons, take on new challenges, pursue educational 

opportunities, and give back to their communities. Employee performance and needs are examined 

regularly as part of our personnel planning process to steer careers and advancement, ensuring that 

Donaldson team members may achieve and grow within our organisation (Donaldson Company, 

Inc., 2020). 

The Code of Conduct reflects Donaldson's history as well as its future as an organization. 

Donaldson's code provides the foundation for how they work and a guide for managing challenges, 

reporting concerns, and obtaining help, because integrity has been a vital component of Donaldson's 

mission. The organisation’s values underpin everything, guiding their actions, relationships, and 

interactions. According to Yiing and Ahmad (2009), organisational culture is often viewed as a set 

of essential values, assumptions, understandings, and customs shared by members of the 

organisation and imparted to new employees as appropriate. As a result, the core values of integrity, 

respect, commitment, and innovation embody how Donaldson personnel presents itself to 

customers, investors, suppliers, communities, and each other. Managers set an example for their 

colleagues and team members by applying the Code and modelling Donaldson's principles. 

Managers must foster a culture of trust and respect in the company and ensure that their team 
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members read and understand its Code and any applicable policies. In addition, maintain an open-

door policy and encourage staff to talk about ethics and conduct (Donaldson Company, Inc., 2019).  

Furthermore, procedures and policies provide a more comprehensive view of the administrative 

tools used by managers to govern behaviour. All employees, the executive leadership team, the 

board of directors, as well as its subsidiaries, business units, partnerships, and joint ventures where 

Donaldson holds a majority stake or exercises managerial control, are subject to Donaldson's 

''Code''. It sets standards for operating with excellence, integrity, and respect in every nation where 

the organisation does business and in all business relationships. Likewise, all Donaldson officers 

and directors are also subject to the additional restriction that they may only purchase or sell 

company shares with the general counsel's consent (Malmi & Brown, 2008; Donaldson Company, 

Inc., 2019). Donaldson monitors their environmental, health and safety (EHS) indicators regularly, 

which helps to reduce risk by focusing on compliance, employee engagement activities, and 

adherence to its EHS Framework. Donaldson's leading indicators include, but are not limited to, 

leader standard work, compliance calendars, leader safety contacts and physical hazard checks. The 

Donaldson Production System (DPS) is a standardized operating concept that aligns its Continuous 

Improvement efforts and corporate strategy throughout its production and distribution operations. 

These standard operating procedures is a form of administrative control. 

 

5.4 MANN+HUMMEL  

MANN+HUMMEL is known worldwide as a leading development partner and systems supplier to 

the automobile industry, a manufacturer of all types of aftermarket filters, and an innovative 

industrial filtering specialist. MANN+HUMMEL has been a global player for over 80 years. 

Despite this, it is still a family-run company, and the founding ideals and values of Adolf Mann and 

Dr Erich Hummel are still felt today — and not just in the company name (MANN+HUMMEL, 

n.d.). The company's headquarters are in Ludwigsburg, close to Stuttgart, Germany. 

MANN+HUMMEL believes that in the future, their leadership vision infiltration and mission of 

separating the useful from the harmful will apply to all feasible applications that can be integrated 

under the umbrella of sustainability. MANN+HUMMEL's business is organised into two segments 

to focus business activities and ensure sustainable growth. First, transportation comprises the 

automotive industry's Original Equipment (OE) and Aftermarket (AM) needs. Similarly, they 

provide filtration solutions to the industry. Second, Life Sciences & Environment develops cutting-

edge air and water filtration systems. These include filters for indoor and outdoor spaces, clean 

rooms, and industrial applications — in the context of cabin air filtration, they also provide anti-

allergy and anti-microbial capabilities. MANN+HUMMEL offer solutions for workplaces, schools, 



  Ayinde & Aromokun 

46 
 

commercial and industrial buildings, and potentially explosive environments like offshore oil rigs. 

Its water filtration expertise includes wastewater treatment and unique applications in the food 

industry. 

Over 23,000 employees worldwide, in more than 80 locations, are working together to build on 

MANN+HUMMEL's success. The management team supports its employees with organizational 

experience, effective management, and an international, all-encompassing corporate strategy. 

Simultaneously, the company's management implemented considerable social policy measures. 

MANN+HUMMEL's health insurance, profit sharing, pension scheme, and the option for 

employees to get homeownership through a house building program at a low cost make working at 

MANN+HUMMEL even more attractive. MANN+HUMMEL’s success is made possible by the 

company founders' core values and principles, a consistent theme running through the company's 

history and to date despite the various changes over the years. Moreover, these shared values depict 

an active rethinking process kicking off a cultural shift. As a result, MANN+HUMMEL appreciates 

its employee representatives, shareholders, and supervisory board for forging ahead together and 

actively shaping the future (MANN+HUMMEL, n.d.). 

 

5.4.1 Individual and Group Goals 

A united, sustainability-oriented organisational culture is a critical premise that strengthens 

organisations through consistent cultural transformation (Linnenluecke & Griffiths, 2010). Our 

finding states that one of the essential elements of Mann+Hummel Strategy 2022 is deeply 

embedded in corporate culture, which is the continuous emphasis on employees, who remain 

MANN+HUMMEL's most important capital. Strategy 2022 was developed in 2013, indicating the 

evolution of the existing strategy and adaptation to changing conditions. Also, the vision for 

Strategy 2022 is defined as leadership in filtration through motivated employees, exceptional 

products, and good results (MANN+HUMMEL, 2020). 

MANN+HUMMEL values serve as the foundation for productive collaboration, focus on their 

strengths, and consider themselves a learning organization. Managers are responsible for 

maximizing the potential of each employee. As a result, the organisation strives to make everyone 

feel comfortable and secure in the workplace. Equally, employees and all stakeholders understand 

these values as guiding principles for action, in which their beliefs and by which they orient 

themselves and allow themselves to be measured. These principles are more than just words; they 

are a clear statement of purpose (MANN+HUMMEL, 2020). In like manner, the company's strategy 

being used, history, management policies, and symbolic management are all likely to impact an 

organisation's culture. Thus, analyzing managerial practices, symbols, and strategic ideas are 
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possible approaches to capturing a company's culture (Calori & Sarnin, 1991). According to 

MANN+HUMMEL, a partnership-based corporate culture means that company decisions, strategic 

goals, and structural changes must be communicated, according to MANN+HUMMEL. As a result, 

employees are informed about innovations at the appropriate time, and employee representatives 

are included in change processes early and comply with applicable legal and collective bargaining 

requirements. Likewise, the Social Charter reflects the MANN+HUMMEL Group's identity and is 

part of the corporate culture. It also serves as the base for the company's and its employees' internal 

and external operations. Similarly, the Social Charter is a joint commitment of Group Management 

and national and international employee representatives about the MANN+HUMMEL Group's 

social responsibility values (MANN+HUMMEL, 2020b).  

Ultimately, all employees, managers, and leaders contribute to the business culture. 

MANN+HUMMEL promotes dialogue and understanding both with external stakeholders and 

within the organization and places great importance on workplace safety and the health of its 

employees. As a result, the employees have favourable working conditions, suggesting a 

collectivistic culture in the organisation as the well-being of all is of fundamental importance to all. 

 

5.4.2 Functional Structure 

The employees can work in cross-border teams because the organisation is an internationally active 

organisation. Managers' roles include interacting with their staff to increase their identification with 

the company and develop a trustworthy and open approach to cooperation and teamwork. The goal 

is to preserve and improve competitiveness through qualified employees. Furthermore, it is their 

responsibility as coaches to assess employees regularly and fairly and challenge and support them 

individually. The employer value proposition is also part of the hiring process, which is primarily 

the responsibility of the Human Resources department (MANN+HUMMEL, 2019). Furthermore, 

Human Resources evaluates the success of individual programmes regularly and makes changes as 

needed. MANN+HUMMEL employees are all subjected to regular performance and career 

development reviews. Another emphasis is on top-performing employee retention, in which the best 

talent retention rate is defined as 95%. The company's goal is to have established development plans 

for all identified high performers. Managers must talk to employees about their future goals and 

build development plans with recommended career steps. Human Resources oversees developing 

and implementing the overall process. This can be seen as a form of control which career paths of 

employees which has been ingrained in the structure of the organisation and at the same time 

MANN+HUMMEL culture (MANN+HUMMEL, 2020). 
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5.4.3 Enhancement of Teamwork and Collaboration 

The governance structure includes the processes in place to ensure that representatives from various 

functions and business units meet to coordinate their operations both vertically and horizontally 

(Malmi & Brown, 2008). Control can cause a cultural change in organisations as they respond to 

changes in their external environment (Belias & Koustelios, 2014). Therefore, the organisation 

strives to achieve its goals through management, evaluates the performance and efficiency of its 

control systems, and considers the possibility of implementing new cultural changes to meet its 

goals (Reginato & Guerreiro, 2013a). This form of control is seen in MANN+HUMMEL which is 

a family-owned business that operates as a partnership. The families of the company's two founders, 

Mann and Hummel, each own half of the corporation. MANN+HUMMEL International GmbH & 

Co. KG has been the Group's management firm since January 1, 2016. Our finding shows that the 

Chairman of the Supervisory Board maintains regular communication with the Management Board. 

As a result, MANN+HUMMEL supports holding a comprehensive works council meeting once a 

year in Germany, which includes a management report. The discussions at the meetings focus on 

current and future business developments (MANN+HUMMEL, 2021). Additionally, the 

organisation’s "About Me" platform provides a single platform for employees, managers, and HR 

managers to share career aspirations.  

 

5.4.4 Line of Authority and Responsibilities 

The Supervisory Board was satisfied with the Management Board's operations as they were always 

within the legal bounds, appropriate, and regular with the legality, appropriateness, and regularity 

always. This represents the level of delegation and authority in the organisation as a form of 

administrative control. Hence, the organisation also employs systematic succession planning. This 

allows for the early identification of succession risks and the initiation of career steps for employees 

expected to occupy specific jobs in the future. If necessary, the Corporate Compliance Officer 

submits ad hoc reports to the Executive Board and shareholder representatives and updates them on 

compliance cases every three months. Once a year, the Supervisory Board and the Works Council 

are notified (MANN+HUMMEL, 2020b). Likewise, the Social Charter reflects the 

MANN+HUMMEL Group's identity and is part of the corporate culture. It also serves as the base 

for the company's and its employees' internal and external operations. Similarly, the Social Charter 

is a joint commitment of Group Management and national and international employee 

representatives about the MANN+HUMMEL Group's social responsibility values 

(MANN+HUMMEL, 2020b). 
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5.4.5 Standardisation of Policies, Procedures & Best Practices 

In like manner, the company's strategy being used, history, management policies, and symbolic 

management are all likely to impact an organisation's culture. Thus, analysing managerial practices, 

symbols, and strategic ideas are possible approaches to capturing a company's culture (Calori & 

Sarnin, 1991). From our review of various reports of MANN+HUMMEL, there is an existence of 

control systems as employees are offered function-related training courses and academies as 

possibilities to obtain qualifications in various areas of work and develop their professional 

competence. Employee development is thus more closely aligned with business strategy 

(MANN+HUMMEL, 2019). Likewise, all training courses are evaluated by both the individual and 

the respective manager. The main emphasis is on efficiency and effectiveness (MANN+HUMMEL, 

2018).  

Ultimately, all employees, managers, and leaders contribute to the business culture. 

MANN+HUMMEL promotes dialogue and understanding both with external stakeholders and 

within the organization and places great importance on workplace safety and the health of its 

employees. As a result, the employees have favourable working conditions, suggesting a 

collectivistic culture in the organisation as the well-being of all is of fundamental importance to all. 

The capital investment and human resource policies and the company's strategic alignment are also 

thoroughly examined by the management team.  
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6. Discussion 

This chapter discusses the findings and relates to the conceptual framework, previous research, and 

chosen resource-based and organizational theories. 

 

6.1 Administrative Control System and Resource-Based Theory 

In the contemporary business environment, which is defined by rapid changes in customers, 

technologies, and competitors, firms must undergo continuous reinvention to survive and thrive. 

Prior research reveals that corporations in developing nations are surrounded by resources but 

cannot exploit them (Lin, 2011). The importance of RBT is to understand and implement strategies 

in organisations to increase efficiency and effectiveness. Barney and Arikan (2005) relates resource-

based management to strategic management. Similarly, Henri (2006) attributes MCS to strategy and 

resource-based view theory. In the same vein, Malmi and Brown (2008) relate MCS as planning, 

administrative, and cultural control, cybernetic control and reward and compensation control which 

relate to strategy execution. The resource-based theory is a significant strategy concept because it 

explains how organizations can improve. Consequently, firms that plan to remain competitive 

utilize their administrative control systems to acquire and build significant resources and implement 

plans in ways others cannot foresee to gain sustained economic gains. 

According to resource-based perspective theory, resources should enhance company 

performance (Ahmad & Mohamed, 2018). The firm's resources can be tangible or intangible. 

Tangible resources include capital, land, buildings, plants, supplies, and equipment, whereas 

intangible resources are invisible because they lack physical properties. They include culture, 

attributes, information capabilities, strategies, procedures, knowledge, brand equity, reputation, and 

intellectual property (IP). The concept that MCS, in conjunction with tangible and intangible 

resources, could increase a company's capability by making the resources imitable provides a 

company with sustained capability (Lockett & Thompson, 2001). The relationship between 

organisational culture and administrative controls would be analysed considering the resource-

based perspective theory, which would be adequate to explain it. The research assumes that 

organizations' implementation of good administrative controls in combination with resources 

available to companies would function as a capacity that might enhance firms' performance.  

To achieve sustainable growth, organizations must examine their internal and external 

environments and resources for opportunities and challenges (Chams & García-Blandón, 2019). 

Similarly, adopting the administrative element of management controls would improve a company's 

ability to examine its internal and external environments to leverage resources that could be 

leveraged to improve performance. The governance structure, implementation of technologies, 
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design and implementation of strategies, standard, practices, and procedures are examples of the 

administrative controls that enhance sustainable growth in any organisation. 

 

6.1.1 Governance Structure 

Corporate governance entails protecting the interests of the company's employees and investors and 

ensuring that all financial information is accessible and transparent (Muslih & Halliawan, 2021). At 

the same time, the company's CEO, senior management, and board members are responsible for 

placing these principles into practice. Senior management must be strongly committed to acting 

ethically and responsibly for this to happen. Additionally, managers must be able to identify and 

implement the policies, processes, and structures that will strengthen the company's governance. 

These rules could range from developing an effective communication system to ensuring that all 

employees understand the company's code of ethics, therefore organisational accountability for 

employee attitudes is fundamental. Accountability is the perception of being responsible for actions 

or decisions based on interpersonal, societal, and organisation procedures. Therefore, accountability 

enables common expectations and collaboration within an organisation (Gelfand et al., 2004).  In 

addition, social systems generate a variety of standards by which individuals and groups are 

evaluated and sanctioned to maintain order and coordination. 

Addressing governance and accountability, it is the responsibility of the CEO of Nederman to 

ensure that the internal controls are organized and followed by the Board-approved criteria 

(Nederman AB, 2020). Additionally, the group's internal controls are designed to function within 

this organization. According to the group's structure, there are clear rules and regulations for 

distributing duty and authority. Documented and communicated control environment and 

organisation, decision processes, authorisations, and responsibilities are the frameworks for internal 

controls of financial reporting in the organisation (Kinyua et al., 2015). Furthermore, instructions 

and policies in finance, ethics (Code of Conduct), communication, IT, integrity, sustainability and 

quality, whistleblowing, export and sanctions, anti-corruption and fraud, anti-trust, diversity, health 

and safety, and authorization instructions constitute the essential components of the organisation.  

Further in our study, Camfil AB's CamfilCairing code addresses accountability and 

responsibilities, emphasizing that leaders are responsible for leading by example and acting as the 

organization's ambassador. Additionally, the organization is committed to compliance with 

applicable laws and enhancing transparency and accountability across all organizational levels. The 

proxy statement for Donaldson Company (2018 – 2020) clearly indicates that the independent 

directors meet in executive session at each Board and committee meeting and have the authority to 
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ensure that the appropriate balance of power, authority, and transparency is maintained in all aspects 

of the company's governance.  

Donaldson, Mann+Hummel, and Nederman are three organisations that emphasise the 

importance of a good governance structure in motivating employees to improve their performance. 

Donaldson, for example, is committed to informing, engaged, and principle-driven corporate 

governance. Therefore, maintaining best practices in management and board governance that 

indicate to all stakeholders that these principles are vital to Donaldson's success, guided by its values 

of Respect, Integrity, and Commitment (Donaldson Company, Inc., n.d.). Similarly, at 

MANN+HUMMEL, the Management Board supports the Supervisory Board by reviewing and 

analysing Management Board reports at Supervisory Board meetings. In MANN+HUMMEL, the 

performance office was established from all clusters while developing the line of authorities with 

team and governance structure to report directly to the Management Board with a clear mandate to 

provide the focus, resources, and governance needed to transform MANN+HUMMEL for the future 

properly. MANN+HUMMEL's comprehensive compliance system ensures that the Group's 

competitiveness and integrity are maintained (MANN+HUMMEL, 2020). MANN+HUMMEL is a 

family-owned company that adapted the Group's organisational structure to meet the project's 

objectives in ownership and management. This allows the organisation to take advantage of global 

synergies and best practices to work more efficiently and better serve current and future markets 

(MANN+HUMMEL, 2019). In the instance of The Nederman Group, a reorganisation of the 

Group's activities was performed in 2018 to enhance both growth and profitability through simple 

structures and a clear focus. The board's overall responsibility is to decide on the Company's 

business direction, resources, capital structure, and organisation and management. 

Corporate culture is a vital component of a company's governing strategy (Muslih & Halliawan, 

2021). Therefore, instilling the proper corporate culture is typically the subject of management 

duties, but the results can be far-reaching. Once an organization's leader crosses the ethical 

threshold, others will follow this example. Companies throughout the globe are increasingly 

acknowledging that some processes and procedures must be revised and effective coordination of 

resources to adopt excellent corporate governance. For example, monitoring the performance of top 

management and board members regularly is another method for enhancing corporate governance 

 

6.1.2 Organisational Design, Structure and Strategies 

An organisation's structure gives insight into the organisation and coordination of work in the 

business (Baligh, 1998; Schein, 2010), whereas an organisation's culture provides insight into the 

people and behavioural patterns of the organisation (Schein, 2010). A defined structure enables the 
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tasks for different processes to be assigned to different departments and employees; consequently, 

people will collaborate more effectively if they understand their role in cooperative activity and 

how it relates to the roles of others. The organisation can work once the structure of roles is 

established. For instance, the grouping of activities required to achieve objectives and each group's 

assignment to a manager/supervisor with the required authority to supervise it. A good structure is 

essential for environment clarity, so everyone knows who does what and is accountable for what 

achievements. Additionally, an excellent organizational structure supports working relationships 

across the organization's different business areas.  

Organization theories explain organizational structure, function, operation, group, and individual 

behaviour.  Therefore, human behaviour can undermine even the best-planned organizational tasks. 

The informal organization that emerges in response to people's social demands dictates how tasks 

are completed. According to research, work has now been outlined as a vital aspect of individuals’ 

lives, especially given that most people spend a significant amount of time at work than other 

commitments. This study supports previous findings by demonstrating that the work environment, 

as represented by organisational culture in this study, has a relationship with associated components 

of well-being (Umans et al., 2016). Furthermore, values have an impact on the functional design of 

an organisation, the kind of relevant information for making decisions, the distribution of people in 

areas, and so on. Leaders that have approach, can enhance, and integrate the organization's values, 

and disseminate them to many others (Russell, 2001).  

The data gathered from the four companies in this case study emphasised the importance of 

teamwork for their various organisation. Although, Nederman had experienced a high reduction in 

the number of employees in the 2020, this was due to “restructuring” and the COVID-19 pandemic 

which “lay-offs, shift work with separate work teams and shorter working hours were implemented 

where possible”. However, it is fundamental for Nederman to cultivate a sound psychosocial work 

environment with a well-functioning team (Nederman, 2020). From the sustainability reports of 

Camfil, data gathered indicated the importance of teamwork also. It was a relatively small 

organisation, and it was crucial for everyone to work closely together as “working together makes 

us stronger and increases employee satisfaction both locally and globally” (Camfil AB, n.d.). In 

Mann+Hummel, there is also a strong ethos of cross-functional teams as employees could work in 

cross-border teams because the company is an internationally active organisation 

(MANN+HUMMEL, 2019). The corporate human resources department is responsible for defining 

employment relationships within the organisation and assumes a controlling function for the entire 

MANN+HUMMEL Group. On the one hand, the HR managers and plant managers at all locations 

create positive working environments. The management and plant managers collaborate in a 
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trustworthy and constructive manner with the employee representatives (MANN+HUMMEL, 

2018). Studies show that different characteristics of collectivism predict organisational members' 

willingness to support two aspects of organisational culture: task and relation (Vadi et al., 2002). 

This is also evidenced in MANN+HUMMEL, even when there are disagreements, the goal is to 

retain a long-term working relationship.  

Managers are primarily responsible for communicating with employees and are required to live 

the organisation's principles consciously and promote them among their employees. Also, they are 

thus responsible for informing their employees about all relevant concerns in a comprehensive and 

timely manner. Furthermore, “collaboration is essential, every role is recognized, and individuals' 

contributions have a direct impact, - at Donaldson, we are a team". Although there is regard for 

each individual's dignity, privacy, and personal rights, there is also a commitment to treat each other 

fairly and with respect (Donaldson Company, Inc., n.d.). 

Nederman implements five strategy themes in strategy creation to achieve its company objectives  

are transformation, market leadership, business focus, globalization, and operational efficiency. 

Nederman's strategy for achieving the set objectives also includes the continuous improvement of 

the group's organization, procedures, and work equipment. Similarly, Camfil has in place “Camfil's 

Owner's Directive” which is an essential strategy document that shows the organisation's shared 

vision, unity, and ambition for the company's values and purpose. The company has four key 

strategic principles of “Clean Air – A Human Right”, “Sustainability”, “Innovative leader”, and 

“Cool Heads, Passionate Hearts & Clean Hands.” MANN+HUMMEL's future strategy is to develop 

its automotive business as the leading filtration supplier and grow in several regions to promote 

greener global mobility. Additionally, the company is investing significantly in cleaner air and 

water technology for people worldwide. This strategy statement was stated in the report of the 

Supervisory Board in 2020.  

In general, all four organisations have strategy that focus on sustainability, and which helps them 

to meet the needs of their stakeholders and helps achieve their long-term values and goals. In respect 

to implementation of technology as a resource and strategy, Nederman works with innovations, 

efficiency enhancements, investments in new technology and increased use of renewable energy to 

achieves its objectives by minimizing the consumption of resources to become more sustainable 

and achieve a competitive advantage. Similarly, Camfil is committed to improving the quality of 

cutting-edge technologies and other resources that continuously improve the products' performance 

and capabilities, which enhance their competitive advantage. Camfil's Swedish R&D center 

contains a turbomachinery test rig where the latest technologies are used to construct customer-
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specific filters. Donaldson also has one of the world's most prominent unique filtration technologies 

and high-quality filters and parts used in other sectors of the business. 

 

6.1.3 Standard Policies, Procedures and Practices 

The four cases in this study were influenced by the "Code of Conduct" policy. Each organisation 

has its policies that govern its standard procedures or practices. Camfil, for example, operates to the 

highest standards and has numerous policies in place to control its behaviour. Code of Conduct 

establishes the standard for how it conducts business by integrating its vision and values into 

everyday behaviour. It describes the global company culture and guides Camfil's daily relationships 

with internal and external stakeholders. Camfil, too, has an IT Security Policy as part of the broader 

approach to ethics and compliance. Camfil employs a Group Trade Compliance Manager to ensure 

the adequacy and effectiveness of policies and procedures globally (Camfil Filtrations, 2018).  

Furthermore, Donaldson has an EHS Framework backed up by a global EHS policy (Donaldson 

Company, Inc., n.d.). The Group has clear rules and regulations for delegating responsibility and 

authority following the Group's structure in the instance of Nederman. Nederman employs internal 

control instruments that form the Group's corporate governance, such as the Articles of Association, 

Board of Directors and Managing Director Procedures, policy documents, and the Group's Code of 

Conduct. MANN+HUMMEL commits to the applicable legislation and general social, 

environmental, and ethical principles in its Code of Conduct. They form the base for all corporate 

operations decisions. The Code of Conduct sets explicit standards to ensure fair competition and 

prevent bribery. Observing and complying with local legislation is part of MANN+HUMMEL's 

comprehensive risk management. It has a holistic compliance management system that includes 

culture and objectives, organisational risk analysis and program, code of conduct, communication, 

monitoring and improvement, organisation, Ombudspersons, Corporate Compliance Officer, 

Regional Compliance Officer, and so on (MANN+HUMMEL, 2020b). Furthermore, the 

requirement of certification of ISO improved all four organisation internal processes and policies. 

The reports of all four companies mentioned the importance of training in relation to 

organisational performance. Nederman, for example, has a training system called myLearning that 

provides training to both old and new employees across the group. Personnel development programs 

in engineering, application knowledge, and project management are implemented to improve results 

on every customer project. Similarly, sales, marketing, and support investments function to improve 

customer service and internal efficiency (Nederman, 2020). In Mann+Hummel,2020, the 

organisation has a significant initiative on training. Training and education significantly impact their 

materiality matrix, and Human Resources also play an active role. The central department develops 
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and implements talent management, continuing education, and career planning concepts. 

MANN+HUMMEL supports its employees in their pursuit of a lifelong learning process, and this 

comprises professional, operationally required training and annual target agreements and feedback. 

In addition, MANN+HUMMEL had a lot of on-the-job training as function-related training courses 

and academies allow employees to earn qualifications in numerous work areas and expand their 

professional expertise. Camfil, for instance, has an education division called "Camfil Academy," an 

internal competence development organisation that provides internal training programmes to 

employees across the group. The Camfil Academy's Newcomers Course is one of its most popular 

training courses, primarily to educate new sales and marketing employees. The training provided 

introduces new hires to Camfil's culture, values, and business concept (Camfil AB, n.d.). The 

training covers the product portfolio and the fundamentals of air filtration technology. In addition, 

employees at Donaldson get annual training on our Code of Conduct and related rules, which 

includes both e-learning and in-person education (Donaldson Company, Inc., n.d.). 

All the organisations conducted health and safety training for their employees as workplace 

safety was highlighted as part of the organisation's goals which impacted the number of workplace 

accidents recorded by the organisation. This training is in addition to the training of employees on 

their personal and educational development. 

 

6.2 Organisational Culture and Neo-Classical Organisational Theory 

Organizational theories have evolved to explain and predict workplace processes and trends. There 

are three levels of organisational theories: classical, neo-classical, and modern organization theories 

(Oyibo & Gabriel, 2020). The classical approach focused only on physiological and mechanical 

aspects; therefore, it is also called a physiological theory. On the other hand, neoclassical is known 

as behavioural theory (Ferdous, 2016; Oyibo & Gabriel, 2020). 

As per the behavioural theory, organizations should include social, economic, and technical 

issues, including formal and informal groupings (Őnday, 2016; Oyibo & Gabriel, 2020). One more 

contribution of the neoclassical approach was implementing behavioural science at work (Őnday, 

2016). Neoclassical theory's main propositions are: the organization is a social system, the social 

environment on the job affects people, the formal organization, informal organization also occurs, 

and it affects and is affected by a formal organization, communication is required as it carries 

information to the organization's functioning, and feelings are important (Ferdous, 2016; Oyibo & 

Gabriel, 2020). In neo-classical organizational theory, the emphasis is on behavioural science at 

work; therefore, organizational culture connects well to the pattern of shared ideas and values that 

offer to mean to members of an institution and creates norms for appropriate behaviour inside the 
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organization (Kerr & Slocum Jr, 2005). Also, Hofstede et al. (1990) argues that organizational 

structure variations reflect value systems. These value systems are reflected in each culture's 

organizational theories. As a result, German organization theory emphasizes bureaucratic 

regulations, while U.S. thought emphasizes hierarchy.  

In general, organizational theory examines how the organizational system motivates employees 

and accomplishes its goals. It also involves how the external environment impacts an organization's 

operations.  

 

6.2.1 Organisational Culture - Individualistic or Collectivistic 

The human relations approach shows an intrinsic part of organizational theory (Ferris et al., 2004). 

Like the organizational culture approach, the human relations approach legitimized itself by 

pointing to the limited efficacy of collectivist and bureaucratic control mechanisms (Shamir & 

Howell, 2018). It also cultivated expectations that behaviour guided by shared values and norms 

would be more effective than formal procedures. Both approaches claimed more efficient, 

adaptable, and conflict-free control of people in the organization than organizational leadership. 

Based on data analysis, the four cases demonstrated the development of organisational culture 

concerning employees and the organisation's performance. In this study, each organisation has 

either individualistic or collectivistic organisational culture. According to the researchers, 

MANN+HUMMEL engages in a collectivistic organisational culture. It has a partnership-based 

corporate culture, which means that corporate decisions, strategic plans, and structural changes must 

be communicated effectively. The organisation thinks that every employee is talented; however, all 

employees, managers, and leaders contribute to organisational culture. The Social Charter is also a 

reflection of the MANN+HUMMEL Group's identity and is part of the company culture. It also 

serves as the foundation for the company's and its employees' internal and external operations 

(MANN+HUMMEL, 2020). 

On the other hand, Donaldson is more individualistic yet collectivistic. Donaldson claims that 

"key to our success, our employees draw from a broad base of capabilities, cultures, backgrounds, 

and perspectives, reflecting the diverse communities we serve; they help us better understand, meet, 

and exceed our customers' needs" (Donaldson 2018 Sustainability reports Page 22). Donaldson 

believes that their century of success is partly to their ongoing innovation, discovering possibilities, 

increasing efficiencies, and decreasing waste - all of which are engrained in company culture and 

embraced globally. Donaldson, for example, introduced and implemented a robust 6S (Sort; Set in 

Order; Shine; Standardise; Sustain; and Safety) programme following the acquisition of Partmo in 

2016. The group was trying to transform its culture explicitly, and the current programme was "The 
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6S programme," which involved increasing employee empowerment. The 6S programme is being 

implemented throughout the location's manufacturing and warehousing departments, and 

Donaldson aims to incorporate these ideas into the overall organisation's culture (Donaldson 

Company, Inc., n.d.).  

The organisation is small in Nederman's case. It claims that the vision of the group's human 

resources (HR) management is the proud and talented employees who deliver results and fulfil their 

respective roles. This permeates Nerderman's efforts in corporate culture, employer branding, 

leadership, and recruitment. Nederman's success is predicated on each employee having clear roles 

and conditions that allow them to execute and deliver in accordance with their respective roles. This 

is the HR department's responsibility. It works hard to nurture these conditions and create a culture 

in which employees respect the environment and each other, dare to act, and maintain a consistent 

focus on customers (Nederman, 2019). This could indicate a more individualistic culture but also a 

collectivist culture. According to Camfil Filtration (n.d.), top managers attempted to foster a family 

atmosphere. Their annual sustainability reports mentioned the organisation's culture and compared 

it to being in a family, which is regarded as collectivistic organisational culture. This family 

approach is crucial for the top management team. Indeed, the R&D Engineering Manager stated, "I 

have been employed at Camfil for over twelve years now. Camfil is a good company to work for. I 

love the culture -you kind of feel like a big family…." (Camfil Filtration, n.d.). 

Values impact organizational culture and legitimize ideologies. For example, in a collectivist culture 

like Camfil AB and Donaldson Filteration Company, tasks and responsibilities are group 

responsibilities. The team is responsible for task completion, not the individual. In individualist 

organizations like Nederman Holding AB, the member-organization relationship is characterized 

by partial inclusion, meaning the individual retains authority over behaviour linked to 

organizational duties (Ferdous, 2016; Oyibo & Gabriel, 2020).  

Organisational performance of an organisation attributes to the type of culture practiced in the 

organisation, either individual or collectivist, and the various adminsitrative management control 

systems. It is believed that members of a collective culture view self-development as occurring 

through harmony and reciprocity in interpersonal relationships and by contributing to the well-being 

of other group members (e.g., clan, work team). This conforms to the argument of Gelfand et al. 

(2004) that states that individuals in different cultures are trained to comprehend the distinctive 

expectations at different levels in the social system, their strengths, and the implications for 

deviations from these expectations. As mentioned above, individuals have expectations for groups, 

organizations, and other collectivists. Groups, organizations, and collectivists enforce expectations 

through formal and informal procedures. For example, an individualistic, hierarchical culture, 
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organizational policies, and practices are expected to be established with individuals, as seen in 

many HR processes (e.g., selection, training, performance appraisal) while, on the other hand, 

individualistic, loose, and egalitarian cultures expect clear standards for individuals, which are 

communicated within the formal structure of the business (e.g., job analysis, written documentation) 

and by the individual's supervisor.  

It is important to realize that organizational culture controls employee behaviour, however, 

culture is more effective than rules, regulations, policies, and procedures at controlling employee 

behaviour (Reginato & Guerreiro, 2013a). Similarly, organizations with a rare, hard-to-imitate 

culture may have a competitive advantage (Barney & Clark, 2007). Bain & Company surveyed 

global company leaders in 2007 and found that corporate culture is as crucial for success as 

corporate strategy (Mankins, 2013). Organizational culture or shared values may boost 

performance, and strong financial results are associated with agile business cultures (Gordon & 

DiTomaso, 1992; Racelis, 2010). In the same vein, Surroca et al. (2010), indicated that success 

necessitates a culture of pride in which members of the organization are devoted to organizational 

values; specifically, changing or innovating a company can only be effective if the organizational 

culture is change-friendly.  
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7. Summary and Conclusion 

The sections will conclude by addressing research questions, connects to the purpose, and provides 

theoretical contributions.  The study's limitations and future research are also presented.  

 

7.1 Summary 

The purpose of this study is to explore the relationship between organisational culture and 

administrative controls of the selected organisations keeping in focus four selected manufacturing 

companies in the industry of Air Filtration in Sweden, United States (USA), and Germany. The 

chosen theories for the study are resource-based and neo-classical or organisational theories. The 

organisational theory gives a better understanding of human behaviour in the workplace in terms of 

group dynamics, culture, and teamwork. On the other hand, the resource-based theory explains the 

disparity in business performance between firms in the same industry to achieve a competitive 

advantage with the effective implementation of resources and administrative controls set up in the 

organisation such as functional structures, managers and employees’ collaboration, line of authority, 

and policies and procedures that guide the behaviour in the organisation towards achievement of 

the overall organisational objective. It also gives understanding and implementation strategies to 

increase efficiency and effectiveness in an organisation using various resources such as physical, 

human, and organisational capital. The resources can also include informal interactions between 

divisions within a firm and their business environments.  

The study utilized an ethnographic content analysis of secondary data such as annual and 

sustainability reports, corporate governance and policy reports, and statements on the selected four 

companies on the Air filtration industry website. Although in this study, we sought to answer the 

two research questions. Firstly, how administrative controls affect organisational culture of the 

selected organisations. Our findings point to the conclusion that the administrative controls 

implemented directly or indirectly shape organizational culture, either individualist or collectivist, 

through outstanding employee example, autonomy, mentoring, delegating, teamwork, and training. 

For instance, from the perspective of corporate governance, "leading from the top" is essential. This 

study support prior studies; for example, Llopis et al. (2007); (Miladi, 2014; Pfister, 2009), in their 

investigation, assert that top management sets the standard for operational procedures, conduct, and 

practices across the organization. However, culture is ultimately shaped by the attitudes and 

behaviours of leaders at all levels of an organisation.  

In addition, this study is consistent with prior studies (Baligh, 1998; Rajhans, 2012); Reginato 

and Guerreiro (2013a), which suggest that the structure and design of the company portray an 

effective work culture in the organisation. Also, all individuals and groups are organised into 
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functional units with various lines of authority and assigned tasks. For example, if a corporate 

organizational structure is strictly hierarchical and decision-making authority is centralized, the 

culture will likely reflect a lack of autonomy and freedom at the lower levels. On the other hand, if 

a company's management structure is decentralized, with power and authority shared at all levels, 

the environment is likely to be more autonomous, individualistic, and accountable. Delegation may 

generate leadership and trust depending on how it is executed and can influence employee 

behaviour. 

Furthermore, for an organization to be successful, it must have the appropriate policies, practices, 

and procedures in the code of conduct of such organisation. This code guides the daily operation, 

how employees interact with each other, and the behaviour of managers and employees working 

towards achieving the organization's overall goals. Our findings also support prior studies that 

suitable group culture must be established to guarantee that employees' activities, creations, and 

artifacts satisfy management's company standards. If a group culture appears in sync with 

underlying policies, it will assure group members' acceptable activities and behaviour patterns. 

The second research question stated how the administrative controls in the selected organisations 

affect organisations with an individualist or collectivist culture. For example, in many 

circumstances, organizations have performance-related regulations and offer individual or group 

performance-based rewards to employees depending on their achievements. According to Robert 

and Wasti (2002), organisational individualism and collectivism are aspects of organizational 

cultures that promote individualistic ideals, such as promoting individual aspirations and 

compensating individuals based on their achievements. Therefore, the study emphasized that 

administrative controls, such as human resource policies on the reward system, might impact the 

organizational culture of the personnel inside an organization. In addition, the organizational 

governance structure and other mechanisms, like compensation schemes, motivate people to 

enhance their performance, a characteristic of individualistic cultures.  

Furthermore, successful firms are unified by a shared vision and values communicated by the 

chief executive officer (CEO) to all stakeholders, as stated in the annual report. For example, there 

would be a disorder without a shared purpose, and the organization would collapse. Some poorly 

managed organizations become dynasties, with each unit or division attempting to develop at the 

other's expense. Such unit managers are sometimes termed "selfish" because they crave greater 

power, although such activities are not in their self-interest. After all, organizations with internal 

conflict cannot flourish. Logically selfish CEOs take initiatives to secure individual success, 

ensuring the organization's long-term success (profit). Organizations need core values and a vision 

from the inception to accomplish their self-interest. Furthermore, the core vision must incorporate 
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a competitive business strategy, and managers must motivate other subordinates, ensuring goal-

setting, engagement, confidence-building, and recognition, which are motivational tools. As a 

result, the combined effort of culture, vision, values, behaviour, either individualist or collectivist, 

and measures and controls must be in place to improve the 

To enumerate, whether in an individualist or collectivist culture, the adoption of different 

administrative controls such as reasonable structure, governance, level of authority, policies and 

procedures, and the hiring of qualified managers and employees to handle and monitor the controls, 

an organization's resources would be efficiently and effectively managed for better performance. 

Additionally, effective administrative control systems in an organization direct employee attitudes 

by organizing individuals, both employees and managers, monitoring actions, holding employees 

accountable for their actions, and specifying how tasks or behavior patterns are completed or not 

performed. 

 

7.2 Practical Contribution 

This study would guide managers in identifying which employees are best suited to be hired to gain 

a competitive edge. In addition, this study indicates that those who like a more collectivist work 

atmosphere would be most comfortable in their jobs. Secondly, it demonstrates the need to cultivate 

an organizational culture that values the collective rather than the individual. Furthermore, 

managers must understand the organization and the individual to spearhead the organizational 

culture change. Though conceptual, this study has the potential to make a significant contribution 

to the field of management control because various studies have failed to focus on the relationship 

between the two variables, especially in the manufacturing and industrial technology firms. 

Furthermore, the study's findings will support future researchers in closing gaps in the influence 

and relationship of administrative controls on organisational culture. Finally, the study will also 

provide pertinent literature for the development of the course of study and students of finance, 

management, and other social sciences who may use the findings for academic purposes. 

 

7.3 Limitation of the Study 

This study focuses on only four organisations specializing in Air Filtration in manufacturing and 

industrial technology from a few selected countries to illustrate the individualist and collectivist 

culture. This research is limited as it does not include organizations from countries with a more 

collectivist culture, such as Japan, China, and India, as reports and documentation from these 

organisations are not available publicly. Another limitation of this study, the validity of the results 

would have been enhanced using multiple case studies, known as the triangulation method, and a 
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range of data collection techniques, including content analysis and interviews with the case 

organisation. Unfortunately, due to time constraints, we could not schedule an interview with the 

selected case companies. However, this could be a potential future research agenda or design. 

 

7.4 Future Research 

This research gives rise to several opportunities for future research. First, little study has been 

conducted to determine whether Hofstede's cultural characteristics influence management decisions 

(Crossland & Hambrick, 2011; Youssef et al., 2020). However, other dimensions of culture and 

their relationship with administrative control systems require significant research. For instance, 

future research on the interaction between other aspects of organizational culture by Hofstede, such 

as power distance, masculinity, femininity, and long and short-term orientation, with all types of 

management control system (MCS) package framework, such as cultural, planning, cybernetic, 

reward and compensation, and administrative control, would provide a holistic overview of the 

interactions between organisational cultures and controls.  

In addition, future research could investigate the cause-and-effect of the administrative controls 

in more specific cultures. For example, those organizations in countries with more individualist and 

collectivist cultures, such as Eastern and Latin American nations like Japan, China, Turkey, and 

others, were not covered in this study due to a lack of access to reports and documents for the 

analysis. Furthermore, various research methodologies and approaches can be employed to obtain 

and gather data for analysis, such as numerous case studies and triangulation approaches, including 

using multiple methods or data sources to study social phenomena (Bell et al., 2019).  For instance, 

analysis using content analysis of documents and interviews with managers of various case 

organisations would have enhanced and improved the conclusions' validity.  

To conclude, research could examine the agility of an organization's culture, leadership, strategy, 

people, and governance (the five elements that make an organization agile) and how they create 

value for all stakeholders operating in an uncertain, complicated, and ambiguous organizational 

environment.    
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Appendix 1 

 

 

  

Name of 

Company Name of Report Periods Sources of Data 

Nederman 

Holding AB 

Annual Report and 

Sustainability 

Report 

FY2018 – 

FY2021 

Company's Website: 

https://www.nedermangroup.com/en/investors/reports 

Donaldson 

Filtration 

Company Proxy Report   

  

Shareholders 

Annual Report 

FY2018, 

FY2019, 

FY2020, 

FY2021 

Company's website: 

https://ir.donaldson.com/home/default.aspx 

  

Sustainability 

Report   

  

Governance 

Documents   

Camfil Air 

Pollution 

Control 

Sustainability 

Report 

FY2018 – 

FY2021 

Company's website: 

https://www.camfil.com/en/about-us/sustainability/  

Mann+Hummel 

MH_Annual 

Reports 

FY2018 - 

FY2021 

Company's website (https://www.mann-

hummel.com/en/company/about-us/annual-

report.html#pdf)  

 

AnnualReports.com: 

https://www.annualreports.com/Company/mann-

hummel    

Corporate Social 

Responsibility 

Reports 2018 – 2021 

https://www.nedermangroup.com/en/investors/reports
https://ir.donaldson.com/home/default.aspx
https://www.camfil.com/en/about-us/sustainability/
https://www.mann-hummel.com/en/company/about-us/annual-report.html#pdf
https://www.mann-hummel.com/en/company/about-us/annual-report.html#pdf
https://www.mann-hummel.com/en/company/about-us/annual-report.html#pdf
https://www.annualreports.com/Company/mann-hummel
https://www.annualreports.com/Company/mann-hummel
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Appendix 2 

Start List Categories Clustered Categories 

Organisational behaviour  

and Culture 

• Organising individuals & 

groups 

• Enhancement of 

Teamwork and 

Collaboration 

 

• Centralized & 

Decentralized 

Structure  

 

• Individual and 

Group Rewads  

 

• Standardization of 

Policies, 

Procedures & Best 

Practices 

 

• Line of Authority 

and 

Responsibilities 

 

  

  • Individual Goals & Reward 

  • Collective Goals & Reward 

  • Values and norms 

  • Monitoring of behaviour 

  • Attitudes 

  • Interaction with each other 

  • Teamwork 

  • Code of conducts 

    

Structure & Design • Regulatory Guidelines 

  

• Implementation of 

technologies 

  

• design and implementation 

of strategies 

  

• functional design of an 

organisation 

  

• the kind of relevant 

information for making 

decisions 

  

• the distribution of people in 

areas 

  • Restructuring 

  

• lay-offs, shift work with 

separate work teams and 

shorter working hours  

  • Working environment 

  

• implementation of 

technology 

    

Governance Structure 

• Responsibilities & 

Reporting lines 

  

• Functional & Divisional 

Structures 

  

• Board Structure & 

Composition 

  

• Clear rules and regulations 

for distributing duty and 

authority 
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• management and plant 

managers collaborate in a 

trustworthy and 

constructive manner with 

the employee 

representatives  

    

Policies & Procedures • Administrative directions 

  • Rules and Regulations 

  • Values and norms 

 


