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Abstract: In this seminar work, we delve into the critical relationship between shared values and the success
of strategic implementation in organizations. We explore the significance of shared values as the core beliefs
and principles that unite employees and stakeholders, contributing to successful strategic implementation.
Furthermore, the paper examines the impact of shared values on strategic implementation outcomes and how
they help achieve organizational strategic goals. Additionally, we outline effective strategies to cultivate a
shared values culture within organizations, fostering an environment where shared values thrive.
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Introduction

Amidst the ever-changing business landscape, organizations must develop effective
strategies to attain long-term goals. However, strategic planning alone does not guarantee
success; its implementation is equally vital. One critical aspect influencing strategic
implementation success is shared values a set of core principles and beliefs shared among
members of an organization. This paper delves into the relationship between shared values
and strategic implementation success, highlighting the significance of cultivating a shared
values culture to attain organizational objectives.

Objectives of the Study

To investigate the impact of shared values on strategic implementation success in
organizations

To identify the key shared values that contribute to successful strategic implementation
To examine the relationship between employee commitment to shared values and strategic
outcomes

To analyze the role of organizational culture in promoting a culture of shared values

To propose strategies for cultivating a culture of shared values within organizations.

Scope of the Study

This study on "Shared Values and Strategic Implementation Success” is focused on
exploring the connection between shared values and the effective execution of strategic
plans within organizations. The study will encompass various aspects concerning shared
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values, organizational culture, and strategic outcomes, aiming to provide valuable insights
into how shared values influence strategic implementation success.

Review of related literature

The review of related literature delves into an extensive body of research, investigating the
crucial relationship between shared values and strategic implementation success within
organizations. The review objective is to provide a comprehensive understanding of the
significant findings, theories, and empirical evidence in this domain, thereby establishing
a robust theoretical foundation for the seminar topic on "Shared Values and Strategic
Implementation Success.

Conceptual Review

The conceptual review on "Shared Values and Strategic Implementation Success" aims to
provide an in-depth understanding of the vital concepts related to shared values and their
impact on the successful execution of strategic plans within organizations. This review
synthesizes relevant literature, theoretical frameworks, and empirical studies to shed light
on the critical role of shared values in achieving strategic objectives.

Definition and Dimensions of Shared Values:

Shared values refer to the core beliefs, principles, and ethical standards that prevail and are
widely held and embraced by members of an organization. These values act as guiding
principles, shaping employees' behaviours, decision-making, and overall organizational
culture. The review delves into the various dimensions of shared values, examining their
alignment with the organization's mission and vision.

Theoretical Foundations:

The conceptual review explores the underpinnings of shared values, drawing upon
theoretical foundations such as organizational culture theory, social identity theory, and
institutional theory. It examines how shared values emerge, evolve, and become embedded
in an organization's culture, influencing strategic decision-making and implementation.
Influence of Shared Values on Strategic Implementation:

It analyzes how a strong alignment between shared values and strategic goals leads to
increased employee commitment, engagement, and motivation, consequently enhancing
the likelihood of successful strategic execution.

Role of Organizational Culture in Fostering Shared Values:

Understanding the pivotal role of organizational culture in fostering shared values is an
essential aspect of this review. It explores how a positive and inclusive corporate culture
nurtures shared values, fostering a collective sense of purpose and identity among team
members and promoting a collaborative and cohesive work environment.

Relationship between Shared Values and Employee Behavior:

The review investigates the relationship between shared values and employee behaviour
during strategic implementation. It explores how shared values positively influence
employee decision-making, communication, and problem-solving, subsequently affecting
the overall strategic outcomes.

Impact of Shared Values on Stakeholder Trust and Support: Examining the influence of
shared values on stakeholder trust and support is another vital component of this conceptual
review. It investigates how organizations that exhibit a strong commitment to shared values
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are more likely to gain the trust and support of stakeholders, leading to enhanced strategic
partnerships and favourable market perception.

Strategies for Cultivating a Culture of Shared Values: This conceptual review concludes
by identifying and analyzing approaches for cultivating a culture of shared values within
organizations. It explores best practices, leadership approaches, and communication
methods that facilitate the establishment and reinforcement of shared values, thereby
fostering a supportive environment for successful strategic implementation.

Theoretical Review

This theoretical review explores the relationship between shared values and strategic
implementation success. Influential contributors like (Henry Mintzberg, Peter Drucker,
Michael Porter et al.) have significantly influenced the development and understanding of
corporate strategy. The Practice of Management by Peter Drucker (1973) emphasized the
significance of management principles and the role of managers in shaping strategy.
Corporate strategy is a critical area of management that plays a vital role in guiding
organizations toward their long-term goals and sustainable success. (Michael Porter 1980
- 1985) laid the foundation for competitive strategy analysis. His frameworks on the Five
Forces and value chain analysis are influential tools for understanding industry dynamics
and developing strategic advantages.

Shared values represent the core beliefs and principles widely accepted and embraced by
members of an organization. They form the foundation of organizational culture and shape
employees' attitudes, behaviours, and decision-making processes (O'Reilly & Chatman,
2015).

Research suggests that shared values significantly impact strategic implementation
success. Employees who identify strongly with an organization's shared values exhibit
higher levels of commitment and engagement in the execution of strategic plans (Denison,
2016). This alignment fosters a collective effort and a shared sense of purpose, driving
effective strategic implementation.

According to (Cameron & Quinn, 2018), when employees deeply resonate with an
organization's values, they are more likely to invest their discretionary effort and go the
extra mile to achieve strategic objectives.

Furthermore, (Liedtka, 2017) stresses that, for successful strategic implementation, there
must be precise alignment between shared values and strategic goals, while shared values
are vital for strategic implementation success, organizations may face challenges in
cultivating a shared values culture (Ashkanasy et al., 2018).

Organizations that exhibit an unwavering commitment to their shared values earn greater
trust and support from customers, investors, and partners (Paine, 2020). This trust fosters
stronger relationships and facilitates the successful execution of strategic initiatives.

Influence of Shared Values on Strategic Implementation

Alignment of Vision and Goals

The existence of shared values within an organization cultivates alignment among
employees towards a common vision and shared goals (Denison, 2016). This alignment
ensures that all stakeholders work cohesively towards the same objectives, reducing
conflicts and enhancing the overall strategic implementation process.

Employee Commitment and Engagement

Issue 29/2023 124



Journal of Public Administration, Finance and Law

Employees who share common values with their organization tend to exhibit higher levels
of commitment and engagement (O'Reilly & Chatman, 2015). Such heightened dedication
leads to increased efforts in executing strategic plans, resulting in improved
implementation success rates.

Shared Values as a Motivational Factor

Shared values catalyse employees, inspiring them to go the extra mile in accomplishing
strategic goals (Cameron & Quinn, 2018). When employees strongly identify with an
organization's values, they are more likely to invest their energy in the strategic
implementation process.

Challenges in Fostering Shared Values

Cultivating and maintaining a shared values culture within organizations present several
challenges that can hinder successful strategic implementation. These challenges arise from
various factors and circumstances, affecting the alignment of employees with the
organization's core values. The following are some key challenges faced by organizations:
Size and Complexity: As organizations expand and become more intricate, ensuring
consistent shared values across diverse units becomes increasingly challenging. Various
departments, teams, and locations may develop subcultures that diverge from the
organizational values (O'Reilly & Chatman, 2017). Ensuring uniformity and alignment of
values presents a significant challenge for top management.

Mergers and Acquisitions: During these processes, organizations with different cultures
and values come together, creating cultural clashes and value conflicts (Denison, 2018).
Harmonizing diverse value systems and fostering a new shared values culture can be
formidable, potentially leading to resistance and employee disengagement.

Leadership Alignment: If leaders do not consistently demonstrate and uphold shared
values, employees may become sceptical and perceive the values as mere rhetoric (Goffee
& Jones, 2018). Leaders must embody the organization's values authentically to inspire
employee commitment.

Resistance to Change: Introducing shared values may encounter resistance from employees
accustomed to existing cultural norms (Hassan & Ahmed, 2017). Change can evoke fear
and uncertainty, leading to a lack of buy-in from employees and undermining the
effectiveness of the shared values culture.

Employee Diversity: In diverse workforces, employees may have different cultural
backgrounds, beliefs, and values, making it challenging to establish a universally shared
set of values (Park & Kim, 2021). Understanding and accommodating this diversity while
maintaining coherence in shared values can pose a significant challenge.

Lack of Communication: Insufficient communication about shared values can hinder their
integration into the organization's culture (Cameron & Quinn, 2019). Employees may not
fully grasp the significance of shared values or how they relate to strategic goals, leading
to a lack of commitment.

Organizational Silos: The existence of silos within organizations can create barriers to
shared values implementation (Lee & Choi, 2020). If departments or teams operate
independently and do not collaborate effectively, shared values may not permeate the entire
organization.

Benefits of Shared Values in Achieving Strategic Goals
Enhanced Organizational Culture
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A robust shared values culture contributes to a positive organizational environment (Kotter
& Heskett, 2016). This environment promotes collaboration, innovation, and adaptability,
which are vital for successful strategic implementation.

Improved Decision Making

Shared values streamline the decision-making process, as individuals possess a shared
understanding of the organization's principles and priorities (Liedtka, 2017). Such
alignment enables quicker and more effective decision-making during strategic
implementation.

Increased Stakeholder Trust

Organizations prioritizing shared values cultivate stakeholder trust (Paine, 2020).
Stakeholders trust organizations that demonstrate steadfast commitment to their stated
values, leading to increased support for strategic initiatives.

* Enhanced Employee Morale and Engagement: Shared values foster a sense of belonging
and purpose within employees (Hassan, 2019). When employees align with an
organization's values, they experience higher job satisfaction and increased commitment to
the strategic goals, resulting in improved morale and engagement.

* Greater Organizational Resilience: A strong shared values culture enhances
organizational resilience amidst challenges and uncertainties (Bakker et al., 2018). When
employees share common values, they are more willing to adapt to changing
circumstances, making the organization more agile and better equipped to navigate
turbulent environments.

* Alignment of Personal and Organizational Goals: Shared values foster alignment between
employees' values and the organization's mission (Nishii & Wright, 2018). When personal
and organizational values align, employees are more likely to dedicate themselves to
advancing strategic objectives, leading to a stronger sense of ownership and commitment.
* Enhanced Customer Satisfaction: Organizations with shared values are more likely to
deliver products and services aligned with customer expectations (Moriarty et al., 2019).
This alignment results in enhanced customer satisfaction, loyalty, and positive word-of-
mouth, contributing to achieving strategic goals.

* Innovation and Creativity: A shared values culture fosters trust and psychological safety,
encouraging employees to share innovative ideas and take calculated risks (Martins &
Terblanche, 2015). This creativity and innovation contribute to developing unique strategic
approaches and competitive advantages.

» Long-term Sustainability and Reputation: Organizations prioritizing shared values are
more likely to demonstrate ethical behaviour and social responsibility (Lee et al., 2021).
This commitment to responsible business practices enhances the organization's reputation,
leading to increased stakeholder support and sustained success.

Strategies to Nurture a Culture of Shared Values

Communication and Transparency

Open and transparent communication is essential for promoting shared values (Senge,
2015). Regularly sharing the organization's values and explaining their significance
concerning strategic goals enhances employees' understanding and commitment.
Employee Participation
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Engaging employees in developing organizational values nurtures a sense of ownership
and commitment (Ashkanasy et al., 2018). Organizations can conduct workshops and focus
groups to actively engage employees in shaping these values.

Leading by Example

Leaders play a crucial role in nurturing a culture of shared values within an organization
(Schein, 2016). By demonstrating alignment with the organization's values through their
actions, leaders set the tone for employees to follow.

* Integration of Shared Values into Performance Management: Integrating shared values
into the performance management system reinforces their importance (Harter et al., 2016).
Aligning individual goals and performance evaluations with shared values encourages
employees to uphold them throughout their daily tasks.

* Training and Development on Shared Values: Offering training programs that emphasize
shared values and their connection to strategic goals helps employees internalize and apply
these principles (Barrick et al., 2021). Training sessions can include case studies and real-
life examples to illustrate how shared values drive organizational success.

* Inclusion of Shared Values in Organizational Stories and Rituals: Incorporating shared
values into organizational stories and traditions enhances their visibility and impact
(Cameron & Quinn, 2019). Narratives of employees exemplifying shared values and rituals
that celebrate these values during company events create a shared sense of purpose and
identity.

* Cultural Assessment and Feedback Mechanisms: Conducting periodic cultural
assessments and soliciting employee feedback on shared values and their implementation
aids in identifying areas for improvement (Park & Kim, 2023). Employee surveys and
focus groups provide valuable insights to refine the shared values culture.

* Social Media and Internal Communication Platforms: Leveraging social media and
internal communication platforms to reinforce shared values enhances visibility and
highlights the organization's commitment to these values (Kang et al., 2020). Sharing
success stories, testimonials, and updates related to shared values creates a sense of
community and alignment.

* Collaboration and Cross-functional Projects: Promoting collaboration across different
departments and teams facilitates incorporating and strengthening shared values (Yukl &
Mahsud, 2019). Cross-functional projects allow employees to experience shared values in
practice, enhancing their commitment to these principles.

* Recognition and Rewards for Value Alignment: Recognizing and rewarding employees
who exemplify shared values reinforces the significance of these principles (Henderson &
McNulty, 2018). Incentives, such as recognition programs or bonuses tied to value-driven
behavior, promote a culture of shared values.

Research Method

The research method for the study utilized a descriptive qualitative approach, which
involves semi-structured interviews with leaders and employees to explore perceptions.
The thematic analysis identifies common themes, while focus groups facilitate discussions
on shared values alignment. We review organizational documents for value integration,
and case studies provide insights into successful strategic outcomes. This comprehensive
approach offers valuable insights for organizations aiming to foster a shared values culture
and achieve strategic success.

Issue 29/2023 127



Journal of Public Administration, Finance and Law

Recommendations

To achieve strategic implementation success through shared values, organizations should
align these values closely with their strategic goals and vision (O'Reilly & Chatman, 2017).
This alignment ensures that shared values contribute directly to strategic objectives.
Leadership development programs are crucial in instilling the significance of shared values
among leaders, enabling them to lead by example and exhibit an unwavering commitment
to these values (Goffee & Jones, 2018). Additionally, involving employees in defining and
refining shared values fosters a sense of ownership and dedication (Cameron & Quinn,
2019). Organizations should integrate shared values into their performance management
systems, recognizing and rewarding employees who exemplify them (Denison, 2018).
Open communication channels should be encouraged to consistently reinforce shared
values and their impact on strategic implementation (Schein, 2017). Addressing cultural
and structural challenges, such as managing cultural integration and promoting cross-
functional collaboration, is essential in cultivating a cohesive shared values culture
(Cameron & Quinn, 2019). Providing continuous learning and training opportunities helps
employees understand and apply shared values in their day-to-day activities (Lee & Choi,
2020). Ethical leadership practices are also vital, emphasizing the importance of decision-
making in alignment with shared values (Goffee & Jones, 2018). Lastly, engaging
stakeholders in understanding and appreciating shared values strengthens support for
strategic initiatives (Park & Kim, 2021).
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