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ABSTRACT  

 
 Leadership is a key component of a good management. It was found that those who follow 

leaders with charismatic qualities are highly motivated and able to work with enthusiasm to achieve high 

results. The initial purpose of this research paper is to study and identify existing relations between 

charismatic leadership and organizational culture in Northern Cyprus organization. A sample of 296 

police employees from all main regions of Norhern Cyprus participated in the study. Pearson correlations 

of and regression analysis revealed that all six independent variable factors were significantly correlated 

with the organizational culture factors. The results of multiple regression analysis provide strong support 

for variables to exert the strongest effect on organizational culture of the research participants of the 

Northern Cyprus organization in the study sample. The results prove that effective leadership is directly 

related to the ability of leaders to manage the organizational and interpersonal communication influencing 

on a positive dynamics in organizations development. 
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INTRODUCTION 
Practice indicates that no single factor does not provide greater benefit to the organization than effective 

leadership. Leaders need to setting goals and objectives for the organization, coordination, interpersonal 

contacts with employees and the selection of optimal and efficient solutions to various problems. It is 

obvious that an organization where leaders are present can achieve better and faster results than 

organizations without leaders. The original meaning of the word ‘leader’ derives from the English word - 
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to lead. Thus, the leader is someone who leads and going ahead. Leader is a member of the organization 

who has a high personal status and a strong influence on the opinions and behavior of the people around, 

the members of any organization to carrying out complex functions. The ability of a superior to influence 

the behavior of subordinates and persuade them to follow a particular course of action  [1]. 

Leadership is defined as the process of social influence in which the leader is looking for voluntary 

participation of subordinates in achieving organizational goals or process or influencing group activity 

which is aimed at achieving the objectives [2]. 

A review of the scholarly studies on leadership shows that there is a wide variety of different theoretical 

approaches to explain the complexities of the leadership process exists (e.g.,[3],[4],[5],[6],[7],[8],[9]. 

A new concept of group leadership is the approach of charismatic leadership which was originally 

described by Weber and similar researchers asShamir, B., House, R., Arthur, M.B. [10].The concept of 

charismatic leadership based on the fact that the ideal employee meets the personal criterias of the 

principal/leader, its reflection capable to influence the transformation of its values. Experienced 

manifestations of the ideal worker advocate belief in leadership, honoring leading personalities, as well as 

motivation and inspiration to action by its influence. Some authors of the concept of charismatic 

leadership treat leadership not only as a dualistic but as a collective process. It is based on the tendency of 

employees to identify with the group and appreciate belonging to it. In the group with charismatic 

leadership, the external stimuli does not play an important role as for example: internal motivation, the 

attractiveness of self-expression, awareness of self-worth, a recognition on the part of the leader. The 

leader generates the hope for a "better future" and its reality. The external rewards, such as higher wages 

although support belief in a "better future" and this sense of reality but do not take a priority in motivating 

role and act as a one of the ultimate goals. 

Charismatic leadership is more often and more effectively manifested in groups with poorly structured 

tasks, low specification of work functions and the lack of clearly defined strategies for achieving 

organizational objectives. 

 

Organizational Culture 

 

Management issues of organizational culture become today a special urgency and importance, as it not 

only distinguishes one organization from another but also determines the success of the operation of the 

organization in the long term. The term organizational culture is quite versatile and leads to the 

emergence of different definitions with its specific features.  Some authors suggest the concept of culture 

is the climate and practices that organisations develop around their handling of people [11]. Watson 
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[12]points out that an important trend is encouraging managers trying to create strong organisational 

cultures. Schein [11]suggests that culture and leadership are conceptually intertwined. 

The following features of organizational culture can be drawn up: 

 

a) organizational culture is a complex system formation which is based on values that subconsciously 

govern the behavior of people. These values arise and develop together with the organization; 

 

b) organizational culture allows us to identify the organization, therefore, the culture of each organization 

is unique; 

 

d) organizational culture promotes cohesion between members and can lead the company to success, if 

appropriate proclaimed by the mission; 

 

d) organizational culture is formed spontaneously as well as through targeted administrative influence, 

thus should be the subject of modern management. 

 

Schein [11]highlights that ‘perhaps the most intriguing aspect of culture as a concept is that it points us 

to phenomena that are below the surface, that are powerful in their impact but invisible and to a 

considerable degree unconscious’ (p.8). Schein practices the following correlation: ‘We can see the 

behaviour that results, but often we cannot see the forces underneath that cause certain kinds of 

behaviour. Yet, just as our personality and character guide and constrain our behaviour, so does culture 

guide and constrain the behaviour of members of a group through the shared norms that are held in that 

group’ (p.8). Deal and Kennedy [13] describes the more visible levels of culture (heroes, rites, rituals, 

legends and ceremonies) considering these attributes they believe to shape behaviour. The purpose of the 

organizational culture is to assist workers be more productive and get satisfaction from the work. If the 

person is not in comfortable environment to organizational culture, worker’s activities and power are 

constrained and limited. Conversely, according to the organizational culture and values, company’s 

employee activity is respectively activated and increases efficiency. Thus, it is possible to obtain a 

synergistic effect. 

 

Charismatic Leadership and Organizational Culture 

 

Organizational culture in numerous studies have proven theoretically and empirically as a key factor 

affecting on charismatic leadership of an organization. Schein [14]describes five mechanisms through 
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which assumptions and values of a leader become clear to followers. Followers can learn about a leader’s 

values and assumptions by observing: (1) what leaders pay attention to, measure and control,(2) leaders 

reactions to critical incidents and organizational crises, (3) role-modeling, teaching and coaching, (4) 

criteria for allocation of rewards and status, and (5) criteria for recruitment, selection, promotion, 

retirement and exclusion. These structures correlate with the behaviors in the second stage of the 

charismatic leadership process as described by Conger and Kanungo [15] - formulating and 

communicating a vision. Based on House and Howell[16]charismatic leaders must pro-actively engage in 

social influence behavior to get followers committed to the vision of the leader. De Hoogh et al. 

[17]found that charismatic leadership was indeed positively related to a need for social influence and a 

power motive. It may primarily direct that behavior to communicate visions and values are deliberate in 

charismatic leaders. Thus, proposing that charismatic leaders are easy going to communicate their vision 

and values effective and efficient than non-charismatic leaders and that they achieve a level of harmony 

on shared values among team members. Organizational cultures can differently be introspected by the the 

organizational members. A strong culture exists when there is much agreement between employees on 

which values are important Tsui et al.,[18]Charismatic leaders are at position to expand a level of 

harmony on considered values and norms between followers of this behavior. Cha and Edmondson 

[19]analyzed the link that leaders can address to shared values and subsequently reinforce organizational 

performance and employee motivation. 

 

 

MATERIALS AND METHODS  
Hypothesis 

On the basis of review the study hypothesized that: 

H.1 There is a positive correlation between the acceptance of organization culture by the organization’s 

workforce and the establishment of a strategic vision by the charismatic leader. 

H.2. There is a positive correlation between the acceptance of organization culture by the organization’s 

workforce and the sensitivity to environment of the charismatic leader. 

H.3. There is a meaningful relationship between the acceptance of organization culture by the 

organization’s workforce and the unconventional behaviour of the charismatic leader. 

H.4. There is a meaningful relationship between the acceptance of organization culture by the 

organization’s workforce and the personal risk of the charismatic leader. 

H.5. There is a meaningful relationship between the acceptance of organization culture by the 

organization’s workforce and the sensitivity to member’needs of the charismatic leader. 



International Journal of Research in Management                                                                                 ISSN 2249-5908          

Available online on http://www.rspublication.com/ijrm/ijrm_index.htm                          Issue 5, Vol. 2 (March 2015) 

RSPUBLICATION, rspublicationhouse@gmail.com Page 74 
 

H.6. There is a meaningful relationship between the acceptance of organization culture by the 

organization’s workforce and the maintaining ability of the charismatic leader. 

 

 

 

  

 

 

 

 

 

 

 

 

 

Figure 1: Research Model 

 

 
Aim 

The principal aim of this study is to further the understanding of the relationship of charismatic leadership 

and organizational culture in Northern Cyprus police organization in particular. As charismatic leadership 

should influence values and regard the emotional needs of subordinates, significant influences on culture 

were expected in this research. Thus, the Police General Directorate has been taken for generalization 

purposes. The study explores the research on the effects of charismatic leadership on organizational 

culture and explains the leadership behaviors described by Conger and Kanungo [20]. 

 

Sample 

The sample consists of 296 respondents (N = 296) involved in police activity throughout the country in 

four main regions, namely: Lefkosa, Girne, Guzelyurt, Iskele and Famagusta. The response rate is %84,5. 

The mean age of the participants was 36.51 years; 92,6% were male and 7,4% were female. Of the 296 

participants, 274 were male and 22 were female. There average monthly incomes were 4000 TL and 

average lengths of service were 12.78 years. The educational levels were as follows: 61,8% high school, 

19.3% graduate, 17.2% post graduates. Out of total sample 89.0% were married. 
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Scale Instruments 

The research was estimated using the 25-item Conger-Kanungo charismatic leadership questionnaire 

[20].Participants indicated the extent to which each statement based on a 5-point Likert scale ranging 

from 1 (Strongly Disagree) to 5 (Strongly Agree). The Turkish version was adopted through Zafer 

Aykanat [21].Cronbach's alpha reliability analysis was conducted and reliability have been identified 

between 0.887 and 0.963. 

 

RESULTS  

Descriptive statistics 

The means, standard deviations, and inter-correlations among study variables are presented in Table 1. 

Table indicates that the arithmetic mean for the organizational culture of the sample is 35.01 with a 

standard deviation of 6.91.   

Table1. Descriptive Data I 
VARIABLES MEAN SD SV SE UB PR SMN OC 

SV 3,3331 1,13076 1      

SE 3,4637 1,11050 ,836** 1     

UB 3,2309 1,07234 ,608** ,625** 1    

PR 3,1340 1,12012 ,731** ,686** ,663** 1   

SMN 2,9899 1,35042 ,439** ,465** ,444** ,448** 1**  

OC 3,5012 ,69138 ,762** ,721** ,587** ,659** ,420** 1 

Cronbach alpha is in parenthesis along diagonal. ** Correlation is significant at the 0.01 level (2-tailed).  

Correlation is significant at the 0.05 level (2-tailed). 

 

SV  : Strategic Vision    SMN  : Sensitivity to member’s needs 

SE  : Sensitivity to Environment   OC        : Organizational Culture  

UB : Unconventional Behaviour   

PR : Personal Risk    

      

 

Regression Analysis and Hypothesis Testing 

Mathematical Model 

 

Defined as independent variables Y and the dependent variables X1, X2, ...... Xn, the cause-effect 

relationship between the method of presenting the mathematical model is called regression analysis[22]. 

The regression models in general terms; Y = β0 + β1.x1 + β2.x2 ........... shaped βn.xn. Regression model 

was established in order to test hypotheses that given below. 

Model: regression models related to the effects of charismatic leaders on the characteristics of 

organizational culture; Y1=β0+ β1.X1+ β2.X2+ β3.X3+ β4.X4+ β5.X5+ β6.X6 

Specified model is Y = Organizational Culture, β0 = Constant Coefficient (β1, β2, β3, ...... value of the 

Y's expected value when it is zero), β1, β2, β3 is the ratio of the average change in Y corresponds to the 
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change of one unit in the variable parameters. X1 = Strategic Vision, X2 = Sensitivity to Environment, 

X3 = Unconventional Behaviour, X4 = Personal Risk, X5 = Sensitivity to member’s needs. 

Table2. Descriptive Data II 
INDEPENDENT VARIABLES β T P 

 

    

SV ,367 5,144 ,000 

SE ,141 2,052 ,041 

UB ,087 1,729 ,085 

PR ,100 1,741 ,083 

SMN ,040 ,978 ,329 

 F 87,690 

 R ,803 

 R square ,645 

 Value is significant at the 0.01 level  

 

According to Table 2, the respective regression analysis results with the impact on organizational culture 

characteristics of charismatic leaders are presented. F value in the table is a value that indicates the 

significance of the model. F values shows that the model is significantly 87.690 at 0.001 level. R value as 

indicated in the regression analysis between charismatic leadership and organizational culture is 803. The 

R-squared value (Descriptive coefficient) of the change in the dependent variable is a measure of how 

much can be identified by the independent parameters. R-squared value of the specified model was found 

to be 645. This implies, 64,5% of the charismatic leadership affects on the model of organizational 

culture. A significant relationship between organizational culture with all independent variables in the 

model is indicated. If we are to give the p-values of these variables, in turn, 000; 041; 085 and 329 was 

found. The beta value, respectively, 367; 141; 087; 100 and 0,40 respectively. 

 

 

CONCLUSION  

Observing the survey results for the measurement of organizational culture, it is seen that it 

produced positive correlation what indicates a relationship between organizational culture and 

charismatic leadership. To understand the impact of this research, 6 hypotheses were formulated. 

These hypotheses were tested by correlation analysis and were found to be positive for all the 

hypotheses in relation to the characteristics of the organizational culture of the charismatic 

leader. Strong significance was found considering Strategic Vision (,762), and relatively low 

significance in regards of Sensitivity to member’s needs (,420) been identified. 
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As a result of the analyzes performed through observing the Police General Directorate on the 

subject of the charismatic leadership and exhibited behavior organizational culture has been 

proved effective.  

Organizational culture is a system of progressive social, formal and informal rules and norms of 

activities, values and traditions, individual and group interests, the behavior patterns of the 

organization members, leadership styles, employee satisfaction indicators, the level of mutual 

cooperation and interoperability between the members and with the organization and 

development prospects. Human habits and inclinations, needs and interests, political views, 

professional interests, values and norms influence on the organizational culture. The elements 

constituting the organizational culture include the following personality traits: a positive reaction 

to the members having the power, the desire to compete, the ability to persuade, the desire to 

play the role of informal leader, tolerance for routine administrative work. Features of 

organizational culture are reflected in the symbolism of which depends on the priority in the 

organizational culture of power, role, behavior or personality. Organizational culture can have 

features depending on the type of activity, type of ownership, their position in the market or in 

the society.  
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