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Abstract

rgqmzatzonal culture over time has not only been recognized as one of the

critical resources for effective performance but also seen as one of the

important tools for success in dynamic business environment. However;
apart from limited empirical evidence on the effect of adaptive culture on business
survival, there were equally disparities in the conceptualization of the concept all
over. Therefore, this study examines how LUBCON Nigeria Lid uses adaptive culture
variables to cope with the changing nature of the business environment. The study
adopted a descriptive survey research design by obtaining primary data with the use
structured and self-administered questionnaireto 216 respondents out of 470 staff of
LUBCON Nigeria Ltd. Multiple linear regression analysis was used to test the
hypothesis set for the study. T. he result of the study showed that adaptive
organizational culture has significant impact on organizational survival (R-Square
0/ 0.388, p-value=0.0001). The study concluded that cultural adaption has influence
on the survival of the organisation. The study therefore recommended that business
organizations should promote adaptive cultural variables in order to boost their
survival level in dynamic business environment.

Keywords:  Adaptive culture, External focus, Organizational survival, Process
orientation, Pro-activeness, & Strong sense of ownership

INTRODUCTION

Internationally, an increased research effort has been shifted to the need fqr
organizations to learn and respond flexibly to various demands from dynamic
competitive business environments in order to guarantee its sustamabllllty.. s 58
because, the findings of many research efforts have shown that inflexibility and
inability of organizations to learn and adapt to the environmeptgl changes are cogent
factors hindering organizational success. Nationally, academicians and practitioners
have equally shown a keen interest to the nature of a firm's culture. Due to the
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functionality of adaptive culture, as it influences leammg,. effectivepesg,
performance. More specifically, the shar;d values E}nd assump'tlons associate
the culture in the organization which drive collective perceptions and e
employees (Paul & Elman, 2014). Similarly, renowned author§ have equal
clear that adaptive culture is necessary survive and grow (Schein, 1992).

d with
havigp of

ly made it

Also, practitioners at the local level have also made itpndprstood tha
companies with strong culture is not always progressive in nature, b
locks decision makers into mental models and barred them fr
opportunities. It also suppresses nonconforming subcultural valueg
subculture encourages constructive conflict that Improves creative thinking anq
offers some level of ethical vigilance over the dominant culture.

0 the long run, 5
subculture's growing values could become important dominant valyes as the
environment changes. (Hill & McShane, 2009).

tperformance of
ecause it Usually
Om seeing ney
- This is becauge

Besides, review of the existing
organisational culture from organisat
style was mistaken for transformatio

literature, could not different

ional culture. Likewise, now-
nal leadership,

late adaptive
future leadership
whereas they are not (Sabihaini

LITERATURE REVIEW
Adaptive cultures

Researchers in the

conflicting in com: field of management- throyghoy the world have found it
g to diftee S UP With a genera]ly acCeptable definition of adaptive culture;
owing to differences i, the phenome )
considered som

" On and time. Howevyer this study still
¢ of the definjt : ) '
of the study. According 1 l(rzlfl,f]%ns Sven by some of the popular authors in the field

cultural adaptabiliy 1 attributed(tlgn); Mi'les, Snow, Meyer and Coleman ( 19752
eXternal environmeny 0 the ability of a firm to adjust to changes int

Child did oy S Maintajp Organizationg| sustainability. Howevig
- the roles of adaptive organization to be opch

in order o
I'thCr Clari f}/
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Adaptive Organisational Culture and Organizational Survival

Contipual redefinition but organization whose colour coordination is by frequent
meetings emd‘ extensive later.al communication. Likewise, Miles, et al (1978) argued
that an organization s adaptive when it finds itself addressing any of the three issues

of adaptive cycle which is made up of entrepreneuri ifeer
01 ' urial, engin
administrative. P gineering and

As for Orton and Weick (1990), adaptability of an organization is seen in terms of its
functions that enables it to assimilate and accommodate change. They identified
three functions to include experimentation (actions that open connection), collective
judgment (agreement on preferences), and preservation of dissent (the retention of
multiple understandings and minority influence). But to Kotter and Heskett (1992),
adaptive culture is a collection of set of cultural attributes that enable organizations to
become more adaptive to environmental changes.

In the recent time, the position of authors on what constitutes the adaptability of the
organization has now been redefined and specified from the organization to its actors
(specifically, the employees). For instance, Walker, Holling, Carpenter and Kinzrg,
(2004) described cultural adaptability as the capacity of actors i a system 10
influence flexibility. This suggests that a company has cultural adaptability when it
has ability to quickly return to better position after being affected by the
environmental changes. Other authors sharing the similar perspective are McShane
and Glinow (2003); Hill and McShane (2009), who conceptualized organizational
cultural adaptability as a situation that manifest when employces focus on the
changing needs of customers and other stakeholders, and support initiative to keep

pace with these changes.

Upon the close examination of all the definitions reviewed above, it can be said that
the perspective of earlier authors focus on how the entirety of the organization's
ability in terms of its functions, attributes and ability can be used to cope with the
changing need in the market environment so as to maintain sustainability. But the
recent authors in the field emphasized more on the use of the roles of organizational
actors particularly the employees are used in identifying the nfaeds of not on}y the
customers and other stakeholders but also to support the initiative to move \ynh the
level of the changes. This (the perspectives of the recent autho;s) form the basis upon
which this study adopted the definition of McShanc and Glinow (2003); Hill and

.

McShane (2009). At the same tme, it informs the target audience.

Elements of Adaptive Culture

McShane and Glinow (2003) explained the rollowing elements of adaptive culture:

i. External focus: Employees hold a common mental model that the

81
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organisation's success depends on continuous change ¢, SUppon

stakeholders. A typical example 1S Nokle} that moved from toilet Paper anc;

rubber boots to cellular telephones. This firm has been keepmg With

adaptive culture because employees be?ieve that change is both necessars,

and inevitable to keep pace with a changing external environment (McShane
& Glinow, 2003).

il. Process orientation focus: Employees in adaptive cultures Pay much
attention to organization processes just as they do to organizationg] goals,
They adhere to paying maximum attention to continuous Improvement in
internal process (production, customer service, etc.) to serve external
stakeholders.

ili.Strong sense of ownership: Employees in adaptive cultures have g strong
sense of ownership when they assume responsibility for organisation's
performance. In other words, they believe that “it's our job” rather than “jt's
notmy job.”

iv. Proactive and quick: Here, employees seek out opportunities, rather than
wait for them to arrive. They act quickly to learn through discovery rather
than engage in paralysis by analysis (McShane & Glinow, 2003).

Organisational Survival

Organizational survival and growth are inherent goals of the organization that
require investment of energy and resources. As a result, it becomes necessary for
organization that doesn'thave survival as a primary objective or goal to re-think. This
is because the goal of organizational survival supports all other goals. However,
paying attention to this goal contributes to the satisfaction and execution of other
organizational goals. It was argued further that the concept of survival is an unwritten
law of every organization as a result, every organization should see survival as a total

requirement for serving any interest whatsoever (Osinbanjo, Abiodun & Obamiro,
2011).

In a more diverse view, Babalola and Abel (2013), see business survival as the
process with which organisation manages to stay in business. Hence, organisations
usually engage in the process of structuring and restructuring when responding to the
actiyitics that will enable them to survive in the continuous changing market
environment. Doing this, will enable them to keep fit with the activities in terms of

complex leadershi.p styles, changes, uncertainty, conflict, culture, technology,
structure, competitive market, profitability and workplace motivation.

S ) , -
In view of these complex challenges, Organisatio

dcvglop the most appropriate and adaptive structu
maximize 1ts resources and yl

n needs to strategically plan a”g
: re that will enable it to utilize an
timately to achieve its objectives in which survival is
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Adaptive Or isati T T Z nat surviy
Adap (4} ganisational Culture and (0) ganizational S al
£ i

one (Babz_ilola & Abfl' 20 13)- The outcome of strategic plan and

for adaptive culturp,.tranblated into innovation actions of ndstructure as essential
organization and this form the basis upon which thi various forms within the
Therefore; the more organisation executes innovatives Zﬁtldy e gk
janned and structure the better it chances to survive ) 10r115 well strategically
environment. in the changing market

However, it shopld be noted that innovation remains a key t

competitlveness in the modern economy as the benefit attacl?edotog'r? vath bani
corporations and economy as a whole is enormous. For instance, it le;dsotro n?w
products, processes and services, which allow a firm to reduce its {)roduction costs
access NEw markets or develop new ways of doing things. Innovative companie;
augment the general competence base in their field, and trigger learning processes,

which may benefit, or spill over into, other areas or sect Ib ; .
Rukevwe & Oke,2014). ctors (Tbe & Olori, 2016;

Adaptive Organizational Culture and Business Survival

The nature of connectivity that exist between adaptive organizational culture and
business survival is in several folds of which this current study focuses on only
theoretical and empirical views. Looking this relationship theoretical wise, there
would always be the need for organizations to respond to the changing need of its
immediate environment in order to survive. Failure of which may result to
disorderliness, decline, and possible death. However, maintaining a high functioning
adaptation process can automatically help organization in coping with change

(Serensen, 2002).

Empirically, it is the position of the existing researchers in the field shared a view that
an effective adaptive process can be used to enable members of the organization to
easily detect environmental threats, SO that it would enable them to come up with the
best solutions which will enhance 2 desired response (Barney 1986; Cheung et al.
2012; Fiol 1991; Ostroff et al. 2013; Schein 2010; Schneider et al. 2013). While for

researchers such as Abebe et al. (2011) and Levinson (1994),2 culture must support

recognition and respond quickly to environmental changes in order to acclimatize
t out of operation, even when

itself to those changes failure of which may put 1 ;
members are equipped with adequate information on hovy to respond via @ mutual
understanding of both processes and procedures when environmental changes ocCur

(Chatman et al. 2014; Schein 2010). Taking for example, an organizational culture
that not only encourages proactive attention t0 environmental threats but also create
structures to address them will be more probably to change to their environments.
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Theoretical review ' e
et This theory emphasizes the relations betweep

: 1 onmental conditions, and ﬁnp mortality,
nvir - Organizations have a higher risk of
ility of newness. Lin (2014) reporteq
vely related to age and Jovanovic's

h a positive relationship. But thig

- is i follow an inverted U-shaped pattern

ine profile is likely to an . .
?ge—depe?dennttisrlllli’;’:lslyg dgclining mortality raté with increasing age (If]m’ 21?1 4).
i 1C'C1) elating to the liability of smallness, Jarger new businesses have better
M(r)\iifgl, ;]rcl)ls;gcts than smaller new firms. This could be due to several factors such
su

In raisi .1 or in a better position to recruit qualified
Jdvantage in raising more capita et :
?;b?réliezie, t}%e likelihood of surv tively relate to the size of the firm

lving seems pos1 : the
(Lin, 2014). Organizational ecologists ajlso attribute firm survival t;)_ organizational
strategies. Lastly, in connection W1th the marketg where firms co_mpete,
organizational ecologists argue that orgamzatlona} SS.I?CUOH processes are driven by
environmental forces such as environment variability and environmental grain
(Freeman & Hannan, 1983). Hence, the study adopted this theory because it

highlights variables under consideration.

; theory

Organizational Ecomrgzistics )e
" racte :

organizational cha young an g

According to the ecolsig;:ttis(;ns due to the liab
ol oa . ' ..
failure than older 08 t survival is positi

ttha
+ was a well-known fac [ )
?;ZtSI;.)“s?e]ection model was the first to predict su

Adaptability Theory: This theory centers on the idea of the norms and beliefs that
enhance organization's ability to receive, interpret and translate signals from the
external environment into the internal environment of the organizational and
behavioral changes which promotes its survival, growth and development (Njugi &
leson, 2014). Conversely, organizations that are well integrated are often the most
difficult ones to change due to the deep levels of adaptability acquired over time
(Njugi & Nikson, 2014). Moreso, adaptable organizations are driven by their

glfStOI.nerS’ take. ri;ks and learn from their mistakes and have the capability and
xperience at creating change. Such organizations are con




A fai.’“ﬂi\‘{) O’ g is ]
:-,an.jal‘l(}nal Cu[tlu e and Of “H'Ii ﬂ[lﬁ IS
=] < na ur l’h’a[

leadcrshipp Cmd ﬁ(\)rgef]zational _Culﬂlr&? on achievement of employ felis
ect of now-future leade;shxp and organizational culture po oyee and indirect
o Ployee through work motivation. In doing this, the study mean ach1exf§ment of
of emplOYCES with proxies su'ch as quality of yield, quality of resllrled z}chm.vement‘
esult, presence, and cooperative ability; for now-future 1eadershi;uitt{:§§$;iiOt
ses charisma,

mspirallO.nal motivation, m.te;llectual stimulation, and personal attention; while f
organizatlonal culture 1t utilizes integrity, professionalism, syner ISS;VW . tog
Pcrfecmess. To facilitate the objectives the 52 employee; of thiy’Statc 1Tclecsa o
service Office (KPPN) Yogyakarta were all served with self—administzlrl:{l
questionnaire, out of which the responses from the usable ones (48) were analyzed
using Partial Least Square (PLS) through SMARTPLS 3.2.7. Therein, the ﬁnd};ngs
revealed tha§ both now-future leadership and organizational culture co{ﬂd be used to
improve achievement of employee respectively, while work motivation mediated the
clationship between now-future leadership and organizational culture on
achievement of employee. More importantly, the study was observed to have
demonstrated not only a good use of strong statistical techniques in the analysis of
data collected but also showed how work motivation could be used as a mediating
variable for Now-future and Organizational culture. However, as the study failed to
differentiate adaptive organisational culture from organizational culture, it also
regarded now-future leadership style as transformational Jeadership, whereas they
are not. Hence, there exists the need for future studies to engage on the use of large
samples for a better generalisation. At the same time, comparative study would be a
better explorable areas by the future researchers among the bio-data.

In the same vein, Almeida, Caetano, and Porto (2018) applied survey research to
satellite companies consisting of fashion, food and service departmentina Shopping
Center of the city of Anapolis-Goias .1 Brazil with the main aim of identifying 1f
{here was an association between the organizational management model based on
McGregor 's X and Y Theory with the construct of the adaptive and non-adaptive
culture approach of Kotter and Heskett. In doing this, the -Stl‘ldy adopted both
exploratory and descriptive survey research design based on bibliography and field
research. In measuring the data collected, the study used Alpha Cronbach for
the evaluation of the density of the questionnaire data; Pearson Correlation
Coefficient for verifying through analysis of the qogelaﬁongn@ linear regression
between the data surveyed and F statistic for obtamning the significance test of the
hypotheses and make the decision to accept Of reject tbe null hypothesis. It was the
findings ofthe study that organizations with an emphasis on Theory X isnot hkelz'tlo
embrace changes in the organizational environment(non-adaptive culture), while

those with an emphasis on Theory Y are more likely to adopt changes in the

izati ' I d for future
organ i tive culture). However there is nee :
ganizational environment(adap Sles 5.8  lizbls

researchers to conduct this type of study with a large Samp®
generalization of the results. This is because, the larger the sample s1Ze, the better the
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results.
Coats, Severt, and DeCostanza (201 5t
identify, define, and develop a measure of

. ffect oani7at:
adaptive organizational culture, but also de}iﬁOﬂ;ﬁizeg;cmiiveersll Oogzamzagovnal
mival ted States. The study achieved 1ts 0F] Y “oreeptializing
survival in the nt he used of variables such as External focus, Anticipatigy
adaptive culture with thear?ge Development of capabilities, Collaborative actjy,
ConﬁQence, Open toﬁ e ’Sustaining change, and Risk-taking as independep;
planning, executing Cla = the study developed adaptive culture rating
variables proxies. During the process, . d bv mtng N S
ccale from the review of the exisung literatpre and Dy raling INinety-five
oroanizations established before 1940 with nine common characteristics of adaptive
cuTture which were further used to predlgt 11kehhoqd of sgrvwa_l using a Cox
regression and proportional hazards sprvwa_l ana.lySIS- In .lme _Wlth the Sﬂldy's
objective, values toward change and action-orientation were identified as the major
measures of adaptive culture. It was equally the. findings of the .study that
organizations with adaptive cultures would be more hkely to survive. Itis however
worthy of stating not only, that the study was the first of its kind to use histometric
method in developing and using a measure of adaptive culture, but went further to
look at its impact on long-term organizational outcomes using survival analysis, a
scarcely employed statistical technique in the field of organizational studies.
However, the study is limited by some of the following weaknesses: development of
the dimensions and measures of adaptive cultures through thematic categorizations
via existing definitions, use of archival sources with lack of accurate information, as
well as raters fatigue and others. There is need for future effort to be concentrated on

how the adaptive culture variables designed can be empirically used at a case study
forbetter generalization of the results.

Gimilarly, Costanza, Blacksmith,

histometric approaches to not only

ln‘ relation to the above, Nesbit and Lam (2014) carried out a longitudinal case study
ofanon-governmental organization (NGO) in the social service sector in Hong Kong
China that underwent a two-year quality improvement program to explore the
rclat1gnshnp betwec?n adaptive culture and organizational change. The study assessed
adaptive culture via questionnaire developed by Denison (1990, 1995, & 2001)

which segment adaptive culture (] ili
customers, and (3) learnin (1) ability to create changes, (2) a focus on

adopted the quantitative (surve
methods to determine the adaptability of the or



Adaptive Organisational Cultyre and Organizational Syurv
urvival

s worthwhile to say that the study wag t} its ki

Sztchods of des 1 on, thqugh failed to fully con}éentratel erl c;ztar?ttltlztiinl/\érﬁ tt(1)1 i
156 Ofsubstantlal statistical tefchmques and no theoretical justificatio et OdWth i
 tionship among the variables in the study. However. the nen d0 ?Xp‘lam e
esearches 10 repeat this type_of study using only either quz,ﬂitative ce)r Olrlif'unher
-scarch designin other to avoid spurious results exist. " ‘tltatlve

-

Comparat‘ively, it appears that adaptive organisational culture has effects on
organizatlonal performance. A survey of 52 staff and rating of 95 organizations
(Sabihaini & Pamungkas, 2021; Costanza, Blacksmith, Coats, Severt, &
DeCostanza, 2015) found out that organizational culture could be usejd to imp’rove
schievement of employee and guarantee survival level. Similaf relationship was
equally found by Almeida, Caetano, and Porto (2018) where those orgadizations
with an emphasis on Theory Y are more likely to adopt changes in the organi%ational
environment (adaptive culture). It was only the work of Nesbit and Lam (2014)
where the survey result did not show a notable effect of cultural change. This might
he due to over concentration on qualitative method of adopted by the researchers.

Gaps identified from the existing studies

Since the main objective of this article is to determine how adaptive organisational
culture can be used to achieve organisational survival, it therefore becomes
important for the researchers to articulate some of the notable issues in the existing
studics. After a careful reviewed of each of the considered existing article, the
researcher come up with the following gaps that needed to be filled by the future
researchers.

In reviewing the existing literature, particularly the worlf of Sgblhalm gnd
Pamungkas (2021) it was noted that their study goulq not dlfferentlate adaptive
organisational culture from organisational culture, hkew_lse, it mistakenly took nowt-
future leadership style as transformational leadership, wherecas thcyf zlrc pg,
Similarly, the use of small sample was equally observed from the work 0 : mei ﬁ,
Caetano, and Porto (2018), whereas, the higher the sample, the bet(;elr) t é: rfsszr;
Similaﬂy, over reliance of Costanza, Blacksmith, Coats, Se;vert, an e oscz;1 q;
(2015) on the use of archival sources with lack of afzcuratc mformat‘lo'n(,) ;Sa (\lz; ti:/;;
raters fatigue existed when articulating the dimensions and mclz;suxesnccmrati .
cultures. Not only that, Nesbit and Lam (2014).fa\.ded o4 y{) C OBut'gcnerally
Quantitative method \Vit},l the use of substantial stat_lstlcal. techmguus./ e
iZCak_ing, all the works reviewed failed 0 idc:ml.f)}/J 159“23:1;:1;2? oy the study.
éinam the relationship between amons b v?nato:ly of the gaps identified.
€¢, this current article aims at proffering solution
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a descCrl . information nceded throug}
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This study 8 nerate the 1 :
jata to Z€ :

<od primary ¢ S ation of th
USCdtpi nn’Zirc The targeted poP_U}\‘I‘F reria W
questionnatre. -LUBCON NIg , 1 - > @,
ol et ~ was C ated using the .
manageria! delgv(;t) Hence. the sample size was calcu g the Guilforg and
t 20241). B2
Manager as &

el the fact tha :
1973) formula for sample estimation, due tol' [ t,h it the whol,
Firuchter (197%) (;r e to be studied. A random sampling technique was )y,
. . arg . — = i
population 1s 100 T}Itit +very member of the population has an equal chance i the
ensurc that Lvet,

Urce

:::ch]%?;%ccss. Guilford and Flruchter (1973) formula:
N

|+ Q2 N

Where:

N=Population= 470
Q=Alpha=0.05

N 470
[+ 0N 1+0.05°(470)

=216

So, copies of structured questionnaire with 5-point Likert scale of *5 = Strongly
Agree” to “1 = Strongly Disagree™ were administered to 216 respondents out of
which 202 returned were found useful for the analysis. The questionnaire was
equally divided into two sections. Section A covers Bio Data while section B covers
basic questions regarding Adaptive culture elements and organizational survival. In
the B part, adaptive culture elements developed by Denison (1990, 1995, & 2001)as
modified by McShane and Glinow (2003) was used. Adaptive culture components of
I?emson (1990; 2001), includes: (i) ability to create changes (Modified as External
focus and Process Orientation, (ii) a focus on customers (I\Zodiﬂcd as strong scnsc of
?::’;’1‘351‘;\?;)’ and (iii) learning at an organizational level (modified as proactive and
Clun:ul);qtingorifms,o{“}(gr\?: ((]37)) questions each were raised from each dimension
desibny e Organizzltiyxlglllftfltllqns1113dcr adaptive culture survey. Whllc.thlcS
tems of Organization Symer. 5 " WSS( cpendent), was adapted from the van{n);le
measurement instrument wag Sub‘cet(d " developed oy (Simon et a}., :-2(')11). ich
gave a high reliability alpha of ch e Cro}]bach Alpha test of reliability Whlc.
s © Of above 0.7 which according td*Nunnally (1978); !

S

e ; ganisationg] :
ugrcssmnanalysiswascmp10Vcd ational survival, multiple ln
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L TSAND DISCUSSION OF FINDINGS

RESU

4
\
1

. i RT3 ~(5 ¢ Tcnty = S ) {
H.,: -’\d“[‘m\b Ola.dms“mmdl Culture does not have significant impact on
(,I-‘,;\nizutmnal survival S ‘

Table 1: Model Summary

Fiodel % RSquare | Adjustod R Squaro | Std. Ervor of the Estimate
1 623" 388|376 —_—
a predictors: (Constant), Proactive & Quick, Process Oricentation, External

Focus, Strong Sense of Ownership

The table 1 above presents the model summary of the cffect of Adaptive
Organisational culture on Organisational Survival. The table shows Coirelation
coefficient (R) and R-square to be 0.623 and 0.388 respectively. This explains that,
Adaptive organisational culture is highly positively rclated to Organisational
qurvival and Adaptive organisational culture variables explain for about 38.8% of
(he variations in the Survival of the Organization while the remaining 61.2% was

cxplained by other factors not included in the model.

Table 2: Coefficients’

Model Unstandardized '”E‘S’ti\ﬁdafdiiéd_ XT T Tsig |
|  Coefficients Coefficients ! ‘J
L T L I —
U (Constant) Y T E— 1886 061 |
CExternal Focus 260 1084 | 13.095 | 002 |
“Process Orientation 076 ~ 11078 | 282
“Strong Sense of Ownership | 143 12654 1009 |

356 074 4842 000 |

fﬁoactive & Quick i

a. Dependent Variable: Survival

Sources: SPSS Printout, 2021

From the above regression coefficient table 2. External Focus, Sirong Sense of
Ownership, and Proactive and Quick were statistically significant to Organisational
Survival with probability value of less than 0.05, while on the other hand, Process
Orientation was statistically insignificant 10 Organisational survival as 118
probability value is greater than 0.05. With this, it 18 sufficing to say that Adaptwc
organisational culturc variables have significant influence on Qrgamsat\onz.ﬂ
Sur.vival. Therefore, the Null hypothesis 13 rejected while the Alte}'x}atl\’t‘ hypothems
which states that Adaptive Organizational Culture has significant impact on
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determine the effect of Adapg;
Ve

> ve f i . 5 1 1 .
since the Objccmlb r(;: anizational gurvival with special attention
(’;)rganizatlollﬂl Cu t}lm. study concluded pased on the finding that adaptiy,

‘ T N g ] ., o
[,UBQ,OI§ Nigera o had Sigmﬁcant a positive and. significant influence g
Organlzailona ) th 0 623 as Correlation CoefﬁCICn'F Vahle and 0.388 as R-
luded that organization can increase it

T anizational survival Wit
org alue. As a result, 1t could be conciudt ganiza .
. , ket environment if critically looked into the

. 1in the changing mar . i
Cha'm{:i ng fllllrvwall ' s concept of adaptive organization culture. This i
variables . o be adaptive 10 s culture, it has to be efficient and

b se, for or anisation : . :
e?fi:acl;ive at respgonding to environmental demands. The finding of this study in line
Coats, Severt, and DeCostanza, (2015)

with the finding of Costanza, Blacksmith, .
cultures were more likely to survive.

who shows that organizations with adaptive

tions should promote adaptive culture

usiness organiza
nt. In particular, LUBCON Nigeria

This study recommend that b

(o survive in dynamic business environme
Limited and other firms in the industry should ensure that process orientation is

reviewed so as to reflect the contemporary trend of its content. This should also be
tailored towards increasing their chance of survival and gaining competitive

advantage over other firms in the industry.
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