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Defining Key Concepts

This paper aims to explore the relationship between organizational culture, opportunists, and 
performance. To begin, it is essential to define the key concepts that will be used throughout 
this discussion.

Definition 1: Enterprise

An enterprise is a social group with a mission, function, or purpose. This definition encompasses 
a wide range of organizations, including businesses, non-profits, and government agencies. 
Enterprises are characterized by a shared goal or objective that guides the actions and decisions 
of their members (Schein, 2010).

Definition 2: Culture

Culture is a complex and multifaceted concept that can be comprehensively described as having 
three components: symbolic, behavioral, and material (Hofstede, 2001). Symbolic culture refers 
to the values, norms, and beliefs that are shared among members of an organization. 
Behavioral culture refers to the patterns of behavior and interactions that are exhibited by 
members of an organization. Material culture refers to the physical artifacts and symbols that 
are used to represent an organization's values and norms.
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Definition 3: Opportunists

Opportunists are individuals who are characterized by hubris and low Honesty-Humility (HH) as 
measured by the Hexaco model of personality (Ashton & Lee, 2007). Hubris refers to an 
excessive pride or arrogance, while low HH is associated with a lack of sincerity, fairness, and 
greed avoidance. Opportunists are often driven by self-interest and may engage in behaviors 
that are detrimental to the organization as a whole.

The Relationship Between Organizational Culture, Opportunists, and Performance

Research has shown that organizational culture is a critical factor in determining organizational 
performance (Denison, 1990). A strong, aligned culture can foster a sense of shared purpose 
and direction, leading to increased collaboration, innovation, and productivity. However, the 
presence of opportunists can undermine this culture and lead to negative outcomes.

Studies have shown that opportunists are more likely to engage in behaviors such as corruption, 
sabotage, and exploitation (Baucus & Near, 1991). These behaviors can erode trust, damage 
relationships, and ultimately harm the organization's performance.

In contrast, organizations with a strong, aligned culture and few opportunists tend to perform 
better. A study by Kotter and Heskett (1992) found that companies with strong cultures 
outperformed those with weak cultures by a significant margin. Another study by Collins and 
Porras (1994) found that companies with a strong sense of purpose and values were more likely 
to achieve long-term success.

Conclusion

In conclusion, the alignment of organizational culture in the absence of opportunists is the 
strongest predictor of organizational performance. A strong, aligned culture can foster a sense 
of shared purpose and direction, leading to increased collaboration, innovation, and 
productivity. However, the presence of opportunists can undermine this culture and lead to 
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negative outcomes. By understanding the importance of culture and the dangers of 
opportunism, organizations can take steps to create a positive, productive work environment 
that drives success.
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