Unit-2

Organizational Culture




ORGANIZATIONAL CULTURE: MEANING

Originally an anthropological term, culture refers to the
underlying values, beliefs, and codes of practice that makes a
community what it is. It refers to the totality of knowledge in
an organization or society. Organizations are located within
larger societal cultural contexts, yet almost all organizational
cultures are unique to particular organizations. Obviously,
there is cultural variation within each society, depending on
the region in which a particular organization is located. In
almost any organization around the globe, the organizational
culture would consist of the uniquely patterned beliefs,
feelings, values and behavior that connect the members to the
organization and simultaneously distinguish that
organizational culture from the cultures of other
organizations. Obviously, cultural dimensions are reflected in
various forms in the external life of a society or an
organization, as well as in the values and beliefs held by its
members.



Organizational culture is define as " A pattern of basic assumptions—invented,
discovered, or developed by a given group as it learns to cope with its problems
of external adaptation and internal integration—that has worked well enough to
be considered valuable and, therefore, to be taught to new members as the
correct way to perceive, think, and feel in relation to those problems”

by Edgar Schein

“A

Is_come into contact with organizations, they come into contact
with noﬁ

, Stories people tell about what goes on, the organization’s
formal r nd procedures, its formal codes of behavior, rituals, tasks, pay
systems, n, and jokes only understood by insiders, and so on. These
elements are some of the manifestations of organizational culture”

O by Joanne Martin




THE ROLE OF CULTURE:

The role of culture in an organization is to:

Specify the goals and objectives of the organization.
Specify the relations that exist within the organization.

Specify what qualities are valued within organizations such as

loyalty, confidentiality, dynamism, hard work, and so on and

Specify the wider context within which the organization
operates.

The success of any organization is linked to an organization
culture in which people are encouraged to work together and
share resources as needed. Organization culture exerts many
effect on individuals and organizational processes - some dramatic
and others more subtle. If the organization culture stresses the
importance of product quality and excellent service, its customers
will generally find their complaints



TYPES OF ORGANIZATIONAL CULTURE:

Handy (1985) has analyzed the different types of organizational
culture and offers a four-fold typology:

The power culture: In this, the organization stresses the role of

individuals rather than committees. Individuals are power-oriented
and politically aware. Control is exercised at the centre and is
characterized by informal webs of influence rather than formal

procedures. It is not characterized by bureaucracy.

The role culture: Here the stress is upon formal rules and roles and

authority is vested in these roles. It is characterized by formal
procedures and offers the individual security, stability and

predictability. It is, therefore, characteristic of bureaucracy.



TYPES OF ORGANIZATIONAL CULTURE:

The task culture: This is job-oriented and is concerned with
getting the job done. It is concerned with utilizing resources to
meet the organization's objectives and is characterized by the
requirement of efficiency. The culture adapts itself to change
and is driven by the need to provide goods and services for the

customer.

The person culture: The individual is at the heart of this
organization and this culture, according to Handy, is not often
found. The organization serves the individual rather than the
other way round. Control mechanisms or hierarchies are

virtually impossible and influence the shared.



TYPES OF ORGANIZATIONAL CULTURE:

One way of classifying organizational culture can be autocratic or feudal,

bureaucratic, technocratic, and entrepreneurial or democratic:

Traditionally bureaucracy has been described as a role culture, but there is no
reason to suppose that the different cultures cannot exist within the same
organization particularly if the organization is as large and diverse as a
government department or a local authority. Each of the different cultures may
express the roles that organizations perform. Problems arise where there is a

clash of cultures.

All organizations exist within some wider context and we would expect an
organization's culture to reflect this. Thus it may be unrealistic to expect a
democratically run workplace when the prevailing political and social ethos is
authoritarian. Organizations are social systems that have shared understandings,
norms and values and have a common language. The history of the organization,
its past values and beliefs also influence the present culture of the organization.

Each of the different cultures may express the roles that organizations perform.



CHARACTERISTICS OF ORGANIZATIONAL CULTURE

Innovation and Risk-taking: The degree to which employees are encouraged to
be innovative and take risks.
Attention to detail: The degree to which employees are expected to

exhibit precision, analysis, and attention to detail.

Outcome orientation: The degree to which management focuses on
results or outcomes rather than on the techniques and processes used to

achieve those outcomes.



CHARACTERISTICS OF ORGANIZATIONAL CULTURE

People orientation: The degree to which management decisions take into

consideration the effect of outcomes on people within the organization.

Team orientation: The degree to which work activities are organized

around teams rather than individuals.

Aggressiveness: The degree to which people are aggressive and

competitive rather than easygoing.

Stability: The degree to which organizational activities emphasize

maintaining the status quo in contrast to growth.



THE EMERGENCE OF ORGANIZATIONAL CULTURE

Organizational culture is a concept that is widely used but
rarely clearly defined. It involves a shared set of assumptions that
unite stakeholders, enabling them to communicate effectively and
achieve common goals. Successful organizational cultures emerge
organically, that is, without heavy-handed intervention aimed at
creating artificial connections and shared references. However,
there are circumstances in which a successful organizational
culture is especially likely to emerge, such as a work environment

where employees are treated with respect and openness.



MAINTENANCE OF ORGANIZATIONAL CULTURE

As a company matures, its cultural values are refined and
strengthened. The early values of a company’s culture exert
influence over its future values. It is possible to think of
organizational culture as an organism that protects itself from
external forces. Organizational culture determines what types of
people are hired by an organization and what types of people are
left out. Moreover, once new employees are hired, the company
assimilates new employees and teaches them the way things are
done in the organization. We call these processes attraction-
selection-attrition and on boarding processes. We will also examine
the role of leaders and reward systems in shaping and maintaining

an organization’s culture.



MAINTENANCE OF ORGANIZATIONAL CULTURE

Similarly here we will examine some important processes which

helps in maintaining organizational culture;

Attraction-Selection-Attrition (ASA): Organizations become more

homogeneous and create stronger culture through;

Attraction — Applicants engage in self-selection by avoiding employment in

companies whose values seem incompatible with their own values.

Selection — How well the person “fits” with the company’s culture is often

an important factor in deciding which job applicant to hire.

Attrition — Employees quit or are forced out when their value suppose
company values 1.e. people seek person—organization value congruence'that

supports their social identity and minimizes internal role conflict



MAINTENANCE OF ORGANIZATIONAL CULTURE

New Employee On boarding: New employee on boarding is
the process of integrating a new employee with a company and its
culture, as well as getting a new hire the tools and information
needed to become a productive member of the team.

On boarding new hires at an organization should be a strategic
process that lasts at least one year, staffing and HR experts say,
because how employers handle the first few days and months of a
new employee's experience is crucial to ensuring high retention.

One of the most important ways in which organizations can help new
employees adjust to a company and a new Jjob 1s
through organizational insiders—namely, supervisors, coworkers,
and mentors. Leaders have a key influence over on boarding and the
information and support they provide determine how quickly
employees learn about the company politics and culture, while
coworker influence determines the degree to which employees adjust
to their teams.



MAINTENANCE OF ORGANIZATIONAL CULTURE

Leadership: Leaders are instrumental in creating and
changing an organization’s culture. There is a direct
correspondence between the leader’s style and an
organization’s culture. For example, when leaders motivate
employees through inspiration, corporate culture tends to be
more supportive and people-oriented. When leaders motivate
by making rewards contingent on performance, the
corporate culture tended to be more performance-oriented
and competitive.

Leaders also shape culture by their reactions to the actions
of others around them. For example, do they praise a job well
done or do they praise a favored employee regardless of what
was accomplished? How do they react when someone admits
to making an honest mistake? What are their priorities? In
meetings, what types of questions do they ask? Through their
day-to-day actions, leaders shape and maintain fan
organization’s culture.



MAINTENANCE OF ORGANIZATIONAL CULTURE

Reward System: Finally, the company culture is shaped by
the type of reward systems used in the organization and the
kinds of behaviors and outcomes it chooses to reward and
punish. One relevant element of the reward system
is whether the organization rewards behaviors or results.
Some companies have reward systems that emphasize
intangible elements of performance as well as more easily
observable metrics. In these companies, supervisors and
peers may evaluate an employee’s performance by assessing
the person’s behaviors as well as the results. In such
companies, we may expect a culture that is relatively people-
or team-oriented, and employees act as part of a family.

Finally, the types of behaviors that are rewarded or ignored set the
tone for the culture. Which behaviors are rewarded, which ones are
punished, and which are ignored will determine how a company’s

culture evolves. A reward system is one tool managers can wield
when undertaking the controlling function.



I:_;...-

: = N Top e
Philosophy | f-'\ management : . =

of Selection . Organlzatlon s

#  founders B ’J
* ' |

b A B Socialization =y

organization's Ay criteria \ : culture I

\




Thant




