Chapter 10: Organizational Culture 
Organizational culture- refers to a system of shared meaning held by members that distinguishes the organization from other organizations
There are 7 characteristics that capture the essence of an organization’s culture
· Innovation and risk-taking
· Attention to detail
· Outcome orientation 
· People orientation
· Team orientation 
· Aggressiveness 
· Stability 

Levels of Culture:
· Artifacts- aspects of an organization’s culture that you see, hear, and feel 
· Beliefs- the understandings of how objects and ideas relate to each other
· Values- the stable, long-lasting beliefs about what is important 
· Assumptions- the taken-for-granted notions of how something should be in an organization 

The function of culture- it is the “Glue” that helps hold an organization together: 
· Enhances social system stability and provides appropriate standards for what employees should say or do
· Defines boundaries and creates distinction between one organization and another
· Conveys a sense of identity for organization members 
· Facilitates commitment to something larger than one’s individual self-interest
· Guides and shapes the attitudes and behaviour of employees and serves as a “sense-making” and control mechanism 

Organizational climate- the shared perceptions organizational members have about their organization and work environment, is like team spirit at the organizational level and a positive overall workplace climate has been linked to higher customer satisfaction and financial performance 

Types of Culture: 
· Dominant culture- a system of shared meaning that expresses the core values shared by a majority of the organization’s members
· Subculture- mini-cultures within an organization, typically defined by department designations and geographical separation 



Strong vs. Weak cultures: 
· Strong culture- a culture in which the core values are intensely help and widely shared. They have a great influence on the behaviour of its members, and builds cohesiveness, loyalty, and organizational commitment 
· Weak cultures- limited cultural artifacts 

Components of the culture:
· Stories
· Rituals- repetitive sequences of activities that express and reinforce the key values of the organization; what goals are most important; and which people are important and which are expendable 
· Material symbols- what conveys to employees who is important, the degree of egalitarianism top management desires, and the kinds of behaviour that are important 
· Language 

The formation of culture- how a culture begins: 
[image: ]

Creating and sustaining culture- keeping culture alive
· Selection- identify and hire individuals who will fit in with the culture
· Top management- senior executives establish and communicate the norms of the organization
· Socialization- organizations need to teach the culture to new employee [Socialization- the process that adapts new employees to an organization’s culture] 
· The prearrival stage- the period of learning in the socialization process that occurs before a new employees joins the organization 
· The encounter stage- the stage in the socialization process in which a new employee sees what the organization is really like and confronts the possibility that expectations and reality may diverge 
· Metamorphosis stage- the stage in the socialization process in which a new employee adjusts to the values and norms of the job, work group, and organization 


Liabilities of Organizational Culture: 
Culture can have dysfunctional aspects in some instances:
· Barrier to change- when organization is undergoing change, culture may impede [hinder] change 
· Barrier to diversity- strong cultures put considerable pressure on employees to conform 
· Barrier to mergers and acquisitions- merging the cultures of two organizations can be difficult, if not impossible 

Strategies for merging cultures: 
· Assimilation- the entire new organization is determined to take on the culture of one of the merging organizations 
· Separation- they remain separate and keep their individual cultures 
· Integration- new culture is formed by merging parts of each of the organizations
Bicultural audit- an examination of the differences between two potential merger partners prior to a merger to determine whether the cultures will be able to work together 

Changing organizational culture:
· Trying to change the culture of an organization is quite difficult and requires that many aspects of the organization change at the same time, especially the reward structure
· Culture is such a challenge to change because it often represents the established mindset of employees and managers 

Crating an Ethical culture- research suggests managers can have an effect on the ethical behaviour of employees by adhering to the following principles: 
· Be a visible role model 
· Communicate ethical expectations
· Provide ethics training
· Visibly reward ethical acts and punish unethical ones 
· Provide protective mechanisms- provide formal mechanisms so employees can discuss ethical dilemmas and report unethical behaviour 

Positive organizational culture- a culture that emphasizes building on employee strengths, rewards more than punishes, and emphasizes individual vitality and growth. 

Creating a Positive Organizational Culture: 
· Building on employee strengths
· Rewarding more than punishing 
· Emphasizing vitality and growth 
· Limits of positive Culture 
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