CHAPTER 8
Social Behavior 
What is organization culture?
· The shared beliefs, values, and assumptions that exist in an organization.
· Culture dictates the norms that lead to behavior
· Create cultures that motivate employees
· These shared beliefs, values, and assumptions determine the norms that develop and the patterns of behavior that emerge from these norms.
CULTURE  NORMS  BEHAVIOR 
· Culture provides uniqueness and social identity to organizations.
· Represents a true “way of life” for organizational members.
· It tends to be fairly stable over time.
· The content of a culture can involve matters that are internal to the organization or external.
· Culture can have a strong impact on both organizational performance and member satisfaction.
Strong Culture
· An organizational culture with intense and pervasive beliefs, values, and assumptions.
· A strong culture provides great consensus concerning “what the organization is about” or what it stands for.
· Strongly supported by the majority of members, even cutting any subcultures that might exits
· Everybody knows what the company stands for, values, vision and mission
· Weak cultures are fragmented and have less impact on organizational members.
Weak cultures
· Beliefs, values, and assumptions are less strongly ingrained or less widely shared across the organization
· Fragmented and have less impact on organizational members 
Organizations with Strong Culture
· Some organizations that are generally agreed to have strong cultures:
· Hilti (Canada) Corp.
· Flight Centre
· Suncor Energy Inc.
· WestJet Airlines
Cont
· An organization does not have to be big to have a strong culture.
· Strong cultures do not necessarily result in blind conformity (i.e., 3M rewards nonconformity).
· Strong cultures are associated with greater success and effectiveness.
Assets of strong cultures
1. Coordination:
· “Right hand knows what the left hand is doing”.
· The overarching values and assumptions of strong cultures can facilitate such communication
2. Conflict Resolution:
· Sharing core values is a powerful mechanism for resolving conflicts.
3. Financial Success:
· Financial success and organizational effectiveness occurs when the culture supports the mission, strategy, and goals of the organization.
Liabilities of Strong Cultures
1. Resistance to Change:
· A strong culture can prove very resistant to change and can damage a firm’s ability to innovate.
2. Culture clash:
· Strong cultures can mix badly when a merger or acquisition pushes two of them together under the same corporate banner.
3. Pathology:
· Some strong cultures can threaten organizational effectiveness simply because the cultures are, in some sense, pathological.
· Cultures may be based on beliefs, values and assumptions that support infighting, secrecy, and paranoia, pursuits that hardly leave time for doing business
Contributions to culture
· The founder’s role:
· Many cultures, especially strong cultures, reflect the values of an organization’s founder.
· Top management strongly shapes an organization’s culture.
· Sometimes, the culture begun by the founder can cause conflict when top management wishes to see an organization change directions.
· Socialization:
· The precise nature of the socialization process is a key to the culture that emerges in an organization.
· Socialization primary means by which individuals can learn the culture’s beliefs, values, and assumptions.
· Organizations with strong cultures go to great pains to expose employees to a careful step-by-step socialization process.
Socialization Steps in strong cultures
Richard Pascale, step-by-step socialization process
1. Carefully selecting employees
2. Debasement and hazing: humiliation, going through hell to go through things/goals, promoting union.
3. Training “in-the-trenches”: training from the bottom
4. Reward and promotion: show that companies have value for reward (make it special)
5. Exposure to core culture
6. Organizational folklore: the legends people leave behind. Sometime legends are made-up stories to manage impressions. 
7. Role models (or “fast-trackers”): Fast tracking individuals (role models for the company)
Diagnosing a culture
1. Symbols:
· Some executives are skilled at using symbols consciously to reinforce cultural values.
· Symbols people use to differentiate members or employees from managers (preferential parking, office space)
2. Rituals:
· Rites, rituals, and ceremonies convey the essence of a culture.
3. Stories:
· Folklore – stories about past organizational events – is a common aspect of culture.

