Organizational Culture
Organizational culture
A belief system shared by an organizational team members.
Three levels of culture
1. Artifacts: Visible or tangible (organizational stories, buildings, rituals, ceremonies, languages).
2. Espoused values: strategies, goals, philosophies.
3. Assumptions: Unconscious, taken for granted beliefs, perceptions, thoughts, feelings (ex: it’s more important to save face than to correct a problem).
Sources of organizational culture
1. The beliefs, values, and assumptions of the founders
2. The learning experiences of group members as their organization evolves
3. New belies, values, and assumptions brought in by new members and leaders
Two important aspects of culture
1. Internal integration and strong cultures: Fostering the integration of the new members
i) People in the organization can easily identify the dominant values
ii) The selection process tagets people who are likely to fit into the culture and find it satisfying
iii) Socialization and training convey to newcomers the “ropes” they need to learn
iv) Employees who do not fit the culture or produce in accordance with the values are sometimes fired.
v) People within the company are rewarded for acting in accordance with the dominant values of the organization
vi) By their behaviour, leaders and managers send clear, consistent signals about desired values and norms
vii) Managers measure and control what is important to the culture
2. External adaptation: Being able to adapt under certain conditions such as
i) Restructuring of outdated strategies
ii) Structures
iii) Technology advancements
iv) Employee skills
v) Global economy

Strong cultures
A culture where the members feel very strongly about it “strongly shared”, and everyone shares them “widely shared”. 
Advantages 
· High performance under certain conditions
· Clear sense of purpose
· Sense of identity
· Commitment and loyalty (group solidarity)
· Pride in working for the organization
· Values that serve as standards of reference for decision making
Disadvantages
· Not flexible
· Ethnocentrism
· Resistant to change
Historical foundations of organizational culture *read in more details- couldn’t find it in the books??
· Anthropology
· Sociology
· Social Psychology
· Economics – use culture as a tool 
Elements of culture
Innovation & Risk
Does the culture penalize or encourage new ideas? To their analyze/ are tolerant to risk?
Outcome orientation 
Are they focused on the goal end or how to get there?
People orientation
Will these things have a high or negative impact on its members
Team orientation
[bookmark: _GoBack]Are the tasks assigned to individuals or is most of the decision making and processes done with groups.
Aggressiveness
Do people think about their own needs and competitiveness or are they easy going and supportive?
Stability
Is it focused on growth or maintaining the status quo?
Dominant, Sub, Counter culture
A subculture is a small segment of people that operate within the framework of the dominant culture. In contrast, a counterculture is a group of people with shared values that go against one or more significant values of the dominant culture.

Culture – roles
· Boundary defining: differentiates to other groups, 
· Identity: the members will feel valued and a sense of belonging
· Commitment: gives people goals, ppl perform better and leave less often
· Control mechanism: behaviour guidance

How do new employees learn culture – Transmitting culture
Methods
1) Socialization: systematic process by which organizations bring new members into their cultures.
2) Rituals/ ceremonies: routines of daily life, outings, how meetings are implemented, how they celebrate accomplishments, etc.
3) Stories: stories that are often repeated with “morals” in order to teach someone a value, or “shinning” moments of an organization in order to make them seem glorified
4) Heroes
5) Symbols: tangible or intangible (ex: pink Cadillac that represent success and determination for Mary Kay’s best saleswomen, or Gore’s small and organized offices that encourage interrelationships and innovation)
6)  Jargon/language: slangs that members of a team can communicate with
7) Statements of principles: create and distribute a list of their values and basic assumptions (ex: hire for attitude, train for skill. Do it better, faster, cheaper. Deliver positively outrageous customer service to both internal and external customer. Walk a mile in someone else’s shoes. The accountability and ownership. Celebrate and let your hair down. Celebrate your mistakes as well as your triumphs. Keep the corporate culture alive and well.
Types of socialization processes in strong cultures
1) Careful selection of entry-level candidates
2) Humility-including experiences that cause newcomers to question prior behaviour, beliefs, and values: intensive training problems that make individuals realize that they have much to learn
3) In-the-trenches training that leads to mastery of one of the business’s core disciplines: making employees work their way up the ranks, and promotion depend on a proven track record
4) Meticulous attention given to rewards and control systems: monitoring the company’s critical success factors and values – people who stick to them are rewarded
5) Careful adherence to the firm’s core values: managers and leaders “practice what they preach”
6) Reinforcing folklore: stating stories of past experiences that reinforce the values (ex: we fired a guy who put increased profits before our corporate values”
7) Consistent role models: looking up to “winners” who follow through with the corporate values
Managing organizational culture
Primary mechanisms
· What leaders pay attention to, measure, and control on a regular basis
· How leaders react to critical incidents and organizational crises
· How leaders allocate scarce resources
· Deliberate role modeling, teaching, and coaching
· How leaders allocate rewards and status
· How leaders recruit, select, promote, and excommunicate
Secondary mechanism
· Organizational design and structure (decision making, coordination, reporting, structure)
· Systems and procedures (performance appraisal, information, control, decision support systems, etc.)
· Rites and rituals
· Design of physical space, facades, and buildings
· Stories about important events and people (anecdotes, legends, myths, and parables)
· Formal Statements or organizational philosophy, creeds, and charters
Culture and psychological contract
Organizational justice
Fairness in an organization is one of the most important values of culture.
3 types
A. Distributive justice: distribution of resources (pay, rewards, promotions, dispute resolutions)
B. Procedural justice: describes the fairness of decision making procedures that are used to determine how those resources are allocated.
C. Interactional justice: Treatment employees receive from others, especially authority figures.
Organization Life Cycle
The stages of growth and development of the organization and its culture.
Stages *read more into detail
· Entrepreneurial 
· Collectivity
· Formalization 
· Elaboration 

How can culture be used to improve organizational effectiveness (ECONOMIC FACTORS)
Sociability
Culture integrates organizational units. Different departments can interwork together in order to accomplish the goal more effectively
Solidarity
Everyone in the group cares about each other. This requires superordinate goals.
*superordinate goals - refer to goals that require the cooperation of two or more people or groups to achieve, which usually results in rewards to the groups
Coordination
This will create a goal and easily give people the foundations to make decisions towards coordination, conflict resolution, and financial success (if they can avoid the pitfalls of a strong culture).
*pitfalls of culture: resistance of change, resistance to new people and new ideas, 50% of mergers fail – most of the time its based on culture differences.
Motivates ethical behaviour
“Ethical Climate Theory” when I’m making a decision in business – am I basing it on my own benefits, or the businesses. Caring – on making money for the or for the stake holders. Independence – on your own moral reason. Law and code – when there’s an external (of the business) code of conducts that helps you decide on those decisions. Rules base framework – Internal guidelines like employee code conducts where ppl don’t even need to think about what they should do in certain decisions.
Influences corporate branding
The better the branding – the better the profitability. Employee branding – your reputation as an employer. 

