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“Culture is how organizations ‘do
things’.” — Robbie Katanga

Culture is consistent, observable patterns of behavior
in organizations. Aristotle said, “We are what we
repeatedly do.” This view elevates repeated behavior
or habits as the core of culture and deemphasizes
what people feel, think or believe. It also focuses our
attention on the forces that shape behavior in
organizations.

Perspectives On Organizational Culture:
https://hbr.org/2013/05/what-is-organizational-
culture
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Four Main Attributes Of Culture
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DEAL AND KENNEDY’S CULTURAL FRAMEWORK
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DEAL AND KENNEDY’S
CULTURE TYPES

Work Hard/
Play Hard

Fast

By examining these cultural elements across a variety of
organizations, Deal and Kennedy identified four distinct types of
cultures. They also identified two marketplace factors that they
felt influenced cultural patterns and practices. They were:

» The degree of risk associated with a company's key activities.
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» The speed at which companies learn whether their actions and
strategies are successful.

Slow

Bet-Your-Company

They believed that the risk involved in making a poor decision

and the time it takes to find out whether a decision is the right
one both have a bearing on how cultural elements develop and
influence an organization's employees. High

Deal and Kennedy presented these factors in a 2 x 2 matrix that Degree of Risk
identifies the four culture types.




Breaking Down Dean and Kennedy’s

Culture Types
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Breaking Down Dean and Kennedy’s
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HANDY'S MODEL OF
ORGANISATIONAL CULTURE

Handy Model of organisational culture toolshero

Power distribution is all about the extent to which the top
of an organisation (management or owner) is open to
working with either a bottom-up or top-down approach.

In case of a bottom-up approach, the power distribution
is very high; employees are expected to take their own Person culture Task culture
responsibility, determine their tasks and make
independent” decisions. In case of a complete top-down Rowsridtihutc
approach, there is hardly any power distribution; _
management or the owner is completely in control and is Role culture Power culture
the only person making decisions.

Level of cooperation

The cooperation level, as the name suggests, is about the
degree of cooperation between the various departments wstSelerssh
and employees. A lower cooperation level means
everyone works for themselves and hardly requires the
help of colleagues. A high cooperation level, on the other
hand, involves close, indispensable cooperation between
colleagues. Ultimately, the combination of the two
dimensions results in four organisational cultures:




POWER CULTURE

High cooperation levels / Low power distribution

This type of culture is characteristic of an entrepreneurial organisation;
for example, small start-ups where the power lies with the founder
and/or highest boss. Such organisations have a very flat structure and
are led by a charismatic leader. The entrepreneur has founded his
company with much love and therefore finds it difficult to delegate
decision-making. His employees have helped build the company and are
very loyal to the organisation and each other. Cooperation is extremely
important in organisations with a power culture. In a power culture, the
highest power also lies with a top figure. Employees are loyal to the
leader of the company. Due to the flat structure and start-up nature of
the organisation, there are (still) few regulations and procedures. As a
result, the organisation is highly flexible. The relationship between
employees is determined by the leader, but also by the means available
to them (scarce goods). The founder attaches great importance to his
power. He is a strong leader who controls the entire organisation. He
controls the organisation centrally, after which he determines who gets
more power or to whom he delegates certain tasks. Individual
performance and mutual collaboration are highly important.

} Power culture |

Control radiates from the
centre

Concentrates power
among a few

Few rules and little
bureaucracy

Swift decisions are possible

tutor2u



ROLE CULTURE

Low degree of cooperation / Low power distribution

Role culture

People have clearly
delegated authorities Power
within a highly defined ——
structure

Hierarchical bureaucracy

Power derives from a
person's position

Little scope exists for
expert power

tutor2u




TASK CULTURE

High cooperation level / High power distribution

Task culture
Many project or matrix organisations have a task

Eultlljre, which is mainly regult-?r1entedl. d T —
mployees are experienced professionals and are SartcalarBroblems

problem-solving oriented. They want to complete
their tasks and/or projects correctly. Employees
rely on both their own expertise and that of their
colleagues. Task culture organisations often
deploy temporary teams, in which cooperation is No single power source
paramount. The hierarchical power is not Matrix organisation
necessarily connected to a specific person, but is
spread over the entire organisation. Results are
more important than rules, the balance of power
or individual personal needs. Expertise and
flexibility are central, and coordination depends
on the task and/or project requirements. For
example, a deadline or a high-quality end result.

Power derives from
expertise as long as a team
requires expertise

Project Teams

Team may develop own
objectives (a risk)

tutor2u




PERSON CULTURE

Low cooperation level / High power distribution

A person culture can often be found in professional
organisations where employees have complete . _
independence, are highly educated and can work with their
own expertise. Think of law firms, health companies or
academic research teams. The organisation is ent1rel%/ in
service of the people who work there. It is all about the
knowledge and expertise of the employees, who are_
preferab 'P/ referred to as ‘members of the organisation’
instead. The number of employees in a person culture is

?,enerally small. In a person culture, the individual is central.

n these organisations, there are few rules and procedures.
What links employees are departments and services they
jointly use and depend on, such as the building they share,
record keeping with reception and a supporting service such
as IT. Their shared interests and values are als0 a binding
element. Because it is often unclear who has final
respon51b1l1t¥ there may occasionally be coordination
problems wi hin these types of organisations. In general, a
pure’ person culture is Very rare. In most cases, a person
culture will only be short-lived, and the organisation will
gradually shift towards one of the other cultural typologies.

Person culture

People believe themselves to
be superior to the business

Business full of people with
similar training, background &
expertise

Common in firms of
professionals — e.g.
accountants & lawyers

Power lies in each group of
individuals

tutor2u
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FACTORS INFLUENCING CULTURE
OF AN ORGANISATION




Two Primary Culture Dimensions
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Caring

Eight Styles Of compas:

Company Culture

(As studied by researchers at Spencer Stuart)

Learning

Enjoyment



Results

Authority

Eight Styles Of

Company Culture Safety

(As studied by researchers at Spencer Stuart)

Order



Integrated Culture: The

Framework |
Learning Purpose
Enjoyment - Caring
Results. .Order
Authority. .Safety

SOURCE SPENCER STUART
FROM “THE LEADER’S GUIDE TO CORPORATE

CULTURE,” BY BORIS GROYSBERG, JEREMIAH LEE,
JESSE PRICE, AND J. YO-JUD CHENG,
JANUARY-FEBRUARY 2018 © HBR.ORG
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PROS AND CONS OF
CULTURALSTYLE

Every culture style has strengths and
weaknesses. The table summarizes the
advantages and disadvantages of each
style and how frequently it appears as a
defining culture characteristic among the
companies in the study completed by the
Harvard Business Review.

CULTURE STYLE

CARING
Warm, sincere, relational

PURPOSE
Purpose driven, idealistic,
tolerant

LEARNING
Open, inventive, exploring

ENJOYMENT
Playful, instinctive, fun
loving

RESULTS
Achievement driven, goal
focused

AUTHORITY
Bold, decisive, dominant

SAFETY
Realistic, careful, prepared

ORDER
Rule abiding, respectful,
cooperative

NOTE SUM OF PERCENTAGE

ADVANTAGES

Improved teamwork, engagement,
communication, trust, and sense of
belonging

Improved appreciation for diversity,
sustainability, and social responsibility

Improved innovation, agility, and
organizational learning

Improved employee morale, engagement,
and creativity

Improved execution, external focus,
capability building, and goal achievement

Improved speed of decision making and
responsiveness to threats or crises

Improved risk management, stability, and
business continuity

Improved operational efficiency, reduced
conflict, and greater civic-mindedness

DISADVANTAGES

Overemphasis on consensus building may reduce
exploration of options, stifle competitiveness, and
slow decision making

Overemphasis on a long-term purpose and ideals
may get in the way of practical and immediate
concerns

Overemphasis on exploration may lead to a lack of
focus and an inability to exploit existing advantages

Overemphasis on autonomy and engagement may
lead to a lack of discipline and create possible
compliance or governance issues

Overemphasis on achieving results may lead to
communication and collaboration breakdowns and
higher levels of stress and anxiety

Overemphasis on strong authority and bold decision
making may lead to politics, conflict, and a
psychologically unsafe work environment

Overemphasis on standardization and formalization
may lead to bureaucracy, inflexibility, and
dehumanization of the work environment

Overemphasis on rules and traditions may reduce
individualism, stifle creativity, and limit
organizational agility
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CLAN CULTURE
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THE HIERARCHY CULTURE
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HOW AND WHY DOES

ORGANIZATIONAL CULTURE CHANGE?
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Four Levers for Evolving a Culture




Four Levers for Evolving a Culture
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Four Levers for Evolving a Culture
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PROS OF ORGANIZATIONAL CHANGE

Staying Current with Industry Trends

New Business Opportunities _
plies herself to
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Encouraging Business Innovation
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Increased Business Efficiency
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production process in a factory.

Improved Employee Attitudes and Morale

mployee attitudes and morale. A change in human resources
casual dress code, may be welcomed by employees. When a
ay feel that they have more input regarding their job functions.



CONS OF ORGANIZATIONAL CHANGE

Impact on Mental Stress

Loss of Loyalty and Increased Turnover

Increased Time Away From Work

Life Changes Caused by Restructuring
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Organizational Structure, Organizational

Culture, And Organizational Behavior.

Organizational Structure

Organizational Culture

Organizational Behavior
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Relationship Between The Organizational
Structure, Organizational Culture, And
Organizational Behavior.
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Relationship Between The Organizational

Structure, Organizational Culture, And
Organizational Behavior.

VALUABLE READS ON THE TOPIC
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http://www.ekof.bg.ac.rs/wp-content/uploads/2014/06/263.pdf
https://smallbusiness.chron.com/difference-between-organizational-culture-organizational-structure-25206.html
https://smallbusiness.chron.com/effects-organizational-structure-behavior-65759.html
https://yourbusiness.azcentral.com/organizational-structure-culture-3006.html
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