Seminar Plan
Organisational Culture

Lecture recap (15 min)

1. Explain the link between national and organizational culture, explain the meaning of subcultures

2. Discuss positive and negative and strong and weak organizational culture. Provide examples. 

3. Discuss one the following typologies of organizational culture, provide examples

Deal & Kennedy/Trompenaars/Charles Handy/Quinn &McGrath 
Activity 2. Subcultures and why they appear (25 min)

Students need to explore the notion of dominant culture and subcultures

A dominant culture expresses the core values that are shared by a majority of the organization’s members.  When we talk about an organization’s culture, we are referring to its dominant culture.  It is this macro view of culture that gives an organization its distinct personality.

Challenge students with the question ‘what are the subcultures and why they appear?’ Listen to their version then add your explanation (below the explanation) 

Answer: Subcultures tend to develop in large organizations to reflect common problems, situations, or experiences that members face.  These subcultures are likely to be defined by department designations and geographical separation.  

An organisation’s culture is usually developed at the top. However, the larger and

more scattered the organisation, the harder it becomes for any individual or group of

senior managers to impose a single set of cultural values.

Leading academics in the field of organisational research, Janice Beyer and Harrison

Trice, have identified four social conditions which promote the growth of subcultures:

Differential interaction. This is the extent to which individuals associate with

one another. An organisation’s size, structure and processes establish the

interaction between its employees, which can lead to the formation of

subcultures.

Shared experiences. Individuals who have shared experiences can develop

similar values, modes of behaviour and a comparable view of the world. People

in the same job role, for example, are likely to encounter the same questions,

problems and issues, which is conducive to subculture formation.

Similar personal characteristics. Individuals of comparable characteristics

such as age, education and ethnicity could form subcultures if they share the

same social space.

Cohesion. Instances such as performance success, physical isolation from

other groups, or the experience of a crisis or threat can all lead to group

cohesion and, therefore, a subculture.

In practical terms, subcultures within an organisation can emerge when: there is a merger between two organisations that previously had very different cultures (e.g. one dedicated to low cost, the other to high quality) and not enough work is invested by senior management to bring the two together departments have diverse approaches to their work. For example, a marketing department is encouraged to ‘think outside the box’ and be creative, whereas operational functions are usually more practical and concerned with meeting schedules employees perform the same job role but with very different attitudes. For example, one set have a positive ‘can-do’ approach to their work, whereas another has a negative mindset where even the most fundamental tasks are thought of as a hassle)  

Divide the class into 3 groups. And give the one type of subcultures to each group. Give them 5 minutes to prepare for the presentation and explanation of the subculture. 

	Enhancing cultures 
	This is a subculture where employees believe in the organizational culture (often referred to as the ‘dominant culture’) more strongly than in the rest of the organization. This is often made up of employees who have worked for the organization for many years. Their long service has developed a firm commitment to the organization’s beliefs and values

	Orthogonal culture 
	Here employees buy into the dominant organizational culture, but are open to a separate belief and value set. Employees who are encouraged to think creatively are often part of this subculture.

	Counterculture
	This subculture either directly challenges or rejects the dominant organizational culture, often creating an uneasy relationship. Merged

organizations frequently encounter countercultures, when it is decided that one

organization’s culture should be dominant but this sits at odds with the culture that the other organization was used to.


Activity 3. Socialisation Process: The Insider-Outsider Passage (30 min)

You will draw the graph on white board and ask students to explain what they understood by that. After, the tutor will explain the process with examples (there is explanation below). 
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No matter how good a job the organization does in recruiting and selection, new employees are not fully indoctrinated in the organization’s culture.  Because they are unfamiliar with the organization’s culture, new employees are potentially likely to disturb the beliefs and customs that are in place.  The organization will, therefore, want to help new employees adapt to its culture.  This adaptation process is called socialization.  This is when the organization seeks to mold the outsider into an employee “in good standing.”  Employees who fail to learn the essential or pivotal role behaviors risk being labeled “nonconformists” or “rebels,” which often leads to expulsion.  But the organization will be socializing every employee, though maybe not as explicitly, throughout his or her entire career in the organization.  This further contributes to sustaining the culture.

The stages of socialization are the following: 

Prearrival (Anticipatory Socialization (“Getting In”) Individuals arrive with a set of values, attitudes, and expectations developed from previous experience and the selection process. 

· Encounter  Individuals () discover how well their expectations match realities within the organization. Where differences exist, socialization occurs to imbue the employee with the organization’s standards.

· Metamorphosis  Individuals have adapted to the organization, feel accepted, and know what is expected of them.

Examples:

1. Pre-arrival: 

The pre-arrival phase explicitly recognizes that all the new recruits arrives the organization with a set of values, attitudes, expectations and learning. In other words, pre-arrival refers to all the learning that occurs before a new member joins the organization.

For example, an MBA graduate knows from the Professors what business is like, what to expect in a business career and acquire the kind of attitudes that will help fit in the organization. He also comes to know about the organization and the job during the selection process. Based on this pre-arrival knowledge, the individual forms some expectations of organization.

2. Encounter: 

Upon entry into organization, the new member enters the encounter stage. The role playing starts here. The member starts comparing expectations, the image of the organisation which he had formed during pre-arrival phase with reality. If expectations and reality concur the encounter is smooth. But seldom has it concurred. When the two differ, stress and frustration set in. What follows thereafter is a mental process of adjustment.

In the process of adjustment, the individual tries to replace his/her own values and norms with those of the organization. At the other extreme, the member simply cannot reconcile to those values and norms of the organization and gets disillusioned and quits the job.

3. Metamorphosis: 

In this stage, the member masters the skills required to adjust with the organization’s norms and values. This is a stage going through changes. Hence, this is called metamorphosis stage. This is, of course, a voluntary process and a conscious decision which enables the new member to become compatible with the organization. This signals the completion of socialization process.  
Activity 4. Case Study (30 min)

“Can a strong culture be too strong?” Case of Parivar, IT services firm in India (HBR, 2014 February, pp. 115-117)

1. How does national culture of India influences the organizational culture of Parivar?

2. What is the problem faced by Parivar?

3. Should Indira endorse the new People Support function?

4. Can the program be successfully applied outside India? (UK, USA?)

Activity 5. Self-Assessment Exercise (20 min)
This self-assessment is designed to help to identify a corporate culture that fits most closely with your personal values and assumptions.

Instructions

Read each pair of the statements in the Corporate Culture Preference Scale and circle the statement that best describes the organization in which you would prefer to work. Then use the scoring key to calculate your results for each subscale. This exercise is completed alone so students assess themselves honestly without concern for social comparison. However, the class discussion will focus on the importance of matching job applicants to the organization’s dominant values.

Corporate culture preference scale

I would prefer to work in an organization:  

	1a. Where employees work well together in teams.
	OR
	1b. That produces highly respected products or services.

	2a. Where top management maintains a sense of 
	OR


	2b. Where the organization listens to customers and order in the workplace. responds quickly to their needs.

	3a. Where employees are treated fairly.
	OR
	3b. Where employees continuously search for ways to work more efficiently

	4a. Where employees adapt quickly to new work 
	OR


	4b. Where corporate leaders work hard to keep 

requirements. employees happy.

	5a. Where senior executives receive special benefits 
	OR


	5b. Where employees are proud when the 

not available to other employees. organization achieves its performance goals.

	6a. Where employees who perform the best get paid 
	OR


	6b. Where senior executives are respected.the most.



	7a. Where everyone gets their jobs done like 
	OR


	7b. That is on top of new innovations in the industry.clockwork.

	8a. Where employees receive assistance to 
	OR


	8b. Where employees abide by company rules.overcome any personal problems

	9a. That is always experimenting with new ideas in 
	OR


	9b. That expects everyone to put in 110 percent for 

the marketplace. peak performance.

	10a. That quickly benefits from market opportunities.
	OR


	10b. Where employees are always kept informed of

what’s happening in the organization.

	11a. That can respond quickly to competitive threats.

.
	OR


	11b. Where most decisions are made by the top executives

	12a. Where management keeps everything under
	OR
	12b. Where employees care for each other


Source: http://www.uni-graz.at/iimwww/iimwww/orgculture.pdf   

At the end of the activity you will give, demonstrate on projector the scoring key that the students should count their scores themselves. And after counting the tutor will ask 3 or 4 students about their results and matches them to the culture types given below. 
Scoring Key

In this scoring key, write in a “1” if you circled the item (indicated by number in the key) and “0” if you did not. Then add up the scores for each subscale. The maximum score for each subscale is 6 and the minimum is 0. The higher the score, the more you are likely to feel comfortable in that type of culture  

Explanation of Subscales

These subscales may be found in many organizations, but they represent only four of the many possible organizational culture values. Also, keep in mind that none of these subscales is inherently good or bad. Each is effective in different situations. 

	Control culture
	_______ 

(2a)
	_______ 

(5a)
	_______ 

(6b)
	________ 

(8b)
	________ 

(11b)
	_______ 

(12a)

	Performance culture
	________ 

(1b)
	_______ 

(3b)
	_______ 

(5b)
	_________ 

(6a)
	________  

(7a)
	________  

(9b)

	Relationship culture
	________ 

(1a)
	________ 

(3a)
	_______ 

(4b)
	________ 

(8a)
	________ 

(10b)
	________ 

(12b)

	Responsive culture
	________ 

(2b)
	________ 

(4a)
	________ 

(7b)
	________ 

(9a)
	________ 

(10a)
	________  

(11a)


Control culture.

This culture values the role of senior executives to lead the organization. Its goal is to keep everyone aligned and under control.  

Performance culture.

This culture values individual and organizational performance and strives for effectiveness and efficiency. 

Relationship culture.

This culture values nurturing and well-being. It considers open communication, fairness, teamwork, and sharing a vital part of organizational life. 

Responsive culture.

This culture values its ability to keep in tune with the external environment, including being competitive and realizing new opportunities.
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