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UNIT 4

Organizational Culture

Functions of organizational culture, Organizational Socialization, 

Assessing Cultural Values and Fit, Cross-Cultural issues



Organizational Culture

Definition: 

Organizational culture, as the name suggests is the culture inherent in the

organization, which determines its internal atmosphere and overall

personality.

⮚ It refers to a pattern of accepted and learned behaviour, which are

mutually shared and are taught to the new joiners as to how to perceive,

think and behave in the organization.

⮚ It develops a sense of identity and uniqueness in the employees.

⮚ It is a system of common values, beliefs, ideas, preferences, assumptions,

code of conduct, unwritten rules, priorities, and principles, that guides
employees of appropriate and inappropriate behaviour.



Dimensions of Organizational Culture



Dimensions of Organizational Culture

🠶 Innovation and Risk-Taking: The extent to which employees are motivated to

become innovative, willing to experiment and take risks.

🠶 Attention to detail: The standard to which organizations workers are expected to

work on precision, analysis and pay attention to details.

🠶 Outcome Orientation: The degree to which the company’s management is

oriented towards the outcomes instead of the strategies and processes

employed to achieve them.

🠶 People Orientation: The extent to which the impact of the decisions made and

the consequences of these decisions on people of the organization are

considered by the management, through greater participation. Hence, it is all

about the degree of value and respect for people working in the organization.



Dimensions of Organizational Culture

🠶 Team Orientation: The extent to which relevance is given to effective

teamwork in comparison to the individual efforts and contributions to the

organization, by way of collaborative problem-solving.

🠶 Aggressiveness: It is all about the employee’s approach to the work, i.e.

the extent to which employees show competitiveness towards work,

instead of having a casual approach.

🠶 Stability: It determines how open an organization is, with respect to

change. Moreover, it is also associated with the company’s status quo,

i.e. to what extent the company gives preference on maintaining the

statement of affairs.



Levels of Organizational Culture



Levels of Organizational Culture

🠶 Assumptions: It indicates the basic beliefs concerning human tendency

and reality, but it cannot be read and understood.

🠶 Beliefs and Values: It refers to the common principles, standards and

goals of the organization, reflecting the greater level of awareness.

🠶 Artefacts: It determines visible or say tangible features of the

organizational culture, but are usually taken for granted.



Types of Organizational Culture



Types of Organizational Culture

Bureaucratic

🠶 There is a well-defined, formal, structured work environment that depends
on authority, hierarchy and procedures to keep the organization running

smoothly. There is a focus on efficiency, reliability and smooth execution.

🠶 Goal     : Predictability

🠶 Identity : Belonging – The organization will take care of you in exchange for 

loyalty.

🠶 Orientation : How things are done – accuracy, efficiency in task completion

🠶 Approach to work : Do things right

🠶 Leadership style :  Authority

🠶 Downside : Red tape



Types of Organizational Culture

Community

🠶 This is a friendly environment to work in. People are relationship-oriented and
express themselves more openly. There is a high level of involvement and

teamwork. A great value is placed on trust and morale, and at times

established policies may be disregarded in order to maintain positive
relationships.

🠶 Goal     : Synergy

🠶 Identity : Belonging – You are part of a family that cares about you

🠶 Orientation : How things are done – teamwork

🠶 Approach to work : Do things together

🠶 Leadership style : Mentor

🠶 Downside : Group think



Types of Organizational Culture

Competitive

🠶 There is a customer-focused, goal-oriented attitude with a strong emphasis
on delivering results. Policies, procedures, and measures are aligned to

respond to the demands of the market and meet customer needs. The

environment is challenging and competitive. Top performers are rewarded

and highly regarded.

🠶 Goal     : Winning

🠶 Identity : Meritocracy

🠶 Orientation: Results – winning

🠶 Approach to work: Do things best

🠶 Leadership style: Coach

🠶 Downside: Stress and burnout



Types of Organizational Culture

Entrepreneurial

🠶 There is an entrepreneurial, innovative environment where risk-taking,

experimentation and creativity are more important than policies or

procedures. Individual initiative and freedom are encouraged. The
atmosphere is dynamic and free-wheeling, and roles are not always clearly

defined.

🠶 Goal     : Innovation

🠶 Identity : Individual initiative

🠶 Orientation: Results – creative new ways to solve problems

🠶 Approach to work: Do things differently

🠶 Leadership: Emergent (arises in relation to what’s needed)

🠶 Downside: Chaos



Functions of Organizational Culture



Organizational Socialization
🠶 Organizational socialization - also called onboarding - is “…the process by which

newcomers make the transition from organizational outsiders to insiders”.

🠶 The overall goal of organizational socialization is to facilitate newcomer

adjustment.

🠶 Adjustment means,

🠶 that new employees understand the key tasks of their job (i.e., role clarity), 

🠶 have confidence in their ability to perform the key tasks of their job (i.e., self-

efficacy), 

🠶 feel like they are an accepted member of the organization (i.e., social 

acceptance), 

🠶 understand the organization’s culture (e.g., goals, values, norms).



Organizational Socialization
🠶 Organizational socialization tactics can be characterized in six dimensions:

• Collective or individual: the degree to which newcomers share common group
experiences versus individual ones.

• Formal or informal: formal tactics involve giving newcomers a set of officially
prescribed and customized experiences apart from experienced employees, such as
through an academy or internship, whereas informal tactics involve unplanned
learning through trial and error while working amongst experienced employees.

• Sequential or random: the degree to which newcomers progress through distinct
phases.

• Fixed or variable sequencing: the degree to which the socialization process has a
stated timetable.

• Serial or disjunctive: the degree to which existing workers help socialize and
mentor newcomers.

• Investiture or divestiture: the degree to which a newcomer’s identity is affirmed
versus stripped away.



Assessing Cultural Values and Fit

🠶 When hiring new employees, it’s important to ensure that they will fit into the

company culture.

🠶 A bad fit can cause problems in the workplace, so we should strive to hire only

people who are a good match for the company.

🠶 The first step in creating a strong culture is to understand what your employees

value and how they like to work.

🠶 We can then conduct a cultural fit assessment when hiring any new employee.



Assessing Cultural Values and Fit
🠶 Cultural fit assessments can help to identify:

• The values of your candidates

• What motivates them

• How they like to work

🠶 Cultural fit is important because it influences employee engagement and

productivity, which in turn affects customer satisfaction, retention rates, and

profitability.

🠶 Conducting effective cultural fit assessments helps organizations identify

candidates who will thrive in their environments.



Assessing Cultural Values and Fit
🠶 Top 25 Culture Fit Interview Questions:

1. What gets you excited about coming to work?

2. What surprises people about you?

3. What’s the biggest problem in most offices today?

4. What did you like most/least about your last company?

5. Where/when/how do you do your best work?

6. How could a manager best support you?

7. Describe the best/worst team-building exercise you have ever participated in.

8. What three things do you need to succeed in this position?

9. What motivates you to do your best work?

10. How do you prefer to communicate with coworkers?

11. Describe your dream job.

12. What does a successful company culture look like to you?

13. Who inspires you and why?



Assessing Cultural Values and Fit
🠶 Top 25 Culture Fit Interview Questions:

14. How would you describe our company culture?

15. How do you give/respond to critique?

16. Which of our company’s core values do you most/least identify with?

17. What does work-life balance mean to you?

18. What role does kindness/empathy/humour play at work?

19. What does your decision-making process look like?

20. Would you rather work alone or with a team?

21. What would be your ideal work schedule?

22. Would you describe yourself as an introvert or extrovert? Why?

23. What type of learner are you? (visual, kinesthetic, etc.)

24. Do you prefer to be looped-in for every step of the decision-making process or only once a
decision is made?

25. What management style motivates you to do your best work?



Cross-Culture

🠶 What Is Cross Culture?

🠶 Cross culture in the business world refers to a company's efforts to

ensure that its people interact effectively with professionals from

other backgrounds.

🠶 It implies a recognition of national, regional, and ethnic differences in

manners andmethods and a desire to bridge them.



Cross-Culture

🠶 Cross Culture Examples

🠶 Accepting a business card from a Japanese businessperson is not a casual

action. The person presenting the card will bow and present it with both hands.

The recipient takes it with both hands, indicating respect.

🠶 In China, giving a direct "yes" or "no" answer, or demanding one of anyone else,

is considered very rude. Meetings are for talking things over, not announcing

decisions.

🠶 In Mexico, business is done primarily among friends and family. Visiting

business people often seek an introduction through an intermediary with local

connections.



Cross-Culture
🠶 Cross Culture Examples

🠶 It is not considered polite to say 'no' in India. If a person does not like a proposal or

proposition, they would actually agree, but with a qualifier. They would say yes to an

unacceptable proposal, then counter with a more acceptable one.

🠶 When speaking to a Japanese colleague who has closed their eyes, do not take

offense! They are listening intently, not nodding off. Closing their eyes shows respect for

the speaker's opinion or interest in what they are saying.

🠶 In many cultures, for example, countries in Asia, it is considered impolite and aggressive

to hold eye contact with a person. This characteristic contrasts with Americans who hold

eye contact as an indication of engagement and respect.

🠶 A waiter or hairstylist in the United States should not expect to receive a tip from an

Australian tourist. It is not customary to tip for such services in their country.



Cross-Culture

🠶 What Is Cross-Cultural Communication?

🠶 It is the process of respectfully engaging with people from other cultures.

🠶 It involves verbal and nonverbal communication skills that consider the

differences in beliefs and norms among cultures.

🠶 Learning to interact with people from other cultures opens up people's life

experiences, enabling participation as global citizens.

🠶 A worker needs to know how to communicate with colleagues and

potential customers in countries outside of their own to be successful..



Cross-Culture

🠶 Cross-Cultural Communication Importance

🠶 Cultivating cross-cultural communication in a business setting is a key factor in a

company's viability and revenue growth.

🠶 Thus, it becomes essential for employees to gain the necessary skills to interact with

people of cultural backgrounds outside of their own.

🠶 Not possessing cross-cultural communication skills could lead to the loss of reputation,

profits, and the ability to attract and retain good talent among a diversified pool of

workers.

🠶 The framework for developing these skills is grounded in respecting cultural differences.

Ignoring differences can lead to offensive behaviors. It matters what is said and done

in acknowledging and embracing cultural differences to foster good communication.

🠶 It is the process of respectfully engaging with people from other cultures.



UNIT 5

Personality and Organization

Meaning, Application of Personality theory in organization, traits,

Common personality measurement tools.



Personality and Organization

Personality (Organizational)

⮚ Organization Personality epitomizes how an institution perceives, interprets,

evaluates, and responds to real and potential risks, problems, and

opportunities with employees, patrons, and partners.

⮚ An organization's personality is the melding of one or more dominant

employee traits, cognition, and emotional patterns with external and internal

influencers that encourage and empower positive workplace behavior and

decision-making.



Personality and Organization

Traits (Inherited)

A trait is an inherent characteristic of a person and generally considered to be innate and

unable to be learned or taught. Traits may be physical, such as eye color, or behavioral,

contributing to a type of personality. An outgoing individual would have a different personality

trait than someone who is an introvert. Because traits define habitual patterns of behavior,

thought, and emotion, they provide a foundation for predicting behavior.

Behaviors (Learned)

Behavior is something you can do because someone taught you how to do it. Knowing how to

read or how to play baseball are examples of learned behaviors.

Traits and Behaviors: The Differences 

The difference between a behavior and a trait is simple: a trait is virtually impossible to change,

whereas behavior can be changed.



The Personality Concept: Individual 

and Organization

Personality, as viewed in individuals, is an easy concept to

understand as it encompasses the traits, characteristics, and

eccentricities that set one person apart from everyone else. Similarly,

the business and public sector adaptation provides the foundation

for fashioning the responsive business models, infrastructures, and

strategies that effectively guide the offering and support of products

and services.



Measuring Personality and Traits

🠶 Openness: how willing and eager an individual is to try new experiences and

consider new ideas

🠶 Conscientiousness: how concerned an individual is to be organized, punctual,

reliable, and dependable

🠶 Extraversion: how eager an individual is to be outgoing and have social

interaction

🠶 Agreeableness: how desirous an individual is to please others and be friendly,

sensitive, and kind

🠶 Neuroticism: how negative, moody, and emotionally unstable an individual is.



Measuring Personality and Traits



Personality Tests Used by Employers

🠶 Myers-Briggs Type Indicator.

🠶 Caliper Profile. 

🠶 16 Personality Factor Questionnaire. 

🠶 SHL Occupational Personality Questionnaire. 

🠶 HEXACO Personality Inventory-Revised. 

🠶 Revised NEO Personality Inventory. 

🠶 Eysenck Personality Inventory. 

🠶 DISC personality test.



Myers-Briggs Type Indicator



Myers-Briggs Type Indicator (MBTI) 
Personality Type Guid





Caliper Profile

The Caliper Profile is an objective assessment that accurately

measures an individual's personality characteristics and individual

motivations in order to predict on-the-job behaviors and potential.

A score of 60 and above is a good result on the Caliper assessment

test, and it indicates that you are a good match for the job and that

you are likely to succeed in it.



Caliper Profile
https://calipercorp.com/caliper-profile/

The Caliper Profile is an objective assessment that accurately

measures an individual's personality characteristics and individual
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Caliper Profile
https://calipercorp.com/caliper-profile/



SHL Occupational Personality Questionnaire 

(Saville & Holdsowrth Ltd)

https://www.shl.com/



SHL Occupational Personality Questionnaire 

(Saville & Holdsowrth Ltd)



SHL Occupational Personality Questionnaire 

(Saville & Holdsowrth Ltd)
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