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Learning outcomes Discuss the seven dimensions of culture in the Organizational Culture Profile. The general assumption is that employees should have the same basic values as the company they work for. Understanding the set of values that could be used to describe an organization's culture helps us identify, measure, and manage
that culture more efficiently. One framework that provides insight into different types of organizational culture is the seven-dimensional Organizational Culture Profile (OCP). OCP is an instrument initially developed by consultants Charles A. O'Reilly III, Jennifer Chatman and David F. Caldwell to evaluate a suitable organization of persons.
In theory, employees should have the same basic cultural assumptions and values as the company they work for. According to OCP, each corporation can be described as one of the following: Detail-oriented It's no surprise that detail-oriented companies similar to meticulous attention to detail. These companies tend to be in customeroriented industries where such precision is valued. For example, Four Seasons Hotels is dedicated to providing customers with exactly the service they prefer and keep a record of each guest's experiences, preferences and expectations. Employees working for the Four Seasons must have an eye for detail and thrive in keeping
meticulous records. Innovative individuals who want opportunities to invent new products or services should consider working for companies such as W.L. Gore and Associates, the manufacturer of GORE-TEX or 3M. These companies not only encourage innovation, but give employees time to work on their own projects. This approach
can result in a wide range of exciting new products developed by engineers or scientists working alone. Aggressively Although some companies value cooperation, others value aggressive competition. Stratasys, a manufacturer of 3D printers, was ready to make enemies to survive and thrive. Stratasys expanded rapidly with growth,
acquisitions and mergers to gain a dominant position in the 3D printer industry. Sometimes Stratasys' aggressive approach got into the company's legal battles – but the company continued to do well. Outcome-oriented companies are focused on results. In RE/MAX, for example, employees are trained to sell products and are evaluated
based on their sales results. RE/MAX, short for Real Estate Maximums, is an American international real estate company operating through the franchise system. The company has held the number one market share in the United States and Canada since 1999. Stable employees in a stable corporation know exactly who is in charge, who
to contact and what they are expected to achieve. Kraft Foods, for example, is a very stable organization with strong bureaucracy. Although consistent, however, Kraft is not known for innovation or creativity. People-oriented If you work for a people-oriented corporation, you can the company that cares about you. They value fairness and
uphold the rights and dignity of individuals. Software company SAS is a good example of a people-oriented company that offers employees a wide range of individualized benefits, including on-site childcare. CEO Jim Goodnight's philosophy is: Treat employees like they're making a difference, and they will. The result: a loyal and
dedicated workforce. Team-oriented employees who like to collaborate and collaborate with team members are well engaged in team-oriented companies. Whole Foods, for example, expects its employees to function as team members and to support other team members when needed. This creates strong, solid relationships within
working groups. There is not one best kind of corporate culture, and many larger corporations actually show more than one culture. For example, the sales department may have an aggressive culture, while marketing is more team-oriented. In general, however, corporations can be grouped into the categories mentioned above.
Contribute! Did you have an idea to improve this content? We'd love your input. Improve this pageLearn More This article sheds light on the five main dimensions of organizational culture, namely, (1) Dominant culture and subcultures, (2) Strong culture and weak culture, (3) Mechanistic and organic cultures, (4) Authoritarian and
participatory cultures and (5) National culture versus organizational culture. 1. Dominant culture and subcultures: Dominant culture is a set of fundamental values shared by most members of the organization. When we talk about organizational culture, in general we mean only the dominant culture. The dominant culture is the macro view,
which helps guide day after day, employee behavior. A subculture is a set of values shared by a small minority of members of an organization. Subcultures arise as a result of problems or experiences shared by members of the department or unit of the organization. In subculture, the fundamental values of the dominant culture are
retained, but changed to reflect the different situation of the individual unit. For example, a marketing department may have its own subculture; the purchasing department may have its own subculture depending on additional values that are unique only to these departments. It is necessary for each organization to have a dominant culture
because if there are only a number of subcultures, the value of organizational culture as independent variables will decrease and the concept of shared behavior will no longer be effective. Moreover, if subcultures come into conflict with dominant culture, they will weaken and undermine the organization. However, many successful
companies have found that most subcultures help members of a particular group cope with certain everyday problems they face. These members can also support many, if not all, core values of a dominant culture. 2. Strong culture and weak Organizational culture can be strong or weak. A strong culture will have the following features: (i)
Strong values and strong leadership. (ii) A strong culture is always widely shared. Sharedness refers to the degree to which organizational members have the same core values. (iii) A strong culture is intensively maintained. The intensity refers to the degree of commitment of the members of the organisation to fundamental values. A
strong culture will have a major impact on the behaviour of its members, as a high degree of commonality and intensity creates an internal climate of high behavioural control. Weak culture is precisely the back of a strong culture in every way. The advantages of a strong culture are reduced turnover and positive attitude of employees. A
strong culture shows high agreement among members about what the organisation stands for. Such unanimity of purpose builds cohesiveness, loyalty and organizational commitment. As a result, traffic is low and employees have a positive attitude towards the organization, the opposite will happen if the culture is weak. The limitations of
a strong culture are that it will lead to group thought, collective blind spots and resilience to change and innovation. 3. Mechanistic and organic cultures: The values of bureaucracy and feudalism are on display in the mechanistic type of culture. People limit their careers only to their own specializations, and organizational work is
concerned as a system of narrow specialization. It consists of a traditional form of organization in which the body flows from the highest level of organization to lower levels. Communication channels are also well defined and prescribed. The main limitation of this method is that although people are loyal to their departments, but
interdepartmental rivalry and bigotry is always there. This type of culture resists any kind of change, as well as innovation. Organic culture is just a contrast to mechanistic culture. There are no prescribed communication channels, departmental boundaries, hierarchy of powers, or formal rules and regulations. In this form of culture, there is
more stress on flexibility, counselling, change and innovation. There is a free flow of communication- both formal and informal. Much emphasis has been placed on teamwork and task achievements. There are no rigid departmental boundaries and entire staff understand the problems, threats and opportunities facing the organization. The
entire staff as a team are ready and ready to take on the appropriate roles to solve the problems. 4. Authoritarian and participatory cultures: In authoritarian culture, power is centralized in the leader and all subordinates are expected to strictly obey orders. Discipline is stressed and any disobedience to orders is severely punished to set an
example for others. This culture is based on the basic assumption that the leader knows what is good for the organization and that it always acts in organizational interests. This culture discourages professionalisation because professionals are considered equal. Participatory culture is based on the assumption that when all people who
work in an organization participate in decision-making, they are likely to be more committed to decisions rather than those decisions imposed on them by one authoritarian leader. Group problem solving always leads to better decisions because a few minds working together are considered better than one mind working alone. If we
discuss something new, points and information appear, which help make decisions. 5. National culture against organizational culture: Organizational culture is always influenced by the culture of the country, regardless of the origin of the company. Or in other words, if there is a conflict between organizational culture and national culture,
organizational culture generally prevails. For example, any company operating in India, whether Indian or foreign, observes local culture. They proclaim the same holidays, celebrate the same festivals and organize the same functions and cultural activities as reflected in Indian ethos. However, research also shows that while
organizational culture is important in understanding people's behavior at work, national culture is even more so. like that.
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