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2.1.Introduction

Until the beginning of the 1980s, a view prevaithdt established strategy
of action as well as existing organizational stwoetare the changeables that
best give characteristics of an organization. H@wegpectacular success of
Japanese enterprises (previously a synonym of leaditg)) in American market
brought about a great interest in cultural conditigs of enterprises. Becoming
aware of the fact that an organization employsvthele person not only his or
her professional skills caused that nonmateriauees and the so called “soft”
management concepts, from among wlochanizational culture [18, p. 1] is
often mentioned at the first position, have gaimednportance. It is currently
perceived not only as a mechanism integrating eyagl® but also as an
essential strategic source with economic dimenfliop. 9]. The importance of
organizational culture is that of a basic progroseficompany future [4, p. 11]
and a factor forming competitive position in enwvineent.

Realizing the importance of organizational cultir@nanagement process is
particularly importanfor young managerswho form in a way the character of
an organization when entering it and are able beesorganizational and social
problems as well as foster enterprise’s developrbgnintroducing intentional
changes in existing cultural conditionings. Bearthgg in mind, identification
and evaluation of cultural models existing in ofigations by young, still
learning managers as well as showing their preé&®nconcerning
organizational cultures in business practice, leg®ime thaim of this study.
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In order to realize it, empirical research was cmted with the use of
questionnaire method among diploma semester swdenthe Institute of
Organization and Management at the Technical Usityeof £O0d.

2.2.Definitions and components of organizational cultue

Organizational culture is an element inherent irergvorganization,
understood substantially [28, p. 266-267] as aectibbn of social and technical
elements internally organised and interrelatedaied from environment. [13, p.
45-46]. The interest in organizational culture imrmagement sciencesates
back to the 1940s. Culture, in reference to anroegdion, was first defined by
E Jaques in 1951 in a classic publication on Gtataetory in England.
Organizational culture was defined by him as a t@usiry or traditional way of
thinking and acting, shared to a greater or ledsgree by all members, which
has to be learnt or at least partially accepteddwy members so that they can be
accepted by a company” [11, p. 251].

The real interest began in the 1980s and was cdussgectacular success
of Japanese companies which were regarded ealeesgnonym of low quality.
Ambiguity of the concept of organizational culturend, on the other hand,
diversity and expectations as to possibilities xjpl@ining various occurrences
taking place in an organization, causes that timeeyat of organizational culture
is still the subject of disputes and controversies.

Definitions of organizational culture differ dep@mgl on whether they relate
to the way of thinking or acting or whether theye areated according to
ideological or institutional approach. The diffeces can be also caused by the
field of science in which the concept is analyz&8, [p. 2-3].

Organizational culture can be defined as a synoafyorganization, one of
cultural circles, social “game rules”, organizat®rfidentity”, a system of
accepted basic meanings or values, models andastEndf behaviour or an
organization’s philosophy [24, p. 54-57].

Despite numerous terminological grasps and prdpotize definitions are
not mutually exclusive but they penetrate and cemgint each other. Due to
that, certain basic elementscan be distinguished, which are commonly

! Following S. Sudot, the term “management scierzs’ been adopted in the article, emphasizing
multitude of sources and streams of the sciencewels as their considerable internal
diversification, see [23, p. 8].

2 |n reference books, considerations on defining wkey culture are often found (e.g. it is
interesting that A.L. Kroeber and C. Kluckholn [I#Ention 160 definitions of culture), which
indicate complex and unequivocal interpretatiorthi§ phenomenon. It can be stated, though,
that the level of research on organizational calfarso advanced that it can be talked about as a
separate phenomenon. Therefore, the present stoely dot raise the issues of origin and
relationships of organizational culture with theacept of culture.
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associated with the concept of organizational celtuAccording to these
elements, organizational culture [27, p. 17-19;4.25; 5, p. 36; 19, p. 50; 2, p.
68; 22, p. 442; 10, p. 297; 21, p. 22]:

is present in every organization,

is included, hidden in the minds and hearts of feogho create an

organization and are an organization,

is a social creation, i.e. it is originated andtaued by a group of people

who form an organization,

is holistic, comprises the whole of the occurrengbijch is more than a

simple sum of its constituents, it is beliefs sdal®y members of an

organization which leave a stamp on grasping amatifying their own
organizations,

is a team phenomenon, a phenomenon of thinkingaatidg in team, it

makes organizational activity uniform and cohererg@mphasises what is

common, unites, stabilizes, diminishes uncertaingads to internal
integration enabling employees and an enterprisad@pt to changeable
environment:

* ensures entities with tested methods and instrusrardolving everyday
problems, hep understand and interpret them,

* expresses the way of understanding the world by leesnof an
organization, introduces patterns helpful in s@ecand interpretation of
behaviour programs,

* its orientation patterns are obvious assumptionstwie at the basis of
everyday activity,

* controls behaviours although it is expressed inforomalized rules,
norms and codes of action,

Is interrelated with the subjects of anthropolobiesearch such as rituals

and symbols,

is formed and develops in a process — it is artiaigghenomenon and at the

same time, self-developing, the result of the pgea learning how to cope

with problems of environment and internal coordinrat

is formed continuously, has its own history, istdrically determined and

reflects organizational history,

is passed on in socialization process, it is racelysciously taught,

changes but is difficult to change — the proces$esiltural evolution of an
organization proceed gradually and slowly,

is unrepeatable, unique, one and only, exceptioralery organization.
Organizational culture, as an inherent element éatoy various factors and

existing in every organizatiorfulfils various functions; the most important
include [25, p. 56]:
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- enabling to understand the mission and strategynafrganization as well as
identifying basic aim of an organization by its papants,

— enabling to integrate participants around meansnaad for realization of
organization’s aims as well as increasing empldyiegslvement,

— enabling to apply uniform methods of measuring ariteria of effects’
evaluation,

- enabling to improve methods of functioning and mnefalate aims if a
change is needed,

- offering common language and notional apparatus,

— defining limits of a group, admittance and rejectaiteria, enabling to form
boundaries among groups,

— marking out authority rules and status criteriaat#img to avoid conflicts
ensuing from authority, negative emotions or aggjvesactions,

- defining the way of gaining authority,

- defining when and how people exercising authostyvall as their decisions
and proposals can be criticized.

Internal contents of organizational culture canhest discovered by the
characteristics of its component elements [4, p]. Ithe structure of
organizational culture is a multilevel one — it quiees not only basic elements
but also derivative elements, the meaning of wiscaqually important. There
are many standpoints regarding presentatiocoafiponents of organizational
culture.

E.H.Schein’s [17, p. 115] model of organizationaltare in which it is
perceived as a certain whole consisting of threel$edistinguished according to
the possibility of their observation as well as ttegree of awareness among
members of the culture, is popular. The levels iaterrelated by means of
mutual relations. Artefacts are on the surfacemsoand values are lower and
basic assumptions can be found at the deepest [Eigire 1 is a graphical
presentation of E.H.Shein’s concept.

The more visible and the less realized the symptom®rganizational
culture and the lower the level they are a parth#, stronger they become and
the more difficult to change [4, p. 16].
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Easier toA .
change Artifacts

Language, behavioural an
material symbols,

Visible and realized

Partly visible and . N(.)rms a.nd valu_es_
realized Maxims, ideologies, guidelines f
behaviour, prohibitions, hierarchies @f
values (real and declared)

1 71

difficult Basic assumptions
to change Invisible and Basic patterns, orientations and notions as well a
unrealized | philosophical assumptions that control observatams
actions

Fig. 1.E.H. Schein’s clinical model of organizational culture
Source: own study on the basis of [13, p. 459;45 21, p. 33].

A slightly different approach is presented by Gfd#ede and G.J. Hofstede
[10, p. 20-22]. They distinguish four basic computseof culture, with regard to
the degree of visibility. They include: symbolsydes, rituals and values. The
components are compared to onion layers. Valuesaree core, edge which is
the most visible layer, represents symbols andrrirgdiate layers represent
heroes and rituals. Symbols, heroes and ritualsgaasped in category of
practices. L. ZbiegieMociag adds to this list elements of organizationalurelt
such as [27, p. 43-52]: ways of communicating, reyhd taboos. On the other
hand, Cz. Sikorski divides components of organizedi culture into three types
[18, p. 7]:patterns of thinking, patterns of behaviour, syrabol

2.3.Types of organizational culture with regard to ther
characteristic features

Features considered in a given case as vital, wimoseber is in fact
unlimited, can be the basis for typology of orgafianal cultures. In reference
books, types of culture described by means of tme,0r more dimensions, are
suggested.

One-dimensionalmodels are presented among the others by L. Zlsiegie
Mociag, who distinguishes the following types of orgaianal cultures [27, p.
52-63]: positive and negative, introverted and awdrted, conservative and
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innovative, masculine and feminine, beaurocratid @nagmatic, elitist and
egalitarian.

G. Hofstede and G.J. Hofstede [10, p. 53-252] wabrkat a typology of
organizational cultures, distinguishing types oftues on the basis of the
following criteria: authority distance, individuaih and collectivism,
masculinity and femininity, avoiding uncertaintygniy-term and short-term
orientation.

A. Trompenaars and Ch. Hampden-Turner’'s classifinadistinguishes
types of organizational cultures on the basis aftiooum of the following
features [26, p. 20-21]: universalism and partigsfa, analysis and synthesis,
individualism and collectivism, inner and outeruscof control, succession and
synchronization, achieving a position and receivangosition, equality and
hierarchy.

R.R. Gesteland applied a division criterion witlgaed to [7, p. 129-299]:
the degree of concentration on transactions (ptoeparand pro-transactional
cultures), forms of required and improper behawouceremonial and
nonceremonial cultures), applied forms of behawdexpressive and restrained
cultures), approach to time (monochronic and patiott cultures).

M. Czerska, on the other hand, divides types ofmigational culture on the
basis of the classification of organizational crégiworked out by Cz. Sikorski
[20, p. 240-267]. According to it, cultures of highd low uncertainty tolerance
can be distinguished. On the basis of these aijttre author distinguishes pairs
of culture types with regard to the following crite[4, p. 32-34]: attitudes to
experiments and new experience, right to risk, isglyroblems, superior-
subordinate relationship, communicating system,icbasurce of exercising
power, attitude to dissidence, relationships withvi@nment, attitude to
changes, attitude to company, position of worki@rdrchy of values, evaluation
criterion of organization and its participants.

Two-dimensional models distinguishing four types of cultures, are
particularly popular as far as multidimensional miscare concerned. According
to R. Harrison’s research,[®. 119-128§ four types of organizational cultures
can be singled out depending on their orientatiovatds: authority, role, tasks
or people. This division was also created irrespelgt by Ch. Handy [8, [after:]
27, p. 63-67] who illustrated types of culture aave them the names of Greek
gods: Zeus, Apollo, Athena and Dionysius. Figuitugtrates this conception.
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high level of formalizatio

APOLLO OR ROLE ATHENS OR TASK
CULTURE CULTURE
- structure is the basic value, - knowledge and competencies
- rights and priviliges are clearly | are respected values,
defined, - changeable structure,
- aiming at rationality, - authority entrusted on the basis
stability, orderliness. of competencies,
_ - orientation to successive,
2 planned development, o
o IS
N N
(-U —_
: > £
= ZEUS OR POWER CULT DIONYSIUS OR §
% PERSON CULTURE =
= - everything in the companyis o
subordinate to a centre - focus on satisfying people’s
(the management), needs,
- range of power depends on - authority is given on the basis
distance from a centre, of substantive authority,
- development and profits are - caring about inter-human
valued, relations.

- tendency to compete,
- taking advantage of weaker
organizations.

low level of formalizatio

Fig. 2. Typology of organizational culture according toHRrrison and Ch. Hendy
Source: own study on the basis of [27, p. 63-67].

Other way of perceiving types of organizationalund is presented by T.B.
Deal and A.A. Kennedy [6 [after:] 16, p. 35-37]. @re basis of the risk of
activities criterion as well as market feedbackurfdypes of culture are
distinguished: bet-the-company, process, toughrgagho and work-hard play-
hard culture. This characteristics is presentadbfe 1.
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Table 1. Typology of organizational cultures according t8 TDeal and A.A. Kennedy

Risk of actions taken
high low
BET-THE-COMPANY PROCESS CULTURE
CULTURE - slow feedback,
- high risk of functioning, - low risk of functioning,
- slow feedback, - ad hoc actions,
- costly mistakes, - artificial interhuman
- heroes relationships,
supersellers, - excessive celebrations,
slow | _ pig role of communication | - dislike for innovations,
and personal contacts, - significance of formal
- frequent meetings ritual, positions,
- rites strengthening - company protectors in the
motivation, role of heroes.
- ,quantity” is the value in
Speed of itself,
market - short time horizon.
feedback TOUGH-GUY MACHO WORK-HARD
CULTURE PLAY-HARD CULTURE
- fast and firm action, - fast feedback,
- high risk and fast feedback,| - significance of hierarchy,
- big role of temper and - big role of reflection and
knowledge of individuals, reason,
rapid | - strong _fights, - great role of authorities,
aggressiveness, - demand for mentors,
- significance of ,chance”, - using elements of fun in
- rituals protecting from functioning,
failure and excessive stress, | - big personal activity at low
- results visible fast, risk of functioning, gentleness
- fast promotion and of manners in business.
changeability of tasks.

Source: [16, p. 36].

Typology created by K.S. Cameron and R.E. Quinp[3,1-85], who create
the so called competing values framework considering organizational
performance criteria as essential dimensions ofaromgtional culture
description, also deserves attention. The first etision defines criteria
emphasizing flexibility, independence, dynamismwasl as criteria stressing
invariability, order and control. The second dimensincludes performance
criteria that put emphasis on orientation to inmatters, integration and unity,
on the other hand, and criteria linked with oriéiota to positions in
environment, diversity and competition, on the otfidne comparison of these
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values leads to configuration of four types of oigational culture: hierarchy,
market, clan, adhocracy.

An organization in whichhierarchy culture dominates, is a highly
formalized and hierarchised place. In the long feorganization aims at
stability and predictability. Efficiency, punctusli and work without
disturbances, are important criteria. Organizati®é characterized by
subordination to procedures and abiding by ruless lassumed that control
fosters efficiency. The leader is the co-ordinatobserver or organizer.
Managerial skills in the scope of assimilation ngeraent and management of
coordination and control system are crucial .

Organization withmarket type of organizational culture operates mostly
due to economical market mechanisms, financial axgh in particular.
Efficiency is measured from the point of view of nket share, achieved aims
and defeating competition. Task realization andiltesreputation or success,
are vital. Ambition and orientation towards achigyaims are valued features of
members. The leader is a supervisor, competit@raducer in this culture type
and has to be tough and demanding. Managerias skithe scope of mobilizing
employees and propagating client-oriented attitade crucial.

In clan type organizations, shared common values and commots goa
dominate, coherence and high degree of participaticd significant feeling of
community can be observed. It is assumed that gjaation fosters
involvement, therefore, members are required tsgmshe following features:
loyalty, attachment to tradition, high degree ofvdlvement and trust.
Teamwork, participation and consensus are valuedenfion is paid to
satisfying the needs of members of organizationdlue. The leader is a
counsellor, mentor or father. Managerial skillstie scope of managing teams
and employees’ development, are crucial.

Organization withadhocracy culture type is the most susceptible to
extremely restless and changeable conditions inrament. Supporting the
ability to adapt, flexibility and creativity in thesituation dominated by
uncertainty, ambiguity and excess of informatienthe main feature . Members
of this culture type are encouraged to show imtiafor creative solutions, take
risk and experiment. It is assumed that innovatigsn fosters obtaining
resources. Managerial skills in the scope of margaginovations, orientation
towards the future and managing constant improvéraea crucial.

Cz. Sikorski [18, p. 30-154] classifies types ofjamizational cultures with
regard to attitude of organization’s members tdural dissonance. Attitude to
cultural dissonance can be characterized taking astount the type of social
relations which causes that such dissonance isowised. They can be
antagonist relations that consist in aiming at igipg one’s own point of view
or nonantagonist relations in which a compromisaimed at. When crossing
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these two scales, four types of organizational uceft arise: domination,
adaptation, cooperation and competition type.

Cooperation culture is characterized by routine actions in competitive
environment, concentrating on the quality of relaships and dialogue between
people, acceptance of organizational and cultuhatafism (cultivating own
cultural patterns). Rules of autonomy, equality,veseignty, respecting
separateness, harmony with environment, concemtratn clients’ needs rather
than actions of competition, are in force in thidture type. In this culture,
conflicts and competition are avoided. Optimal #ohs are searched for, on the
basis of pragmatic criteria as well as aiming agnitive objectivization
consisting in experiments, research and analysesnldrs of an organization
identify themselves with the enterprise, opennessonhtacts with surroundings
is moderate and a conviction prevails about themtrol from the point of view
of their own culture. Democratic style is the magragnt style characteristic to
this culture type.

Competition culture is characterized by non-routine, unconventional,
creative actions in non-competitive environmentwasl as orientation to the
present. In this culture, emphasis is put on thesrplayed by people and its
members are convinced about the need for provieg@ Buperiority, there is
competition in aiming at ambitious goals. Howe\gestrong identification with
a team exists in competition culture, imposed l®/niked for participation and
team achievements. In this culture, conflicts aused, maintained and used
constructively. Due to collectivist character, thés a possibility of occurring
unproductive behaviours, being the result of gregarthinking.

In adaptation culture, high degree of awareness of cultural patterns is
observed as well as subordination to formal orgditinal aims accompanied by
permissivism and individualistic orientation to smslements together with
objective evaluation of needs and aims of oneselfaher people. Members of
organizations with this culture type concentrateclients’ needs and one’s own
professional development, are characterized byhgtreeed for achievements
and internal motivation. They identify themselveghworganization seeing in
that the most efficient way of achieving their aimfn organization with
adaptation type is characterized by high tolerasfcencertainty and is future-
oriented.

Domination culture is characterized by a strong need for safety and
avoiding uncertainty. Organization of this cultutgpe is collectivistic,
concentrates on roles played by people and isdwdtiented. Members of the
organization are convinced about their “naturaledqominance. They are
characterized by low degree of awareness of cllpatéerns. Organization with
domination culture tends to subordinate organimafioactivity to national
culture patterns. This culture is characterizeddaysing on internal matters and
keeping distance from the problems of environment.
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A preference of clear and uniform types of orgatmzeal cultures can be
observed in presented conceptions, which is regifificult to be found in
reality. Various culture types are usually seearrorganization. However, it is
certain that knowing culture type in a given orgatipn makes it easier to
prepare a program of organizational changes. Ugipgjogies of organizational
cultures is an auxiliary means, essential in trecess of researching, forming
culture knowingly and taking into account organa&l culture in management
[21, p. 57].

Awareness of existence and impact force of orgéoizal culture is
particularly important amongoung representatives of managementwho
often carry in dynamism, contemporary ideas anceldgvnent orientation. It
concerns both beginning managers, being at the sthgearching for ways of
realizing further way to development in which themg going to specialize and
improve managerial skills and upward managers, ptedhand increasing their
managerial potential [15, p. 19].

Knowing the specificity, possibilities of use anéngders of individual
culture categories, they have the possibility todifyo and properly form
organizational culture oriented to strengtheningd ateveloping positive
organizational potential. Adopting the standpoift.oSutkowski, it should be
emphasized that modifying organizational culturpassible, although it cannot
be controlled fully [24, p. 102].

It is young managers who can play an important mol¢his process. As
leaders, by means of their behaviours and statesntirgty can form norms that
get to employees and become a foundation of basiaral assumptions in an
organization. Although organizational culture isnied by all members of an
organization, it is the leaders who determine behms and can influence
development of required attitudes and values ofoglibates in ceaseless
socialization process [21, p. 71]. However, extagdknowledge on the
conditionings of forming and developing proper arigational culture as well as
observing various types of cultural solutions irsibess practice is still the
necessary condition for fulfilling this role by yog managers.

2.4.Methodology of research conducted and characterists of the
respondents

Empirical research was conducted in order to redle aim of this work,
with the use of questionnaire method, among diplaemester students of
Faculty of Organization and Management at Technidaiversity of tdd.
Random survey was used as a research techniqueeySguestionnaire
consisting of 11 questions (mostly half-open tabglzestions with a scale used
to evaluate respondents’ variant choice) was rebetwol. Complementary

37



Source: Klat K., Matejun M., Identifying and Evaluating Grgizational Culture by Young Managers, [in:]
Matejun M. (ed.), Managing the Potential of SmaidaMedium-Sized Enterprises in Business
Practice, Technical University of Lodz Press, L8840, pp. 27-53.

questions included those concerning organizationswhich organizational

culture was observed, conditions of employing stisleas well as particular

questions characterizing the respondents.

The respondents were students of the Faculty ofazgtion and
Management who fulfilled the following conditions:

1. People studying in faculties of: Management or Mgemaent and
Engineering Production. They are persons whose atidnal profile
predestines them to perform managerial functionsofganizations of
various types, taking into account particularly ooencial organizations
leading a business activity (Faculty of Managememtyi production and
service organizations (Faculties of Management aBdgineering
Production). The respondents were, therefore ddeet young managersn
initial phase of professional carrier, but ready gerform managerial
functions in organizations.

2. Diploma students on first degree (BA or Bsc) antbed degree (MA) full-
time courses took part in the research. They arsope at the end of the
process of managerial education. Therefore, theuldhpossess theoretical
knowledge concerning processes that occur in cqueany organizations,
taking into account the problems of organizationatures. Moreover, the
persons should do internships during the course¢heir studies, which
allows observation of organizational culture inibass practice.
Convenience samplingwas used in the research, taking advantage of the

students’ presence during classes and gaining eqlpim conduct research. The

research was conducted froni"t@)l 20™ April2010, survey questionnaires were
handed out during classes for the following faeslti

1. First degree BA full-course, Faculty of Management

2. First degree MA full-course, Faculty of Management

3. First degree BSc full-course, Faculty of Managemantl Engineering
Production

4. Second degree MA full-course, Faculty of Management
An overall number of 177 survey questionnaires weaaded out. 174

guestionnaires were returned (return rate was higity and equalled 98% due to

specificity of random survey). After received qu@shaires had been verified,

12 of them were rejected due to gross deficiermignistakes in answers and, as

a result, 162 survey questionnaires obtained frardesits were qualified for

final analysis.

Mostly women took part in the research. Almost 80P4espondents were
people aged form 22 to 24 years. Most of the rebkedr (82%) study at the
Faculty of Management and as regards the formudifes in the researched group,
the number is more or less equal for each type.t Mbthe researched students
have professional experience which allowed identifying and evaluating
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organizational cultures they encountered in tlusj A detailed characteristics of
the respondents taking part in the research iepted in table 2.

Table 2. The characteristics of respondents taking pastiney research

Sex N° | % Faculty N %

Woman 118 | 72,9% Management 133 829
43 Manage_ment and Engineering
Man 26,6% Production 29 18%
No information 1 0,5%
Form of studies N %

Age N % BA 48 | 29,6
21 and fewer 16| 9,99 BSc or MSc 57 35,2
22 55 | 34% MA 56| 34,6
23 32 | 19,8% No information 1 0,6
24 37 | 22,8%
25 and more 21 13% Professional experience N %
No information 1 0,5% Persons with experience 18BB,5%

Persons without experience 51 31,6%

Source: Own study on the basis of research results.

The survey shows that students taking part in #searchlearned the
subject matter of organizational culturesin the course of their education
during the following subjects: Basics of managemédtganization science,

Organizational

behaviours,

Psychology, Human

reEgsr management,

Organizational leadership, Sociology, Ethics, Grismanagement or Quality
management. The respondents pointed to the folpptinblems as the ones that
most precisely present problems of organizationklices:
- Basics of management (56% students pointed to dhigect as the one

providing valuable knowledge concerning organizaiaultures),
- Human resources management (54%),

- Organization science (42%),

- Organizational behaviours (42%).

Management basics and Organization science areuctedlin the Institute
of Organizational Management at Technical Univgreit Lodz by lecturers of
Chair of Management. The other two subjects arebgutecturers of Chair of
Management Systems and Innovation.

Moreover, the students were asked in the questienmanether they raise
the issues of organizational culture in managenreiieir diploma thesis. 14
people answered “yes” (9% of respondents), theyewmpstly students of

® N means the number of respondents’ answers fiwea gariant.
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Faculty of Management. As far as Management andnEegng Production
faculty is considered, only one person raised thablpms of organizational
culture in the thesis.

The next question concerned experiences of theamssed students
regardingobservation of organizational culture in business factice. It shows
that the researched had the possibility to obserganizational culture mostly
during their work in various types of organizatio@ertain possibilities also
occurred as a result of the necessity to do cormpulsternships by the
respondents. On the other hand, 6% of the resahsthted that so far they have
not had the possibility to observe organizationdiuce in business practice. The
results of students’ answers in this area are pteden Figure 3.

While doing a project for classes in an
0,
enterprise :I 0%

During training 11%

In other situation || 1%

—

Lack of possibility to observe OC g 6%

0% 20% 40% 60% 80%

Figure 3. Situations in which respondents had no chancés$erve organizational
culture in business practice
Source: Own study on the basis of research results.

In further considerations, attention was paid torspes who have
professional experienceand have the biggest possibilities of observatibn
organizational culture in their enterprises (it ascase of some kind of
participating observation in which employees areoived). Most of the

40



Source: Klat K., Matejun M., Identifying and Evaluating Grgizational Culture by Young Managers, [in:]
Matejun M. (ed.), Managing the Potential of SmaidaMedium-Sized Enterprises in Business
Practice, Technical University of Lodz Press, L8840, pp. 27-53.

respondents are experienced in their work (alm6%t)7 They have worked or
work mostly in commercial enterprises leading besfactivity (89%).

The researched gained experience in organizatiovarious sizes (measured
by average number of the employed), operating mastbervice sector. Among
branches in which enterprises operate the resptmdiEriuded: finance,
advertising and marketing, gastronomy and foodfmpheeutical, printing and
paper, educational, textile branch and many otl@rganizations mentioned by
the respondents cover a wide range of markets, ivoat markets to global action
sphere. A detailed characteristics of organizationghich the respondents had
the possibility to observe organizational culturging their work and answers
regarding basic employment conditions, are predent&able 3.

Table 3. The characteristics of organizations in whichrémpondents had the
possibility to observe organizational culture dgrtheir work and answers regarding
basic employment conditions of the respondents

Organization type: N %

Commercial enterprise 99 89%

Public institution 11 10%

Private non-commercial institution 1 19

Average employment| N % Form of employment N %

0-9 persons 18 16% Employment agreement a4 40%

10-49 persons 46 429 Mandatory agreement 56 50%

50-249 persons 27 24% Contract work 10 9%

250 persons and more 20 18% Own company 2 2%
Other 3 3%

Domlnar_lt _seftor of N %
activity

Services 60 54% Seniority in organization N %

Production 31 28% up to 1 year 82 74%

Commerce 22 20% over 1 — 2 years 20 18%

Building industry 3 3% over 2 — 3 years 8 7%
over 4 years 1 1%

Range of activity N %

Local 24 22% Position N %

Regional 21 19% Office/commercial 77 69%

National 30 27% Production 33 30%

International 32 29% No information 1 19

Global 4 3%

Source: Own study on the basis of research results.

* The answers do not make up 100% as the respormienied a few options in one question.
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The researched students mostly had mandatory agréean contract work
at office or trade positions. Most of the respongdrave relatively low seniority
in analyzed organizations, comprising a period epie year. On the other
hand, 25% of the researched worked more than aryedrserved organizations,
which allows drawing precise conclusions concermirganizational culture.

2.5.The respondents’ opinions on organizational culturs observed
during their professional work

In the course of the research, an attempt was nwdédentifying
organizational culture of entities in which the respondents are or have been
employed. A classification of organizational cudturdue to attitude of
organizations’ members to cultural dissonance aaogrto Cz. Sikorski was
chosen for the analysis. It seems that this sydiesndescribes accurately social
atmosphere in an organization and its charactenirdluence certain parameters
characterizing the efficiency of functioning of entity (e.g. employees’ tendency
to take up enterprising actions, flexibility, spesfdaction, order in organization,
feeling of unity, staff integration and other). @e other hand, it also seems that it
takes into account specific conditionings of cdtbeing embedded in individual
organizations in Polish national culture.

In order to identify organizational cultures, autholist of characteristic
features specific to classification variants wagdusFour properties were
suggested for each type of organizational cultorethe basis of theoretical
considerations. Afterwards, the respondents evaduaoncurrence of these
characteristic features with organizational cultuitgey observed in the
organization during their professional work (coesidg work positions, it was
culture prevailing in a department or other orgatimally limited place in an
organization rather than culture of the whole ghti#\ five-point scale was used
for evaluation. 1 meant that the characteristicd dbt match observed
organizational culture at all while 5 meant thd¢ature ideally matched cultural
conditions of analyzed organization.

It was regarded in empirical analyses that sugdestganizational cultures
in pure form do not exist in organizations in besis practice, however, a
dominant character of cultural relationships inoaganization can be pointed at.
As a result, an arithmetic average was calculatddng the respondents’
answers concerning individual culture types andaterage indicated type of
organizational culture prevailing in analyzed oligations. The suggested list of
characteristic features of organizational cultursed in survey research is
presented in table 4.
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Table 4. Author’s list of characteristic features of orgaational cultures
according to Cz. Sikorski used in survey research

Organizational Characteristic features of organizational culture
culture
Cooperation — focus on relationships and dialogue between peaopleganization,

— acceptance of cultural diversity,
— conviction about advantages of cooperation, oftéorimal one,
— avoiding conflicts and competition.

Competition — orientation to non-routine, unconventional creatieéons,

— need for proving one’s own superiority,

— competition in aiming at ambitious goals in orgaitian,

- division of organization into camps, conflicts beem cultures in
organization.

Adaptation — subordination to realization of formal organizabaims,
- favour towards changes, focus on client’s needs,

— high tolerance of uncertainty and future orientatio

— tolerance for different social behaviours.

Domination — strong need for safety, routine actions and avgidimcertainty,

— focus on organization’s internal problems and keggiistance in relation
to environment,

- low tolerance of cultural diversity,

— conviction of natural advantage of organization&nnbers.

Source: Own study.

The analysis of dominant types of organizationdtuce observed by young
managers during their professional work showsdtbaperation culture occurred
in analyzed organizations the most often. Iderdtian of organizational
cultures occurring in observed organizations, tgkimnto account respondents’
answers, is presented in table 5.

Table 5. Dominant types of organizational cultures ideatfby means of respondents’
answers and control list

Type of dom::rLalttr:Jtrgrganlzatlonal N %
Cooperation 42 37,9%
Competition 9 8,1%
Adaptation 31 27,9%
Domination 15 13,5%
Adaptation-domination 1 0,9%
Competition-adaptation 3 2, 7%
Competition-domination 2 1,8%
Cooperation-adaptation 4 3,6%
Cooperation-domination 4 3,6%

Source: Own study on the basis of research results.
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Adaptation culture was identified by respondents satond position,
domination and competition cultures at third andrfio position. It should be
stressed that in 14 cases, dominant character gdnizational culture was
impossible to identify as averages from respondentsvers were equal for two
culture types. In this case, the results indicatayl existence of cooperation-
adaptation culture type or cooperation with domoratfeatures. It may be
caused on the one hand by certain weakness ofotdistr model as regards
evaluation of dominant character of organizationalture, or insufficient
possibility to observe cultural conditionings of entity in business practice. It
iIs assumed in further analyses that in these casesial conditionings
characteristic to both cultural models exist inasngations.

In further part, dominant character of organizalooulture in individual
organization types is identified. Identification dadminant types of organizational
cultureswith regard to organization typeis presented in Figure 4.

Public institutions

domination 18%
adaptation 18%
competition []9%

cooperation |

Commercial enterprises

domination 19%
adaptation | 37
competition [ ]13%

cooperation . G 3%

0% 20% 40% 60% 80%

Figure 4. Identification of dominant types of organizatiogaltures with regard to
organization type

Source: Own study on the basis of research results.

The analysis of dominant types of organizationdtuces with regard to
organization type indicates that both in public institutions and coencial
enterprises, cooperation culture is the dominamt dts domination is greater,
however, in entities of public sector. On the othand, adaptation culture exists
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much more often in companies leading a businessatgcit subordinated actions
to realization of organization’s formal aims ensgrihowever, greater flexibility
of action and orientation to client’s needs.

Subsequently, dominant organizational culture typeéth regard to
organization sizemeasured by average employment, were subjectaigsas It
is presented in Figure 5.

250 and more employees

domination [TTTTTTTITIITTIIIIT 30%

adaptation |G 0%

competition []5%

cooperation ] 35%

50-249 employees

domination [T 19%

adaptation ]30%

competiton [T 119%

cooperation |G, /4%

10-49 employees

domination [TTTTITIITIIIIT] 20%

adaptation ] B9%

competition [ 113%

cooperation - |EEEG_G_— /6%

0-9 employees
domination [TTTTTTIIIT 11%
adaptation ] 28%

competition 11%

cooperation - | 50

0% 20% 40% 60%

Exhibit 4. Identification of dominant types of organizatiokaltures
with regard to organization size
Source: Own study on the basis of research results.

The respondents’ answers show that advantage ofecation culture
decreases together with increase in size of andilgeganizations, in favour of
increase in the meaning of domination culture. ¢ same time, the role of
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adaptation cultures, which ensure greater flexyoitif functioning, increases,
this is particularly visible in large entities emping more than 250 people. In
this case, the meaning of acceptance for cultusadrsity increases as well,
diminishing the danger of conflicts and problemsonganization. The results
also show that competition culture is the leagjdent as far as these entities are
concerned. It is more characteristic to smalleitiest but its influence rises
together with entities’ expansion from micro orgaations (0-9 employees) up
to medium organizations (50-249 employees).
The analysis of dominant types of cultural modeith regard to sector of

organizational activity is presented in Figure 6.

Building industry organizations

domination [TTITITIIIIIIT 33%

cooperation ] 100%

Trade organizations

domination []9%

adaptation |G 45

competition [] 9%

cooperation ] 45%

Production organizations
domination [[TTIITIIITIT] 32%
adaptation 16%

competition []13%

cooperation ] 48%

Service organizations

domination [ ]22%

adaptation | 40%

competition []13%

cooperation —F|42%

0% 20% 40% 60% 80% 100% 120%

Figure 6. Identification of dominant types of organizatiocaltures
with regard to sector of organizational activity
Source: Own study on the basis of research results.
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In this case, adaptation cultures occur relativatyre often in service and
trade entities. This situation is also conduciveetsuring greater flexibility,
welcoming changes and direct focus on clients’ ae€xh the other hand, in
production and building industry organizations, duwation culture was
relatively more often pointed at, focusing mosttyinternal matters and keeping
distance form environment.

In the following phase of the research, tiearacter of organizational
cultures occurring in observed entitiewas subject to evaluation The
respondents evaluated the influence (positive gatiee) of a given culture on
certain parameters characterized by efficiencyintfioning of an entity.

The respondents’ evaluations indicate that speefiraftioning as well as
order in organization was evaluated very highcaoperation culture. The
respondents evaluated very high as well their mattw to work and
independence of functioning in conditions of thidteral model.In conditions
of competition culture, dominant answers of the researched pointed tb hig
work motivation and independence of functionimgadaptation culture, speed
of functioning, order in organization as well agegration and feeling of unity
among workers, were highly evaluated. Additionallgccording to the
respondents, in these conditions flow of informatiomm organization was
evaluated at medium — negative level.

In conditions of domination culture, only independence of functioning was
highly and positively evaluated. In this case, miegaindications occurred
regarding the effects of this cultural model. Flofinformation was very highly
and negatively evaluated in this case, respondemmik motivation, on the other
hand, was evaluated highly and negatively. Dominagitations of respondents
(at high and very high level) on positive and nagataspects of cultural
conditions in observed organizations are present&ble 6.

Table 6.Strong and very strong, positive and negative &fetobserved cultural
models identified by respondents

Culture type Positive effects Negative effects
Cooperation — speed of functioning, - lack of strong and very strong
- work motivation, negative indications.

- independence of functioning,
— organizational order.

Competition - work motivation, — lack of strong and very strong
- independence of functioning. negative indications.

Adaptation — speed of functioning, - lack of strong and very strong
— organizational order, negative indications.
— integration and feeling of unity.

Domination — independence of functioning. | — information flow,

- work motivation.

Source: Own study on the basis of research results.
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In the further part, the researched expresseddigirsubjective opinion as to
whether culture type existing in observed orgaiimat suits them or not. Culture
conditions identified on the basis of control kst cooperation culture, gained the
highest number of positive opinions. On the othand) the respondents
negatively evaluated first of all conditions of doation and competition culture.
The respondents’ opinions regarding acceptancedesftified cultural conditions
in observed organizations are presented in Figure 7

14%
domination k \\\\\\\\\\\\\41%
45%
44%
adaptation \
|44%

competition &\0\\\\\\\\\\\\\\“ 43%

50%

58%

cooperation
P W

0% 10% 20% 30% 40% 50% 60%

O Difficult to say ™ Negative W Positive

Fig. 7. The respondents’ opinions regarding acceptanadeotified cultural conditions
in observed organizations
Source: Own study on the basis of research results.
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Interesting conclusions can be drawn from cultu@nditionings
characteristic to conditions of competition. On thvee hand, the respondents
point to high work motivation (probably caused bg heed to prove one’s own
superiority and competition in aiming at ambitiogmals in organizations), on
the other hand, they stress unwillingness to workuich culture conditions.

In the last part of the research, the respondemis vasked to indicate
preferred types of organizational cultures, in whicbey would like to function
working as managers (i.e. cultures of organizatioasmaged by them) and as
employees (i.e. cultures of organizations in whiay would be employed). The
students evaluated preferred culture style in tedesfrom 1 (very weakly
preferred culture) up to 5 (very strongly prefergadture type). In both cases,
young managers pointed to cooperation culture asntbst preferred model.
However, answers pointing to the remaining typesuttural conditionings vary
somehow depending on the role in organization. fEspondents’ preferences
concerning organizational cultur@swhich they would fulfil the function of
managersare presented in Figure 8.

Cooeraion st ﬁu_ 5
Adaptation culture 3 35
Domination culture 22’0
Competition culture 1 21
T T
0 1 2 3 4 5

O Dominant W Average

Fig. 8. The respondents’ preferences concerning orgaaizatculture in which they
would perform the role of managers
Source: Own study on the basis of research results.
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In this case, the respondents evaluated preferdoceslaptation culture at
medium level, a culture which is favourable e.g. ttderance for social
behaviours diverging from norms.

Answers concerning preferred organizational cu#ture which the
respondents would play the role of employees — relihates, are slightly
different. The model of adaptation culture was eatdd higher in this case (at
the level of dominant answers). The respondentgfepences concerning
organizational culturegn which they would fulfil the role of employees —
subordinates are presented in Figure 9.

Cooperation culture 4.3 s
Adaptation culture 3.5 | 4
Competition culture 1 1.9
Domination culture 1 1.9
0 1 2 3 4 5
O Dominant MW Average

Fig. 9. The respondents’ preferences concerning orgaairatculture in which they
would fulfil the role of employees — subordinates
Source: Own study on the basis of research results.

Certain differences (at the level of dominant amsyvealso concern
preference of domination culture. It seems thatrdspondents in the role of
managers prefer to a slightly greater degree stroged for safety, routine
actions and avoiding uncertainty. It can be thaultesf low experience in
managerial activities and the need to focus onnatematters of organization. It
may be the case that together with the developmé&nnanagerial carrier,
preferences will evolve in the direction of adaptatculture, more in favour of
changes and oriented to the future of organization.
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2.6.Summary

Organizational culture is an inherent nonmateriamponent of every
organization, which decides to a great degree abtubsphere at work and
ability of a business entity to make achievemdhtsan be also a factor useful in
management process as it is subject to certainratoahd possibilities of
regulating allowing to realize various organizatibaims. The awareness of the
need for identification and the role of organizatibculture in management are
particularly vital for young managers both at thartsof their professional
carrier and those being promoted and enhancing thanagerial potential in
business practice.

These issues were the subjects of this articleerdiin was paid to
identification and evaluation of organizational tauks existing in business
practice by young managers. Empirical research wcted among the diploma
semester students of the Faculty of Organizatiod Btanagement at the
Technical University of Légallow to draw some detailed conclusions:

- respondents being young managers had the posstbilget acquainted with
the problems of organizational cultures in managenb®th in theoretical
grasp during didactic classes (mostly during subjsach as Management
basics, HR management, Organizational science amgan@ational
behaviours) and in business practice, mostly dutieg employment and in
the course of internships,

— on the basis of suggested control list charactefistorganizational cultures
suggested in Cz. Sikorski's model, culture modelsseoved by the
respondents in the course of their professionalkworvarious types of
organizations were identified. The results showt thdaptation culture,
conducive to concentration on clients’ needs orlizagon of formal
organizational aims and ensuring to a greateradegcceptance of changes,
exists more often in commercial entities leadiriuainess activity,

— the importance of cooperation culture (dominatitgady in the smallest
entities) decreases together with the increasebséreed organizations in
favour of adaptation and domination culture. That faodel is also the most
negatively evaluated by the respondents, whickfleated among the others
in their lower work motivation. In the case of deevand trade entities, in
which a direct contact with client is required tgreater degree, adaptation
culture was more frequent than in production emigep, in which
domination culture focusing on internal matteroafanization and keeping
distance from environment occurs more often thaother sectors,

— respondents evaluated the most positively coomeratulture in observed
organizations paying attention to the followingeets: considerable speed of
functioning, high motivation of employees to worlgdependence of
functioning and organizational order. On the othand, domination culture
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in which hindrances in information flow as welllasited motivation of the

respondents to work were observed, was evaluateahtist negatively,

— in the course of their professional work, both anagerial positions and as
employees, the respondents prefer cooperationreulfthe respondents’
opinions show, however, that as employees theyeptefa slightly bigger
degree adaptation culture, which ensures tolerdacesocial behaviour
diverging from norms, while, in the role of managetomination culture is
preferred to a slightly bigger degree, which imtansures greater safety and
allows to realize routine activities and avoid uta@ty. Young managers
should be aware of certain negative consequenceseafing this cultural
model in organization, though.

There is no doubt that longitudinal study, allowfog changes in perceiving
the role of cultural conditionings in managementhe course of managerial
career would provide a fuller image of identificati and evaluation of
organizational cultures by young managers. In therse of further research,
culture-forming conditions as well as methods aradst forming the character of
organizational cultures, particularly in small amédium-sized enterprises will
be analysed.

References

[1] Aniszewska G. (ed.): Kultura organizacyjna w zagzlzaniy PWE,
Warszawa 2007.

[2] Bratnicki R., Kry$§ M., Stachowicz J.: Kultura organizacyjna
przeds¢biorstw. Stadium ksztaltowania procesu zmian g@iania
Ossolineum, PAN, Wroctaw 1988.

[8] Cameron K.S., Quinn R.E.:Kultura organizacyjna — diagnoza i zmigna
Oficyna ekonomiczna, Krakéw 2003.

[4] Czerska M.: Zmiana kulturowa w organizagjDifin, Warszawa 2003.

[5] Czubasiewicz H., Grajewski P.:Diagnozowanie kultury organizacyjnej
firm, [in] Krzakiewicz K. (ed.): Kulturowe i organizacyjne
uwarunkowania w strategii przedbiorstw, Pozna-Pita 2001.

[6] Deal T.B., Kennedy A.A.: Corporate Cultures: The Rite and Ritual of
Corporate Life Harmondsworth, Penguin Books, 1982.

[7] Gesteland R.R.: R&nice kulturowe a zachowania w biznesiBWN,
Warszawa 2000.

[8] Handy Ch.: Understanding Organization®enguin, London 1976.

[9] Harrison R.: Understanding your organization's charactefHarvard
Business Review”, nr 3/1972.

[10] Hofstede G., Hofstede G.J.:Kultury i organizacje: zaprogramowanie
umysty PWE, Warszawa 2007.

52



Source: Klat K., Matejun M., Identifying and Evaluating Grgizational Culture by Young Managers, [in:]
Matejun M. (ed.), Managing the Potential of SmaidaMedium-Sized Enterprises in Business
Practice, Technical University of Lodz Press, L8840, pp. 27-53.

[11] Jacques E..The Changing Culture of a Factqoryavistock, London 1951.

[12] Kostera M.: Postmodernizm w zagdzaniu,PWE, Warszawa 1996.

[13] Kozminski A.K., Piotrowski W. (red.): Zarzdzanie. Teoria i praktyka
PWN, Warszawa 1998.

[14] Kroeber A.L., Kluckholn C.: Culture: A Critical Review of Concepts and
Definitions “Papers of the Peabody Museum of American Araggobnd
Ethnology”, Harvard University, Cambridge 1952.

[15] Lachiewicz S.:Mtodzi menegkrowie w polskie] gospodarcpv:] Matejun
M., Szczepaczyk M. (eds.)Wspdbiczesne metody zazania w praktyce
gospodarczejWydawnictwo Pt, £6d 2009.

[16] Mastyk-Musiat E.: W pogczynie symboli, czyli kulturowe wyznaczniki
polityki personalngj,Personel”, nr 2/1997.

[17] Schein E.H.: Coming to a New awareness of organizational culture
“Sloan Management Review”, nr 25/1984.

[18] Sikorski Cz.: Kultura organizacyjnaC.H. Beck, Warszawa 2002.

[19] Sikorski Cz.: Profesjonalizm, Filozofia zagglzania nowoczesnym
przedsgbiorstwem PWN, Warszawa 1995.

[20] Sikorski Cz.: Zachowania ludzi w organizacjPWN, Warszawa 2001.

[21] Stanczyk S.:Nurt kulturowy w zargdzaniu,Wydawnictwo Uniwersytetu
Ekonomicznego, Wroctaw 2008.

[22] Steinmann H., Schreydgg G.: Zarzdzanie. Podstawy kierowania
przeds¢biorstwem. Koncepcje, funkcje, przyktadyficyna Wydawnicza
Politechniki Wroctawskiej, Wroctaw 1998.

[23] Sudot S.: Nauki o zarzdzaniu. Wztowe problemy i kontrowersje
Wydawnictwo ,Dom Organizatora”, Tofl2007.

[24] Sulkowski t.: Kulturowa zmienn& organizacji PWE, Warszawa 2002.

[25] Sutkowski t.: Procesy kulturowe w organizacjacbom Organizatora,
Torun 2002.

[26] Trompenaars A., Hampden-Turner Ch.: Siedem kultur kapitalizmu
Oficyna Ekonomiczna, Krakéw 2000.

[27] Zbiegien-Maciag L.: Kultura w organizacji: identyfikacja kultur znanych
firm, PWN, Warszawa 1999.

[28] Zieleniewski J.: Organizacja i zargdzanie PWN, Warszawa 1975.

53



