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Organizational culture is an important topic for organizations. It supports the sustaina-
ble success and resilience of organizations in constantly evolving environments. Ex-
ternal and internal influences on organizational culture are more challenging than ever.
That causes an urge for organizational adaption to the new conditions if organizations
want to stay successful. A fitting organizational culture supports organizations by mak-
ing them adaptive and resilient. Therewith, organizations should have great interest in
having a fitting organizational culture. This is where guided organizational culture de-
velopment helps to design the appropriate culture for organizations. The aim of this
study is to provide a systematic overview of the body of knowledge about organiza-
tional culture development. Thus, organizational culture development frameworks are
reviewed. The present study was based on a qualitative content analysis, and it re-
vealed insights into organizational culture development. Firstly, a commonly shared
definition of organizational culture is not prevalent. Secondly, cultural development
frameworks differ based on their foundation and specification. They do not decisively
differ in their general process phases. Thirdly, organizational culture development is
critically reviewed, and it is difficult to assess. Nevertheless, there is consensus that
systematic and guided organizational culture development is feasible and carries mul-
tiple advantages.
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Organisationskultur ist fir Organisationen von grol3er Bedeutung. Sie unterstitzt den
nachhaltigen Erfolg und die Widerstandsfahigkeit von Organisationen unter sich per-
manent verandernden Umweltbedingungen. Dabei sind zunehmende externe sowie
interne Einflisse Organisationskultur zu beobachten. Daraus ergibt sich die Notwen-
digkeit fur Organisationen, sich an diese neuen Bedingungen anzupassen, um nach-
haltig erfolgreich zu bleiben. Aus diesen Griinden sollten Organisationen nach einer
passenden Organisationskultur streben. Dabei fihrt eine aktive Organisationskul-
turentwicklung dazu, die passende Kultur fir Organisationen zu gestalten und zu er-
halten. Das Ziel der vorliegenden Bachelorarbeit ist es, einen systematischen Uber-
blick iber den Wissensstand zur Organisationskulturentwicklung zu geben. Dabei wer-
den die Modelle zur Entwicklung der Organisationskultur im Detail verglichen. Die vor-
liegende Bachelorarbeit basiert auf einer qualitativen Inhaltsanalyse und liefert wert-
volle Erkenntnisse zur Organisationskulturentwicklung: Es gibt keine allgemein gultige
Definition von Organisationskultur. Die beschriebenen Modelle zur Organisationskul-
turentwicklung unterscheiden sich zwar in ihrer Grundlage und in ihrer Spezifikation,
nicht jedoch in ihren allgemeinen Prozessphasen. Generell zeigt sich, dass Organisa-
tionskulturentwicklung in der Literatur kritisch betrachtet wird und schwer zu messen
ist. Dennoch besteht Konsens dariiber, dass eine systematische und aktive Organisa-
tionskulturentwicklung maoglich ist und zahlreiche Vorteile mit sich bringt.

Schlusselworter:
Organizational Culture Development, Organisationskulturentwicklung, Corporate Cul-
ture Development, Culture Development
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1 Introduction

1.1 Problem Statement

Culture is often referred as a fashionable diagnosis for problematic organizational de-
velopments. That is problematic since organizational culture is not standardized de-
fined in its depth,? and understood by practitioners in its complexity. Still, organizational
culture development is proclaimed as an effective therapy and consultancies are paid
enormous sums to fix organizational culture. Thus, organizational culture is a concept
that is increasingly perceived as a crucial aspect of organizations.® With growing recog-
nition in the corporate and organizational environment, the question arises as to what
the essence of organizational culture is and why it is expected that organizational cul-
ture will be of greater importance in the near future?* Why should organizations care
about their organizational culture at all? How do organizations orchestrate culture de-
velopment without having a clear understanding of their own organizational culture?
And to stay in the medical picture, how can a therapy that is not based on a solid
foundation follow a structured pattern and lead to desired results?

Consequently, the relevance of this thesis is empowered by the evidence that there is
indeed a multitude of relations between organizational culture and organizations suc-
cess.® In respect to profit, business success cannot be explained by a single factor,
especially when taking non-for-profit organizations into consideration.® Nevertheless,
culture is inevitably and proven by studies one decisive factor for sustainable business
success.’ The importance of culture is evident in the context of mergers and acquisi-
tions.® According to Bischoff, corporate culture is regularly cited as a decisive success
factor for corporate mergers. Moreover, this effect is amplified when cross-border ac-
quisitions are involved and national culture differences play a part.® Regarding financial
performances, a recent Boston Consulting Group (BCG) study found that the rate of
companies reporting a breakthrough or strong financial performance was five times
higher among those that focused on culture (90%) than among those that neglected
culture (17%).1° Another BCG survey also indicates that a strong culture in corporate
organizations can lead to higher financial performance. The total shareholder returns
of 24% of 75 companies were about twice as high as that of companies with a weak
culture. It should be added, however, that a definition of a strong culture is difficult and
can also lead to disadvantages.!! Saying this, strong cultures can increase resistance
to changes.'? In addition, a strong culture is described as less adaptable in volatile
environments.*® When thinking about globally expanding organizations this can lead
to problems regarding adaptation to national cultures. With regard to the challenge of
digital transformation, according to a BCG survey, 90% of the companies that paid

2 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 344; Kihl, S. (2018), pp. 7-8

3 Deloitte (2022); Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 344

4 Sackmann, S. (2017), p. 55

5 Cameron, K. S. & Quinn, R. E. (2011), p. 19; Cole, J. & Martin, A. J. (2018); Herget, J. (2020), p. 21
6 Stanford, N. (2010), pp. 77-78

7 Herget, J. & Strobl, H. (2018), p. 110; Kotter, J. P. & Heskett, J. L. (2011), p. 11; Sackmann, S. (2006)
8 Bischoff, J. M. (2007), p. 62; Schein, E. (2010), pp. 203-204

9 Bischoff, J. M. (2007), p. 62; Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), pp. 373-374

10 Hemerling, J., Kilmann, J. et al. (2018), p. 2

11 Hemerling, J., Kilmann, J. et al. (2018)

12 Thokozani, M. (2020), p. 2

13 Marker, A. (2010), p. 729



particular attention to organizational culture during this change subsequently recorded
up to 5 times greater financial performance than those that did not focus on it. At least
as notable, nearly 80% of these companies that focused on culture demonstrated sus-
tained strong performances.**

In regard to people, Deloitte reveals that culture and values correlate positively with
employment factors. This makes culture and values more important to employees than
compensation when recommending their employer.t®> Sagmeister indicates organiza-
tional cultures ability to attract people.*® This has positive effects on recruiting pro-
cesses and job retention. A recently published Gallup study underlines that an emo-
tional bond indeed leads to significantly higher employee retention.'’” The existing cul-
ture in a company can determine the degree of motivation and thus also the extent of
identification with an organization. The integration of one's own activities into a larger
whole gives meaning to one's actions and existence, which creates a sense of fulfill-
ment in the individual. The symbolic content of activity is conveyed via the organiza-
tional culture, which therefore provides different levels of identification and motivation
potentials depending on its content. If there is a high level of motivation and engage-
ment to contribute to a particular organization and group to achieve the overriding goal,
identification with this group and the organization is also very likely to be high.'® From
a management perspective, one of organizational cultures core functions is also to
align groups behaviour. Thus, culture supports the guidance of organizations towards
common goals and standards. In terms of compliance, organizational culture can deal
as a guardrail for employees. This is of special interest when operating interculturally.*®
Moreover, culture has a strong impact on efficient communication within organiza-
tions.?° The advantages of that can be manifold. Lastly, organizational culture has an
impact on people’s health. According to a Techniker Krankenkasse (TK) study in 2016,
employees indicated several culture-related issues like too much work, time pressure,
information overload, unfair payment system and bad team climate as stress factors
that are perceived as serious.?! Accordingly, stress is a trigger for various stress-re-
lated diseases, both physical and psychological.??

In the view of the planet, one function of culture in the organizational context is, to help
orchestrate individual behavior towards a more successful relationship with its envi-
ronment.?® The vitality of the organization is hereby closely related to its adaptability to
external and internal influences, which are predicted to increase in the upcoming
years.?* Moreover, it is explicitly proven that an adaptive and strong organizational
culture is one key to sustainable success in this challenging environment.?> According
to a Pricewaterhouse Coopers (PwC) survey in 2018, organizational culture in a busi-
ness context is considered as one decisive factor to adaptation in order for companies

14 Hemerling, J., Kilmann, J. et al. (2018)

15 Rich, A. M., Storr, S. et al. (2019), p. 2

16 Sagmeister, S. (2016), p. 26

17 Gallup (2021), p. 14

18 HR-Today (2009); Sackmann, S. (2017), pp. 127-130

19 Sackmann, S. (2017), p. 2174-127

20 Homma, N. & Bauschke, R. (2010), pp. 37-38

2L TK - Techniker Krankenkasse (2016), p. 24

22 Sapolsky, R. M. (2007)

28 Korte, R. F. & Chermack, T. J. (2007), p. 647

24 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 4; Korte, R. F. & Chermack, T. J. (2007),
p. 650,653; Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 474; World Economic Forum (2022),
pp. 13-14

25 Herget, J. &Strobl, H. (2018), p. 9; Kotter, J. P. & Heskett, J. L. (2011), pp. 8-10



to succeed and grow in the coming years.?® A concrete example of external influences
is climate-related risks which are increasingly affecting business operations as can be
derived from the Global Risk Report 2021 of the World Economic Forum.?” There is
also proof, that the financial impact of those effects can be reduced by an adaptive
culture.?® The Covid 19 pandemic recently presented another such challenge to the
vast majority of organizations.?® In this regard, organizational culture can also create
awareness of important organizational issues. A current example of this would be en-
vironmental sustainability.*® Thus, the progress in sustainability processes in corpora-
tions can be immensely supported by the right culture.3! With its guiding function, or-
ganizational culture could play an essential role in organizational transformations to-
wards operations within the frame of planetary boundaries.

But what is the right culture? The right organizational culture fits the organization and
its environmental demands. For that, it is important not to misinterpret fithess as
strength. A fitting culture for an organization is described as one that can reflectively
transform itself in a changing and challenging social and legal environment3? because
each organization is dependent on its surrounding environment.3® The optimal organi-
zational culture state is to be evaluated for each organization individually and thus finds
further separate explanations in the course of this work. About the nature of culture it
must be noted that as long as groups have a shared history,3* cultures arise out of the
interaction of groups’ members and it is evident that no group can escape from cultural
processes.? Thus, any social group is exposed to the emergence and development of
cultural processes.¢ This cultural evolution is a natural process and it does not require
any active influence for development.?” But unguided natural evolution of organiza-
tional culture could have positive as well as negative effects on the organization itself.38
Negative effects on organizations should be avoided. That is why guided organiza-
tional culture development should be considered.3® Hofstede Insights indicates that a
lack of guided development leads to related negative consequences. For example, a
culture without suitable alignment can lead to disorganization through a lack of com-
munication, which causes higher turnover and leads to insufficient customer rela-
tions.*° To minimize negative consequences in general, an organization should aim for
cultural development towards its most appropriate organizational culture.*

A crucial question for this work is now whether organizational culture can be designed
and developed in such a way that every organization can find its optimal culture? For

26 PricewaterhouseCoopers (2022)

27 World Economic Forum (2022)

28 World Economic Forum (2022), p. 11

29 Mostert, R. & Kern, J. (2021), p. 292

30 Fietz, B. & Giinther, E. (2021), p. 36

31 Linnenluecke, M. K. & Griffiths, A. (2010), p. 357

32 Heskett, J. L. (2012), p. 142; Homma, N. & Bauschke, R. (2010), p. 131

33 Barnhill, C. R., Smith, N. L., & Brent, D. O. (2021), p. 84

34 Schein, E.H. (1990), p. 111

35 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), pp. 11-12; Sagmeister, S. (2016), p. 60;

36 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), pp. 10-13; Kotter, J. P. & Heskett, J. L. (2011),
p. 7

37 Stanford, N. (2010), pp. 171-172, 244; Groysberg, B., Lee, J., Price, J., & Cheng, J. Y-J. (2018);
Sagmeister, S. (2016), p. 30, 165

38 Cole, J. & Martin, A. J. (2018); Sagmeister, S. (2016), p. 167

39 Cameron, K. S. & Quinn, R. E. (2011), pp. 21-30

40 Hofstede Insights (2022c)

41 Herget, J. & Strobl, H. (2018), p. 5



that, proof that organizational culture can be managed, changed, maintained or devel-
oped is existent.*? Organizational culture development can be initiated with the imple-
mentation of appropriate interventions and methods.*? This assumption is also based
on the fact that culture and its underlying patterns of attitude and behavior are learned.
Thus, cultural development is basically the relearning of a new culture.** The validity
of this proof is the crucial condition on which the usefulness of this research is based.

However, considering the development of organizational culture, the following should
be considered. It must be emphasized that organizational success is only driven by an
organizational culture if the culture fits the organization, its strategy,*® and if it is adap-
tive to external influences.*® Heskett notes that organizational culture should always
be aligned with organizational strategy and vice versa.*’ By this means, strategy or
corporate structure should also not be confused with culture.*® All too often, managers
and leaders seem to confuse these three different things. In the case that the culture
does not fit the organizations strategy, active corporate culture development is neces-
sary and useful.#® In regard to strategy, the need for development is expressed through
great discrepancy between the expressed, values, norms or strategy plan of an organ-
ization and their actually shown organizational behavior.*° Stanford highlights here that
organizational culture is fundamental for an effectively executed strategy.>! Organiza-
tional culture development requires determination and consistency.>?> The complexity
of such culture development projects should not be underestimated.>3 That is why a
systematic approach to organizational culture development carries advantages,> as
the application of the underlying systematic framework principles and processes pro-
duces more reliable and repeatable results. A systematic approach also includes ad-
dressing holistic organizational structures, not just individuals, as such efforts are likely
to fail.>®

Although the multitude of positive effects of the optimal organizational culture on or-
ganizational success should have become obvious, this immense importance is still
not reflected by organizations representatives, yet.>® For organizational members, ac-
tive organizational culture development could provide many advantages. Responding

42 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 20; Herget, J. (2020), p. 39, 110; Bischoff, J.
M. (2007), p. 100; Cole, J. &Martin, A. J. (2018); Hemerling, J., Kilmann, J. (2013), p. 3; Marker, A.
(2010), p. 728; Sackmann, S. (2017), p. 289

43 Herget, J. (2020), p. 110

44 Homma, N. &Bauschke, R. (2010), p. 16

45 Heskett, J. L. (2012), p. 149; Hofstede, G., Hofstede, G. J., &Minkov, M. (2010), p. 373; Linnenluecke,
M. K. & Griffiths, A. (2010), p. 362; Mostert, R. & Kern, J. (2021), p. 294; Sackmann, S. (2017), pp. 100-
104; Sagmeister, S. (2016), p. 31

46 Herget, J. (2020), p. 13; Korte, R. F. & Chermack, T. J. (2007), p. 650; Herget, J. & Strobl, H. (2018),
p.5

47 Heskett, J. L. (2012), p. 297

48 Kotter, J. P. & Heskett, J. L. (2011), p. 4

49 Herget, J. &Strobl, H. (2018), p. 5

50 Sackmann, S. (2017), p. 231

51 Stanford, N. (2010), pp. 82-84

52 Barnhill, C. R., Smith, N. L., &Brent, D. O. (2021), p. 64

538 Heskett, J. L. (2012), p. 297

54 Barnhill, C. R., Smith, N. L., &Brent, D. O. (2021), p. 87; Herget, J. (2020), p. 6; Krafft, A. (2006),
p. 26; Rich, A. M., Storr, S. et al. (2019), p. 14; Slack, T. & Hinings, B. (1992), pp. 114-132

55 Korte, R. F. &Chermack, T. J. (2007), p. 646

56 Deloitte (2022); Homma, N. & Bauschke, R. (2010), pp. 30-31



quickly to changes in the internal and external organizational context is more important
than ever. And an adaptive organizational culture is decisively responsible for this.>’

For all the above-mentioned reasons, this research aims to provide answers to the
following research question:

What is the current body of knowledge in regard to organizational culture devel-
opment?

Hence, this research organizes an overview of current organizational culture develop-
ment frameworks and provides a structuring view of the specific phases of organiza-
tional culture development.

1.2 Aim of Research

As can be inferred from the previous chapter, this research aims to review the current
literature on organizational culture development. Thereby, it will present the current
state of research in the field of organizational culture. For this purpose, a qualitative
content analysis is used to review, analyze and categorize the most current sources.

This bachelor thesis will begin by addressing what is meant by culture, organizational
culture, what role organizational structures play in the development of culture, and ul-
timately, what are the basic considerations about systematic organizational culture de-
velopment. The literature will shed light on the extent to which organizational culture
development is understood in its complexity and whether this topic is appropriately
examined on a systematic, process-related and content-related level. Attention is also
paid to how the interdisciplinary topic of organizational culture development is treated
in business administration and what conclusions can be drawn from it for application
in organizational contexts. This work will also help to make clear the particularly critical
aspects of dealing with organizational culture.

57 Homma, N. & Bauschke, R. (2010), pp. 34-35



2 Theoretical Framework

2.1 Culture

Culture represents the main foundation for this research. A clear understanding of cul-
ture therefore is very important, in order to proceed with a clean further analysis.>® At
first, a clear concept about organizational culture needs to be defined, because super-
ficial descriptions will mitigate any further considerations in this regard.>® There is no
generally accepted definition of this term,®° but most of the literature reviewed have
relied on the following definition of organizational culture by Edgar Schein which the
author will use as a working definition from now on:

“Culture is a pattern of shared basic assumptions, invented discovered, or deployed
by a given group, as it learns to cope with its problems of external adaption and internal
integration, that has worked well enough to be considered valid, and, therefore, is to
be taught to new members of the group as the correct way to perceive, think, and feel
in relation to those problems”.51

Culture is a social phenomenon and people learn culture when interacting in the spe-
cific environment.?? Once the groups and their phenomena are considered, their or-
ganization and their various manifestations must be taken into account.®® Culture is an
expression of social interaction which is the thematical subject in many diverse disci-
plines. Anthropology, Sociology, Social Psychology and Philosophy are the main aca-
demic disciplines which are reviewing culture, its aspects and associated processes.%*
This fact should always be remembered when evaluating organizational culture devel-
opment from a business and organizational perspective. Due to the research’s focus
on organizational culture, the author focuses on culture concepts mainly used in pub-
lications referred to as organizational studies, which includes corporate organizations.
Therewith, a business context is comprised. For that, Cameron and Trompenaars and
Hampden-Turner build a descriptive concept. They describe culture on multiple levels
from a global frame to local expressions of culture.®® The broadest relevant level in-
cludes national cultures or world religion cultures.%®

Due to broad academic consensus, this research will build on Trompenaars and Hamp-
den-Turner’s concept of culture. They clearly focus their research on the broadest
scope of culture, national culture.®’ It is also respected in the business environment,
because of its relevance in international management, internationalization projects,
and intercultural management practices. The onion model of culture is respected as a
reliable model to describe culture (Figure 1).

58 Gorton, G., Grennan, J., & Zentefis, A. (2021); Kihl, S. (2018), pp. 7-8

59 Alvesson, M. (2016), p. 40

60 Ogbonna, E. &Harris, L. C. (2014), p. 668; Trompenaars, F. & Hampden-Turner, C. (2020), p. 28
61 Schein, E. (2012), p. 313; Schein, E. H. (1990), p. 111

62 Hofstede Insights (2022a), p. 1; Homma, N. & Bauschke, R. (2010), p. 16

63 Schein, E. (2012), p. 313

64 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 368; Schein, E. H. (1990), pp. 109-111

65 Cameron, K. S. & Quinn, R. E. (2011), p. 17; Trompenaars, F. & Hampden-Turner, C. (2020), pp. 9—
10

66 Cameron, K. S. & Quinn, R. E. (2011), p. 17; Trompenaars, F. & Hampden-Turner, C. (2020), p. 9;
87 Trompenaars, F. & Hampden-Turner, C. (2020), p. 10



~ explicit

Figure 1 - Culture Onion Model®8

The outer layer comprises “Artifacts and products”. They are more explicit from an
observing point of view than the layers closer to the core of the onion. Artifacts and
products are for instance “language, food, buildings, houses, monuments, agriculture,
shrines, markets, fashions and art”.%° They can be seen as expressions of more basic
levels of the culture.”® The middle layer comprises “Norms and values”. They are less
obvious for perception. “Norms are the mutual sense a group has of what is ‘right’ and
‘wrong’. Norms can develop on a formal level as written laws, and on an informal level
as social control. Values, on the other hand, determine the definition of ‘good’ and ‘bad’
and are therefore closely related to the ideals shared by a group”.”* When norms are
built upon the values carried by the group, the corresponding culture is solid.”> The
core layer is about “Basic assumptions about existence”. They are hard to discover
and are implicit. Basic assumptions root in our nature as human beings. Trompenaars
trace the description back to the origin of the word culture - “colere”, which is Latin for
cultivating soil. Basic assumptions do not cover the aspects of how the soil is cultivated,
but that and why the soil is cultivated in the first place. As explained in the onion model,
this layer remains mainly subconscious and implicit. It reflects the subconscious effec-
tive handling of the environment that has surrounded the respective group for years.”®

Further, Trompenaars analyzes different cultures by their “specific solutions to certain
problems that reveal themselves as dilemmas”.”* The author categorizes culture in the
parts where problems arise in the interplay of different cultures: In their relationship
with people, in their perception of time and their relation to the environment. A further
classification of each category can be derived from Figure 2.

68 Trompenaars, F. & Hampden-Turner, C. (2020), p. 29
69 Trompenaars, F. & Hampden-Turner, C. (2020), p. 29
70 Trompenaars, F. & Hampden-Turner, C. (2020), pp. 28-29
I Trompenaars, F. & Hampden-Turner, C. (2020), p. 30
72 Trompenaars, F. & Hampden-Turner, C. (2020), p. 30
78 Trompenaars, F. & Hampden-Turner, C. (2020), p. 31
74 Trompenaars, F. & Hampden-Turner, C. (2020), p. 10
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As mentioned at the beginning, culture can be further subdivided. A further subdivision
into less general levels of culture continues with gender-based cultures, occupational
cultures, regional cultures and industry cultures. They are also partially intertwined and
depended on each other. Which means, that a clear subdivision by clear layers would
not picture the cultures frame sufficiently. That is one sign for the complexity in the
study of cultures. Characteristic of each culture is that it is reflected by unique lan-
guage, symbols, rules and ethnocentric feelings. On one of the less general levels,
organizational culture can be localized.”® Every single organization, as described at
the beginning, has its unique culture, based on the more general levels of culture. Itis
impossible for organizations to not have a unique culture.”” Particular functions of or-
ganizations such as marketing, research and development or personnel are the fur-
thest breakdown of organizational cultural structures according to Trompenaars.” In
organizations, they are also described as subcultures.” Trompenaars illustrates very
clearly that national culture has a clear influence on business operations. Especially
national culture interferes with global business activities of organizations and can re-
duce effectiveness of those. He also points out that many international managers are
not aware of these cultural differences, which can also bring risks, especially in a world
that is understood as globalized. A misconception here, however, is that corporate cul-
ture can simply be universally implemented in an internationally operating company,
because especially corporate goals, policies, products, or services and other aspects
of doing business have different meanings in different cultures. This aspect in itself
supports the relevance of culture in the business environment.&

Figure 3 represents the structure of culture levels in a simplified way and partly ne-
glects the not possible clear separation of the levels. Nevertheless, all of the following
considerations are based on organizational culture. Organizational culture emerges
within organizations due to humans interacting closely in such organizations.®! More-
over, it can be stated that all cultural considerations also are considerations about dif-
ferent types of organizations, such as nations can be perceived as organizations of a
great number of human beings with more or less shared languages, symbols, rules
and ethnocentric feelings.

75 Own illustration based on: Trompenaars, F. &Hampden-Turner, C. (2020), pp. 10-14
76 Cameron, K. S. & Quinn, R. E. (2011), pp. 16-18

77 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), pp. 11-12
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79 Sagmeister, S. (2016), pp. 60-61

80 Trompenaars, F. & Hampden-Turner, C. (2020), pp. 34

81 Sagmeister, S. (2016), p. 11
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2.2 Organizational Culture and Organizational Structure

In respect to organizational culture, authors of the reviewed literature regularly claim,
that organizational culture is an often-cited phenomenon but rarely exhaustive ex-
plained and defined.®® This can be proven, in cases when publications suffice and pro-
ceed with superficial definitions like “culture is the way we do things around here”, or
similar.84 These definitions help to establish a common understanding of the complex-
ity of organizational culture, but clarifying the concept of work is critical to apply a sys-
tematic process for developing organizational culture.

Therefore, the author decided to work with Edgar Schein’s definition of organizational
culture as a sub-category of culture. It is similar to the logic of Trompenaars definition
of culture in the extent, that Schein describes culture in different levels (Figure 4).8°
Because of the similarity in the fundamental assumptions about culture, the author only
highlights the aspects, which are emphasized by Schein.

82 Own lllustration based on: Cameron, K. S. & Quinn, R. E. (2011), p. 18; Hofstede, G., Hofstede, G.
J., & Minkov, M. (2010), pp. 346—347; Trompenaars, F. & Hampden-Turner, C. (2020), p. 9

83 Homma, N. & Bauschke, R. (2010), p. 15

84 Hemerling, J., Kilmann, J. (2013), p. 3; Heskett, J. L. (2012), p. 17; Mostert, R. & Kern, J. (2021),
p. 277

85 Schein, E. H. &Schein, P. (2018), p. 15
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Figure 4 - Edgar Schein - Organizational Culture Model®

In his model, “Artifacts” are relatively obvious objects for observers of organizational
culture, whereas the lowest level, underlying assumptions, remain invisible. Important
to note about artifacts is that they are relatively easy to be observed but difficult to
decipher for foreigners. This causes difficulties for foreigners to make sense of it in the
short term.8” For the “Espoused Beliefs and Values”, Schein lays out a noteworthy
aspect which is of importance when reviewing organizations and their culture. Schein
states, that beliefs and values initially derive from the founders of a group or of those
who are later considered as the group’s leaders, if no beliefs or values already exist or
are commonly evident.88 “Underlying Assumptions” represent the deepest level of an
organizational culture. For most of the members, these assumptions remain uncon-
scious but decisively guide their common behavior. As can be seen in Figure 4, all
levels are interconnected and can influence each other. This process is illustrated in
this subchapter using an illustrative example.

Before discussing the different types of organizational culture, it is important to mention
the functions that organizational culture has within organizations. Organizational cul-
ture functions can be differentiated in primary and secondary functions. Depending on
the specific interpretation and thus the content, they can be either supportive or hin-
dering for the success of organizations:8°

Primary Functions Secondary Functions
Order Complexity reduction
Orientation Organizational adaptability
Stabilization Internal coordination
Conveying meaning Motivation and identification

Table 1 - Organizational Culture Functions

86 Own illustration based on: Schein, E. H. & Schein, P. (2018), pp. 25-36
87 Schein, E. H. &Schein, P. (2018), pp. 14-15

88 Schein, E. H. &Schein, P. (2018), pp. 15-16

89 Sackmann, S. (2017), pp. 59-62
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As will become clear in the following, Herget again points to the adaptability to internal
and external influences as the most important function of an organizational culture.®

There are different types of organizations.®! In the following study, only organizations
consisting of "groups of people working in interdependence and making specific con-
tributions to a common goal or purpose" are considered in more detail.%> Following
Trompenaars, companies are included in this sense, because they consist of “a group
of people working together”. They have social relations with other people and with the
organization.®3

Four types of organizational culture according to Hofstede insights exist. Optimal cul-
ture, actual culture, perceived culture and ideal work environment. The optimal culture
represents the perfectly suitable culture for the respective type of organization that is
adapted to the organization’s strategy as well as its environments restrictions such as
laws and economic environment. The actual culture is the current state of the organi-
zational culture. The perceived culture differs from the actual culture. It results out of
what the members think of the culture they are integrated into. Lastly, the ideal work
environment is what the members of the organization define as the future state of their
organizational culture.®*

Based on this consideration, organizational structure is critical to assessing the optimal
future state of organizational culture and should therefore be considered before imple-
menting organizational culture development measures.

The most frequently cited division of organizational culture types in a corporate view
comes from Trompenaars & Hampden-Turner. They distinguish four corporate culture
types (Figure 5). These four types differ significantly in how they think and learn, trans-
form, motivate and reward themselves, and how they solve problems.®®

Egalitarian

Person-oriented culture Task-oriented culture
INCUBATOR GUIDED MISSILE

Person Task

Person-oriented culture Role-oriented culture
FAMILY EIFFEL TOWER

Hierarchical

Figure 5 - Corporate Images®

%0 Herget, J. (2020), pp. 7-8

91 Hofstede Insights (2022a), p. 3

92 Barnhill, C. R., Smith, N. L., & Brent, D. O. (2021), p. 13; McShane, S. L. & Glinow, M. A. Y. von
(2018)

98 Trompenaars, F. & Hampden-Turner, C. (2020), p. 22

94 Hofstede Insights (2022a)

% Trompenaars, F. & Hampden-Turner, C. (2020), p. 194

% Trompenaars, F. & Hampden-Turner, C. (2020), p. 195
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The importance of this distinction for organizational culture and its development is re-
lated to the fact that organizations are ideally or less ideally suited to organizational
cultures. Linnenluecke and Griffiths exemplify the importance by describing how or-
ganizational culture change toward a sustainability-conscious culture has failed be-
cause of rigid organizational structure.®” This subdivision also indicates differences in
the organizational structure underlying the organizational culture. Barnhill uses the de-
gree of specialization of work, departmentalization and the size of the organization as
distinguishing characteristics for organizational structures. Furthermore, he distin-
guishes organizational structures into simple, hierarchical or bureaucratic matrix-or-
ganizational, and fluid structures.®® Schein distinguishes between coercive organiza-
tions, utilitarian organizations and normative organizations. He argues that these types
exist in every society and develop fundamentally different organizational cultures.®®
Thus, it becomes clear that different organizational structures and types exist and that
these have a significant influence on organizational culture.

Figure 6 summarizes the previous considerations and holds four key assumptions:
Firstly, the environmental challenges are constantly evolving (1). Therewith, these
challenges represent different challenges for organizations and their embedded cul-
ture. Secondly, Herget explains that in this evolving process, the importance of differ-
ent organizational culture functions is also constantly changing, based on what is im-
portant to withstand the new conditions.'°° This has been described in the introduction
with the adaptability for external influences (2). Thirdly, organizational structures, like
described in this chapter, also fit better or worse with the associated organizational
culture. Not every organizational structure fits to every organizational culture and vice
versa (3). Lastly, as the connection point of organizational structure and environmental
challenges, it is organizational culture which represents the relevant factor for adap-
tion'%%, In sum, to develop such an adaptive and flexible organization, culture should
be in the focus of any organizational culture development projects.%?

Environmental
Challenges
¥

O. OF S
A4 Eghd |

Organizational
Culture

® Q £ Q@ #
EAE N Al

Figure 6 - Role of Organizational Culture and Organizational Structure!®

Organizational
Structure

97 Linnenluecke, M. K. &Griffiths, A. (2010), p. 364

% Barnhill, C. R., Smith, N. L., &Brent, D. O. (2021), pp. 18-20, 41-44
99 Schein, E. H. & Schein, P. (2018), pp. 227-229

100 Herget, J. (2020), p. 100

101 Herget, J. (2020), pp. 7-8

102 Homma, N. &Bauschke, R. (2010), p. 131

103 Own lllustration
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2.4 Organizational Culture Development

With reference to Figure 4, organizational culture development is precisely the change
of different layers of culture that, in the end, make up the particular culture structure.
The structure in the illustration is exactly the one that needs to change in order to either
better fit the organizational structure or to be able to adapt to environmental conditions.
The crucial assumption about organizational culture development can be described
with the concept of learning. Schein’s three level model perfectly supports the descrip-
tion of the development process in Figure 7.

Due to the fact, that cultural evolution in organizations is a natural process which no
organization can escape,'®* organizational culture development should be focused
from the very beginning of the existence of organizations. The multitude of possible
negative influences on organizations have already been outlined in the introduction. In
addition, however, explicit occasions are described in which organizational culture and
its development could be particularly challenged. By means of an example, the effect
of a suitable organizational culture is described in Figure 7. The considerations are
based on Figure 6. It should be clear that the goal of development should clearly be
the organizational culture state in which the organization can best exploit its potentials
in its respective environment:1%°

The environmental challenge (1) in Figure 7 can be any kind of problem or new situa-
tion, an organization may face internally or externally. Homm names general market
trends, competitor actions in strategy or product adjustments, consumer expectation
shift, situation of suppliers or technology development as examples.1% It could also be,
that the organization is growing quickly with effects on organizational structure and
culture. In the authors explanation case, it could be the threat of an unprecedented
change in legislation which has effects on the production processes of a company. If
existing strategies, which are objects of the second level of Schein’s model, to solute
the problem are in place, immediate action plans can be executed. They are already
founded in the deepest level of Schein’s model. If solutions are not available, the indi-
viduals of the organisation reflexively evaluate options based on their personal com-
pass of morals and values. They draw on habits that are already individually culturally
anchored and mentally available. In the next step, the organization defines for this
situation new assumptions about the solution process. For step (2) in the illustration,
these convincing assumptions or values repeatedly need to lead to successful results.
If that happens, these assumptions establish in step 3 as underlying assumptions.
Schein explains it as something that will be perceived as the natural way, things are.
This establishing of the new underlying assumptions happens in step (3). Taking the
example of the change in legislation affecting production methods, this would mean,
for example, that all products must now be packaged in cardboard instead of plastic
before being sold. A fundamental change for an organization that has packaged its
products in this way since its founding. But after an effective solution is found and it
works sustainably (2), the thinking will become established (3) that this sustainable
packaging of products is a given. Especially if the time frame is appropriately long. This
in turn leads to the values and basic assumptions about the production process mani-
festing themselves (4) and becoming visible in the artifacts (5). Production processes
visually have been changed. This is ultimately the organization's reaction to changing

104 Herget, J. (2020), p. 7; Hofstede, G., Hofstede, G. J., &Minkov, M. (2010), pp. 11-12
105 Herget, J. (2020), p. 7
106 Homma, N. &Bauschke, R. (2010), pp. 77-78
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environmental influences and describes the process of developing a partial aspect of
the organizational culture.’®” This can be said, because the initial cultural state has
been developed toward a mental social program of the mind of the organization, which
allows them to take effectful action, although environmental circumstances decisively
have changed.

Organizations Response

Environmental Organization ™
Challenge AN

‘ Artifacts | |

Y
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

! Strategies, goals, philosophies,

‘ Espoused Beliefs and Yalues I ideals, goals (espoused justification) !

@ @ | Unconscious, takenfor-granted |
. . | beliefs, perceptions, thoughts and |
‘ Underlying Assumptions | i feelings, ... (ultimate source of

@ ! values and action)

! Visible organizational structures and |
i processes (hard to decipher)

Figure 7 - Process of Organizational Culture Development0®

Summarizing the illustration, organizational culture development, according to Schein,
is a transformation of artifacts, espoused beliefs and values or the underlying assump-
tion. Because these levels are interconnected, it often cannot be clearly distinguished
where the development has had an impact.

The development of organizational culture development can be differentiated in levels.
Barnhill describes four different development types. On the one scale there are incre-
mental change and radical change. On the other scale there are revolutionary change
and evolutionary change. Incremental change is a slow change, subdivided into many
action blocks. It is a step-by-step approach. Radical change is quick and applies many
adjusting points at the same time. They both describe the scale of change. Revolution-
ary change is characterised by a quick transformation and is fundamental, whereas
evolutionary change is slower and more continuous. Both describe the intensity of
time.1%° Alvesson reiterates the division into revolutionary and evolutionary develop-
ment distinction. He further elaborates that revolutionary changes refer to several or-
ganizational dimensions at the same time which could include “organizational culture,
management control systems, organizational structure, reward systems and leader-
ship”.11% The extent of effect refers up to basic strategic levels and could end up in a
completely new organizational culture. Evolutionary change remains on the operational
level and happens within existing organizational culture and strategy. It effects only

107 Schein, E. &Schein, P. (2018), pp. 15-21

108 Own illustration based on: Schein, e. H. &Schein, P. (2018), pp. 14-19

109 Barnhill, C. R., Smith, N. L., & Brent, D. O. (2021), pp. 82-83; Greenwood, R. &Hinings, C. R. (1996)
110 Alvesson, M. (2016), p. 17
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part-aspects and does not result in a completely new organizational culture identity.!!
Overall, the scope of organizational development projects is determined by the extent
by which organizational culture has been developed in the past. The more active or-
ganizational culture has been already developed and managed, the less revolutionary
taken measures must be.1?

Another important consideration is that the types of organizations mentioned in the last
chapter help determine which development methodology should be used. This is due
to the fact that a very complex structured organization with several hundred people
has a different demand on the development approach than four-people organiza-
tions.113

With regard to the literature review, the author models the phases of organizational
culture development on existing change and transformation processes and comes up
with five phases (Error! Reference source not found.) which are further explained in
the deduction of the category system in the methodology chapter. Based on the litera-
ture organizational culture development can also be perceived as change or in the
sense of transformation, depending on whether an organization already existed, and a
culture has already been established, or whether an organization newly formed. Sys-
tematic transformation processes in organizational studies typically follow a certain
pattern. This pattern is: Plan, Do, Check, Act. It is renowned as the PDCA Cycle.'14
Another model in change management includes: Evaluating, analysing, developing a
plan, implementing the plan, evaluating the changes.!*®> The five phases are shortly
introduced in the following paragraphs:

Starting Points | | Cultural || Conceptionof [ [ Development || Review
for Development Assessment Future State Methods Assessment
Evaluating internal & »  Assessing the » Developing the = Selecting appropriate +  lterative review of
external conditions current state of the desired future state methods to initiate the new state of
Culture-aware organizational of the organizational development organizational
management of culture culture +  Implementing culture
organizations measures = Sustaining results

Figure 8 - Phases of Organizational Culture Development!6

Starting point for development is the first step in guided organizational culture de-
velopment. Referring to the introduction, it is recommended to constantly develop the
organizational culture. In addition, there are special situations in which organizational
culture comes into focus. Initial reasons for the need for organizational culture devel-
opment are very diverse. There are examples related to external and internal environ-
mental changes. These can be existing and anticipated environmental changes. A
comprehensive list of various motives can be taken from Figure 14 and does not claim
to be complete.

111 Alvesson, M. (2016), pp. 16-18

112 sagmeister, S. (2016), p. 167

113 Trompenaars, F. & Hampden-Turner, C. (2020), pp. 203—-204, 207-209, 213-214, 216-217
114 ASQ - American Society for Quality (2022)

115 Alvesson, M. (2016), p. 50
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The second step is a cultural assessment of the current culture state. This step
enables a holistic perspective on the current state of the underlying organizational cul-
ture. There are many different methods in place to collect necessary data. Cultural
assessment is a decisive aspect of a successful realization of organizational culture
development, because it clearly uncovers cultural components and helps to clearly
identify the starting points for the respective development methods.'’ If cultural as-
sessment is embedded into such a broad systematic approach and deals as a method
to create awareness, it increases the success rate of organizational culture develop-
ment projects.*® In the case of a newly formed organization, there is no existing culture
to evaluate. In this case, this phase is not applicable for these types of organizations.

The third step is based on the previous clear analytical foundation and comprises a
visionary and idealistic planning of the future organizational culture state. Ac-
cording to Sackmann, a careful planning is very important in successful development
processes.'® The future culture state must be aligned with the strategic orientation of
the organization. Once the strategic direction for the future is clearly defined, the eval-
uation if the current organizational culture state supports this strategy needs to follow.
In the cultural dimensions, where a mismatch is obvious, methods for guided organi-
zational culture development need to apply. The comparison can be easily conducted
with visualization on diagrams.!?° Ideally, a conceptual design of the future organiza-
tional culture state is strategically based. A SWOT analysis can also help to create a
catalogue of measures based on the available resources that will lead to sustainable
optimization of the organization's culture.*?! For newly formed organizations, this is
where the planning process for organizational culture development begins.

In the fourth step, effective methods and development initiative measures are se-
lected that are aligned with achieving the selected goals. Methods in this research
include all types of development initiators. Methods for guided organizational culture
development can be diverse and a diverse spectrum is also helpful in order to tackle
the problem multifacetedly.*?? It is useful to add that the application of methods not
always leads to the desired results. With regard to Figure 6, the organizational culture
might not (anymore) adapt to the environmental challenges or might not (anymore) fit
to the organizational structure. Additionally, it must be stated that the method planning
is clearly depended on the allocated budget and resources of the organization.?3 For
the application, the scope and way of conduct of methods are dependent on the ur-
gency of development measures. Thus, the approaches can have more evolutionary
or revolutionary character.?

The fifth step is about reviewing the organizational culture development project
and if the taken measures led to the desired results. This last step might happen in a
regular basis, as culture is a vivid construct and is subject to constant change.'?> Sack-
mann values the constant review of development success as very important, because
development processes could also provoke unintended side effects, where quick

117 Sackmann, S. (2017), pp. 208-209; Herget, J. & Strobl, H. (2018), p. 191
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119 Sackmann, S. (2017), p. 247

120 sackmann, S. (2017), pp. 231-233

121 Herget, J. (2020), p. 104-105
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counter action is necessary. In addition, she adds that successful organizational cul-
ture development is only completed when performance reviews are conducted with
sufficient time lag to ensure lasting success.'?® The regular review of the change pro-
cess also plays a crucial role when it comes to the sustainability of the development.
Hence, this last phase is just as important as any other subphase in sustaining devel-
opment success.*?’ Hofstede condenses the importance by saying “if the process [of
organizational culture development] was started by a culture diagnosis, it is evidently
useful to repeat this diagnosis after sufficient time has passed for the planned changes
to become noticeable”.1?®

126 sackmann, S. (2017), p. 247
127 Homma, N. & Bauschke, R. (2010), pp. 115-121
128 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 376
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3 Methodology

3.1 Methodical Approach

This bachelor thesis examines the body of knowledge in organizational culture devel-
opment. It is based on an explorative approach. The chosen method approach is the
literature content analysis'?®. The literature content analysis is a method which allows
the author to review the most recent literature in a structured and systematic way. A
literature content analysis as an empirical approach offers also advantages in terms of
understanding and describing the underlying concept of organizational culture devel-
opment.** It helps to structure, interpret and compare the described frameworks,
which are expressed verbally or visually in diverse types of publications.'3! Especially
in terms of structuring, the qualitative content analysis is an appropriate.'32 The decon-
struction of the actual frameworks is supported by the use of categories, which helps
to reduce complexity. Through that, systematic comparisons of respective organiza-
tional culture development phases can be made.33 In respect to the underlying object
of research, a qualitative analysis is preferable to a quantitative. It is clearly not the aim
to proof certain characteristics with quantitative measures.*3* In contrast, the complex-
ity of organizational culture developments is to be described and analyzed. The actual
value of a literature content analysis lies in the structured comprehension of the re-
viewed sources.3

3.2 Literature Content Analysis and Conduct of Research

Three techniques to conduct a qualitative content analysis can be selected. Mayring
names them comprehension technique, explication technique and structuring tech-
nique. The technique is to be selected based on the research question. In order to
deconstruct single organizational culture development frameworks, the structuring
technique is to be preferred. This technique is also supported by a mostly deductively
derived category system as presented in this work (Figure 10). Furthermore, the struc-
turing technique can be applied with a focus on formal structure, content structure,
typifying structure and scaling structure.3¢ Here, the author focuses on a content struc-
turing approach but also applies the formal structuring partly. The content structuring
focus allows the author to comprehend the content with the use of paraphrasing within
the categories.’®” Formal structuring makes it possible to take a detailed look at the
individual development phases of the organizational culture. Then the phases can be
viewed in their entirety with a sharpened understanding of the general structures.'38

These techniques of the literature content analysis are applied on a structured and
extensive literature review. The literature is reviewed in an iterative process with

129 Brosius, H.-B., Haas, A., & Koschel, F. (2016), p. 137
130 Brosius, H.-B., Haas, A., & Koschel, F. (2016), p. 139; Hussy, W., Schreier, M. & Echterhoff, G.
(2013), p. 256;

131 Hussy, W., Schreier, M. & Echterhoff, G. (2013), p. 192
132 Bortz, J. &Ddoring, N. (2006), p. 332

133 Frith, W. (2017), p. 44

134 Brosius, H.-B., Haas, A., &Koschel, F. (2016), p. 4

135 Bortz, J. &Doring, N. (2006), p. 332

136 Philipp Mayring (2010), p. 66

137 Philipp Mayring (2010), p. 96

138 Philipp Mayring (2010), pp. 94-95
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increasing focus on relevance and details. The details of the research conduct are
presented in the following.

First, the literature “corpus” of the content analysis has to be selected.’®® A general
overview was provided by the research in internet databases and university library cat-
alogues.¥® Google, Google Scholar, ResearchGate and the “HOBSY” catalogue of
Hanover’s universities allowed a first overview. In the second step the author con-
ducted a thorough research on the following data bases: WEBSCO, Science Direct
and Web of Science. The list was supplemented by the content of organizational con-
sulting firms McKinsey, BCG, Bain, KPMG, PWC, EY and Deloitte. However, none
consultancies provided additional sources for the research. As a first result, all relevant
publications were listed systematically in an MS Excel table, which enabled a detailed
overview!4!, This table was complemented by sources which were referred to in rele-
vant literature.

Secondly, the content items were scanned for relevance in the mentioned topic and
discarded based on their actuality, which is a typical step in a literature content analy-
sis.1#2 Actuality is given if the publication has been published since 2010 or the content
is still considered a classic in the academic research field. Further selection is caused
by the language of publications, which only respected English and German. It is note-
worthy that textbooks and publications are included where organizational culture de-
velopment was not the main aspect of the source. This is rooted in the connection
between organizational culture development and organizational culture itself. Thus,
sources with an organizational culture or organization-related background were often
relevant to the topic. Sources that only contain insights on partial aspects of organiza-
tional culture development were integrated into the chapter 4. Findings and the over-
view of critical process steps of organizational culture development. During the selec-
tion process, the number of relevant sources for the detailed literature content analysis
decreased, as shown in Figure 9. Therewith, the final units of analysis were defined.
The MS Excel table is used as the foundation for the development of the category
system (Appendix B).

139 Philipp Mayring (2010), pp. 52-53
140 Bortz, J. & Déring, N. (2006), p. 47
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Figure 9 - Origin of Sources

For the entire research process, the key search terms were predefined. The key search
terms were: Organizational Culture Development, Organisationskulturentwicklung,
Corporate Culture Development and Culture Development. The latter terms were re-
spectively searched in British spelling.

After the corpus of the literature content analysis has been defined, the selected liter-
ature was processed in detail. Here, the frameworks are categorized in order to be
able to compare them with each other in a meaningful way afterwards. A category
system is used to make the division comprehensible for further research. Still, the in-
terpretation and analysis of the variety of qualitative data remains more difficult than in
quantitative data tables.'*® The specific conduct is also individual for each concrete
research problem and therewith can only follow a general orientation guideline.'#*

3.3 Category System

A qualitative content analysis is characterized by the categorisation of the reviewed
content items.'#® Classification and categorization can reduce the complexity of the
underlying concepts,'*® and enable a thorough description and comparison of the con-
tent. This method is commonly used in qualitative research.'#’ The categories chosen
must therefore be as appropriate as possible for the analysis of content.'*® Thus, these
category characteristics specify what the literature content analysis aims at.}*° They
build the core foundation for a valuable analysis.*°

143 Kuckartz, U. (2019), p. 183

144 Philipp Mayring (2010), p. 59

145 Kuckartz, U. (2016), p. 26; Philipp Mayring (2010), p. 59

146 Frith, W. (2017), p. 42

147 Kuckartz, U. (2019), p. 181

148 p_ Mayring (2000)

149 Brosius, H.-B., Haas, A., & Koschel, F. (2016), p. 153

150 Kuckartz, U. (2019), p. 182-183; Berelson, B. (1952), p. 147
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In order to specify categories, they are always developed in relation to the research
guestion and the actually reviewed sources.'®! Categories are defined as “basic con-
cepts of cognition, [which] are - generally speaking — a commonality between certain
things: a term, a heading, a label that designates something similar under certain as-
pects”.152 Due to this variable definition the categories are adapted based on the needs
of the reviewed content. Considering the decisive subtle differences in the reviewed
organizational culture development phases, categories can be subcategorized.
Thereby, according to Kuckartz the distinction of the categories inheres in the following
subcategories: Factual categories, thematic categories, evaluative categories, analyt-
ical categories, theoretical categories, natural categories and formal categories.'>?
Based on this classification, the subcategories of the category system are listed in
Figure 10.

Category System - Organizational Culture Development
Category Description Deductive/lnductive
Formal Categories
Main Category Information about Reviewed Literature
Sub-Category Medium/Category Deductive
Sub-Category Publication Date Deductive
Sub-Category Language of Publication Deductive
Sub-Category Authors Academic Background Deductive
Sub-Category Books Academic Background Deductive
Thematic Category
Main Category General Notes
Sub-Category Underlying Organizational Culture Definition Deductive
Sub-Category Focus of Culture Deductive
Sub-Category Title of Framework Deductive
Main Category Phases of Organizational Culture Development
Sub-Category Evaluating Starting Points for Development Inductive
Sub-Category General Notes: Current Culture Assessment Deductive
Sub-Category Methods: Current Culture Assessment Inductive
Sub-Category Conception of Future State Deductive
Sub-Category Initiation/Methodes for Development Deductive
Sub-Category Review Assessment Deductive
Sub-Category Notes about the Source Deductive

Figure 10 - Category System?!>*

Figure 10 also lists the way, how the categories have been developed. Typically, there
are three ways to develop categories. The concept-driven “deductive” development,
the data-driven “inductive” development and the mix of both developments.1°® The con-
cept-driven “deductive” development of categories is based on theory and the litera-
ture. This development of categories relies on existing systems which are built, before
the sources are reviewed.®® The data-driven “inductive” is characterized by a method,
where categories are derived from the underlying sources. In scientific logic, the term
"inductive" refers to the abstract conclusion from empirically observed things to a uni-
versal rule.’®” The author makes use of the mix of concept-driven and data-driven

151 Philipp Mayring (2010), p. 59

152 Kuckartz, U. (2019), p. 184

153 Kuckartz, U. (2016), pp. 34-35

154 Own lllustration; Based on Kapsalis, J. K. (2021), p. 60

155 Kuckartz, U. (2019), pp. 184-185

156 Kuckartz, U. (2019), pp. 184-185; Brosius, H.-B., Haas, A., & Koschel, F. (2016), p. 168
157 Kuckartz, U. (2019), p. 185
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development of the categories of the category matrix. With this approach, the prede-
fined categorization is refined as the literature is reviewed to ensure that the category
system closely matches the theory being mapped.t>® A well selected category system
is the foundation for a thorough qualitative content analysis like the literature content
analysis. Each category must be clearly distinguishable,'®® and defined (Appendix
A).160

Figure 10 lists all categories and subcategories of the category system of the present
thesis. The first categories are formal. They cover further information about the publi-
cation and the author. The next main category comprises information about the under-
lying focus of culture of the publication and is named: General Notes. Here, the sources
underlying culture definitions and focus of culture is noted. If an own developed organ-
izational culture development framework is described in the source, the title is listed
there as well. The last main category contains information about the described organ-
izational culture development approach. This category is subdivided into subcatego-
ries. All subcategories are derived in a mixed method. Mainly, the subcategories are
defined deductively. These subcategories reflect the single process phases of the or-
ganizational culture development.

The last crucial part of a systematic literature content analysis is to filter the sources
and classify detailed aspects into the associated categories. This part can also be de-
scribed as coding.1%! The method of qualitative content analysis is usually conducted
in an iterative process as described in Figure 11. Part of this process is the continuous
development of an increasingly sophisticated category system with subcategories.62
The entire process is always guided by the underlying research question (1). The first
scan of the sources is based on the deductively derived categories and subcategories.
Based on this, the category system is complemented and builds the coding frame for
the detailed coding of the sources. Due to the iterative coding process, additional cod-
ing categories require additional reviews of the content, some of which has already
been reviewed (2). Kuckartz describes this as the deductive-inductive category devel-
opment.1®® Saldana explains the process as first circle coding and second circle cod-
ing, whereas the total number of coding is not fix (2).164 The category system is set,
when no further subcategorization is appropriate.®> Once the coding process is final-
ized and the category system is set, the structured content is laid for further analysis.
The analysis may then in turn require further targeted reviews as well (3). Overall,
gualitative criteria are derived from methodical standards of quantitative content anal-
ysis to ensure objectivity, reliability and validity in this qualitative content analysis ap-
proach.166

158 Kuckartz, U. (2019), pp. 185-186

159 Brosius, H.-B., Haas, A., & Koschel, F. (2016), p. 160

160 Kuckartz, U. (2016), p. 67

161 Kuckartz, U. (2019), p. 185

162 Kuckartz, U. (2019), pp. 186-187

163 Kuckartz, U. (2018), p. 95

164 Saldafa, J. (2016); Kuckartz, U. (2019), p. 186

165 Brosius, H.-B., Haas, A., & Koschel, F. (2016), pp. 159-160; Kuckartz, U. (2019), p. 191,
166 Kuckartz, U. (2018), p. 202; Philipp Mayring (2010), pp. 51-52
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Discussing the Iterative Process of Category Development

Results

’ ===c== "Loraturo. 1
‘ Literature
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Coded Data QUEtlon Building the coding

I o frame

Further Detailed
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Category v Literature
System Intensive Coding

Figure 11 - Iterative Process of Category Development6’

The following should be noted with regard to the coding process in particular. The se-
lected data must be coded completely. Completeness is sufficiently ensured when the
sources have been coded with a clear focus on the research question (1). This means
that parts of the qualitative data that are not in the focus of the research can be disre-
garded.®® The sources differ in their type and extension. They need to be decon-
structed and then contained into the system of categories and subcategories. For that,
paraphrasing, a typical instrument for analysing the qualitative content, is part of the
decoding procedure.®® Paraphrasing allows the author to formulate original text pas-
sages in his own words. In doing so, the original content can be condensed, which
significantly increases the clarity and comparability of the category content.’® Also,
content can be linguistically aligned. Besides to paraphrasing, visualization is also de-
ployed in the analysis of the qualitative data in order to structure data within one cate-
gory.1t Here, visualization especially highlights the structure through the comprehen-
sion of different sources of one category. Influencing factors, effects and relations can
be perfectly mapped.1’? These instruments of the qualitative content analysis are ex-
tremely useful, because they create cognitive digestible overviews as well within the
category table as in the deconstruction of the individual units of analysis. The critical
aspect for both is that the quintessence of the qualitative expressions is not distorted.

The final aspect of the analysis phase in the described method of qualitative literature
content analysis is the presentation of results.1”® In this phase, the analysis methods
mentioned in the last paragraph converge. In this stage, it is up to the author to present
the thematic context in a meaningful way.'’* Concerning the analysis of the results, the
content is reviewed in a “category-based” and “case-oriented” analysis. Here, the

167 Own lllustration; Based on Kuckartz, U. (2019), p. 186

168 Kuckartz, U. (2019), p. 195

169 Kuckartz, U. (2019), pp. 193-194

170 Philipp Mayring (2010), pp. 67—68

171 Kuckartz, U. (2019), pp. 193-194

172 Kuckartz, U. (2019), p. 194; Vaismoradi, M., Turunen, H., & Bondas, T. (2013), p. 403;
173 Vaismoradi, M., Turunen, H., & Bondas, T. (2013), p. 402; Kuckartz, U. (2019), p. 194
174 Vaismoradi, M., Turunen, H., & Bondas, T. (2013), p. 402
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“category-based” analysis allows a comparison of the content within one category or
respective subcategory. The “case-oriented” analysis enables the evaluation of several
categories of the same source.'’ This allows the author to evaluate the predefined
category levels of different organizational culture development approaches within one
category. For a thorough evaluation of described organizational culture development
frameworks, the “case-oriented” analysis provides further value. This is because a
framework partially interlocks and builds on each development phase. The analysis of
entire frameworks thus requires consideration in connection with the connecting parts
of the organizational culture development phases. The combination of the two methods
of analysis of the category system lays the foundation for enriched descriptions of the
organizational culture development and its phases of systematic development.’® It is
precisely in the description of how the individual framework components interact that
there is a great gain in insights.

175 Kuckartz, U. (2019), p. 186
176 Kuckartz, U. (2019), p. 187
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4 Findings
4.1 Reviewed Literature

The reviewed literature of the qualitative content analysis contains 27 sources. They
consist of 15 monographs, 4 journal articles and internet documents each, 2 articles in
collective publications, one grey literature and one edited book (Table 2). As described
in the methods section, 23 sources are exclusively those that have been thoroughly
analyzed using the category system. The remaining sources were drawn back into the
subchapter focused considerations

Journal Article Contributionin ...
4 2

Internet
Document
4

Grey Literature
1

Book

Book (Edited)
1

Grey Literature

= Contributionin ...

= Book (Monography)

Internet Document

(Monography)
15

Book (Edited)

Journal Article

Table 2 - Reviewed Literature - Type of Sources!’’

Table 3 does not show a clear trend that would indicate a significant increase in pub-
lications in recent years. Rather, the internal references of the sources show that rela-
tively old literature is still being referred to with respect to organizational culture devel-
opment. With expanding international business operations and increasing environmen-
tal influences on organizations such as climate change and Covid19, the author as-
sumes increasing interest in the field of organizational culture and organizational cul-
ture development. This might be first noticeable in increasing numbers of publications
in journals about this topic. Publications by Edgar Schein and Kurt Lewin are referred
to as classics in organizational culture studies and change. With regard to national
culture and in the business context, Hofstede and Trompenaars and Hampden-Turner
are frequently mentioned sources. Five of 27 sources have been published in German,
whereby English is clearly the language of publication in the field of culture science.

Particularly striking is the large number of monographic publications. Monographs from
the area of organizational studies also cover the topic of organizational culture devel-
opment. Nevertheless, among the sources there are 14 that mainly deal with organi-
zational culture development.

177 Own lllustration
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B Number of Publications

Table 3 - Reviewed Literature — Year of Publications!’8

It is worth noting that the background of 10 authors and co-authors is in consulting.
The publications of the larger business consultancies will certainly have involved many
more consultants. In the case of the latter, the author was prevented to review the
details of their approaches to organizational culture development, as there was no
response to explicit inquiries.

Furthermore, the consideration of the academic background also provides valuable
insights. Culture, as mentioned in earlier chapters, is a topic that needs to be looked
at from interdisciplinary perspectives. However, only 7 of at least 42 authors involved
in the reviewed literature have a background in psychology, social psychology, social
sciences, sociology, organizational studies or similar academic backgrounds. The
exact number of involved authors could not be precisely determined but 42 are those
presented as the main authors of the reviewed literature. The vast majority write on the
topic of organizational culture development from the perspective of business and
management. It must at least be pointed out that there is a risk that these authors apply
the models of their science, but disregard the entirety of the culture issue.

4.2 Definition of Organizational Culture

The derivations of definition of culture of the underlying reviewed literature reveals that
10 of the 27 sources are based on corporate culture. Of the 27 sources 3 focus mainly
on culture at the national level and based on this provide insights into organizational
culture. Only 14 sources clearly refer to organizational culture in their definition of cul-
ture. Since these are identical phenomena despite different perspectives, this does not
detract from the comparability.

In general, it can be stated that a commonly accepted definition of the term organiza-
tional culture is not in place.'”® Appendix B lists the used definitions of organizational
culture in the literature. It is irritating that authors mainly agree that a clear understand-
ing of organizational culture is necessary for developing organizational culture, 8 but

178 Own lllustration
179 Ogbonna, E. & Harris, L. C. (2014), p. 668; Trompenaars, F. & Hampden-Turner, C. (2020), p. 28
180 Gorton, G., Grennan, J., & Zentefis, A. (2021); Kihl, S. (2018), pp. 7-8
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remain unprecise in exactly this aspect of their works. Sackmann emphasizes on the
importance in regard to cultural assessment.'8! The lack of a clear definition does not
only complicate a detailed analysis of the current state of organizational culture, but
also makes it difficult to apply the right tools and methods for organizational culture
development. Regardless of disagreement, these three definitions of organizational
culture have been referenced most often in the literature (Figure 12).

Source Definition

Edgar Schein'®? “Culture is a pattern of shared basic assumptions, invented,
discovered, or deployed by a given group, as it learns to
cope with its problems of external adaptation and internal
integration, that has worked well enough to be considered
valid, and, therefore, is to be taught to new members of the
group as the correct way to perceive, think, and feel in rela-
tion to those problems.”

Hofstedel8? "Every person carries within him- or herself patterns of
thinking, feeling, and potential acting that were learned
throughout the person's lifetime. [...] such patterns of think-
ing, feeling and acting mental programs [will be called] soft-
ware of the mind. [...] A customary term for such mental
software is culture”

Kotter & Heskett184 “Organizational Culture refers to - at the deeper and less
visible level - values that are shared by the people in a
group and that tend to persist over time even when group
membership changes. At the more visible level, culture rep-
resents the behavior patterns or style of an organization that
new employees automatically encouraged to follow by their
fellow employees. Each level of culture has a natural ten-
dency to influence the others.”

Figure 12 - Organizational Culture Definitions

Although Schein critizes the use of conceptually vague definitions like “culture is the
way we do things around here”,'85 the author still evaluates this kind of definition as
valuable in order to outline the overall concept and make it perceptible in some
relations. What has become obvious is that organizational culture definitions do not
differ from national culture definitions or culture definitons. They are universally
applicable, which also indicates in some degrees the validity of possible cross
references.

4.3 Phases of Organizational Culture Development

The reviewed literature provides consensus on the process steps or phases of organ-
izational culture development. The single steps may be differently denoted but in the
main sense they are equal. Moreover, the suggested steps for organizational culture
development do not differ from conventional transformation processes as can be seen
in Figure 13.

181 Sackmann, S. (2017), p. 209

182 E, Schein (2012), p. 313

183 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), pp. 4-5
184 Kotter, J. P. & Heskett, J. L. (2011), p. 4

185 Schein, E. (2012), p. 312
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Source

Develop-
ment
Phases

Sackmann?g®

1. Culture analysis
(Current)

2. Culture analysis
(Future)

3. Evaluation

4. Risk analysis of
intended develop-
ment

5. Planning of de-
velopment process
6. Implementation
of development
measure

7. Controlling of de-
velopment

8. Sustaining cul-
ture

Herget (Culture Ex-
cellence)®’

1. Analysis of rele-
vant factors

2. Diagnosis and
prioritizing

3. Analysis of po-
tentials

4. Strategy devel-
opment

5. Method selection
6. Implement &
control

Homma &
Bauschke?®®

1. Preparation
2. Analysis

3. Conception
4. Roll-out

5. Sustaining re-
sults

Hofstede, Hofstede
& Minkov®®

1. Map the culture
of the organization
2. Evaluate strate-
gic choices

3. Implement
changes on: Peo-
ple, structural and
process level

4. Monitor the de-
velopment

Cameron & Quinn
(OCAI)°

1. Reach consen-
sus on the current
culture

2. Reach consen-
sus on the desired
future culture

3. Determine what
the changes will
and will not mean.
Identify illustrative
stories.

4. Develop a strate-
gic action plan

5. Develop and im-
plementation plan

Conventional De-
velopment Pro-
cess: Alvesson®®!

1. Evaluating the
situation and deter-
mine the goals and
strategic directions
2. Analysing the
existing culture and
sketching the de-
sired culture (Gap
analysis)

3. Developing a
plan for developing
the culture

4. Implementing
the plan

5. Evaluate the
changes and sus-
tain the results

Figure 13 - Reviewed Organizational Culture Development Phases

186 Translated by the author: Sackmann, S. (2017), p. 248
187 Translated by the author: Herget, J. (2020), p. 48
188 Translated by the author: Homma, N. & Bauschke, R. (2010), pp. 64—65

189 Condensed by the author: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 377

19 Cameron, K. S. &Quinn, R. E. (2011), pp. 90-104
191 Alvesson, M. (2016), p. 50
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Thus, the author's choice of organizational culture development phases (Error! Refer-
ence source not found.) can be considered as justified. The provided phases do all
include 5 major steps. The development process starts with a thorough analysis of
organizational culture and its environment. This is followed with a conception of the
desired future state of culture. Derived from a gap analysis, a plan for the development
process is created. Planned measures are taken and implemented. Lastly, the organ-
izational culture development process is regularly reviewed. With describing organiza-
tional culture development in process steps, it can be stated that most of the reviewed
literature understands the organization culture development as a process. Further,
from the management perspective, this process can be rolled-out in form of a project.

4.3.1 Starting Points for Development

Evaluating the starting point for organizational culture development is the first step in
an organizational culture development project.1%? Hofstede deducts the starting point
of organizational culture development from the history of evolution. In the face of an
evolving environment, (organizational) culture constantly adapts in order to cope with
the new situation in the best possible way which has been a vital human capability to
survive in the past million years.'®®> The permanent adaptation to changing circum-
stances is therefore essential for organizations. The process of adaptation can also be
seen as development and should therefore generally be as permanent as the perma-
nent development of the influences surrounding the organization. Sackmann sees per-
manent culture aware management as the ultimate end stadium of every organiza-
tional culture development process.'®* Therewith she implies that culture is to be man-
aged on a daily basis and not only, if conditions are threatening for the organizations.

Nevertheless, the majority of literature does not refer to the aspect that organizational
culture should be developed from the foundation of an organization. More precisely,
the reviewed literature provides solely explicit occasions, in which organizational cul-
ture development should be considered in particular (Figure 14). They are all some-
how threatening for the organization. These conditions can result from external envi-
ronmental changes or be internal in nature.

Explicit Occasion for

e e Organizational Culture :

| Development i

¥ v v

Internal | | External / Internal | | External
Employee retention/loss (schein p.191) +  Ethical conduct / Compliance (pemwitts) +  Market development (Herget pp.7,111)
Performance adaption (48R /BCG) = Digital transformation (8cG s Herget p.424 s +  Technological development (Herget/strob! p. 73)
Bad financial performances (Heskett p. 299) Sackmann ) . +  Competitor challenges (stanford p. 36)
(Quick) organizational growth (CameronQuinn * Need for Innovation (£v /Herget p.10) +  Sustainability measures (Linnenluecke p.364)
p.57) = M&A Bischofn +  Work 4.0 (Herget p.73)
Organizational changes and transformation . Strategic Alliances (sackmann pp. 169if) . Demographic change (Herget/Strob! p. 73)
?nj:mlz;;rﬁation of new management *  Inemational expansion +  Regulatory Demands (sackmann pp. 169f)
P! 9 « Adaption to national cultures Globalization (Herget p.111)

syslems (Herget/Strabi pp. 150/289) (Trompenaars / Hofstede)
Value change (sackmann pp. 16911 «  Strategy (change) (Hergetp.7)
Leadership change (Sackmann pp. 169f) +  Implementing quality management
General dissatisfaction (Heskett pp. 144,267,309) measures (Cameron/Quinn pp. 7-12)
Increasing product(ion) failures (schein p.191)

Figure 14 - Overview Starting Points for Organizational Culture Development!®®

192 Heskett, J. L. (2012), p. 297

193 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), pp. 474-475
194 Sackmann, S. (2017), pp. 289-290

195 Own lllustration
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4.3.2 Assessment of Culture

Whereas there is still disagreement on the starting point for organizational culture de-
velopment the assessment of culture is commonly evaluated as important.1% It is ob-
vious, that this phase is only applicable if organizations have an existent culture. Nev-
ertheless, for newly formed organizations, these aspects are of equally importance
since the development process will be regularly revised in a systematic approach. Ac-
cording to Schein, a thorough assessment reveals information about how the current
organizational culture hinders or supports general organizational development inten-
tions.’®” This phase of development is characterised by data collection, analysis and
interpretation. Data collection methods have advantages and disadvantages so that a
decision for the ideal method must be weighed up in advance.%8 The reviewed sources
differ in their approach to culture assessment. Hence, they can be classified into three
different categories (Appendix A).

The first group unrelatedly lists instruments and methods to collect data. They mention
that the choice of methods should be done carefully, but they do not deal with the
complexity of this procedure in detail. A separate position is represented by the con-
sulting companies, which hint at a more comprehensive methodology, but do not dis-
close any detailed information about it.2*° It is also noteworthy that 10 of these sources
do not deal with the topic of culture assessment separately at all. This may be partly
due to the fact that some of these sources are journal articles, some of which focus
only on a particular aspect of organizational culture development.

The second group is characterized by the fact that they approach the complexity of
culture assessment with a more comprehensive approach. This group addresses the
need to choose qualitative and guantitative methods for data collection.?®® They also
provide a selection of methods for this purpose.?® In regard to complexity, Kihl points
out that organizational culture is also expressed in informal and difficult to measure
levels. Thus, he recommends more elaborate survey instruments such as participated
observation and observation interviews.2%? Furthermore, this group includes rough pro-
cedural structures for the implementation of culture assessment, which should be of
greater added value for those interested in applying it.2%% Finally, this classification also
includes sources that base their culture assessment on classic management models,
which are used to measure various management processes. Examples of this are the
OCAI by Cameron and Quinn.?%* This approach is embedded in the so-called Compet-
ing Values Framework.?%® Herget lists standardized methods such as the Denison
Model.?%¢ These models go much further in their structuring than the mere application
of data collection instruments, but their analysis criteria are not designed for the com-
plexity of the culture as they are designed for managing general business processes.
Thus, there remains a strong doubt that unadopted models for different organizational

1% Sackmann, S. (2017), pp. 208-209

197 Schein, E.H. &Schein, P. (2018), p. 221

198 Sackmann, S. (2017), p. 208

199 Deloitte ; Hofstede Insights (2022b)

200 Stanford, N. (2010), p. 33, 50

201 Herget, J. (2020), p. 75; Homma, N. & Bauschke, R. (2010), pp. 81-85; Kihl, S. (2018), p. 45
202 Kijhl, S. (2018), pp. 44-45

203 Homma, N. & Bauschke, R. (2010), pp. 80-83

204 Cameron, K. S. & Quinn, R. E. (2011), p. 23, 26-30, 31-51
205 Cameron, K. S. & Quinn, R. E. (2011), pp. 26-30

206 Herget, J. (2020), 48, 55-57
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cultures are suitable to capture them in their details. However, the application is ad-
vantageous when cultures are to be compared within industries or economic sec-
tors.?%” Those models rely on great historically grown survey data. It can build a robust
basic assessment of the organizational culture and allows correlative assumptions
based on this great data base. In respect to national cultures comparability, Hofstede’s
IBM study represents a fitting example for the advantages of the use of pre-defined
dimension to set cultures into relations.?%®

The third group studies organizational culture assessment in detail. Here, the works of
Sackmann,?%® Bischoff,?1? and Schein deserve special mention.?!! The latter in partic-
ular is considered an excellent reference in the study of organizational culture. Schein
brings in an anthropological perspective, which relates clinical outcomes to organiza-
tional history. This group is characterized by the fact that it builds on the explanations
of the second group. They refer to the organized selection of different survey instru-
ments and the use of standardized models.?'?> However, Schein clearly adds, that the
sole use of questionnaires with pre-defined dimensions would not lead to an adequate
assessment of the complex terrain of culture.?'® Furthermore, he points out that the
decoding process cannot be standardized. The difference lies in how the different re-
sults are classified and evaluated afterwards.?'* She adds the fact that an analysis
result requires an extensive evaluation which serves as the actual source of valuable
insights.?!® In this respect, Stanford highlights the positive impact for efficacy when the
evaluator has experience with the surveyed culture.?'® Basically, it can be stated that
this group is characterized by responding to the particular importance and complexity
of the cultural analysis project. They describe culture assessment on a processual,
conceptual and content-related level. In the contrary, the limitations of this undertaking
are also clearly classified and possible solutions to them are provided.

In terms of data collection, systematic cultural assessment methods can be differenti-
ated in three main groups. Herget describes the first as standardized methods. They
are highly standardized and allow benchmarking between the assessment objects.?’
Those are the ones of Denison, Human Synergistic (OCI) or the OASIS question-
naire.?'® With two million applications, the OCI tool is globally probably one of the most
used approaches to cultural analysis.?'® Hofstede’s Culture Compass, which builds
upon his national culture model, is also a relevant option in this category.??°

The second group consists of flexible methods. Still in a standardized frame, they as-
sess every organization based on their individual demands. They are the ones of

207 Sackmann, S. (2006)

208 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 31-33
209 Sackmann, S. (2017), pp. 207-240

210 Bischoff, J. M. (2007), pp. 78-91

211 Schein, E.H. & Schein, P. (2018), pp. 209-258

212 Herget, J. (2020), p. 75; Kdhl, S. (2018), p. 45; Sackmann, S. (2017), pp. 208-209; Stanford, N.
(2010), pp. 29-33

213 E. Schein (2012), p. 311
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Sackmann, Repertory Grid or the Culture Excellence Model.??* The Repertory Grid
enables through a social science-based procedure the determination of basic cultural
characteristics of the company and their dynamics, the attitudes, motives and expec-
tations of managers and employees. Possible subcultures that have developed in sin-
gle departments and areas of the company can also be detected.???

The third group is the most progressive. Big Data analytics and Software-as-a-Service
provider developed technical based cultural assessment alternatives. Schein states
TinyPulse, Glint, CulturelQ, RoundPegg and CultureAmp as some of the most relevant
in the last decade. These platforms offer a wide variety of different opportunities for
organization. Specifically, this refers to the potential of artificial intelligence and ma-
chine learning.

In the overarching perspective, some preliminary considerations still need to be taken
into account. Firstly, Hofstede indicates, that organizational culture and national cul-
tures are different and therewith cannot be measured with the use of the same ques-
tionnaires or survey.??® Secondly, when organisations are complex, there might be ex-
istent subcultures within different departments. Then, a technical pre-evaluation must
be made in regard to the size of the survey object.??* In small organizations, all mem-
bers must be surveyed. In larger organizations, members of all horizontal and vertical
levels need to be included for representative survey results if not only subcultures but
the whole organizational culture is to be the subject of the organizational culture de-
velopment project.??® Thirdly, Sackmann points out the cleaning of the data regarding
influences of other culture influences. Since many influences are unconscious to the
respondent, the cultural elements of his or her nationality, region, or profession may
mix and have influences on further stages of development.?2®

Lastly, assessment of organizational culture is overall reviewed as highly difficile if not
impossible in detail. 2’ The problematic aspect lays in the nature of the survey subjects
itself. As the roots for organizational culture are in the underlying assumptions, espe-
cially long-time organization members may be unaware of aspects of their own organ-
izational culture. This could have influences on the results of the cultural assessment
and therewith distort the starting point for the conception.??® Also, surveys take only a
limited view of culture and its variables (norms, attitudes, values, behaviours, etc.) and
therewith do not picture the holistic framework.??° Schein further elaborates about the
cultural bias that could lie in standardized dimensions. In his opinion, category systems
are systems, learned by individuals to make sense of every kind of phenomenon. They
reduce complexity. The process of learning relies on cultural processes, which may
influence in the end an objective analysis based on such category systems.230
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Followed by the assessment and evaluation of the current organizational culture state,
the plan of the desired future culture state must be concepted.

4.3.3 Conception of Future State

The reviewed literature reveals importance for the detailed planning of the future state
of organizational culture. According to the main body of the comprehensive literature
in this category, the conception of the future state of the organizational culture should
focus on three dimensions. The future state of the organizational culture needs to be
aligned with the results of the current culture assessment, environmental needs and
strategic orientation of the organization.?3! Derived from this insight, sources are con-
sidered as comprehensive if they reflect the importance of this triplet. Only the source
of Sackmann provides comprehensive insights in this category. 11 sources do not con-
sider the conception of the desired future state at all.

It is a shared opinion that the previous step of cultural assessment is not valuable at
all if a desired development goal is not defined. Thus, the planning of the future state
of the organizational culture is highly dependable on a detailed cultural assess-
ment.23? If the concepted future state of the organizational culture is close the current
state, the need for drastic organizational culture development measures can be denied
since the initiation of organizational culture development also needs to be evaluated
from a risk perspective. According to Sackmann, the greater the difference between
the visionary future state and the current state of organizational culture, the greater
risks for failure of the development. This failure could result in economic risks for or-
ganizations.?33

Environmental factors should be strongly integrated into the conception at this point
in order evaluate the external conditions within organizations are competing. A SWOT
analysis should help to sustainably optimize the future state according to the respective
environment.?** Respecting environmental evolution, every organization should aim for
adaptiveness and flexibility. This should always be considered as highly valuable cul-
tural dimensions to be developed despite the fact that organizational culture must al-
ways be individually tailored for each organization.23®

Organizational culture must be evaluated regularly in concert with strategy and core
principles in order to have positive influences on business performances.?3¢ Strong
considered cultures that do not fit into the strategic context of an organization are seen
as likely to negatively impact business performance.?*’ Finally, leaders who want to
build a high-performing organization are puzzled by culture. In fact, it is a common
practice that they do not mange culture or to leave it to HR. Managers may design
detailed plans for strategy and execution, but because they do not understand the
power and dynamics of culture, their plans get derailed. Thus, strategy must be
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supported by culture and vice versa.?®® Two strategic approaches for method selection
can be chosen. Evolutionary development processes or revolutionary development ap-
proaches are the options. The evolutionary approach is to be selected if the state of
urgency is small. The revolutionary approach is to be selected if the state of urgency
is big. If it can be decided, the evolutionary approach is preferable to the other. More-
over, increasing time pressure also impacts the selection.?3® Herget also points to the
type of organization that helps determine the selection of methods. According to his
example, relatively conservative organizations with rigid structures tend to be less re-
ceptive to agile methods he presents.?*? Based on this upstream strategic considera-
tion of how the development process should be designed, the process moves toward
the methodological approaches as such to apply the development plans.

In the roll-out, organizational culture development frameworks make use of project
management concepts that originated in management theory. Herget claims that pro-
ject management is a proven way to systematically accompany the development pro-
cess from now on. The now envisaged goals are formulated according to the SMART
principles.?*! This holistic view of the cultural development project thus forms the basis
for designing a strategic catalogue of measures to address the change.

4.3.4 Development Methods

Building on the last subchapter, the following subchapter deals specifically with the
methods and tools which are selected to initiate organizational culture development in
the desired direction. Methods and instruments are used as an umbrella term which
contains taken measures to initiate organizational culture development.

To better understand how change-methods work, it is important to keep in mind that
social systems are to be changed. As described in this research, there are different
layers of culture. Each methodical intervention usually affects one of these cultural
layers.24? Particularly the deep layers are rooted in human brains through repetitive
actions, expressed by routines and habits. If those underlying assumptions are to be
changed, people can be extremely stressed. People lose some of the security they
have gained through routines and habits. This feeling is reinforced by the feeling of
losing competence which was linked to their routines. In addition to the expectation of
additional effort to be taken to change these routines, resistance to change is not
rare.?*® Thus, development processes and the implementation of methods are highly
sensitive processes which cannot be realized without individual commitment of organ-
izational members.?*4 Here, Schein highlights the importance to create psychological
security for the change process in the first place.?4®
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In the review process it became obvious that methods and instruments for organiza-
tional culture development can be categorized and sorted by organizational culture

layers that is tackled by them (Figure 15).

-{ Artifacts

.~ N A 4

Design
Room design Architecture
Open space offices
Symbols & Slogans
Statues
Etc.

Organizational Structure,
Operations & Processes

*  Formulating organizational
values, vision and mission
Process changes
Supported by project
management

Change of organizational
structure

Policies

Rituals:

Meeting
Introducing or reducing
formalities
Decision making path

Human Resource Management
«  Recruiting

Dismissal

Job rotation

Incentive Systems

Trainings / Workshops

Development programs

Leadership programs
Awareness programs
Appointing change agents or
value ambassadors

Figure 15 - Influencing Factors for Organizational Culture Development?46

The application of single methods is commonly agreed as useless. It is agreed that an
extensive application of methods lead to the greatest possible effects?*’ whereby avail-
able resources and budget limit the selection of the methods and instrument.248

Artifacts, symbols and rituals are the most visible layers of culture and easiest to be
developed.?*° Here, room design and architectural implementations can already have
an impact. Changing this environmental architecture provokes unconscious and re-
peated behaviour. This decision-making context of individual organizational members
has a significant influence on their behaviour. The repetition anchors the behaviour as
a routine. This is called nudging, which takes advantage of this mechanism and trig-
gers the downward process in culture development (Figure 7).2°0 This method is as-
sociated with relatively rapid development results.?>! Alvesson refers to this method as
the “reframing of everyday life”.?52

An important player in organizational culture development for corporate organizations
is the Human Resource (HR) department (Figure 15). HR has relevant intersections
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with many layers. Recruitment can play an important role in culture development,?% as
well as dismissals. 2> New organization members are selected based on organizations
new set of values for instance. Selecting new organizational members can be important
for both maintenance and reshaping organizational culture.?> Within the HR responsi-
bilities could also lie the decision of promotion or job-rotation. In this circumstances,
organizational members could be allocated to positions most suitable to their capabili-
ties?>® which impacts their flow experience and well-being. Reward systems are an-
other effective way to trigger development in corporate organizations. This is because
underlying assumptions are deeply rooted in humans. Rewards are instruments that
could also trigger deeply rooted areas in humans and could lead to relearning of be-
havioural patterns. Hence, reward and recognition systems, such as compensation of-
fers, should be targeting toward the desired state of behaviour. Reward and recognition
go far beyond monetary compensation but should also include non-monetary acknowl-
edgements of desired performances.?®” Referring to the culture development model
(Figure 7), the incentive system applies at unconscious levels of humans and there-
with are also deeply located in the culture model with high impact on culture develop-
ment. Finally, organizational culture is also strongly linked to organizational structure,
which has been shown in Figure 6. Thus, recruitment of new organizational members
is an example of how formal structures of organizations can be changed.

Agile methods such as Kanban or Lean have recently been associated with organiza-
tional culture development. They change processes in organizations and have an im-
pact on norms and values. A change in the underlying assumptions thus only occurs
through repeated application at the process level until routines in behaviour estab-
lish.?%® Similar to Kanban or Lean, Herget also lists a variety of other agile methods
and concepts such as Co-Creation and LEGO® Serious Play®. However, the agile
approach rather describes the newer approaches in organizational culture develop-
ment, and they are not yet widely described in the literature.?>°

The sources clearly reveal that leadership and communication have superior functions
in organizational culture development. Especially leaders and leadership heavily influ-
ence organizational culture development.?%° Herget points out that leaders in particular
have a duty to play a key role in initiating the selected methods in their areas.?! As
part of their role model function, leaders are particularly responsible for communicating
the values of the organizational culture, exemplifying these values and initiating con-
sistent actions in the event of disregard for the newly defined cultural factors.?6? But it
is not just the communicator role. According to Schein, leaders should also ensure that
systems and procedures are adapted. Here, managers are often unaware how routines
trigger reinforcement mechanisms for cultural development.?%® Hofstede underlines:
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“Without doubt, the values of founders and key leaders shape organizational cultures.
But the way these cultures affect ordinary members is through shared practises.
Founders’ and leaders’ values become members practises over time.”?54

In the last decades, both the concepts of leadership and organizational types evolved.
Because of that, the role of leadership in organizational culture development must also
be constantly re-evaluated.?®® The basis for such reassessment lies particularly in the
development organization types as described in chapter 2.2.. In respect to national
culture and organizational culture, leaders must adapt their behaviour and leadership
skills, in order to initiate desired changes. According to Trompenaars and Hampden-
Turner, also the other mentioned methods and instruments (Figure 15) must be
adopted to the existing national and organizational culture.?%®

Leadership is supported by effective communication. Communication is an essential
part of guiding organizational culture.?8” According to Herget, three points in particular
must be clearly communicated. The starting point must be made clear, the future di-
rection as orientation and the "why" of the development project.?6® Cameron and Quinn
highlight the communicated transparency.?°® Especially the choice of words can be of
importance when desired behaviour should be provoked whereas the words can be
expressed verbally and non-verbally. Examples are annual statements, onboarding
materials or mission statements. Here, it must be noted that these measures increase
their effectiveness, if consistency of word and behaviour is given.?’° Kiihl emphasizes
how formal guidelines for communication can also have an influence on organizational
culture.?’! Historically connoted are stories as examples used to pass on glorious be-
haviour of an organization or individual members to future generations.?’? This type of
cultural transmission is a historically evolved phenomenon and can still be effective
today in (re)animating particular facets of organizational culture.?”3

This phase is also critically considered among the sources as organizational systems
do not follow clear rules and implemented measures. Sackmann critiques the fact that
newly designed organizational charts or a rhetorical change often only result in super-
ficial changes, but do not change profound structures. She sees many advocates and
leaders praising themselves with symbolic actions but not effecting real change.?’* It
becomes obvious that organizational culture development is to be managed seriously
or not at all.
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4.3.5 Review of Development Process

Traditional development or change projects also include project controlling and a re-
view. In this way, the sustainable success of the development projects can be ensured.
In contrary, organizational culture is not a fixable construct, but a construct that is in
continuous movement. For that, sustaining measures need to be taken as well.?”> How-
ever, when reviewing the literature, it becomes clear that little attention is paid to this
last phase. Only 9 of the 27 sources deal with this aspect in detail or less. Only four
sources, namely those of Sackmann, Herget, Homma and Bauschke and the one of
Hofstede, illuminate this phase appropriately. Based on the review, it means that the
most informative sources have an understanding of the peculiarities of the culture in
the development process. Furthermore, they recognize the need for permanent moni-
toring of the development process.

Those authors agree upon that culture development projects do not end with a revision
of the development process. Due to the nature of organizational culture as a vivid phe-
nomenon, organizational culture development is a constant process which cannot have
a defined end.?’® This is where organizational culture development projects differ de-
cisively to classic organizational development or change projects. It is emphasized on
the importance that organizational culture development projects lose their project sta-
tus in order to embed culture changes into routines of everyday life.?’” Especially, when
development efforts decrease, a potential risk occurs that people within the organiza-
tion fall back into old behaviour patterns and routines.?’® That is why culture develop-
ment asks for persistence as well as sustained attention. There is agreement that de-
velopment success must be ensured through regular reviewing.?’® If necessary, cor-
rective measures can be taken.?8% Again, leadership is seen as playing a significant
role in this context. Leaders should take on clear responsibilities to maintain a high
level of commitment to the desired future state of the organizational culture.?!

275 Heskett, J. L. (2012), p. 305

27 Homma, N. & Bauschke, R. (2010), pp. 115-116

277 Herget, J. (2020), p. 133; Homma, N. & Bauschke, R. (2010), p. 120

278 Homma, N. &Bauschke, R. (2010), p. 115

219 Hofstede, G., Hofstede, G. J., & Minkov, M. (2010), p. 376; Sackmann, S. (2017), pp. 289—290
280 Herget, J. (2020), p. 50; Heskett, J. L. (2012), p. 91

281 Herget, J. (2020), p. 133; Homma, N. &Bauschke, R. (2010), p. 117

38



5 Conclusion

5.1 Concluding Considerations

Organizational culture is a phenomenon that is not uniformly defined. Therewith, or-
ganizational culture development frameworks do not have a common ground where
they can be applied. What becomes clear is that organizational culture development
frameworks are process-based and quite similar in their process steps. Moreover, they
do not differ decisively in their phases from classical organizational development or
transformation processes. The reason for that could be implied in the academic back-
grounds of the majority of the authors. The author assumes that due to their back-
ground in management and organizational consultancy, they try to capture organiza-
tional culture development with familiar existing models. Consequently, organizational
culture development is captured within process models which do not comprehensively
reflect culture as the complex phenomenon. Thus, looking at organizational culture
development from a classical process perspective solely can be reviewed with scepti-
cism. It is clear that processes relating to social systems are far more complex to be
developed in a desired direction. However, the review shows that organizational cul-
ture development can be managed and guided through the targeted implementation of
measures. In this context, approaches of organizational theory can be quite useful to
take a systematic approach.

Profound organizational culture development projects are based on an assessment of
organizational culture. Assessment of culture is difficult, but feasible. The assessment
of culture is difficult, but feasible. For this purpose, there are various methods for col-
lecting data and visualizing the results. Here, Al, big data and software development
is going to further develop. Investments in these areas are rising and therewith, tech-
based assessment methods will not remain a trend. The author considers these tech-
nology-based methods for cultural assessment, further trained with huge amounts of
data, as effective alternatives for cultural assessment in the future. Nevertheless, final
evaluations remain a task for humans, namely experts or skilled consultants. Experts
from interdisciplinary academic fields should be involved to ensure a comprehensive
evaluation. With that being said, culture remains a highly complex system that cannot
be tackled solely by technical solutions.?82

In regard to the conception of the desired future state of organizational culture, the
review indicates that the development goals must be individually tailored and should
support the adaptiveness of organizations. When implementing measures for organi-
zational culture development three factors must be taken into close consideration. Or-
ganizational culture should always be aligned with organizational strategy, environ-
mental needs and based on assessment. Organizational culture is developed through
support by leadership and effective communication. Methods are manifold to initiate
the desired development of culture and have to be individually tailored for each organ-
izational culture development project. However, the development of organizational cul-
ture is complex, and clear expectations cannot be predicted with a high degree of prob-
ability. Saying this, culture remains to be unmanageable to a certain degree.
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Methods and instruments initiating organizational culture development are manifold.
Leadership and communication must be highlighted in the way they have an impact on
the development success. In view of workplace transformation, there are new de-
mands on the role of the leader as well as on communication. Thus, the influence on
the organizational culture of leaders will also change over time, just as new processes
and habits will change with new generations entering the social environment of organ-
izations. Considering the literature, the choice of methods for development must be
well selected and balanced for each organization. Especially during the implementa-
tion, special attention must be paid to the fact that the measures should change deeply
rooted learned routines and habits. One should be aware that this can lead to re-
sistance within the social structures of an organization. Thus, organizational culture
development is a long-term process.

In terms of reviewing the development process, organizational culture development is
not a project with a clearly defined end. Instead, permanent culture-aware manage-
ment of organizational culture is to be advised for organizations. On this way, devel-
opment results can be sustained and rooted in the deep layers of culture. Because of
that, sustaining the results of organizational culture development can be perceived as
complicated as the development itself. The day-to-day challenges of organizations
lead to less awareness being given to development projects over time. This is a major
risk for failing development projects.

In terms of organizational culture development, the role of consultancies needs to be
seen critically unless they provide experience and resources for broad organizational
culture development projects, including thorough assessment. Due to the converging
findings in terms of the development process, a consulting assignment will most likely
not bring decisive added procedural value. Especially the consulting companies oper-
ating in the for-profit sector might not address the complexity and interdisciplinarity of
culture development by applying simplified development models. The fact that organi-
zational culture should sooner or later become part of culturally aware management
anyway should at least call into question the externalization of organizational culture
development to third parties. A significant rethinking of organizational practice is
needed here. First, leaders need to become aware of their duties with respect to or-
ganizational culture development. Second, managers need to be trained and sensi-
tized of the role they play in shaping organizational culture. Third, HR departments
should be much more respected in terms of their influence on the overall success of
an organization.

Given that organisational culture (development) is so important for the adaptability and
resilience of organizations, it is surprising that it is still underrepresented in considera-
tions. This could be caused by the interdisciplinary scope of organizational culture.
Thus, during academic education, very few professionals will be introduced in multiple
perspectives on culture. Furthermore, organizational culture is not easy to capture and
is partly rooted in subconscious habits. Saying this, being aware of cultural influences
on organizational developments is very difficult to capture. Additionally, its influence is
hardly to be measured and consequently not as easy to be managed as more classical
organizational processes.

5.2 Limitations
The interpretation of the analysis results implies clear limitations. The reviewed litera-
ture has been coded by the author solely. The person who selects passages from the
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sources into categories is named coder.?® In the analysis phase, no further coders
were involved. Therewith, objectivity and reliability of the analysis procedure cannot be
clearly evaluated. It should be taken into account that coding by one person can lead
to limitations in terms of perspectives and precision in categorization. It should be taken
into account that coding by one person can lead to limitations in terms of perspectives
and precision in categorization.?®* This can be explained, as this thesis is written as an
individual contribution where no further coder would be allowed. Still, categories have
been adjusted over the time of the review in order to be more accurate. Additionally, in
comparison to automized analysis, the qualitative content analysis carried out by a
humane coder is always subjective.?®> Especially with respect to culture, this research
is not unaffected by cultural bias.

A shortcoming of the present research entails the missing feedback of relevant con-
sultancy organizations. In the research phase, six consultancies were contacted with
the request to allow insights into their consultancy practises in terms of organizational
culture development projects. Despite insights based on their own publications, a
founded analysis of their organizational culture development frameworks was pre-
vented. This is particularly unfortunate as these consulting firms could have reported
on a great deal of practical experience and thus their models could have been consid-
ered particularly mature, tried and tested.

It must be assumed that sources of relevance have not been included in the reviewed
material. Due to the selection of only German and English literature, the choice of lit-
erature has naturally been narrowed down. Despite this, the reviewed literature does
provide valuable insights to gain a detailed overview about the topic. This can be jus-
tified by the converging findings from the review. The author carefully worked through
the publications listed in the category matrix. Nevertheless, the author suspects that
these publications contain more valuable content that could not be considered within
the scope of this thesis.

Finally, the inconsistent definition of organizational culture is also a limitation. There is
limited objectivity in this regard. The author's commitment to a culture model sets a
focus that could be set differently by other authors. Moreover, culture is the object of
various scientific disciplines. Thus, due to the author's business orientation, this per-
spective is dominant. The consideration of this topic from another scientific perspective
will certainly bring further insights.

5.3 Outlook

Referring to the last paragraph, the review of the considered literature is of value. A
revision of the present work will result in a constantly developing research basis. In-
sights from within consultancy practises with great experiences could help to complete
a thorough overview about organizational culture development. Moreover, it would be
insightful to look at organizational culture development frameworks from an anthropo-
logical and sociological perspective. Overall, Herget underlines that in respect to or-
ganizational culture far too many academic blind spots still exist which is why there are
many future research fields.286

283 Kuckartz, U. (2016), p. 44

284 Kuckartz, U. (2016), p. 105

285 Bortz, J. &Doring, N. (2006), p. 154
286 Herget, J. (2020), p. 172
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In view of the current global situation, building on this work, the role of organizational
culture would be interesting to consider. How could the development of organizational
culture support the transformation towards ecological, social and economic sustaina-
bility?28” How has the organizational culture evolved during the Covid pandemic?288
What approaches are available to effectively develop organizational culture in the dig-
ital transformation of the workplace? Regarding increasingly culturally diverse work-
places, organizational culture is probably more challenged than ever in its integrative
and orchestrating function.?®® Here, organizational culture development could be stud-
ied from manifold perspectives.

At the process level, an attempt could be made to find out exactly where cultural de-
velopment cannot be controlled with conventional processes and where it can. Also,
the exact comparison of the culture analysis tools could be evaluated in order to define
fields of application each method. In regard to culture studies, national cultures influ-
ence on organizational culture development measures can be subject of consecutive
studies. Furthermore, robots and artificial intelligence entering the modern workplaces
with unpredictable effects on organizational culture development.?®® Naming techno-
logical evolution and the impact on organizational culture, in terms of assessment
methods, there is great potential for quantitative as well as qualitative study projects.

It becomes clear that this thesis attempts to present a basis that can be the starting
point for many further considerations. In doing so, problematic aspects of organiza-
tional culture development were uncovered and development models were contrasted.
The Outlook offers numerous starting points for further academic considerations. In
this context, especially interdisciplinary research of organizational culture have an
even greater value in view of the emerging challenges that will influence organizational
practice in the coming years.

287 Linnenluecke, M. K. & Griffiths, A. (2010), p. 364

288 Gorton, G., Grennan, J., & Zentefis, A. (2021), pp. 36-37

289 Herget, J. (2020), p. 174

290 Gorton, G., Grennan, J., & Zentefis, A. (2021), p. 37; Herget, J. (2020), p. 175
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Appendix A: Category Development Deduction?!

General Inform

ation

Perspective on Culture

Media

Publication Dats

Language of Publicatior]

Authors Academic Backgrou

Books Academic Backgrou

Underlying (Organizational) Culture Definition

Focus of Culture

= 1= Contribution in ...

« 2= Book (Monography)
= 3= Book (Edited)

= 4= Grey literature

* 5= University publication
» 6= Internet document

= 7= Joumnal Article

= 8= Newspaper Article

= English
« German

= Culture / National Culture
= Organizational Culture
» Corporate Culture

291 Own lllustration
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Details of Framework Process - Category Development Deduction

1. Evaluating Starting Points forDevelopment

2.1, General Nates: Assessment of Current §/2.2. Assessment Metho

3. Conception of Future State

4. Initiation/Methods of Development

5. Review Assessment

+ First Group = Mot mentioning the root or
occasions for organizational culture
development™ at all. Mentions had to be
extracted from the context.

+ Second group = Mame individual situations
in which culture™ is particularly stressed.
They do not embed these findings into
development frameworks. The fact that
culture should be permanently developed is
not given. In some cases, the information had
to be extracted from the context.

+ Third Group = Culture is seen as a
phenomenon to be permanently developed. In
addition, special occasions are listed in
which culture is a particular focus. These
occasions are used as a starting point for
development frameworks.

* Some sources use organizational cutture
development synonymouzly with crganizational
culture change. Still, certain caution has to be taken
when mixing theze words.

= Culture implies organizational cutture

= First Group = No informations, Listing of methods without context,
Cultural complexity is nat reflected

= Second Group= Methods are listed, Mixed methods
(qualitative&quantitative) are noted, Standardized methods introduced,
Structured approach is mentioned, Concept of the assessment
process is indicated

= Third Group= Builds on characteristics of group 2, Conceptual and
procedural diverse implications, Diverse methadical approaches,
Culture in ist complexity is represented and implied

= First Group= Conception of future state
is not mentioned, Conception is not
based on current culture state,
Conception is not aligned with strategy,
Conception does not respect
environmental challenges, Conception
neglects the underlying type of
organization, Conception is not
structured

= Second Group= Conception is focused,
Description does not picture reflect
organizational culture development in
general, Provides detailed information
about this phase, Conception is aligned
with other factors

= Third Group= Conception of the future
state is based on current culture state
analysis, Conception is aligned with
strategy, Conception respects
environmental demands, Conception is
aligned with the type of organization,
Conception is process-based , a
systematic approach is developed,
Approach is clearly structured

+ First Group= Initiation/Methods of
Development are listed randomly or
with a very neat focus or not at all.
The selection is not reviewed at all or
with minimum insights for
organizational culture development.
Mo systematic approach is
recognized.

+ Second Group= Initiation/Methods
of Development are considered.
Basically, it is also confirmed that
methods are not applied individually
and planlessly. The mixed-method
approach is mentioned. Diverse
methods are mentioned.

= Third Group= Initiation/Methods of
Development are considered in
detail_ It is pointed out that not every
method is suitable for every type of
organization. Basically, it is also
confirmed that methods are not
applied individually and planlessly.
The systematic application and the
mix of methods are advised. It is
critically regarded that the initiation
of measures leads to clear and
clearly foreseeable results.

= First Group= Sources
mention the review but not as a
crucial aspect of organizational
culture development or do not
cover this aspect at all.

= Second Group= Sources
consider value in single or
reqular review. They reflect an
the review of taken measures.

» Third Group= Sources have
an understanding of the
peculiarities of the culture in the
development process.
Furthermare, they recognize
the need for permanent
maonitoring of the development
process. Additionally, they refer
to organizational culture
development as an ongoing
task with culture-aware
management as the ultimate
state.
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Appendix B: Category Matrix?9?

Matrix - Organizational Culture Development

Fategory f Medi

General InfFormation

Perspective on Culture

Media Fublication Da| Language of Publicat] Authors Academic Backgr| Books Academic Backgrou| Underlying [Organizational] Culture Definitio] Focus of Culture Title of own Framework,
"Unternehmenskultur
= ..ist ein kollektives Phinomen.
= ... basiert auf grundlegenden
Uberzeugungen.
= ... beeinflus=st die Wahrnehmung der
Organisationsmitglieder
= ... pragt die typischen Denk-, Gefiikls- und
Handlungsmuster und Fiikrt zomit zu Denk.-
und Werhaltenzroutinen
= .. findet ihren sichtbaren Auzdruck in
Manifestationsn und typischen
YWerhaltensweizen (Ritualen, symbolischen
Sackmann. 5. - The author iz & profeszor :';:rd;ﬂncieg?;ﬁz:cghﬁ:;f;ﬁmd I;zgenden. Culture = The author defines
Unternehmenskultur: 2 Boak at the Bundezswehr riurmlichen .ﬁ.nord.nun on ausgnl:ler;'u culture as part of
Erkennen - M b 2m7 German University in Munich for Mlanagement U it Prabl a dl N organizational culture and -
Entwickeln - [Mancgraphy) work. - and .ﬁ.r:g::sgur:gl unl;ﬂodee;l?;f:rnzrn?:tz;rlztr;on includes For-profit and non-
Werindern organizationalpsychology . ontwickelt sich iiber die Peit und ot for-profit organizations
somit historisch gewachsen.
= ...ist das Ergebnis eines kollektiven
Lernprozesses.
= ... einmal gelernt und internalisiert, wird sie
weitgehend als selbstverstindlich
betrachtet und daher , automatizch=
angewendet,
= ... it gefiihlzmaRig belegt.
= ... wird an neue Mitglieder weitergegeben,
die zomit die bestehends Kultur erlernen.
= ... hat jede Organisation.
= izt Tejl des kulturellen Koptextes sjipar
. = Oiverse definition=s [pp.7 to 8]
Stanford, M. - The The agthc_u 1= and_ = "Culture is about pervasive, implicit,
Economist: géiilzﬁ:ﬂtoinn ‘;issli?'ngss subtle, complex and dynamic ways of
Organisation Culture: | 2. Book . . - community being that might be L
How corporate habits | [Monography] 20 English government and nan- Eorparsts Organizations generalisable across an organisation but Qrganizational Culture °
can make or break a Pmm enl.flronmen_ts. She are experienced individually and
company iz a FhOin executive subjectively” [p.9)
development. = ‘wWeather ! Clir;'nate Analo
gy [pp10 ta 1)
The author is founder and = Gert Hofstede: “Kulwr ist die kollektive
Sagmeister, S manager of The Culture Frogrammierung des Geistes, welche die
t - 2. Book In=stitute in Ziirich. His Corporates & Mon-Frofit Mitglieder einer Gruppe oder Kategarie won B
Bus!ness Culture [Monography] 2018 German academic background is Drggnizations denﬂn einer andere Sﬁterscheidetg [p.11) Organizaticnal Culture Culture Map
De=ign BCONOMics, social = Eisberg Modell [pp.7 o i0)
sciences and psychology
Herget, J_ & The authors have a . . Corporate Culture,
Strobl H. - 3. Boak 2017 German background in Management, Business, Edgf'éizzﬁlnrhﬁglg:g:;l::?dﬁﬂ}p“] Organizational Culkure, Diiverse
Unternehmenskultur | [Edited) management, consulting & | Leadership & diverse i ) 4 F'g M based dP- 4 baak Administration, Church,
in der Eratic leadership. » Diverse definitions based on edited book || 2o
Herget, .. - = Edgar Schein - DOrei Ebenen Modell [pp.4
Unternehmenskultur 3 Book The autl'_lor has an ) . to 71 - . ggf;;:iieocn::tgﬁ'wm.
gestalten_— (Edited) 2020 German academnic background in Buszines={ Management =in Erganzu_ng_mlt 5. Sackmann [pp. 4 to 7] Administratian, Church, -
Systematisch zum management & consulting = Eroad definition Unions
Unternehmenserfolg
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Matrix - Organizational Culture Development

Category | Medium

General Information

Perspective on Culture

ledia Fublication Da| Language of Publicat] Authors Academic Backgr| Books Academic Backgroul Underlying [Organizational] Culture Definitio] Focus of Culture Title of own Framewark
= Combined: "Minkow and Hofstede [2013)
propose one useful classification system:
culture as [i] mental programming ar
software of the mind
[e.q., Hofstede, 2001), [ii] institutions and
artifacts [e.q., Meyer and Rowan, 1977, [iii]
Gorton, G.B. The authors have a patterns. .
- . ; of behaviars [e.g., Brown, 1331), and [iv] a
g::::ﬁ: 1: - Eitlfrrjgure 2021 English E:::Egrl:::lnriltnand Management E:_:_T:;ET;':::’;QS (2.9 Geertz, 1973b]). Coporate Culture
Corparate Culture £eEnAMmIES management theorizt Edgar Schein argued
that culture can be subdivided inta three
lewels, ranging
from the surface bothe core: artifacts,
espoused beliefs or values, and underlying
beliefs [Schein,
1385]." [p.4]
= "Organizational culture is comprised of
shared values, norms, assumptions, and
Fietz B. & The authors have an beliefs that affect managers and
Giinther E. - academic background in emplayees in their daily operations, It
Changing " 7 Journal _ bLISII‘n_?SS management, o !nFIuenc_es behal.lic\r with regard to o
Organizational il 201 English =ustainability Sustainability Management | interactions with other members of the Organizational Culture
Culture to Establish management, organization and external stakeholders.”
Sustainability sustainability s5zeszment [p.23]
and policy = Competing Walue Framewark
[CamerondEuinn] [pp.33 to 34)
= "Organizational culture is the tacit zocial
Moster, R. & The athqrs have an : order of a company, the way things are
Kern, A - 1. Contribution academic background in done around here,' that shapes attitudes
s, it 2021 English HR, digital transformation, | Organisational Performance Lo ap Organizational Culture
Organizational in Edited boak SO & international and behaviors in wide-ranging and durable
Culture Change ways [Manley 2002; Groysberg et al. 2018]"
management
[p.277]
Eg:;:::;: :‘& The authnrs hawe an ]
Srivastava, 5. B. - L:Iiz;.gnal 2020 Englizh i::::;ﬁ::::ﬁﬁg;g‘:a & Buziness Organizational Culture
The Mew Analytics of business
Culture
= "Organizational culture refers to the
shared values and assumptions held by
. organizational members regarding how
grafalarzl.::i-nﬁ;ln- ) 3 Baok The author has an employees should act and how wark,
Ehegrlma-.-inur in Snart [Edited] 2021 English academic background in | Sports Management shiould be conducted. In ather wards, Organizational Culture
Y —— P Sports management organizational culture is the shared belisfs
g or narms that influence the workplace
atmosphere.” [Edgar Schein 2010] [p.13)
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Matrix - Organizational Culture Development

General Information

Perspective on Culture

Fategory § Medium Media

Kiihl, 5. -
Organizationskulture | 3. Book
n beeinflussen - Eine | [Edited)
=ehr kurze Einfiihrung

Fublication D3|

2012

Language of Publicat

German

Authors Academic Backagr

The author has an
academic background in
zociology and works also
as an organization
consultant

Books Academic Backgrou

Management

Urnderlying [Organizational) Culture Diefinitio

= "Unter - Organizationskultur . versteht
man all jene Werhaltenserwartungen, die
nicht iiber Entzcheidungen festgelegk
wurden, sondern die sich langsam
eingeschlichen haben. Die
Organizationstheorie spricht hisr von den
nicht entschiedenen
Entscheidungspramissen in
Organisationen” [Fiodriguez Mansilla 1991,
S 40E] [p.9)

= Combination of definitions also at [pp.7
b )

Faocus of Culture

Organizational Culture

Title of own Framewark.

Cole, J. & Martin,

A_ . - Developing a | 7. Journal
winning sport team BArticle
culture

2013

Englizh

The authors have an
academic background in
sports, exercise & nutrition

Sports & Society

= "The rationale far the regearch is based
on Edgar Schein®s [2010] three-lewvel
theoretical model of organizational culture
inkegrating artefacts [rites and rituals,
symbols and stories), walues and belisfs
and core assumptions. He defines
organizational culture as, “a pattern of
shared basic assumptions learned by a
group as it solves its problems of external
adaptation and internal integration?
[Schein 2010, 13). In his book
Organizational Culture and Le adership,
Sichein asserts that artefacts located at the
surface of a culture, which are visible or
tangible but zometimes not decipher able,
are realizations of underlying walues that in
turn are manifestations of deeper
assumptions." [p.2]

Organizational Culture

Linnenluecke, .
K. & Griffiths, A_ -
Corporate
=sustainability and
organizational culture

¥.Jaournal
Article

2010

Englizh

The authors have an
academic background in
corpiorate sustainability
and environmental finance

Business

= Competing walues framewark, [CYF) of
arganizational culture [Guinn, 1928; Gluinn &
Kimberly, 1934; Quinn & FRohrbaugh, 1983)
[p.359)]

= Also diverse mentions of other
definitions [p.358)

Corporate
CulturefOrganizational
Culture

Bischoff, J. M. -
Change Management
in Ml&A-Projekten

3. Book
[Edited)]

2007

English

The author has an
academic background in
HR M management

Business - MiA

= [Oie Unternehmenskultur besteht aus
einer Fiille teils erkannker, teils
unbewusster, meist symbolisierter
Sinnstrukturen, wWerthaltungen, Mormen
beziehungsweise Objekten und Ritualen, die
daz Yerhalten won
Urternehmensmitgliedern im Rahmen
sozialer Strukturen des Unternehmens
prigen und inter aktional [re-]produziert
werden. Rleue Mitglieder nehmen
interaktional diese Metaprinzipien als
unternehmensspezifizche Art und 'Weise
des Denkens und Handelns wahkr und
integrieren diese inihre mentalen und
kognitiven Strukturen; dieser Prozess kann
auch zu kulturellen Yerdnderungen fiihrens
[PET)

= Page B8 wichtig

= Edgar Schein 2010 [pp .70 ta T2)

Corporate
CulturefOrganizational
Culture
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Matrix - Organizational Culture Development

Fategory § Medi

General InfFormation

Perspective on Culture

Media Publization Dal Language of Publicat] Authors Academic Backar| Books Academic Backagrouy Underlying [Organizational] Culture Definitio] Focus of Culture Title of own Framewark
Cameron. K. 5 &
Quinn, R E. - The authors have an
Diagnosing and 3. Book . aczademic background in - Competing Yalues
l:ha?nging 3 [Edied] 201 Englizh management angd Management - Organizational Culture Frarnpewor?:
Organizational organization
Culture
= "Culture iz halistic and refers to
phenomena that cannot be reduced to
zingle individuals; culture involves alarger
group of individuals.”
= "Culture is historically related; it is an
emergent phenomenon and is conveyed
through traditions and customs.”
= "Culture is inert and difficult to change;
people tend to hold on to their ideas,
walues and traditions.”
= "Culture iz a =ocially constructed
phenomenon; culture is a human product
Alvesson, M. & The authors have an and iz shared by people belonging to
Swveningsson. 5. - 2 Book academic background in warious groups. Different groups create
Changing M h 205 Englizh management, business Management different cultures, =o it is not human nature | Organizational Culture -
Qrganizational [Mancgraphy] adminiskration & that dictates culture.”
Culture ECONOMIcs = "Culture is soft, wague and difficult o
catchy; it is genuinely qualitative and doe=s
nok lend itself o easy measurement and
classification.”
= "Terms such as myth, ritual, symbols
and similar anthropological terms are
commonly used to characterize culture.”
= "Culture most commonly refers o ways
of thinking, walues and ide as of thing=
rather than the concrete, objective and
more visible part of an organization.”
= Based on combined definitions
[Hofstede et al) [p.41]
The athors have an
Tompenadrs. F- ipademlebackraunaln
- 2.Book. . ' . [pp.28 1o 38) -
Turner, C. - Ridin 2012 Enqglish crosscultural Busziness & Culture . - CulturefOrganizational -
the waves of -:ultunz%I (Mencgraphyl SOMMmUnication, * Detailed description on the referred pages l:ulturefl:c?rporate Culture
[4th Edition] consultancy &
management philosophy
= "Enery person carries within him- or
her=self patterns of thinking, Feeling, and
The authars have an potential acting that were _Iea_rned
scademic background in throughout the persc\n'js I|F_et|rne."_[p.4]
Hofstede, G. cultural scinces, social . ".:.such patterns of th'nk'!-'g' Feeling and
Hul‘-stede: EJ & psychology, I acting mental prograrms [will be called] CulturedMational
Minkov, B._- 2. Book 20§10 Enqglish arganisational Intercultural Cooperation sel‘tware of the mind." [p.5) CulturefOrganizational -
[Monography] = "B customary term For such mental

Cultures and
Qrganizations

anthropology,
international management,
biclogy & linguistic
sciences

=zoftware is culture” [p.5)

= p. 344 with a combination of
arganizational culture characteristics

= Culture is =eenin the broader zenze - like
anthropologists [p. §)

Culture
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Matrix - Organizational Culture Development

General Information

Perspective on Culture

Category ! Medium

Media Fublization Da| Language of Publicat] Authors Academic Backar| Books Academic Backgrouy Underlying [Organizational] Culture Definitio] Focus of Culture Title of cwn Framewark
= Culture is “the way we do things around
here - what goes and what doesnt. These
behaviors reflect assumptions about
people and how they think. and act, as well
The author has an as walues and beliefs shared by members
#:;"gjt:::ré:;? i FM?:'?"DDETSPM] 205 English academic background in - | Business/fManagement of an arganization, whether or nat they Organisational Culture Culture Cycle
business logistics. hawe been articulated. They are reinforced
by artifacts-icons, stories, heroes and
heroines, rites and rituals-that remind
people what an organization stands for,..™ -
[p.17)
T e =T =T
perspective, defines culture as the social
sglue that hiolds an organization together,
Social ideals, beliefs, and walues are shared
through culture and appear as myths,
rituals, stories, and specialized language” -
[p.647]
Eﬂ::::ﬁ::;i- '? J - The ‘-"'-'th‘:"E hawe an . = "Schein [1] defined culture as & pattern of
Changing R P T, i academic background in o shared bazic azsumptions that the group o ] ]
Drganizational .ﬁ;rticle 2007 Englizh humal_'ud .a!nd ] Organizations learned, az it solved its problems of Organisational Culture Scenario Planning
Culture with Scenario Drgan!zat!nnal |93"'[""5I [:3 external adaptation and internal inkegration,
Flanning organizational studies. y as the correct way to perceive, think, and
el in relation ko those problems? " [pE47)
= "In general, scholars agree that
organizational culture includes the norms,
beliefz, and walues of the group regarding
correct reasoning and action toward any
qgiven problem.” [p.E47]
= Oie Unternehmenskultur ist "die Art und
The authors have an ‘Weize, wie wir unser Geschift betreiben”
Homma, N. & academic background in [p.158]
Bauschke, R. - 2. Book management and - = "The collective programming of the mind
Unternehmenskultur | [Monography) 2o German organizational Larporate Organizations that distinguizhes the members of one Earporate Culture
und Fiihrung consultancy & political organization from another"-Hofstede [p.1g)
COMMmUnications.
- 2. Book : : : : Unfreezing-Changing-
Kurt Lewin [Monography] 1963 Englizh Social Psychology Social Sciences Refreezing Model
= "Organizational Culture refers bo -at the
deeper and less visible level - values that
are shared by the people in a group and that
The authors have an tend ko persist ower time even when group
Kotter, J.P. & academic background in membership changes." [p.4]
Heskett, J_ L. - 2. Book : electrical engineering, IT, - = "At the more visible level, culture
Corporate Culture [Mlanography] 20t Englizh leadership management, Larporate Organizations represents the bahwior patterns or style of Earporate Culture & Step Madel
and Performance change management & an organization that new employees
buziness logistics automatically encouraged to Follow by their
fellow employees. Each level of culture has
a natural tendency to influence the others."
-4
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Matrix - Organizational Culture Development

Fategory ! Medi

Schein, EH. &
Schein, P. -
Organizational

Culture and
Leader=hip

General Information

Perspective on Culture

Mledia

2. Book

[Manography)

Fublication Oa| Language of Publicat;

2013

Englizh

Authors Academic Backar

The authors have an
academic background in
=zocial paychology and
zocial anthropology.

Books Academic Backgrou

Organisations

Underlying [Organizational| Culture Definitio

= Three levels of culture model - Schein
[p.14-15]

= Culture is a pattern of shared basic as-
sumptions, invented, dizcovered, or de-
ployed by a given group, as it learns to cope
with its problems of external adaptation and
internal integration, that has worked well
enaugh to be considered walid, and,
therefore, is to be taught to new members
of the group as the cor-ect way to perceive,
think, and feel in relation to those
problems= [pp. 311-313)

Focus of Culture

Organizational Culture

Title of cwn Framewark,

OIS Oy

=

Deloitte

E

Internetdocume

nt

2022

English

The authors academic
background is inknown.
They work. in consultancy.

= "Culture i= "the way things get done' in
your organization—sustained patterns of
behavior ower time that are supported by
the shared experiences, values, and belief=
of the organization. Culture is what
transforms individual employees inko a
collective, zohesive whole, It's continually
reinforzed cwer time as an organization
orients new employees to the way things
are done, mak.es business decisions,
confronts challenges or industry disruption,
and implements new processes.”
[hetps:ftwww deloitte comfusfen’pagesihu
man-capitalfarticlestculture-change-in-the-
workplace-for-sustained-results. htmit#1)

Culture ! Corporate culture

httpstfeww 2 .deloitte.co
miustentpagesthuman-
capitalfarticlestoulture-
change-in-the-workplace
for-sustained-

results. htmif

McKinsey

E

Internetdocume

nt

2013

English

The authors academic
background is inknown.
They work. in consultancy.

= "we define culture as the outcome of the
wision or mis=ion that drives a company,
the walues thak guide the behaviar of its
peaple, and the management practices,
working normes, and mindsets that
characterize hiow work, actually gets done.”
[httpsttwaw. mckinsey.comibusiness-
functions{people-and-organizational-
performancetour-insightstorganizational-
culture-in-mergers-addressing-the-unseen-
forces]

Culture ! Corporate culture

Mzkinsey T 5 Model

BCG

E

Internetdocume

nt

2013

Englizh

The authors have an
academic background in
buziness administration,
peaple & organization and
they work. in consultancy.

= "Culture is the values and
characteristicset of behaviors that define
kiow things get done in an organization™
[p-3]

Organisational Culture

Hofstede
Insights

E

Internetdocume

nt

2022

Englizh

The authars background
iz unknown.

Mlanagement !
Organisational Sociology

= Culture is “the programming of the
human mind by which one group of people
distinguishes itzelf from another group™ -
Hiofstede [p.1]

= "Inthe auter layer of the onion, are the
zymbols. The nest layer consists of heroes.
In the third layer, closest to the core, you?ll
find rituals. At the core of culture, is what
we refer to as values."”- Onion model [pl]

CultureQrganisational
Culture

Fulti - Focus Maodel
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Development Framework Review

Category ! Medi

Details of Framework Process

Sackmann, 5. -
Unternehmenskultur:
Erkennen -
Entwickeln -
Werdndern

1. Evaluating Starting Paints forDevelopmd

= Impartance ko consider guided
organizational culture development in
cases of: Quick Growth, Stagnation,
Leadership Change, 4 alue Change,
Strategic Alliances, Internationalisation,
Digitalization Process, Increasing
Regulatory Demands (pp.163-203)

= Founding phasze, development phase, a
maturity phase, phaze of a crisis,
transformation phaze [pp. 73-33)

= Culture aware management as the
permanent management of culture [pp.
2849-290)

2.1 General Notes: Azsessment of Currenk 2.2, Assessment Methods

= Differentiation in Assessment of current
state and evaluation of assessment.

= Critizal questions:

= "Wiie werden Daten erthoben? Wo werden
Daten erhoben? Yon wem werden Daten
erhoben? Wann werden Daten erthoben?
welzhe Daten werden ethoben?” [p.202)

= Survey objects selected based on
survey subject size [p.211)

= Evaluation of survey results [p.236-237)
= [pp. 207-240)

= Mligture of survey methods
iz crucial - inductive and

i deductive methods [p.210-
L212)

1= Interviews, questionnaires,
workzhaops, observations,

i secondary data and non-
ireactive procedures and

1 projective methods (collages
+ and drawings] (pp.213-215)

3. Conception of Future State

= Comparing the current state
and the future state based on
the strategic orientation of
the arganization [pp.2:31-233]
= IF the current state and
future state are not too
different, the rizks of
development need bo be
azzes=sed carefully [p.241]

» Environmental conditions
must e implemented into
strateqic arientation [p. 232]
» Resistance to change is
nok unlikely and carries
multiple risk Factors [pp. 261-
263)

= Change remains ta occur in
humarne systems [p.259)]

= Culture-conscious
Mmanagement as a way to
awvert serious development
projects and permanently
managefdevelop an
organizational culture in an
evolutionary way (pp. 283-
240)

4. Initiationdflethodes of Developn

aDepondingon the allnzaked reraurzer and
budqot(p.E32)

a1.Ertablirhing arcnro of urqeney (p. 2500
=Derived From qrade of urqensy =+
eunlukionary or revalutionary approach to
beinqrelected (p. 251)

= Mcthodrrhould nok be irolated (pp. 2549 -
2El]

= Evmlatimnary methodr: Ghanqein
oraanizational memkberr (perronal
planningfrelection, onkoarding pro<enrer,
promotion, job-ratation, compeken<e
dewelapment, training); Gontext change
[Orqanizational deriqn, procoss
manaqement, respansibilition, ralary and
zampenrationryrtems, leaderrhipryertems
ard methodr, bezhnalogier and ke chniquer,
Infarmationryrtemr, Cammunization
channelr, arzhite sturefraom deriqn);
Leaderrhip (pp. 264-226

- Rewmlutimmary methodr: Same ar for

sunlutionary methadr; Change of
arqanizational deriqn, shanqe of
manaqement and leadsrrhipryrkems
[impartant Far orienkation Funckion),
loadinatrhouinat deslaping by example,
porronal managoment [Firinathiring)

= Leadarrhip andleadors ith an impartant
role (p. 234)

b Feview Assessment

= Review of the development
process an a reqular basis
[p.247)

» Final review concludes the
development process [p.247)
= In culture-conscious
management - organizational
culture is constantly reviewed
[pp. 233-290)

Mote about Source Content

Stanford, N.- The
Economist:
Organisation Culbure:
How corporate habits
can make or break a
COMmpany

= Merger or alliance opportunity [p. 33)

= Growth [p. 35)

= Inroducing new business strakeqy [p. 38)
= Competitar challenge [p. 36)

= Advantageous if methods are selected
by arganization members in order to
ensure appliability [p.50]

= Frocess steps of assessment: 1. Get a
el for the organization's culture 2.
Finpoint the business issuefopportunity
that the azsessment aims ko address 3
Determine the level of the assessment 4.
Decide the overall approach within the
budgetfresources available [p.39-41)

= Practical Example [pp.227-237)

= [pp. 25-560]

= Azzezzment only through

mized-methods [quantitative
and qualitative) [p.50] [pp.33 +
242]

= Define business success in
A dimensions: Social,
Econaomic, Environmental,
Culkural, Political [p. 2:38]

= Decide whether success is
for the short, medium, or long
term [p. 238]

= Focus an strateqy [p. 242]

= warkshops and interviews [p.
239)

= Communication [p. 242]

= Oevelop a strong set of
corporate values [p. 243]

= Create a common language [p.
243)

= Harmonizes and align HR
policies, practice and processes
that mediate culture [p. 243)

= Leaders as role models [p. 243)

= Accepting that planned
culture change takes alang
time [years rather than
months] and that culture is
changing all the time
irespective of any planned
changes - We know that
culture change iz a
continuous work. in progress
[p. 244]
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Eateqgory !

Details of Framework Process

Sagmeister, 5. -
Business Culture

1. Ewaluating Starting Points forDewelopmg

= Evaluating starting points is depended an
dependencies on external influences [p.

2.1. General Motes: Azsessment of Currenk 2.2, Aszessment Methods

= Own developed approach

» Combination of internal & external views
and a =survey [p.161]

= Practical Example [pp.227-237)

= [p. B0) & [pp.161-162)

= Identify cultural patterns is key in order to

= Internal view: Team or single
tindividuum of a culture

i characterizes the own culture
H-A L]

i« Enternal view: External

: obersver [stakehalder,

1 enternal consultant, etc.)

3. Conception of Future State

= Thee purpase of
organizations should always
be aligred with strateqy +
organizational culture

4. InitiationtMethiodes of Developn

= Recruiting processes and
staffing [p. 32)

= Leaders with an outstanding rale
in culture development « acting as
role models [pp. 32, 167)
sLeadership alzo includes
leadership systems: Salary, time
measurement, contralling

b, Review Assessment

= Organizational culture

should always be reviewed,

but with different focuses

Mote about Source Content

The buginess culture design
by Sagmeister is a creative
concepk bo 335855 and
develop organizational
culture. Despite its
innovative and easy ba
implement approach , it
neglects the complezity of

Die=ign ap discover roots for processes withinthe | evaluate the culture [pp.i6l- | development is always be N ; lusi the ti 29 organizational culture in
] organizations [e.q. bad strateqgy roll-out, 1 162) accompanied by strateqy Sgsd #ms. PZ' onl-nance ana 9353'5' D i s {p. 2] decisive detail. Every time,
conflicts, etc.] [p. 28] + = Survey: Survey, shart development [p. 31] a; career ; E"'e clvpment (p. 33) an arganizational culture
» Finding cut how much the organization  § questionnaire [p.162] : RISONNE e:? meent.t . development framework
depends on external influences [p. 20 i+ Combination of all methods 1"8‘5;]'7'”95- coachings, mentoring (p. tries to simplify the process,
E [p.1E2)  Esternal feedback [p. 156] ;?;,DSTPIEMU and walue get
H = Recruiting, Dismis=sals, Job )
: + Future state alligned with
§ strateqic arientation [p.203]
= Comparisson with current | = Strobl: Discussion or
state of culture [p.203F) workshop with leadership (p. 129)
: « Method definition after a = Inereasing awareness of own
§ clear goal definition [p.204] | culture through “Solution
. Focused Rating [p.240] & Herget and Strabl publizhed
» Herget: Based on Quinn: 1| Mindmapping [p. 141] an edited book with different
.ZSE]SEF pleraehedlzabelll Bt : Create congensus about = Herget: Development methods authars publisked in this
 Corporate eultue audit - Culture 1= Mt of methods [Pp.139-2DD] current skate of culture, 2. far q_u_ick results [Methnds withc\_ut source. The content is wery
Encellence i warkshop and written Create consensus abouk empirical Foundation [p. 247 Agile focused and doe nok review
Herget, J. & = Demographic development [p. 73] “Ernbeddedi ized warkshon -+ SUrEY [pp-133-200] Future state of culture, 3. methods: Room concepts, broadly the organizational
Srrobl, H. - = Technalogical developments [p. 73] mbeddedin an oraanized warkshop -« a) b questionnaires [p.201] [ Decide what is included in systematic adaption, culture development

Unternehmenskultur

inder Prazis

= Digitalization [p. 73]
= Innowation [p. 93]

anonym questionnaire

» Inclugion of external oberserser

= Pre-definition of the focus of
aszessment is important - different
models can be used: Denison, Sackmann,
Homma (pp.193-202)

 « Yisualization in radar- or
 quadrantmatriz

i« Maturitylevel overview
[p204)

change and what is not, 4.
Indetify illustrable staries far
change, 5. Develop a
strateqgic action plan, 6.
DOevelop an implementation
plan

= For an application of agile
methods, the type of
organization is crocial far pre-
considerations [p. 254

= Alignment of corporate
culture with corporate
strateqy [p. B3]

transfarmation management,
relative approach, serum, kanban,
lean, design thinking, strategic
trust, solutions focusging, theory
U, arganizational constellation,
arganizational culture audit,
nudging [pp. 247-248)

= Agile methods like Kanban, or
lean tackle specifically norms in
arganizations [p. 252]

process, Mewvertheless,
Herget describes
organizational culture
development as a process-
based project which is
manageable and ralled out
by project management.
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Category  Medium

Details of Framework Process

Herget, J. -
Unternehmenskultur
gestalten -
Systematizch zum
Unternehmenserfolg

1. Evaluating Starting P oints forDevelopmd

= Gartner p.7

= Culture Excellence Modell starts with
model development [p4E]

= External influences on culture:
Globalization, Division of wark,
Digitalization, Automatization, Increasing
Quickness of market evolution, Al
platbarm economic, digital transformation,
lack. of well-educated employees,
demographic transformation, hybrid
organizations [p. 11, 171, 175)

= Organizational changes and
transfarmations [p. 34

2.1 General Motes: Aszessment of Current 2.2, Aszessment Methods

= Standardized Methods: Denizon,
Organizational Culture Inventary [pp. 55-
BE]

= Flexzible Methods: Repertory Grid [pp.5E-

= Culture Excellence Model as a flexible
option [p.4%] Conduct phazes [p.A0)

= Audit as the most comprehensive (ool
[p.74]

= Paturity model an be insightful if
dimensions allow mulkiple perspectives

1= Audit Method [p.74]

1= Bhaturity level model [p.74)
t« Data callection: Interviews,
Vwarkshops, Group
+discussion, written

} questionnaire (p.F9)

i - Combination of methods
[p.75)

= Embed the re=ults in a multi-

s dimensional maturity model

an one category « Combination with Audit : p.7E]

or as a single method [p 76 & 83 1)
- (pp.73-81)

3. Conception of Future State

= Development of
arganizational culture needs
o be strateqically planned [p.
a9)

= Process steps are
[Analysiz, Diagnosis,
Interpretation, ldentification
of relevant cultural
dimensions to be developed,
and Pricritizing of cultural
dimensions to be developed
(. 53]

= Analysiz builds the
Foundation for further
conception [p. 100]

= Diefinition of future state
based on the SMART model
and goal definitions [p. 100]

= Developing a strateqy for
transforming organizational
culture generically based on
SWOT analysziz (p. 101)

= Development of methods
planning based an available
resources (p. 106]

= Selection of methads by
organizational members (p.
)

4. InitiationiMethodes of Dewelopn

= Mainly methods for quick.

implementation and quick. results

[p. 109)

= Initiation of dewvelopment
process follows a project
management concept [p. 106)

= Leadership with an extraordinary
function in dewelopment - Leaders
are responsible for the initiation of

methads [pp. 34,115,157-163]

= Implementation of methods
always evaluated in the Face of
their uze for the strategically
intended goal (p. 110)

= Communication of the "from

where” to “where from now"” over

the “why” (pp. 112-115)
= Culture Hacks [pp. T1E-120]
= Agile Methods [pp. 122-130)-

Special role of leadership [U.g. pp.

157-163)

b, Feview Aszessment

= Sporadic project controlling
toreqgularly revise the
success of the implemented
measures inregard bo the
intended strategic outcome
[p. 108]

= Definition of KPls wo

monitar behavioral changes -

Evaluation based an weekly
interviews for the nest &
months [p. 116)

» Culture Excellence Process:

E. Implement and Control [
Feview and Adjustments [p.
43)

= Sugress needs to be
measured for adjustments
[pp. 50]

» The success of the change
process is heavily reliant on
implementation in daily
routines [p. 133)

= special role of leaders [p.
133)

Mote about Source Content

Gorton, G.B.,
Grennan, 4. &
Zentefis, AK. -
Corpaorate Culture

Fietz. B. &
Giinther, E_ -
Changing
Organizational
Culture to Establish
Sustainability
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Fategory { Medium

Details of Framework Process

Moster. B &
Kern, J. -
Organizational
Culture Change

1. Ewvaluating Starting Points forDewelopmg

2.1 General Motes: Azsessment of Currenk 2.2, Assessment Methods

3. Conception of Future State

4. Initiationdiethodes of Developn
= Aligning HR processes to values
[p. 2392]

= F e recruiting, onboarding,
training, appraises, promates -
Recruitment and placement
measures bazed an visionary fit
fp. 25%)

= Appointing walue ambassadors

= Annual progress measuring

= Arrangement of focus groups

= Feviewing artifacts, symbols,
rituals & explicit & implicit
communication alionsd with

b, Feview Assessment

Mote about Source Content

Corritore, M_,
Goldberg, A&
Srivastava, 5 B. -
The Mew Analytics of
Culture

= I hiring processes:
Emplayers should focus on
cultural adaptability of new
employees (pp. 3-4)

Barnhill. C_ R. -
Organizational
Behaviour in Sport
MManagement

= Expected changes, forced changes(pp.
81-83)

= Expected changes: Inevitable or
predictable [p. 82)

= Forzed changes: Oue ta pressures from
the operating environment [p. 82)

= Change is constant -»> Meed for adaption
constant [p. #9)

- Tlot stated as clear methods:

= werbal cues, nonverbal cues,
rituals [p. B3]

= wWearing common clathes (p. 63)
= Answering e-mails 247 -
COMIMUNICation - a5 4 way b
express culture

= Clarity of communication [p. 67)
= consiskency in behaviour and
ward [p. 6Y)

= Artifacts [statues) bo transmit
walues of the club [p. B5]

= Rituals [p. BB & democratically
designed rituals (pp. B6-87)

= Organizational systems and
policies + policies in combination
with suspensions [p. 65-66)

= Reward systemns [p. 65)

= Recruiting [p. B8]

= Onhoarding (n BE

Kiihl, 5. -

Organizationskulture
n beginflussen - Eine
sehr kurze Einfiihrung

= Increasing consumer orientation,
employes satisfaction, result
rezpansibility, innowation committment,
open communication, conflict resolving
ability, sen=e of community (p. 32]

= Analysiz of the proportion of Formality
and informality in organizations [p.44)

= Analysiz of communication patterns i« Farticipated observations,
[p44] i observation interviews,

» Standardized questionnaires and internets interuisws, group-intervisws
based surveys do not provide valuable  {[p45)

data [p.44) H

= Combination of methods with best H
results [p.45)]

= Change of Formal organizational
structure as the only way to
change the organizational culture
[p.43)

= Hiring & Firing az a method -»
because all these changes
prowoke changes in internal
processes [pp.43-44]

= Organizational Culture develops
as areaction to formal changes
[p.44)

= Change of Formal
COMIMUnication patkerns (p.45)

= Formalization of programs,
communication channels and
personnel as levers [p. 47]

= Recruitment is a method with
critical azpects [pp. 43-50)

= ReductiondReinforcement of the
grade of Farmalization [pp. 50-5E)

59



Development Framework Review

Category § Medi

Details of Framevork Process

Cole, J. & Martin,
A_ . -Developing a
winning sport team
culture

1. Evaluating Starting Paints forDewvelopms

21. General Motes: Assessment of Currenli 2.2 Azzessment Methods

3. Conception of Future State

= Based on Cotterill: Creating
walues: Establizhing clear
objectives, Brainstorming,

Fricritization [p. 4]

4. InitiationdMlethode s of Developr| 5. Review Azzessment

= Peer behaviour must embrace
the values of the culture [p. 2]

= Waluez must be reinforced via
formal and informal means [p.3]

= Selection of members (p. 4)
= Influence of leaders [p. 5]

. : = Infzrmal and formal leadership [p.
Digcusgion upon consensus, 3

fote about Source Content

Linnenluecke, M.
K. & Griffiths, A. -
Corparate
sustainability and
organizational culture

= Raizing importance of sustainability (p.
3E4)

= Publization of delizatefrelevant
reports [p. 264)

= Integration of measures into
employee performance evaluation
[p. 264]

= Employee training [p. 364]

Bischoff, J. M. -
Change Management
in & A-Projekten

= MES,

= Culture Sudit [p. 78]

= IMix of quantitative and qualitative
methods (p. T3]

=Successive approach alligned with

i« Mized methods (p. 78)

i Document analysis &

i Interviews [pp. 78-79)

+« Document analysis -

1 Analysiz of Strategy papers,
1 organizational philosophy &
! history, employes

+ development

i+ Company bour [p.30]

1= Participated obserwation (p.
tan)

Sehein model. From top layers to deepest : « Analysis with analysis

layer. [p.78]

+ scheme [p.&1)

1= After M negotiations -»
Internet-based

i questionnaires 1.by Bridges

1 2.by Graves [pp. 81-89)

1= Clualitative interviews [p.a0)
{ Good Interview ouerview [p.
191

= Dlevelopment of future
culture stake through wision -
or culture deployment
workzhops (p.106)

= Great overdiew with multiple
options [p. 108)

= For details - reference on
establizhed literature in this field
[p. 108)

= Establishment of Feedback
slopes, Project ewvaluation as
part of the change project [p.
108)
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Fategory { Med

Details of Framework Process

Cameron, K. 5. &
Quinn, R. E. -
Diagnosing and
Changing
Organizational
Culture

1. Ewvaluating Starting Paints forDewelopmsg

= Adapt ko the demands of the
environment [pp. 2, 7-12]
= Dewveloping quality management -»

Increase of efficiency and performance

[pp. 7-12)

= Culture with manifold positive effects an
busines performance - always managing

[pp. 7-12)

2.1. General Motes: Assessment of Currenf 2.2, Assessment Methods

= OCAl - Organisational Culture
Asseszment Instrument (p. 23]

= Competing ¥alues Framewark for
interpretation [pp. 31-51]

« (pp.23-30)

¥ ular 18 Organisational

i Culture Aszessment
tInstrument [p. 23]

i = Qluestionnaire-bazed [p.23]
1= Bussessment of sig key

t dimensionz: Dominant

i characteristics,

1 organizational le adership,

| management of employess,
{ organizational glue, strategic
{ emphasis, and criteria of

i success [pp. 26-30)

i = Interpretation of the results
S with the Competing Y alues
 Framework,

1= The results of the
aszezsment lead to

{ categorizing the culture into 4
t organizational culture types,
i Thiz is the baze Far further

1 deployment of methods th

i development [pp. 21-37)

i+ [pp23-30)

3. Conception of Future State

= Based on analysis of
cultural elements [p. 3]

= Baszed on the OCAI - Model
= Create a representative
team that defines type of
organizational culture change
[p. 25)

= Pricritize important cultural
dimensions [p. 85)
Leadership team with
decisive role [p. 86]

= Platting future stake [p. 85)
= Team decides on applied
methods [p. #7)

= Oyerall - Implement a self-
managing keam toincrease
acceptance of taken
measures [p. 87)

4. InitiationiMethodes of Deyvelopn
» Feach consensus on the current
culture: &ll members of the
organization are part of the
cultural aszessment [pp. 90-91)

» Feach consensus on the desired
fukure culture: Same process of
step 1with focus on the future
state [p.A1)

sOietermine what the changes will
and will nat mean [p. 92

= Identify illustrative stories [pp. 93
a7)

= Dewelop a strateqgic action plan:
Create a list with dezired actions
and behaviours [Create small
achiewable goals, generate social
support, aceauntability, provide
information, measure, create
readings explain why, implement
symbalic change] [pp. 97-101)

= Develop an implementation plan
(pp. 101-104)

= Referencing the 7-5 model by
watermann, Peters and Phillips
[1980]: Successful culture change
requires changes in: Structure,
Symbals, Systems, Staff, Strateqy,
Style of leaders, Skills of
managers). [p. 101)

= [Management skillz 3= critical

b, Feview Assessment

Mote about Source Content

Alvesson, M_&

Changing
Organizational
Culture

Sveningsson, 5. -

= External forees can force organizational
changes: political, technalogizal, cultural,
demagraphic, economic, market [p. 15]

= Workshops with Top
Managers to discuss the
Future state [p. 78]

= 50T analysis - To
eualuate the situation [p. 76)

= Recruitment [p. 50)

= blew Farms of socialization,
trainings to signal the desired
values and belisfs [p. 50)

= Performance appraizal [p. 50]

» Fromations [p. 5]

= Leadership and Communication
(p.50]

= Uize of arganizational symbols,
language, actions & material
objects (p. 50]

= Reframing of everyday life [p. 52]
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Cateqgory § Medium

Details of Framework Process

Trompenaars, F_
& Hampden-
Turner, C. - Riding
the waves of culture
[#4th Edition)

1. Ewaluating Starting Points forDevelopms

= Coping with culture is eszential in ewvery
organizational situation with great benefits

2.1. General Motes: Assessment of Current 2.2, Assessment Methads

« Diagniosis by a diagnostic questionnaire |
» Azzezsment bazed on ¥ dimensions
= Study results: 46000 attendes in 40

countries

= Diagnostic questionnaire
1 [p306)

3. Conception of Future State

4. InitiationdMethodes of Dewvelopn
= Famnily Culture: Key actars have
to modify policies, training,
mentaring, coaching,
apprenticeship, praise,
appreciation, [less by monetary
appreciation] (pp. 203-204)

= Eiffel Tower Culture: Changing
rules, firing, redundancy [pp. 207-
208)

=Guided Mis=ils Culture: -

b, Feview Assessment

Maote about Source Content

Hofstede, G.,
Holstede, G &
Minkow, M.-
Cultures and
Organizations

= Culture with a constant need for adaption
toweards coping with environmental
circumstances, -» Starting point could be
resistance to adapt.

= Foremost external environmental
challenges cause cultures ta (be)
develop(ed]

= Measurement of values before practices
because they are more stable [p.23)
= Study bor arganizational culture is nok

bazed on IBM data =set - for

organizational culture IRIC study [also p.

242, 249)

» Foundation for GLOBE =tudy [p.41)

= Meazurement of culture in

organizations needs ko include members

of all layers [p. 374)

= ORiganizational culture cannot be
measured as national culture (pp. 43, 47)
= Froblematic: Aszessment instruments
cower anly relevant izsues in histher
society - lack of quality due ba nok
precizely relevant questions [p. 48]

1= Questionnaire [p.28)

1= Scaring dimensions:

i Openness to experience vs,

: Rigidity; Conscientiousness

i wersus undependability;

+ Extraversion vs. Intraversion;
+ Agreeableness vs, Il

i temperateness; Meoraticism
‘s, Emotional stability (p.29)

i = Development of survey into:
1 Walues Suryeys Modules
{[p34)

+=RIC model: First: Gualitative
i phase [p.p. 349-351) Second:
+ Quantitative Phaze [p. 351)

i =The value of this quantitative
! and qualitative data
tcollection lies in discussing

i the results [p. 351

i =Use of dimensions like the
{BR study [p. 354)

1 sFiesults: High or low scores
+in one dimension is not

1 always good or bad - it's

» Balaning strategy, culture,
structure and control [p. 372
-Froper diagnosis builds the
foundation for the future
state [p. 374)

=Considering strengths and
weaknesses of organizations
and ist strateqy [pp. 374-375]
=Azseszing the probability of
development success [p.
a7h)

-Checking materials and
resources [p. 375

= HR department with an
extraordinany role in the
organizational culture
development process
[especially in this phase) [p.
48]

= Diagniosis as the base far
strateqy conception [p. 374)]

= Strength and Weaknesses
evaluation [p. 374)

= Evaluation of etistent resources
[material and human] [p. 375)]

= Structural changes: Closing
departments, merging or splitting
activities, moving pecple
[gecraphically [p. 375)

» Process changes: Mew
procedures, eliminating contrals,
extablishing contrals,
implementing or discontinuing
automation, communication [p.
a7a)

» Personnel changes: Hiring,
promoting, selecting gatekeepers,
training programs [p. 375)

» Mew symbols, new names,
logos, uniforms, slogans and
portraits an the wall [p. 376] =

= Formulating corporate
walues="writhen statement [p. 376]

= Measuring the development
of organizational cultures
ower bime - evaluating the
success of change [pp. 374,
37E)

=Culture change asks far
persistence as well as
sustained attention (p. 376)
=If the process of culture
change was skarked with
diagnosis, it also should be
repeated [p. 376]

James Heskett -
The Culture Cycle

= Decrease referrals and increaze
retention, increase returns tolabor,
increase relationship with customers,
innowation, profit, growth [pp. 297, 144)

= Mew missions, mergers, organizations
facing possible demize [p. 298]

= Organizations should not start to
change culture when they are threatened
by a dowenturn of growth Fi. (p. 288)

= General dissatisfaction helps for culture
change projects to be suceesshul [p. 303)

= Measurement only of aspects of culture

[p 1]

= Effectiveness of culture, health of

culture

1 about the contest [p. 365)

i Unspecified meazurement

i methods: p 146

+ = Measuring strength & health
+ of culture: Questionnaire

| [pp.326-328)

= Culture change based on
skrateqy alignment [p. 297]

= E=tablishing diz=s atisfaction with
the status qua [p. 297) + a sense
of urgency [p. 302]

= Selecting change agents [p.233)
or guiding eaalition [p. 303)
-Proposing changes in mission,
shared assumptions, values, and
behaviars from the wop [p. 298]

= Ouercommunicating every step
[p. 293)

= Encouraging and recognizing
desired behaviors [p. 289)

= Shaping policies, and practices
[p. 229)

= "Sorting out” [p. 298)

= Fiole modeling [p. 298]

= Plan For and create short-term
wins [p. 303)

= | sadershin inn 238 303 310 EY

= Culture change cycle:
Constantly reviewing the
need for change [p. 298]

= Cultures in general require
constant attention and review
[p.31)

= Sustainable changes in
culture require a
recyamination « ist time
consuming [p. 2039)

"The culture cycle is derived
from a personal, subjective
appraisal of several
observations and anecdotal
caze studies that have
appeared in print.” [pl47]
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Category ! Medi

Details of Framework Process

Korte, R.F. &
Chermack, T. J. -
Changing
Organizational
Culture with Scenario
Flanning

1. Enaluating Starting Pointz forDewvelopmg

2.1. General Motes: Assessment of Currenk 2.2, Assessment Methods

= Interview of cross section of people

= Interview to find out the elicit strategic

organizational agenda (p. 650)

o Inkerview [pEG0)

3. Conception of Fukure State

= Create scenarios based on
inkerviews with organizational
members [p. B51)

» Include an external analysis
[p. BE1)

= Hank. key Factors based on
uncertainty and impack [p.
E51)

= Create logic scenarios
bazed on the matrix [p. 651)

= Examing the robustness of
each scenario [p. B51)

» Good seenarios are rooted
inthe deepest concerns of
managers [p. B52)

4. Initiation!Methodes of Developn

= Cognitive perspective: Mental
models need ta be changed -+
introducing new form:s of
knowledge, ways of thinking -»
culture changes (p. B52)

= Uze of symbals [p. 652)

= Change by scenarios - focused
and analytical [p. B52]

= Interaction, debate & dialog (p.
EGZ)

5. Review Azsessment

= Manitar the process with
identifiers [p. 651)

Mote about Source Content

Scenario planning is a
relatively new and so Far litde
researched methodological
approach in combination
with arganizational culture. I
is precize because of this
recent development that
thiz approach has been
mentioned in the paper to
highlight an example of
current thinking in this topic
area.

Homma, N_ &
Bauschke, R. -
Unternehmenskultur

= Oid the corporate vizion change? [p. 91]

= Do the corporate values need a
revision? [p. 91)

= 0o policies and norms need a revision?
p. 91

= Internal and external demands [pp. 34-35)

= IMain analysis phases: 1. Analysiz of the

contest 2. Analysis of organizational
culture 3. Culture-Audit repaort 4.
[lanagement review

= Azzessment as an opportunity to gain
knowledge about employees" vision for

organizational culture [pa20]

o1 Analysiz of the contest:
yAnnual repaorting, employee

! and cOnsUMmEr surveys,

i strategic planning data

1+ 2 Analysis of organizational
s culture: Personal inkerview,

! Focus groups, [Quantitative

i methods Far bigger

i organizations: Structured
iguestionnaire -» bage Far

= Decision for Future state
made by top management
and owners - not a
democratic process [p. 90]
= Project teams provide
change suggestions [p. 91)
= Project team develops a
tolbo for the roll-out phase
p.33)

+ Implementation of culture
change is a top-down
process (p. 93]

= Since the main concept is
finalized - dizcussion with
broad organizational

= Communication as an important
success factar [pp. 87, 123-129)

= HR department implements new
proceszes [pp. 90, 119)

= HF: - Hiring [p. 120)

= Formulation of new corporate
culture [p. 93]

= Yideo meszages of kop
managers [p. 93]

= Designing roadmap with
milestones [p. 93]

= Instructions For managers &
moderatars [p. 93)

= 1. Group meeting to present the
new concept o wWarkshops

= After methods and
implementations - a setback,
into known behaviours and
routines is a potential risk
plig

= Here lies the explizit
difference between
Organizational culture
development processes and
ather: A clear project end
cannot be defined. Culture
does not end evalving [pp. 115
18]

This source does provide a
clear note about the
manageahility and
organizational culture

und Fiihrung = Ultimate status: Culture does not end ;;fﬁ;i_sg:ilgnﬂ::E:ﬂijtligslﬁmssua]bom ﬁ:‘;ig%qiujt'snﬁqualgig;i members [p. 95) :6::;kzt1?rﬁsl-e:-tt::t:§me;e lar | Task of leaders and top deyelopment as 3 process,
ewolving - constant management of it «For qu:alitati-.-e methods: ImE;thant o ted Culture-.ﬁ.uditﬁﬂ.port- = Mew concept and toolboy is meetings P g management [pp. 116-117]
[pp. TI5-11E) choose the right inkerview partner [p83] Summary of analysis results rewewe: hﬁ top-rnsa_:l‘nagernent = 3. Refresher [pp. 105-107) . I?Portant rqle?f Iead;r?shlp
. 77 3830 et T ey, |- Imponncecriaeatp | CnmueEn T,
o4, MWlanagement review: Top a9 p- integration [pp. 108-111) . lt I 'tu et
iMlanagement reviews results |~ C]Dnsideration af resouroes | - Experience-based learning, Case 2:::5: [p??gﬂs]l B A
; and creates a plan [p2E) and budget [p. 105] f;%dles. learning picture= [pp. 165- | Checklist sustaining results
' = Adaptive and flezible [p. 121)
: H = Personnel development (p. 193] |-
;E:;:;:?ﬁ::;g:ﬁ;gfhnu'd = Leadership development (p. 120, [pp. 171-174)
H . 132)
development projects (p. 131] || Incentivesystems [p. 120]
i Thig source provides good
: Foundational information bor
basic considerations in
=ocial change processes.
i DOe to the publication date
: and no specific application
Kurt Lewin : toorganizational culture, the

author renounces the use of
this book in detail. Despite
that, the authar implements
related thoughts and Further
detailed expasitions of his
theory by other scientists.
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Development Framework Review

Cateqgory { Medi

Details of Framework Process

1. Ewaluating Starting Paints ForDevelopmsd

= Oecreasing growth, decreasing sales and

2.1 General Motes: Assessment of Currenk 2.2, Assessment Methods

» Diagnostic-quantitative approachk [p221)

= Dialogic-qualitative approach (p.221)
= Possible biases in deduction of

+= Surveys: Assigning cultural
t dimensionséperformance

! elements, the base far more
tin detail analysis of culture,
Felica-Culkural Due Diligence,
1 Meazuring subcultural
idifferences [p.225-227)

3. Conception of Future State

4. Initiationdfethodes of Developn

= Create psychological security [p.
267] -» Provide a conwincing
positive vision, provide official
trainings, Inteqrate all
organizational members, provide

5. Feview Assessment

Moke about Source Content

Thiz woark is widely

revenue numbers, great product failures, | categories [p.222) i e - . L
bt i+ s of holistic assessment resourzes, have positive rale considered a classic in the
IDSS. of key Tel-mbrrs. S|gn|F|1c;nt : gtzaéegorg Slpsieims a3 (el Geels 1 models: Denison, OCI, OCF, models, reduce barriers and create field of arganizational
Schein, EH. & ?D”':.?Pmeg.a m? LenGe [p';_ ] t Ep\r ) o balanci Fth 1 Culture Compass [pp.233- rewards systems [pp. 267-268) culture and its development.
Schein, . - -ntl Dliin lnghci cnl:vrgalnlzacllons t-> cul urz . terg gcu:: & ;gglng o the ey 1 236) = Rituals as reinforcers of cultural The author deals wery
Organizational exists and can be developed - external and | instruments (p. 225) i+ S35 Madels: TingPulze, assumptions [pp. 163-164) fundamentally with a variety
internal problems can exist (p. 121) = wery good overdiew of culture | = . .
Culture and e 1 Gilint; Culture 13, RoundPegq, = De=ign and architecture [p. 164] of phenomena. Howeuer,
] = Growth state of organizations [pp. 101, azzezsment models [pp. 233-241) : ' ! ' ; .
Leadership 122) - Ethical aspects of cultural analysiz | i Culture Amp (pp.235-2239) = Stories (p. 165) there is no concrete
.o izational ch ip. 122] 216-217) P Y Pp- '« Beneficial: The assessar is = Formal statements [p. 165) oweryiew of the continuous
rganizational changs [p. H ) ) { an internal expert of the - Systemns and procedures [pp. 162 course of a development
= Mergers and fusions (p. 203) = Focus should lie on observations 4 - A
- :organization [p. 219] 163) process in this work.
= Scandals and myths explosions (p. 202] (- [pp.209-241 § . Changi d
= Every change process starts with an 4" 5 8 (EsEEme ek A » Lhanaing systems an
analysi= [p. 261) 1 of documents, ethnography, procedures [pp. 1B2-163]
ysi=1p. i participated obseruation, = Fiole of leadership [pp. 101)
1 SUveys, questionnaires, = Fiecruiting [p. 200)
1 action rezearch, employment
1in sscocsmant oroanization
Consulting
Firms:
= CultureP ath Product: Snalytics driven Delaitte’s CultureF ath
and cloud based diagnosis method i could be an effectful
+ 8zzess culture based on & dimension: gultureP.?th t'.jm‘;uc‘:d  CultureP ath Froduct: method. Due to a lack of
Deloitte = 4 gore indices: Collective focus, 1+ CulturePath Product: « CultureP ath Pradust o Eml‘l;.ll‘ltlﬁa n:!r;t asedon . E"' ";1[9 3 tm ':!c : ‘ information, no further
riskiogovernance, chargefdnnowation, 1= Survey uitureath Erodus Uhirerath resuits TMphasiz on tracking o analysis of the method can
o] GHERRETED = U= of digestable visualization action resulks be made, Deloitte did not
= 4 differentiating indices: Courage, ; > Ll prowide any detailed
commitment, inclusion, shared belisfs infarm.ation.
o8 Sl¥ilzetlh The MeKinsey 75 Madel
: = Matrig ewaluation form could be an effectful
1= 75 Modell: = Proaf consistency of method, Oue to 3 lack of
= 7 5 Modell: Mot specitic model for i« Mlatrix evaluation Farm strateqy, structure, systems = infc\rma.tion N Further
McKinsey culture change projects. Wery general i« Undetailed questionnaire. shared values [no scientific | = lerative process + Fie-analyze the success ¥

seope

i Mo clear guidance for
: application

proaf]

= Differentiate the look an
these points by hard and soft
elements

analysis of the method can
be made. McKinzey did not
prowide any detailed
information.

64



Development Framework Review

Category § M

Details of Framevork Process

1. Evaluating Starting Paints forDevelopms

21 General Maotes: Assessment of Currenf 2.2, Aszessment Methods

+ Mapping the assessment results along 73

dimensions: Structurediflerible, f

controllingfdelegating, cautiousfrisk-

permitting, thinkingfdaing,

diplomaticidirect, 1= Survey, interviews, focus
individualisticfcollaborative, 1aroups (p.7)

3. Conception of Future State

4. Initiationdflethodes of Developn

5. Feview Asseszment

fote about Source Content

BCG offers several
publications which were
collected within this row.
One comprehensive
method is not in place. Oue

BCG internalfesternal s« Obszervations & document lack. of inf i
« Uze of multiple lenses for the question: | reviews as supplements for :Ertah:lcan?al Izi:ronf-lta}:fnl na
‘b o we have the culture: Culture s general analysis [p. 2] method car? be made. ECT
cantedt, applied behavioural psychalogy, did id d. iled
organizational sociology [p. 14) 4 did not pravide any detaile
« Environmental analysis: goals-resources: infarm sticn.
constraints analysis ;
\ Based on Holstede - Sgt clear nbiecti_-.'es [p.13]
+ Data-driven tool based on scientific idatabaze: . Elcture new reacllltg _[p.c1|3] The Multi-F ocus Model
research of thousands of organizations - In-depth interviews, paper- | CMp-are Yaur cesire could be an effectful
« Split into actual culture measurement pencil surseys D_rganlzatlnnal CUE SEELR - method. Due to alack of
Hofstede and the perceived culture assessment i« Organisational Culture Scan wlth_goy_r B . ) . Spec'“.c el are bg iz = Embedded inta the information, no further
Insights + Dimensions of culture: Organisational — : [OCE): 75 questions For every o [PriteiiEs chengp SllEns {7, | eempenis expmnipaiEn culins consultancy approach analysis of the method can

effectivensss, custamer orientation, level ! member, 19 questions for the
of contral, facus, approachability, 1 CED, 21 questions for group
management philosophy Hleaders

i+ Results in a result repart

4]

= Creabe an action plan -
initiate direct and indirect
change [p. 14]

= Commit to change [p. 14]

scan but are not published (p. 14)

be made. Hofstede Insights
did not provide any detailed
information.
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