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1. Introduction: 

 Culture is  understood as that complex whole which include knowledge, belief, art, morals, law, customs and 

other capabilities and habits acquired by an individuals as a member of a society. Culture includes several behavioral 

influencing factors shared by members of a society  and passed on through  generations.  

Organizational culture is important resource of the control when exists at workers a cohesive force and all are 

focused at what’s the best for the enterprise. Values are believes and ideas for the type of goals that members of one 

society should follow as well as for the type of behavior that people should apply to fulfill their intentions.  

Except the values and norms it is necessary also the socializing within the enterprise which presents a process 

through which the new employees learn values. The more pervasive national cultures constraints and guides the 

development of business culture in a society. Universally, business closely interweaves with the broader cultural values, 

norms, and beliefs. 

 

2. Purpose of Study: 

 The primary purpose of this article is to understand the definition, conceptualization, and measurement the 

link of organizational culture and organizational development and  also 

to examine the nature of this relationship. 

 

3. Research Methodology: 
 This  present  study  attempts  to  study  the  types  of  culture  in  an  organization. The necessary data were 

collected through secondary data. 

 

4. Culture is a Descriptive Term: 

 Culture is understood as that complex whole which includes knowledge, belief, art, morals, law, customs and 

other capabilities and habits acquired by an individual as a member of a society. Research an organizational culture has 

sought to measure how employees see their organization: 

- Does it encourage teamwork?                                                                                                                - Does it reward 

innovation?                                                                                                                                                               - Does 

it stifle initiative? 

Abstract: Culture broadly determines the type of G&S a business should produce. Business should relies these 

culture differences and bring out products accordingly. The fact that culture determines the type of G&S is not as 

important as its varied manifestations. Culture expresses itself through people’s views of themselves, others, 

organizations, society and nature. Since studies have shown that companies that have been successful in the market 

for a long time have had a strong organizational culture but also adaptable, we will try that through this paper to 

analyze how culture affects on an enterprise, giving the fact that culture has a significant impact, both on the 

organizational effectiveness of competitive advantage or as a controlling and integrated mechanism in a business 

organization. We will also understand how organizational culture can facilitate but also prevent changes in 

organizations with an enterprise culture, and those organizations with a rigid culture such as bureaucratic 

organizations.  
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 As individuals come into contact with org, they come into contact with dress norms, story people tell about 

what goes on, the org’s formal rules and procedures, its formal codes of behavior, ritual, tasks, pay systems, jargon, and 

jokes only understood by insiders, and so on.  

 

4.1  A Definition of Organizational Culture :  

 “a pattern of basic assumptions- invented, discovered, or developed  by given group as it learns to cope with 

its problems of external adaptation and internal integration – that has  worked well enough to be considered valuable 

and, therefore, to be taught to new members as the correct way to perceive, think, and feel in relation to those problems”  

            -   Edgar Schein 

 

5. Uniformity of  Culture?  

 Organizational culture represents a perception the organization’s members hold in common. That doesn’t mean, 

however, that there are no subcultures. Important, but often overlooked, are the subcultures in an org. A subculture is 

set of values shared by a minority, usually a small minority, of an org’s members. For examples, even though GE has 

one of the most dominant overall corporate cultures of being boundaryless between the highly diversified divisions, 

each also has a distinct culture of aircraft engines and gas turbines.  

 

6. Culture Creates Climate 

 Organizational culture refers to the shared perceptions organizational members have about their organization 

and work environment. This aspect of culture is like team spirit at the organizational levels. This is an overall “feeling” 

that is conveyed by the physical layout, the way participants interact, and the way members of the organization conduct 

themselves with customers or other outsiders. 

 

7. Culture Creates People: 

 It is the culture which generally determines the ethos of the people. It trains people along particular lines, 

tending to put a personally stamp upon them. People have their own idiosyncrasies and are a blend of heredity, culture  

experience, sub-cultures experience, family experience, and unique personal experience. 

When people with different cultural backgrounds promote, own and manage organizations, organizations 

themselves tend to acquire distinct cultures. Thus, the culture of the Tata Group of Companies is different from that of 

the enterprises owned by Birlas. When the environment is changing fast, the organization’s entrenched culture may no  

longer  be appropriate. 

  So, consistency of behavior is an asset to an org when it faces stable environment. It may, however, burden the 

org and make it difficult to respond to changes in the environment. This has what precisely happened to ITI.   In the pre-

economic reforms decades, the telephone co. has stable environment. It has developed its own identity as a monopolist 

in telephones and thrived well sticking to old and outdated technology. In the changed environment of today, neither its 

culture, nor its old technology could save the ailing ITI. 

  

8. Corporate Culture and Ethical Climate: 

 Corporate culture is a blend of ideas, customs, traditional practices, co. values, and  shared  meaning that 

help define normal behavior for everyone who works in a firm. In some companies,  one can feel the blowing of ethical 

blinds. Corporate culture and  ethical climate can put much pressure on people to channel  their actions in certain   

directions by the co. Ethical  climate is often dented by peculiar circumstances as it  happened to PSU in India. The 

Transparency International India (TII), the local chapter of the global non-profit organization that seeks to combat 

corruption, accepts that  lack of  resources is hampering its efforts to effectively monitor agreements  it has signed with 

29 PSEs in  India. These agreements are known as ‘Integrity Pacts’. 

Signing the pacts binds the undertakings to guarantee transparency in their procurement deals. Besides, pacts help 

the signatories when they bid for international projects. TII has not started   monitoring yet because of shortage of 

resources. The undertakings that have signed the pacts, among others,  include ONGC, ISPAT  Nigam, HPC, GAIL and 

Coal India. 

 

9. Changing Organizational Culture: 
   The current environmental context has undergone drastic change and either the org must adapt to these new 

conditions or it may not survive. It is no longer sufficient just to react to change. Org must have a culture that learns 

and anticipate change. New product development, advanced information technology and the economy are changing so 
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rapidly that any examples would be soon out-of-date. However, if the appropriate org culture is in place, then such 

rapid changes can be welcomed and accommodated with as little disruption and as few problems as possible. 

 

10. CONCLUSION: 

 A culture typically is created by a founder or top-level managers who forms a core group that shares a common 

vision. A strong org culture provides stability to an organization. The org culture derives from the founder’s 

philosophy and strongly influences hiring criteria as the firm grows. In maintain this culture, enterprises typically 

carry out several steps such as the following : careful selection of entry-level candidates; on-the-job experiences to 

familiarize the personnel with the org’s  culture; mastery of one’s job ; meticulous attention to measuring operational 

results and to rewarding individual performance; careful adherence to the org’s most important values; a reinforcing of 

org stories and folklore; and finally, recognition and promotion of individuals who have done their jobs well and who 

can serve as role models to new personnel in the org. 

 In some cases org find that they must change their culture in order to remain competitive and even survive the 

environment. The cultural change process at IBM demonstrates how this may be successfully accomplished. This type 

of culture takes a long term perspective and  has a very powerful and positive influence on employees behavior. 

Employees form an overall subjective perception of the org based on factors such as degree of risk of tolerance, team 

emphasis, and support of individuals. 

 Culture strongly influences individual and group behavior --- how people act depend on how they perceive and 

think about things, which is often embedded in the org’s culture. Warne Burke considers culture change to be hallmark 

of OD: “… organization development is a process of fundamental change in an organisation’s culture.”  Being able to 

diagnose, understand, and change org culture is increasingly important in org development. 
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