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1. Articulate mission, vision, values

2. Build trust

3. Empower others



1. Articulate mission, vision, values

2. Build trust

3. Empower othersðinfluencing organizational 

culture



Culture refers to those elements of a group or 

organization that are the most stable and least 

malleable.



Underlying and often unexpressed assumptions, 

values, beliefs, and attitudes that have been jointly 

learned and taken for granted.

Assumptions:
Íabout people

Íabout power and relationships

Íabout time and space

Íabout ethics

Íabout identity and purpose



It can be argued that the only thing of real importance 

that leaders do is to create and manage culture; that 

the unique talent of leaders is their ability to 

understand and work within culture; and that it is an 

ultimate act of leadership to destroy culture when it is 

viewed as dysfunctional.
ðEdgar H Shein, Organizational Culture and Leadership



Leadership creates and changes cultures, while 

management and administration act within a culture.
ðEdgar H Shein, Organizational Culture and Leadership



The bottom line for leaders is that if they do not become 

conscious of the cultures in which they are embedded, 

those cultures will manage them.  Cultural 

understanding is desirable for all of us, but it is 

essential to leaders if they are to lead.
ðEdgar H Shein, Organizational Culture and Leadership



1. Assumptions about people.

2. Assumptions about power and relationships.

3. Assumptions about time and space.

4. Assumptions about ethics.

5. Assumptions about identity and purpose.



Lazy/need incentives Motivated/need opportunity

ñThe average worker wants a 

job in which he does not have 

to put much physical effort.  

Above all, he wants a job in 

which he does not have to 

think.ò

ðHenry Ford, 1922

ñI think most of us are looking 

for a calling, not a job. Most of 

us have jobs that are too small 

for our spirit.  Jobs are not big 

enough for people.  Thereôs 

nothing I would enjoy more 

than a job so meaningful to me 

that I brought it home.ò
ðNorah Watson, 1974



Employees look for:

Daily meaning as well as daily bread.

Recognition as well as remuneration.

Worthwhile work.



1. Sense of purpose:  more than producing goods or 
services, one that makes a difference.

2. Sense of ownership:  having some say in how the 
work is done.

3. Sense of fit:  what I do fits into the larger 
mission.

4. Sense of community:  we are doing this together.
5. Sense of contact:  we can build worthwhile 

relationships



Entity A Entity B

Assumption:  People are 

unmotivated, lazy, dishonest, 

untrustworthy.

Decision-making:  tends to be 

more centralized, rules and 

policies to control behavior, 

one-way communication, 

management is more 

paternalistic.

Assumption:  People are 

motivated, responsible, 

capable, interested, honest.

Decision-making:  tends to be 

more distributed, rules and 

policies less constrictive, two-

way communication, 

management more 

collaborative.



Age = experience/wisdom Experience/wisdom distributed

Employees told what to do.

Work structured individually.

Hierarchical communication.

Decisions from top down.

Tends for formality.

Employees invited to discuss 

challenges.

Flatter organizational structure.

Multi -directional communication.

Participatory decision-making.

Tends to informality.


