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WHERE WE ARE 

 

 We are still in the first three chapters of the textbook, and chapters 9, 10 and 11. 

 I need some time to study your assignment 2 work before grading them and designing 

assignment 3. 

 I moved the due date of assignment 3 to Sunday, March 4. 

 The MIDTERM is due Wednesday, February 28. 

 I need to distribute the midterm to you on or before Feb. 21. 

 When you view the syllabus on the website, be sure to REFRESH the screen in your browser to 

get the current edition of it. 

 Submit things on time so as to avoid the late penalty. Put late work in the late box in D2L. 

 

CHAPTERS 10 AND 11 

 

I approached this looking for information on organizational cultures and I found a lot about 

organizational leadership. 

 

Well, yes, administrators and managers/supervisors tend to influence the culture of an organization. But 

I believe that there are also sources that affect the culture of an organization that EMERGE from within 

the organization. I believe the culture of an organization is affected by the SOCIAL CULTURE OF THE 

PLACE in which the organization exists. An organization located in Alabama is not likely to have the same 

organizational culture as one in Boston or San Francisco because of “leakage” from the larger culture to 

the organizational culture. You probably could not create a Silicon Valley in rural Kansas, for example.   

 

Rainey cites literature suggesting that there may be two major dimensions of organizational culture. 

 

 Concern about the people in the organization. 

 

 Concern about the productivity of the organization. 

 

This makes sense to be and aligns with the idea that some “leaders” care more about people than 

productivity, and vice versa. 

 

In terms of Jungian personality theory, this relates to the Feeling vs. the Thinking function, I think. 

 



 
Source: Larry Turner 

 

The gentleman above does not appear to me to be overly concerned about other people’s feelings. 

What is it about the drawing the suggests that he may have a “get it done” kind of personality? 

 

PLEASE UNDERSTAND THAT IT IS NOT MY INTENTION to teach you to engage stereotypes or prejudices 

when you “read” other people. Categorizations of personalities based on JUNGIAN theory do not include 

gender, race, or physical attributes.  In fact, when you see a drawing or a person, be mindful of the 

possibility that stereotyping or prejudice may negatively affect your initial “read” of a person.  

 

For example, I am suggesting that the drawing of a person above suggests that the fictional person 

represented is probably more concerned with productivity and with other peoples’ feelings, not because 

he is white and is male but by the expression on his face and other artist cues. 

 

I think the drawing may represent a fictional character who would score as an ESTJ on the Myers-Briggs 

and similar instruments. BUT CERTAINLY NOT ALL PEOPLE WHO SCORE “ESTJ” HAVE THIS APPEARANCE, 

of course. And there is nothing “wrong” with scoring as ESTJ.  

 

But personalities certainly vary among people and personalities are important in workplaces. The 

DYNAMICS of combinations of personality types in organizations is COMPLEX and important. 

 

Okay, so what about ORGANIZATIONAL CULTURES?  

 

Yes, leaders do have some capacity to create and maintain the culture of an organization. BUT CULTURE 

ALSO HELPS shape who become leaders in the organization over time. 

 

 



 
FIRST, some organizations explicitly or implicitly screen for “fitting in” at the employment door. It is a 

whole lot easier to hire people who already have the values and attitudes the organization wants than 

to try to “remake” people once employed. I need to make reference to the book, The Forest Ranger, 

here. Having said that, the emphasis in recent decades has been upon fairness in hiring processes. 

 

Some organizations have really “sick” cultures, as evident by recent revelations about sexual harassment 

in some organizations.  

 

But sexual harassment is not the only evidence of a sick organizational culture. There are other forms of 

abusive behaviors.  

 

I frequently refer to culture as “chemistry.” It is just another metaphor. Some mixtures are volatile and 

even explosive. Some organizational cultures literally make people sick and may be reason for addictions 

and other self-damaging behaviors. 

 

 
People do not have “cultures.” We have personality types, belief systems, values, and the histories of 

our personal experiences. 

 

Organizations do not have “personality types.” Organizations have cultures. I am satisfied with Hal 

Rainey’s simple explanation. 



Rainey cites literature suggesting that there may be two major dimensions of organizational culture. 

 

 Concern about the people in the organization. 

 

 Concern about the productivity of the organization. 

 

Perhaps it is as simple as this. 

 

When the organization is out of alignment with its environment and its survival is threatened, the 

culture of the organization tends to become less caring and more focused on productivity. 

 

People have their Jungian personality types BEFORE they enter an organization. These are based on our 

INATE PREFERENCES, which I believe may be “hard wired” in our brains. However, over time, people 

may learn to MODIFY THEIR BEHAVIORS to fit into an organization.  

 

The culture of an organization may be influenced over time by the personalities of the people in the 

organization. But the culture of an organization is also shaped by THE ENVIRONMENT IN WHICH THE 

ORGANIZATION EXISTS. This means its political environment, social environment, and the financial 

environment. 

 

DIFFERENT AUTHORS have identified different ways to classify organizational cultures. 

 

I would argue that one way to IDENTIFY THE CULTURE of an organization is BY STUDYING ITS SOCIAL 

NETWORKS USING SEVERAL DIMENSIONS OF CONNECTIVITY.  

 

To me, the key dimension is TRUST.  

 

I WOULD ARGUE THAT LIKE KNOWLEDGE, “CULTURE” FLOWS THROUGH INFORMAL SOCIAL NETWORKS 

IN ORGANIZATIONS. 

 

Through “simple” survey research you can construct and visually model all kinds of social networks in a 

large organization. 

 

[continued]  



 

 

 
Source: http://www.social-networks.ethz.ch/research/research-projects.html 

 

The dots in this social network represent people. The lines can represent associations based on any basis 

of association between people. TRUST is an important basis of association. If there are many 

associations representing MUTUAL TRUST in an organization, the CULTURE of the organization is 

probably relatively “healthy.”  

 

IF the two major kinds of organizational cultures are grounded in concerns for one another and concerns 

for productivity, then clearly a culture that balances the two concerns is ideal.  

 

I think some organizations are more accepting of “deviance” than other organizations. I don’t mean 

deviance in a bad way. I just mean accepting of personal idiosyncrasies.  

 

I don’t know exactly how to model this or explain this. But I am sure that the same person dropped 

down into two organizations with very different cultures will adapt (change his or her natural behaviors) 

to learn to “survive” within a particular culture. Of course, if the lack of alignment between an 

individual’s personality and an organization’s culture is too large, the employee will either leave or is 

likely to be pushed out of the organization, if possible.  

 

This appears to be a parody on the organizational culture of the NASA Johnson Space Center in Houston 

Texas. Remember, “Houston, we have a problem?” Maybe not. :) 

 

https://www.youtube.com/watch?v=3vHWiTnkQtw 

 

https://www.youtube.com/watch?v=Ybsq1KA274s 

 

The lead person in this video is apparently Eric Sim who was an intern when the video was recorded and 

is now an engineer there. (What a cool internship!) 

 

If this is not an experiment in CULTURAL REENGINEERING, I don’t know what is. 

http://www.social-networks.ethz.ch/research/research-projects.html
https://www.youtube.com/watch?v=3vHWiTnkQtw
https://www.youtube.com/watch?v=Ybsq1KA274s


 

WHY would the bosses at NASA permit such a thing and then hire the guy? 

 

The following does not what IBM has always been or aspired to become. In the age of mainframe 

computers IBM was probable the most proper of conservative organizations. But it is a powerful 

representation of someone’s recent conviction of what the corporation is or will become. 

 

https://www.youtube.com/watch?v=nT6SVbcz7lI 

 

Amazon.com has a reputation (in its fulfillment warehouses) of treating humans like machines. 

 

Reflect on the apparent culture of government agencies you have observed or experienced. 

 

----------- - 

 

I am reading a book titled, “Diagnosing and changing organizational culture” by Cameron and Quinn. 

This is a major figure in the book. 

 

 
 

https://www.youtube.com/watch?v=nT6SVbcz7lI


They have an instrument (similar to a personality instrument) that can be used to identify the present 

culture of an organization (and the preferred culture). 

 

This is great stuff! Notice that the four “types” of organizations (based on their cultures) there are 

different, “Value Drivers.”  

 

------------- - 

 

Well, I began thinking about values.  

 

A value is not a personal attribute. If I value honesty, I am probably honest. But honesty is a value. A 

person being honest is AN ATTRIBUTE of that person. 

 

People have values (in addition to personalities) and organizations have VALUES INCORPORATED INTO 

THEIR CULTURES. 

 

Ideally, a public-sector organization has PUBLIC SERVICE VALUES in its culture. Ideally, the people 

employed there also have those personal values.  

 

Please go to Amazon.com and find the book by Richard C. Box titled, “Public Service Values.” You don’t 

need to buy it. Use the button to LOOK INSIDE! the book. Search for Appendix A on page 43. Richard Box 

cites Molina and McKeown’s list of definitions of public service values. Please study that list. 

 

---------- - 

 

I looked for some grand schema of the possible values of organizations of all kinds. I don’t think there is 

one. 

 

BUSINESS ORGANIZATIONS tend to have particular values such as competitiveness.  

 

There are general ADMINISTRATIVE VALUES such as economy, efficiency and effectiveness. 

 

There are POLITICAL VALUES such related to constituent services and getting re-elected. 

 

Many values are not exclusive to only one domain, of course. 

 

------------ - 

CONCLUSIONS 

 

An organization’s culture involves beliefs, values, and norms. Norms are expectations of behaviors. 

 

Public sector organizations are in HIGHLY POLITICIZED environments. A change in political leadership can 

be huge. 

 



The culture of a public-sector organization evolves over time and is a product of both its environment 

and its employees. The employees affect the culture and culture affects the employees, over time. 

 

If administrators are not aware of these things then they do not understand and cannot anticipate the 

interpersonal dynamics around them. They are likely to create “fires” that could have been avoided. 

 

THE COMBINATION of organizational culture and the personalities involved shapes what happens within 

an organization, its productivity, its alignment (or not) with its environment, and, ultimately, its survival. 

 

AN ORGANIZATION WITH A HEALTHY CULTURE is both caring and productive. It has found the balance 

between the two. It is AGILE enough to ADAPT to its environment and to CHANGES in its environment. 

 

 

 

 

 

 

 

 


