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Oct 08, Â· An in-person job interview gives you powerful clues to a company's culture, but only if you're paying attention!
Here are ten cultural clues to look for.

Posted on May 30, by johnrchildress There is nothing more deceptive than an obvious fact. What I really like
about the Holmes mysteries is that many of the major clues are usually in plain sight, and yet everyone misses
them, except Holmes of course! A Clue About Corporate Culture Corporate culture is getting a lot of attention
these days, and rightly so since we have some pretty strong evidence that culture impacts performance, both
positively and negatively. We also know that culture is a complex mixture of many elements including shared
beliefs, habitual ways of working, company history, strength of the on-boarding process, company policies,
and of course, the behaviour and actions of the leadership team. And again there is good evidence, mostly
correlative, that high engagement levels lead to better employee productivity and openness to change. So, an
intense focus has been put on the leadership team and employee engagement. There is a very important group
in the middle between executives and 1st and 2nd level employees: Yet in many ways, middle management
determines the culture. The role of leadership is to set direction, develop the business strategy, determine ways
to beat the competition, and also establish the internal groundrules what some call values or operating
principles. And of course at the employee level is where these are put into practice, where the work gets done
and the customer is dealt with. But the vision, values, groundrules and objectives never come directly from the
CEO or the senior team. They are interpreted by middle management! Middle management are the translators,
and we all know that no matter how fluent they are, translators often get it wrong and can easily use the wrong
word for a totally different meaning. And since middle managers are often left out of senior meetings where
issues are discussed and decisions made, they often do the best they can to translate accurately. Yet many
middle managers also feel disenfranchised, especially in a culture where many of the upper management
positions are filled from the outside and personal development opportunities are slim. Middle management is
an important part of the company performance equation, yet most companies focus more development time
and money on the leaders and front-line employees than on middle managers. Yet middle managers have a
great deal of real influence on how work is done, beliefs about leadership and the company, and the lives of
day-to-day employees. This graphic shows the important role of middle management in determining the
culture at the front line. And it is at the front line that most customers experience the culture of the company.
It is easy to see how a culture can get out of alignment with the vision, values and strategy and in some cases
actually become a barrier to execution, innovation and change. When was the last time your company spent as
much time and development dollars on middle management as they do on senior executives and front-line
employees? When was the last time middle managers were invited to sit in on upper management meetings?
When was the last time middle managers were asked to speak or present at company meetings, or Board
Meetings, or conferences? Want to reshape your corporate culture? While organizations may be shadows of
their leaders, culture at the employee level is a shadow of middle management! Elementary, my dear Dr.
Written and Posted by:
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2: Your Company Culture is Your Team Machine | www.enganchecubano.com
Home Money Careers Company Culture. 7 Secret Opportunities You're Missing at Work. That big, scary project is
probably a reward, not a punishment. Overlooking too many clues from your.

Quick reference Resolving Team Problems Even the best teams will sometimes have problems with the how
the team is working together. These problems often are based upon the leadership and followership traits of
the team members. Teams and team leaders should strive to continuously improve by identifying and
addressing these issues. When to use If the team is not functioning smoothly, consider the leadership and
followership traits and apply a continuous approach to determine what is needed for improvement.
Instructions Some problems on teams are team leadership or followership problems. Dictatorship
decision-making â€” not using the team. Dirty delegation â€” micro-management and attaching strings.
Putting paperwork before peoplework. No room for mavericks â€” stifling creativity. Communication chaos
â€” infrequent, unfocused communication. Missing the clues of the corporate culture. Success without
successors â€” not preparing the next generation. Failure to focus on the future, while living in the present.
Followership Styles Team leaders should provide the appropriate leadership interactions based upon the
characteristics of their followers. Independent critical thinkers need goals; dependent uncritical thinkers need
tasks. Active followers need focus; passive followers need encouragement. Pragmatics followers will need a
mixture depending upon the team circumstances. Continuous Improvement Whether it is leadership style,
followership style, or other changes on the team and in the organization; the bottom line is that teams need
continuous improvement to maintain a high level of performance. The Shewhart cycle of Plan, Do, Study, Act
is an excellent approach for identifying and improving performance. Implement the change on a trial basis.
Study the results to see if you are getting the desired performance. Then act to make it permanent or change
and try something else.
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3: The Top Ten Mistakes Leaders Make [Book Summary]
Missing the clues of the corporate culture. Success without successors - not preparing the next generation. Failure to
focus on the future, while living in the present.

The principles, ideologies as well as policies followed by an organization form its culture. It is the culture of
the workplace which decides the way individuals interact with each other and behave with people outside the
company. Problems crop up when individuals are unable to adjust to a new work culture and thus feel
demotivated and reluctant to perform. Who is Edgar Schein? Edgar Henry Schein born in is a renowned
professor at the MIT Sloan School of Management who has studied extensively in the field of organization
management. Edgar Schein model of organization culture According to Edgar Schein - Organizations do not
adopt a culture in a single day, instead it is formed in due course of time as the employees go through various
changes, adapt to the external environment and solve problems. They gain from their past experiences and
start practicing it everyday thus forming the culture of the workplace. The new employees also strive hard to
adjust to the new culture and enjoy a stress free life. Schein believed that there are three levels in an
organization culture. Artifacts The first level is the characteristics of the organization which can be easily
viewed, heard and felt by individuals collectively known as artifacts. The dress code of the employees, office
furniture, facilities, behavior of the employees, mission and vision of the organization all come under artifacts
and go a long way in deciding the culture of the workplace. Organization A No one in organization A is
allowed to dress up casually. Employees respect their superiors and avoid unnecessary disputes. The
individuals are very particular about the deadlines and ensure the tasks are accomplished within the stipulated
time frame. Organization B The employees can wear whatever they feel like. Individuals in organization B are
least bothered about work and spend their maximum time loitering and gossiping around. The employees use
derogatory remarks at the work place and pull each other into controversies. In the above case, employees in
organization A wear dresses that exude professionalism and strictly follow the policies of the organization. On
the other hand, employees in organization B have a laid back attitude and do not take their work seriously.
Organization A follows a strict professional culture whereas Organization B follows a weak culture where the
employees do not accept the things willingly. Values The next level according to Schein which constitute the
organization culture is the values of the employees. The values of the individuals working in the organization
play an important role in deciding the organization culture. The thought process and attitude of employees
have deep impact on the culture of any particular organization. What people actually think matters a lot for the
organization? The mindset of the individual associated with any particular organization influences the culture
of the workplace. There are certain beliefs and facts which stay hidden but do affect the culture of the
organization. The inner aspects of human nature come under the third level of organization culture.
Organizations where female workers dominate their male counterparts do not believe in late sittings as females
are not very comfortable with such kind of culture. Male employees on the other hand would be more
aggressive and would not have any problems with late sittings. The organizations follow certain practices
which are not discussed often but understood on their own. Such rules form the third level of the organization
culture.
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4: Corporate culture is driving the strategy or undermining it
THE TOP TEN MISTAKES LEADERS MAKE (Finzel ) # Mistake Remarks Missing the Clues of Corporate Culture The
Unseen Killer of Many a Leader: Corporate culture is.

Attendees of this webinar are going to learn about ways to increase their overall business performance. Click
on the Resources tab and go to HR events. Monster Intelligence provides insight to help HR professionals
improve their recruiting success, accelerate worker performance, and retain top talent. We analyze and collect
data from over 4 million unique job searches that are performed on Monster each and every day. We invite
you to visit hiring. She brings a unique blend of energy, insight, and compassion for our work with clients as a
leadership and HR coach. She helps transform leadership and relationships by creating a drama-free work
zone, which enhances customer loyalty and sky rockets profits. Thank you so much. I am so excited to be here
today. Believe it or not, this is one of my favorite topics to talk about. So thanks for coming. Does your
company have a culture, yes or no? Is creating a good culture only about enjoyable work, and do you have an
impact on the culture in your company? Okay, so to really simplify everything, in your business you make
things happen with tools and equipment, materials, and people. In your team, your people use the tools and
equipment and materials as an extension of you as their leaders. This picture made me think of a game that I
used to play when I was a child and maybe some of you have played it as well. Have you ever done the game
where you stand there and another person stands behind you, and pretends their arms are your arms? So you
begin by defining company needs. You say, "Why do we need this piece of equipment? What do we need it to
do? Where is it going to fit? You might ask how much room do we have for it? How much does it cost to
replace the ink? How many sheets of paper do we need it to hold? How quickly do we need it to copy? So can
we get some free shipping? Is there going to be some maintenance built in? Where can we get a really good
deal on this piece of equipment? You want to make it last a long time, and you might even discipline an
employee who you see abusing it some way such as kicking it, punching it, head-butting it, or whatever people
sometimes do with a copy machine when they get frustrated. So you want to make sure that everyone is
treating it with care, so that your investment is handled well. What do you need this person to do and what are
the required features? Now, what skills and abilities do they have? What kind of behaviors? What is the
culture like? Can I come to work and have a good time and get a lot done and really feel a part of something
bigger than myself? That becomes part of the compensation. Now when we talk about people, that system
really is a culture. Where are they going to sit? Who are they going to report to? Who are their co-workers?
Who are they going to be aligning within the organization? They are integrating them into group norms or the
culture. Then you want to treat that new person with care to achieve the highest productivity and longevity. I
want to give you two examples of two financial institutions in my area. I am in the Detroit, Michigan area.
One of them will remain nameless, then the other one is Flagstar Bank, which is, I think, a fairly local bank.
And every year, the leaders in that credit union have decided to invest money in sending all the children who
have accounts there a birthday post card where they invite you to come into the branch and they get to scoop
state coins out of a little fish bowl and then they put that amount of money into their account. Well, a couple
of years ago, we went, and again, my two cute little boys and I walk in and we were the only ones in the
branch. There were about seven tellers working, and we were behind the rope and those signs said to wait until
you were called, so we stood there patiently, and three tellers were talking amongst themselves and would
look up, and then two or three other tellers were just sitting at their windows looking down. We stood there,
and we stood there, and we stood there, and no one would talk to us. Finally, one of them looked up and
begrudgingly said, "I will help you over here. I think that they were actually in a competition to who could not
wait on us. I think that maybe one of the tellers probably feel like never waiting on a customer. So, they had a
little standoff going on. That is not where you want your focus, when you have any kind of customer coming
into your business. The other example is Flagstar Bank. They have dropped everything service. So, you could
never accidentally create a culture like they have. And, guess where my two little boys keep their money? And
this is by their request. They said, "Mom, when I get my birthday money, I want to take it to Flagstar. They
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know our names, they very often have cookies for my boys. At Halloween, one of the tellers always packs
little goodie bags for each of them, and they love it there. But Flagstar Bank, when they trade or drop
everything service, they have to infiltrate that entire culture into everything that they do to make that happen.
They have to pay attention to make sure that they only hire people who have a heart to serve. Malfunctioning
teams are not inevitable, but they are common. I can tell you that percent of the clients that I start working
with start by giving me excuses for why their culture has to be the way it is. And that team completely fell
apart. Their coach was screaming at them during halftime. They had a trainer quit last minute. Then they
ended up failing miserably. Now, did the skill sets for these world class athletes suddenly diminish? It was the
culture of that team to no longer support them in winning at soccer. And now I want to give you a couple of
hints, so you can determine whether or not you might have some issues going on with your culture. And I first
want to just read you this little story. This is a story about four people named everybody, somebody, anybody,
and nobody. There is an important job to be done and Everybody was asked to do it. Everybody was sure that
Somebody would do it. Anybody could have done it, but Nobody did it. It ended that, Everybody blamed
Somebody and Nobody did what Anybody could have done. This could be from co-workers in the same
department or cross departments, maybe your purchasing department is constantly fighting with your
receivables. People frequently ask for support and help, escalating issues to move things along. There are
reasons for roadblocks. So does any of that sound familiar in your organization? So the first thing is that
leaders create experiences. And those behaviors, actions, and decisions create results for the organization. And
the results is that, we just keep doing everything the way we do it. On the flip side, if I see an error that could
cost the company a lot of money. I can stick my neck out. They appreciate it when I look for ways to do things
better. You have a group of employees where the culture is all about fixing things, making it better, speaking
up, and working, and solving problems. I will tell you too that negative experiences within the organization
last longer and go further. So if you have a leader who is a tyrant or who gets really mad, and goes through the
office screaming and yelling at employees, that information is going to be shared very quickly through your
team. You can actually replace all of your employees, but if you leave the same leadership there, that folklore
will continue and you will end up with the same exact culture. I will now go over five basic culture categories,
and again if you downloaded the one page feed, you can follow along and mark. Maybe you have a couple of
these, you might have a combination one, or one very strongly in your organization. Complacency So the first
one is complacency, and I also like to call this the silo culture. So this is where every employee has their
blinders on and they only know their one little small piece of the whole puzzle. You keep your focus here,
[probably?
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5: Edgar Schein Model of Organization Culture
Challenging questions and meaningful quotes within each chapter make The Top Ten Mistakes Leaders Make as
relevant today Missing the Clues of Corporate Culture.

Having a Top-Down Attitude The top-down leadership style is all about command and control. The top-down
attitude places the leader as the most important person at the top of the organisational pyramid. It is
domineering and autocratic. It is the opposite of empowerment. Effective leaders on the other hand see
themselves at the bottom of an inverted pyramid. They have been described as stress junkies. People tend to be
either task-oriented or people-oriented. Leadership is essentially a people business. Yet in the information age,
the leader is bombarded with an increasing barrage of paperwork, including such devices as notebook
computers and blackberries. Here is a simple test to discover whether a person is task-oriented or
people-oriented. When someone walks into your office and interrupts your task at hand, how do you react? Do
you view that person as an interruption or an opportunity? Does your face brighten as your people antenna
powers up, or do you grimace inside at this "interruption"? But if you press to squirm your way out of the
conversation with a bombardment of verbal and nonverbal clues, then you are one of the dreaded Type As.
The Absence of Affirmation Organisational researchers have been telling us for years that affirmation
motivates people much more than financial incentives. People thrive on praise. It does more to keep people
fulfilled than fortune or fame could do. Give your staff a pat on the back for a job well done. We wildly
underestimate the power of the tiniest personal touch of kindness. It is a huge leadership mistake to neglect
this emotional support that your followers so desperately need. It is the source of high turnover in many
organisations, as people leave to find more empowering leadership cultures. Not Making Room for Mavericks.
A maverick or pioneer is "an independent individual who does not go along with a group or party". The word
comes from the s when a famous pioneer in the wild western US refused to brand his cattle. His name was
Samuel A. The lifestyle of every organisation moves from passion to paralysis over time, and it is the pioneer
spirit of a maverick that saves it. Organisations have this nasty habit of becoming institutions. The older an
organisation gets, the less room there is for the entrepreneurially gifted. Mavericks are messy by nature, and
calcified organisations chew them up and spit them out with their rigidity. One of the best ways to take the
wind out of the sails of visionaries is to send their ideas to a committee. Not all troublemakers and malcontents
are true mavericks. Learn to recognise the true mavericks: They care not just for their own ideas but for the
goals of the organisation; They are making a difference in their present position; They are willing to earn the
right to be heard; They are influencing others and producing good results. Giving them a long tether - they
need space to soar; Put them in charge of something they can really own; Listen to their ideas and give them
time to grow; Let them work on their own if they wish; Leave them alone and give them time to blossom.
How to stifle mavericks in your midst: Create as many layers of management as possible for decision making;
Keep looking over their shoulders; Make your policy manual as thick as possible; Send everything to
committees for deliberation; Make them wait. View truth and wisdom as primarily their domain; Restrict
decisions to an elite group; Surprise their workers with edicts from above;. Dictators deny the value of
individuals. Dictators use people, they do not empower them. On the other hand, facilitators: Delegate
decisions; Involve others as much as possible; View truth and wisdom as being distributed throughout the
organisation; Are developers; See people as their greatest resources for ideas that will bring success; Give
their people space to make decisions; Let those who are responsible decide how jobs will be done the one who
does the job should decide how it is done. Dirty Delegation Dirty delegators constantly watch workers over
their shoulders and cannot relax and let go of the task. Leaders who cannot let go of delegated projects are
insecure. They worry that no one can do the job as well as they can. Nothing frustrates those who work for you
more than sloppy delegation with too many strings attached. Giving an employee a job without the space to
complete it is demeaning. This behaviour communicates to an employee that he or she is a child who cannot
be trusted. In the s the Harvard Business Review ran an article from which the expression "get that monkey off
my back" arose. Every time you give a job to someone, picture yourself putting a monkey on his or her back.
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If this process repeats itself several times a day, your back will be overburdened with monkeys and the noise
unbearable. You need to have an imaginary sign over your doorway that says "Did they take their monkey
with them? Failure to Communicate Communication systems are the arteries in an organisation. Without good
blood flow, an organisation can become sick. Leaders must make communication a vital aspect of every day
and must communicate in four directions: Never assume that anyone knows anything. Most of us live in the
dark about what is really going on in the organisation. The bigger the group, the more attention that must be
given to communication. When left in the dark, people tend to dream up wild dreams and rumours.
Communication must be the passionate obsession of effective leadership. Here are principles that help you
avoid communication chaos: Have face time with your leaders. Off-site meetings for team development that
include play as well as work. Make internal communications a top priority for your job. Keep your followers
informed as to what you expect of them. Find ways to articulate and communicate your vision and values.
Make sure that formal communication systems are in place. Missing the Clues of Corporate Culture This
mistake applies to CEOs that have been recruited into their position and who are hence new to the company
that they are now leading. Every business has its own culture. Corporate culture is "the way we do things
around here". It is impossible to initiate change in an organisation without first understanding its culture.
Success without successors As CEOs, we love to think that we are unique and irreplaceable as leaders. But the
fact is, we will have to move on some day and leave our legacy to someone else. The last great task of any
leader is to work towards a replacement who will pick up where they left off. Finishing well is an important
measure of success in leadership. Letting go of leadership is like sending your children away to college: Being
a leader is a lot like driving a sports car over a narrow, winding mountain road. What is just over the horizon?
It could be the greatest opportunity we have ever stumbled upon or a cow in the road that spells disaster! A
leader is one who sees more than others see, who sees farther than others see, and who sees before others do.
Leaders get paid to think about the future.
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6: In Search of the Real Corporate Culture | John R Childress . . . Rethinking
How is it possible these companys' boards of directors were missing clues, and even major red flags, that company
culture was so toxic as to allow these types of incidents to become engrained in.

Received Jun 23; Accepted May This article has been cited by other articles in PMC. Abstract Background
Team effectiveness is often explained on the basis of input-process-output IPO models. The aim of this study
was to examine the relationship between these three aspects using structural analysis. Methods A multi-center
cross-sectional study with a survey of employees was conducted in fifteen rehabilitation clinics with different
indication fields in Germany. Results Of questionnaires sent out to members of the health care teams in the
medical rehabilitation clinics, were returned The confirmatory models were supported by the data. The
comparison of this predictive IPO model organizational culture I , interprofessional teamwork P , job
satisfaction O and the predictive IO model organizational culture I , job satisfaction O showed that the effect
of organizational culture is completely mediated by interprofessional teamwork. Conclusions Our study results
underpin the importance of interprofessional teamwork in health care organizations. To enhance
interprofessional teamwork, team interventions can be recommended and should be supported. Further studies
investigating the organizational culture and its impact on interprofessional teamwork and team effectiveness in
health care are important. Electronic supplementary material The online version of this article doi:
Organizational culture, Teamwork, Job satisfaction, Hospital, Health care Background Patients with chronic
diseases have complex health needs and typically require treatment by more than one health care discipline [ 1
]. These teams consist of professionals of at least two health care disciplines who work together toward a
common goal to achieve an optimal outcome for their patients [ 3 â€” 6 ]. Usually, the teams comprise
physicians, nurses, physiotherapists, sport therapists, psychotherapists, psychologists, social workers, and
dieticians [ 6 â€” 8 ], with the particular team composition depending on the type of chronic diseases treated in
the clinic. Team effectiveness is often explained on the basis of input-process-output models IPO [ 7 , 9 â€” 16
]. IPO models describe the impact of input e. IPO models are heterogeneous with regard to their complexity
and the elements they include. To empirically examine an IPO model, researchers typically select several
elements in the models [ 17 â€” 20 ]. Organizational characteristics, such as organizational culture, are
important aspects for interprofessional teamwork, treatment quality and success [ 21 , 22 ]. Studies have
demonstrated that interprofessional teamwork is influenced by organizational culture [ 23 , 24 ]. Further
studies have shown that teamwork predicts job satisfaction [ 14 , 25 â€” 28 ]. However, until now no study has
investigated a single model which includes all of the constructs in one model. This means, in detail,
organizational culture as input, interprofessional teamwork as process, and job satisfaction as output, as well
as the mediating effect of interprofessional teamwork in health care. Organizational culture Organizational
culture is often considered as the precondition of teamwork in the organization. Schein [ 31 ] stated that
organizational culture consists of the underlying assumptions and beliefs that the members of an organization
share and that operate unconsciously. Mission, strategy, structure, leadership and human resource practices are
important determinants of organizational culture [ 32 ]. An organization with a strong culture helps employees
to accomplish their goals and tasks and be satisfied in their job [ 30 ]. Moreover, organizational culture
predicts job satisfaction [ 30 , 33 â€” 35 ]. Existing studies focus on the impact of organizational culture on
implementing interventions [ 36 ], quality improvement [ 37 ], patient safety [ 38 ], or performance [ 39 , 40 ],
or focus only on one professional group such as nurses e. Additionally, these studies were conducted in acute
care centers or nursing homes. Only Strasser [ 32 ] performed a study in the interprofessional rehabilitation
setting. They verified that team functioning differs significantly depending on the dominant organizational
culture. The highest team functioning scores were achieved by teams with a more personal and dynamic
organizational culture rather than those that were more bureaucratic and formal [ 32 ]. Organizational culture
influences the implementation of interventions in health care organizations, therefore its characteristics need to
be investigated in order to improve implementation processes, e. There are only a few questionnaires for
organizational culture which are clinic-specific e. All of them have limitations concerning their
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psychometrical testing, structure and theoretical basis and vary in their definition of organizational culture [ 45
]. Interprofessional teamwork Interprofessional teamwork is a key feature of the comprehensive chronic care
approach [ 46 â€” 48 ]. Furthermore, teamwork in health care may be categorized into interprofessional versus
multiprofessional team approaches [ 12 , 28 ]. The two approaches differ in organization, leadership,
communication and decision-making, with the interprofessional approach achieving better results in teamwork
and higher staff satisfaction than the multiprofessional approach [ 28 ]. The physician determines and
delegates the treatment options to the other health care professionals in a one-way, mostly bilateral interaction
process between the professionals. In contrast, the interprofessional approach is more interactive and
participative, with the health care professionals agreeing on a common treatment goal and adapting their
discipline-specific goals to this common goal. The physician involves the other health care professionals in
treatment decisions within a multilateral interaction process and coordinates the treatment in interprofessional
team meetings [ 28 , 50 ]. Several studies have shown the effects of interprofessional teamwork on outcome
criteria on the client, staff and organization level: On the staff level, higher job satisfaction [ 28 ], greater
well-being [ 55 ], improved mental health, better team climate and increased team efficiency [ 56 ] have been
reported. On the organization level, high quality teamwork is associated with cost savings, higher workforce
retention and reduced turnover [ 16 , 57 ]. Job satisfaction Job satisfaction is a main outcome criterion in the
IPO models for staff [ 58 ] and an extensively researched work attitude in organizational psychology [ 59 ].
Job satisfaction is often used to operationalize team success [ 12 , 61 , 62 ]. However, there are also
assessments that divide job satisfaction into different dimensions [ 63 ]. The present study Few studies have
tested the mediating effects of team process variables based on the IPO model [ 66 ]. To the best of our
knowledge, no study has combined organizational culture, interprofessional teamwork and job satisfaction.
We developed our model see Fig. Based on previous findings [ 30 , 33 â€” 35 ], we also tested whether job
satisfaction can be predicted through interprofessional teamwork. Moreover, we do not limit our study to one
professional group, such as nurses or physicians, as practiced in most other studies, but include all kinds of
different health care professionals, because interprofessional teamwork is perceived as a key feature of the
comprehensive chronic care approach in rehabilitation in Germany [ 24 , 46 , 48 , 67 , 68 ].
7: Relationship of organizational culture, teamwork and job satisfaction in interprofessional teams
Missing the Clues of Corporate Culture; Success without Successors; Failure to Focus on the Future; Training Your
Trainers Whenever possible, we like to transfer.

8: Japanese police seek clues on French woman who vanished in Nikko in July | The Japan Times
Chapter eight is headed, "Missing the Clues of Corporate Culture: The Unseen Killer of Many Leaders." How many times
have pastors and other church workers failed to come to grips with the culture of a congregation before seeking to affect
change?

9: Resolving Team Problems | Team Leadership | GoSkills
Missing the Clues of Corporate Culture. Corporate culture is simply "the way we do things around here". Corporate
culture is the way insiders behave based on the values and group traditions they hold together.
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