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Management's role in shaping organizational culture Aim The present study addresses the importance of the manager's
role in the development and maintenance of organizational culture.

Formal organisational relationships Definition of an organisation: Systems of activities and behaviours to
enable humans and their machines to accomplish goals and objectives - a joint function of human
characteristics and the nature of the task environment. Organisational theory refers to how organisations are
structured and how they are managed. Structure is the organisation of the resources and assets and represents
the division and distribution of work among members managers and employees of the organisation, and the
co-ordination of their activities in such a way that they are directed towards achieving the declared goals and
objectives of the organisation. Management is about how the organisation manages the structure, the resources
and the activities within the organisation and how it measures and monitors the resulting performance towards
achieving the declared goals and objectives of the organisation. It is important here to understand that structure
and management of organisations will differ - differ with the sector they operate in public, private, voluntary
and differ with their various stakeholder configurations, differ also with the particular strategic goals and
objectives they set themselves. Why we study Organisational Theory Organisational theory is especially
useful for people who manage organisations, or who aspire to do so in the future. It enables the manager to see
that his or her organisation and its problems are rarely wholly unique. Usually, much of value can be learned
from examining the behaviour of other organisations in broadly similar circumstances. Even if you do not
aspire to be a manager, organisational theory should be of interest to you. We live in a world of organisations work, university, clubs, trade unions, professional bodies, shops, and so on. Organisational theory can help
explain how they work and why they work in the ways they do. Understanding how they work may even
enable you to get the best out of each of them! Drucker suggests three criteria for effective organisations: They
must be organised for business performance Their structure should contain the least number of management
levels Organisational structure should facilitate training and testing of future organisation leaders Organisation
Structure Definition: Structure is the pattern of relationships among positions in the organisation and among
members of the organisation. The purpose of structure is the division of work among members of the
organisation, and the co-ordination of their activities so that they are directed towards achieving the same
goals and objectives of the organisation. Structure defines tasks and responsibilities, work roles and
relationships, and channels of communication. Objectives of an organisation structure accountability for areas
of work undertaken by groups and individual members of the organisation co-ordination of different parts of
the organisation and different areas of work effective and efficient organisational performance, including
resource utilisation monitoring the activities of the organisation flexibility in order to respond to changing
environmental factors the social satisfaction of members of the organisation Dimensions of organisational
structure Child suggests six major dimensions as components of an organisation structure: Little hierarchy or
control exercised by the Chief Executive. It tends to be more democratic and more highly motivated, with its
lines of authority less clearly set. Despite being neither multinational or industrial the NHS today is reckoned
to exhibit some characteristics of this structure. There are different ways of doing this. These can fall into the
following categories:
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A manager sets the context to help each component to deliver its contribution to wider organizational goals, with poor
performance in one specific area potentially undermining strategic goals.

There are many drivers of organisational change. Many organisations are in flux: This is particularly true
during times of significant economic uncertainty, for example following the vote by the UK to leave the EU see our Brexit hub. In the wake of financial pressures, recent corporate scandals and greater public scrutiny,
organisations are developing a more balanced view of their stakeholders, and taking account of a greater range
of considerations beyond financial in making decisions. Meanwhile, emerging technology is driving new
forms of employment relationship and fundamentally changing the way businesses operate. In this context,
managers need to introduce and manage change to achieve organisational objectives, maintaining the
commitment of their people, both during and after implementation. Often, at the same time, they also have to
ensure that business continues as usual. While each change situation will be unique, there are still a number of
common themes that will help ensure that the change process stands the greatest chance of success. Why
managing change is important Change management matters because change is taking place at an accelerating
pace and there is evidence to suggest that most change initiatives fail. Failure to introduce effective change
can have a high impact: One organisational response to change is that organisational forms are themselves
evolving. Therefore, the change management response will have to be adaptive. For example, the increased
competitive challenges and the need to be responsive to the changing environment are resulting in emerging
organisational models. Traditional models following functional or matrix lines are being supplemented by new
models that rely on project teams, on networks and on virtual structures. In theory, some of these newer
models, for example virtual and project-based structures, allow increased flexibility to respond to change.
However such models are not always introduced uniformly, and in practice often introduce other issues that
also impact upon change management, for example ability to share knowledge and to operate efficiently.
These may also impact effectiveness of communication or employee commitment, which themselves have
implications for change effectiveness. A number of key issues have a negative impact on effective change
management. Organisational issues Individual change initiatives are not always undertaken as part of a wider
coherent change plan, for example through considering linkages between strategy, structure and systems
issues. Therefore a change that considers a new structure, but fails to establish the need to introduce new
systems or processes to support such a structure, is less likely to succeed. Lack of effective project
management and programme management disciplines can lead to slippages in timings, achieving desired
outcomes and in ensuring that the projects do deliver as planned. Insufficient relevant training, for example in
project management, change management and leadership skills, can all impact negatively on the effectiveness
of any change initiative. Poor communication can be linked to issues surrounding the effectiveness of
achieving change in various ways. For example, imposed change can lead to greater employee resistance see
below. Change initiatives can also be over-managed, with too much energy spent on project management and
too little on enacting change. Finally, lack of effective leadership is an inhibitor of effective change.
Resistance is not necessarily negative, as it may be a clear signal that the change initiative requires rethinking
or reframing see below. Resistance itself can take many different forms from subtle undermining of change
initiatives and withholding of information to active resistance, such as through strikes. There are two broad
types of resistance: Resistance to the content of change. For example to a specific change in technology, or to
the introduction of a particular reward system. Resistance to the process of change. This concerns the way a
change is introduced rather than the object of change in itself. For example, management re-structure of jobs
without prior consultation of affected employees. Proposed reasons for resistance include: However, a number
of key areas of focus emerge. They then need to design change programmes which first put in place initiatives
to rewrite or rewire their context in a way that overcomes obstacles to enable the desired change. Aligning
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strategy and culture For transformation to succeed, designers of change need to align strategic and cultural
aspirations. Using the new strategic goals of the organisation as a starting point, they need to identify a new
supportive and goal-consistent culture in terms of beliefs and behaviours. Radical change opportunistically If
open discussion and debate is encouraged in the top team this enables more proactive, opportunistic change to
happen, as executives become more open to breaking with the past and transitioning out old business models
as they become irrelevant. Techniques for building understanding Ambiguity and purposeful instability
Transformation can be facilitated if a change vision is ambitious yet also presented in ambiguous terms, with
the deliberate intent of encouraging individuals to actively question and attempt to make sense of their
situation. Physical representations, metaphors and play Use of objects, metaphors, symbols and pictures maybe as part of playful design as an alternative to traditional and often rather dry change workshops - helps
to engage individuals and to enable them to translate change rhetoric into meaningful change-related actions.
Managing the transformation Relational leadership Rather than implementing change through authority and
control, in new forms of leadership transformational change is achieved through negotiations and social
interactions with organisational members. Building trust High levels of trust will deliver the enabling
conditions in which significant change can thrive. Change leaders need to emphasise their trustworthiness by
demonstrating their competence to design change intelligently, and their benevolence and integrity in the way
they attend to the needs of the business, employees and the wider community. Voice, dialogue and rethinking
resistance In more democratic workplaces, the actions of employees who raise concerns about change should
not be labelled as resistance, but instead reframed and reinterpreted in terms of legitimacy of employee voice.
Emotion, energy and momentum Change is often an emotional process and so emotional awareness by those
leading and designing change is required to anticipate and plan for reactions. Those managing the change must
also maintain levels of energy and momentum throughout the change process. The research demonstrates that
people management and development professionals have a significant role to play in any change management
process. The report provides a number of recommendations that HR professionals should consider if they are
to be successful expert initiators and facilitators of transformational change: Facilitate translation of the
overall vision through mass communication, use of relevant techniques, and changes to interactions and
entrenched systems. Create change advocates, remove obstacles, act on measurement and ensure leader
visibility. Listen to our Landing transformational change podcast. The ability to apply situational judgement
and demonstrate moral integrity is what will enable them to be trusted advisors, and help the organisation
create long-term sustainability. Chartered Institute of Personnel and Development. Harvard Business School
Press. The HR manager as change agent: Journal of Change Management. Vol 10, No 1. Vol 21, No 6. Vol10,
No 2, June. Vol 15, No 3. Academy of Management Journal. Vol 60, No 3. Reviewed in In a Nutshell, issue
CIPD members can use our online journals to find articles from over journal titles relevant to HR. Members
and People Management subscribers can see articles on the People Management website. He is responsible for
our professional development and learning products, digital content, tools, resources, platforms and
qualifications for HR, OD, reward, recruiting and law. Explore our related content.

Page 3

SHAPING AND MAINTAINING THE ROLE OF MANAGER WITHIN THE
CONTEXT OF THE WIDER ORGANISATION pdf
3: Organizational Culture's Effects on a Manager's Role | www.enganchecubano.com
The role of culture in the relationship between leadership and organizational commitment: An empirical study in a Greek
organization. The International Journal of Human Resource Management, 21(

Organizational culture is a set of shared values, the unwritten rules which are often taken for granted, that
guide the employees towards acceptable and rewarding behavior. The organizational culture exists at two
distinct levels, visible and hidden. The visible aspect of the organization is reflected in artifacts, symbols and
visible behavior of employees. The hidden aspect is related to underlying values and assumptions that
employees make regarding the acceptable and unacceptable behaviors. These are visible components of
culture, they are easy to formulate, have some physical shape, yet its perception varies from one individual to
another. New hire trainings, new hire welcome lunches, annual corporate conferences, awards, offsite
meetings and trainings are few examples of most common rituals and ceremonies. These are narratives based
on true events, but often exaggerated as it told from old to new employees. These are conscious and affective
desires of the organization, the kind of behavior it wants to promote and reward. Usually every organization
sells its cultural values through some artifacts like written symbols or slogans and publishes them in various
mediums. However, the true values can only be tested within the organization, through the employees, based
on their collective opinion about the experience of the values. It is the code of moral principals and values that
distinguishes the right behavior from wrong. Ethical values are different from rule of law which is dictated by
the legal system of the country and have to be followed anyway. However, the laws themselves are based on
some moral principles and thus there is some natural overlap between ethics and the laws. The geographic
location of the organization and the culture of the place also influence the ethics, this is particularly important
for multi-national organization. Irrespective how an organization depicts its ethical values, they can be tested
by the two criteria. Whether it values specialization and narrow career paths that runs the risk of being
outdated along with technology or it values broad skill development and offers training in new technologies at
its own cost. The social culture and the structure of the organization influences the underlying values related to
the amount of employee empowerment. Management by nature is about control, the difference is how it
enforces it. Well defined guidance, job description and authority of taking decisions are formal methods of
control, while team or collective decision making is a social or cultural method of control. The functional or
divisional structure encourages formal control while process or network structures promote a culture of
employee empowerment. The authority of decision making is closely related to issue of responsibilities. The
culture of responsibility is measured by observing whether the individuals are expected to take responsibility
of their decisions or there is a collective responsibility in case of team decisions. The implication of failure is
the most influential assumption that every employee derives from all the artifacts, stories, myths and values.
The fear of failure and how it would be perceived determines the actual empowerment felt by the employee;
the stated values vs. Foundation of the Organizational Culture Organizations are mini social systems that are
less complex than their counterparts at city or national level. The foundation of the organizational culture is
also rooted in three distinct social entities, anthropology, sociology and psychology. It uses the physical
artifacts like symbols, stories and values to study the cultural viewpoint of the employees who practice it, and
how it adds meaning to their jobs. It is a study of the different group behaviors in the organization, their causes
and their consequences on its culture. The method of the study comprises of identifying certain key attributes
and then quantifying them using questionnaires, surveys and interviews. The key difference from sociology is
that it is behavioral analysis at individual level rather than application of psychology on a social system. How
a person behaves individually can be quite different from how he behaves in a group. As an example, humans
by nature use statistical knowledge in making decisions, however they apply it rather poorly. The last positive
or negative outcome influences our decision more than statistical average; such observations can be used
effectively in growing a desired culture. What Influences Organizational Culture? Thus it is futile to expect or

Page 4

SHAPING AND MAINTAINING THE ROLE OF MANAGER WITHIN THE
CONTEXT OF THE WIDER ORGANISATION pdf
create a culture that is not aligned to these factors.. However, the culture is not a separate, self sufficient entity
in itself, but rather one part of a whole. Types of Organizational Cultures In case of organizational design,
while the contextual dimensions define the structure; the culture should aim at providing adequate
reinforcement to the structure. The organizational culture can be accessed by evaluating the contextual factors
and the structural dimensions. It should also be noted that in large organizations, different functional units
might have or require different type of cultures. There are four most common and identifiable types of
organizational cultures: The culture encourages risk taking, values new ideas, is quick to detect and react to
external changes and rewards ingenuity. The organizational culture is competitive and demanding, success is
measured by market share and penetration. It is aimed at efficiency and has internal focus, it encourages
employee participation, and it values and often prides itself by taking exceptional care of its employees, just
like a clan. It values employee empowerment by having a horizontal structure and creates a strong sense of
identity in its employees. The clan leadership has strong concern for people, they value loyalty and traditions.
It operates in a stable environment and has a hierarchal control structure; the organization has a lot of
processes, rules and policies that guide the day to day operations. The leadership is focused on efficiency,
predictability and low cost. Why we need Organizational Culture? The culture gives a sense of collective
identity to all the employees in the organization, it creates values and beliefs that go beyond the personal
aspirations of the employees. The culture creates good working relationships and promotes ethical
communication between employees. The culture evolves from prior precedences, when employee behavior
and decisions are guided by the culture, their actions are better understood by the management.
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and management, within the context of educational organizations. While leader roles are viewed here equally important
as management, the comprehensive treatment of leadership has been.
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Organizational culture refers to the beliefs and values that have existed in an organization for a long time, and
to the beliefs of the staff and the foreseen value of their work that will influence their attitudes and behavior. It
is therefore essential to understand the relationship between organizational culture, leadership behavior and
job satisfaction of employees. Methods A cross-sectional study was undertaken that focused on hospital nurses
in Taiwan. Data was collected using a structured questionnaire; questionnaires were distributed and valid
questionnaires were returned. Correlation analysis was used on the relationships between organizational
cultures, leadership behavior and job satisfaction. Results Organizational cultures were significantly positively
correlated with leadership behavior and job satisfaction, and leadership behavior was significantly positively
correlated with job satisfaction. Conclusions The culture within an organization is very important, playing a
large role in whether it is a happy and healthy environment in which to work. In communicating and
promoting the organizational ethos to employees, their acknowledgement and acceptance of it can influence
their work behavior and attitudes. When the interaction between the leadership and employees is good, the
latter will make a greater contribution to team communication and collaboration, and will also be encouraged
to accomplish the mission and objectives assigned by the organization, thereby enhancing job satisfaction.
Because organizational culture reflects the values, beliefs and behavioral norms that are used by employees in
an organization to give meaning to the situations that they encounter, it can influence the attitudes and
behavior of the staff [ 2 ]. In other management fields, empirical research of organizational culture has
involved the functionalist perspective, providing impressive evidence of the role of organizational culture in
improving performance [ 4 ]. The pervasiveness of an organizational culture requires that management
recognize its underpinning dimensions and its impact on employee-related variables, such as job satisfaction [
5 ], organizational commitment [ 6 ], and performance [ 7 ]. Lund [ 5 ] believed that less research was done on
the relationship between organizational culture and job satisfaction within the research topic of organizational
culture and outcome. The organization consists of the staff, with the behavior of its individual members
affecting outcomes. Since cultural research within the nursing field is not common [ 8 ], it is necessary to
explore the way the culture influences the behavior of the nursing staff, and in turn how the behavior of the
staff influences the organizational outcome. A two-dimensional model of leadership that focuses on the
concern for people and production has been used for many years in organizational research [ 9 ]. In the late s,
leadership research started focusing on behavior within organizational change and development [ 10 ].
Leadership implies authority in the broadest sense of the word and not simply the power to wield the stick [ 11
]. It is based on objective factors, such as managerial ability, and more subjective characteristics that include
personal qualities of the leaders. The factors are of even greater importance given the current emerging culture
of the nurse who has a clear and assertive vision about the nature of clinical practice [ 12 ]. Currently, there is
a shortage of nurses in clinical care, and good leaders can help any attrition. Furthermore, the leadership skills
of nurse administrators can contribute to the success of their organization [ 13 ]. Leadership is of increasing
importance in clinical nursing [ 14 ]. Although leadership and organizational culture constructs have been well
studied, the relationship between them has not been established in the field of nursing [ 6 ]. This study
explores the relationship between organizational culture and leadership behavior. Although the data indicated
that the development of an organizational culture is related to the behavior of its leaders, the results failed
conclude whether this affected their attitudes or behavior as employees. From the nursing administration
perspective, the normal course of action taken to influence employee behavior and achieve the objectives set
by the administrators comes through administrative management. Therefore, as well as discussing the
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relationship between leadership behavior and organizational culture, this research will investigate the effect of
leader behavior and organizational culture towards employee job satisfaction. The findings clearly show that
hospital administrators should be concerned about the effects of leadership behavior and organizational culture
on the attitude towards work of their employees. This should help administrators alter their behavior in order
to maintain a good mutual relationship with their subordinates, improving their working attitude and, more
importantly, reducing potential conflicts. Relationship between organizational culture and leadership behavior
Culture is socially learned and transmitted by members; it provides the rules for behavior within organizations
[ 18 ]. The definition of organizational culture is of the belief that can guide staff in knowing what to do and
what not to do, including practices, values, and assumptions about their work [ 19 ]. The core values of an
organization begin with its leadership, which will then evolve to a leadership style. Subordinates will be led by
these values and the behavior of leaders, such that the behavior of both parties should become increasingly in
line. When strong unified behavior, values and beliefs have been developed, a strong organizational culture
emerges. This would in return ensure consistent behavior between members of the organization, reducing
conflicts and creating a healthy working environment for employees [ 20 ]. Hypothesis 1- Organizational
culture is positively correlated with leadership behavior. Relationship between leadership behavior and job
satisfaction Job satisfaction has been associated with nurses who perceive their managers as supportive and
caring. A supportive manager shares values, believes in a balance of power, and provides opportunities for
open dialogue with nurses [ 21 ], which in turn reduces the chances of internal conflicts. This type of leader is
successful in his or her role and is supportive and responsive to clinical nurses, thereby preserving power and
status within the hospital system. Such leaders are valued throughout the organization and have executive
power to do what they see as necessary to create a positive environment for nursing [ 22 ]. Accordingly, they
have a measurable effect on the morale and job satisfaction of nurses [ 23 ]. Hypothesis 2 - Leadership
behavior is positively correlated with job satisfaction. Relationship between organizational culture and job
satisfaction Organizational culture expresses shared assumptions, values and beliefs, and is the social glue
holding an organization together [ 24 ]. A strong culture is a system of rules that spells out how people should
behave [ 25 ]. An organization with a strong culture has common values and codes of conduct for its
employees, which should help them accomplish their missions and goals. Work recognition and job
satisfaction can be achieved when employees can complete the tasks assigned to them by the organization.
Organizational culture is positively correlated with job satisfaction. The measurement of organizational
culture, leadership behavior and job satisfaction A structured questionnaire was compiled based on similar
studies published in international journals [ 26 , 27 ]. Twenty-three factors regarding organizational culture
were taken from Tsui et al. Our research was focused on clinical nurses in hospitals; therefore, refinements
were made to the questionnaire designed by Tsui et al. The study invited three directors or supervisors from
the medical center to validate the questionnaire. Lastly, there were 22 questions in the organizational culture
section. However, the proposed test was not empirically studied. Nurses from hospital A were used as a pilot
study sample. Four question items were deleted to improve the validity of the questionnaire: Furthermore, a
large number of variables in organization culture and leadership behavior were covered by this research. To
prevent too few number nurses from responding to the questionnaires, we asked only 4 job satisfaction
dimensions out of a total of 12 items: Methods A cross-sectional study was conducted in two hospitals in
Central Taiwan. Data Source and Analysis We employed self-administered questionnaires to collect research
data. Data was collected between October 1 and November 30, We selected 2 hospitals as our sample target
and appointed a designated person at each to issue questionnaires to employees. The number of questionnaires
issued depended on the designated person. The questionnaires were completed voluntarily by all respondents.
During the research period, there were nurses in hospital A; questionnaires were distributed, and 57 valid
questionnaires were returned. In hospital B there were a total of nurses; questionnaires were distributed, and
valid questionnaires were returned total return rate Of the subjects, The majority of employees at the
hospitals were general nurses

Page 7

SHAPING AND MAINTAINING THE ROLE OF MANAGER WITHIN THE
CONTEXT OF THE WIDER ORGANISATION pdf
5: What Is Managementâ€™s Role in Innovation?
Increasingly, marketing is viewed less as a distinct functional unit and more as a set of organizational processes where
the entire company participates in organization-wide market-oriented behavior.

Workplace Pensions Administrator or Consultant Overview This standard contains 2 roles in a core and
options structure. Either role could be providing information in relation to in house pension schemes or
externally to pension clients of the organisation. Neither role will provide financial advice. Workplace
Pensions Administrators play a critical role in managing the day to day operation of workplace pension
schemes. A Workplace Pensions Administrator is likely to be involved in a variety of tasks supporting more
senior administrators. This may include, but not be limited to: Producing quotations and setting up benefits for
members including retirement, death and leaving service before retirement, transfers into or out of the
workplace pension scheme Maintaining workplace pension scheme cash books; reconciling bank statements;
preparing cash-flow forecasts Collating information and drafting Administration Reports for clients
Maintaining and updating member records for example revised salary data, changes of address or marital
status Responding to workplace pension scheme specific enquiries from members, including fund valuation
requests, information on investment options; clarification of the benefits payable under the workplace pension
scheme Organisations of all shapes and sizes require specialist support when selecting and running workplace
pension schemes and this is often provided by Workplace Pensions Consultants. A Workplace Pensions
Consultant is likely to be involved in a variety of client support activities including governance, strategy and
management, working in a team supporting more experienced colleagues. Tasks may include, but not be
limited to: Inputting into and setting the agenda for Trustee meetings, working in collaboration with appointed
legal advisers, actuaries, investment advisers, auditors and regulatory bodies. Assisting in communications to
pension scheme members, complaints management, project management and negotiations with sponsoring
employers. Assisting in the governance of a pension scheme â€” this may include the maintenance of a risk
register, business plan, member nominated trustee election process, dispute resolution process and Trustee
knowledge and understanding. Core Competencies â€” applicable to both roles: Knowledge What is required
Workplace Pension Schemes Broad understanding of the structure of workplace pensions schemes and the
different roles involved in running a scheme. Regulatory and Compliance Understands the regulatory and
legislative environment for workplace pensions and the impact of this on their role. Understands the difference
between providing information, guidance and advice. Has an awareness of how their own role fits within the
wider organisation and workplace pensions industry. Systems and processes Understands all systems and
processes used in the role together with the standards to be met. What is required Client Service Delivers
excellent service, meeting client needs e. Delivering results Delivers work that meets required quality,
standards and targets, using the required systems and processes. Communication Demonstrates good
interpersonal skills and communicates effectively with all stakeholders e. Team working and collaboration
Consistently supports colleagues and collaborates to achieve results. Builds and maintains strong working
relationship with colleagues and clients e. Aware of own role within team and impact on others. Planning and
organising Plans and manages own workload effectively, responding to changes when necessary. Personal
Development Proactively plans and records their own development in both current role and career through a
range of methods e.
6: Relationship between Organizational Culture, Leadership Behavior and Job Satisfaction
Keywords: Knowledge, Management, Organisation, Tool, Literature Introduction If information is the currency of the
knowledge economy, human expertise is the bank where it is kept.
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context and the inertia of the informal organisation, she also acknowledged "the role of each individual manager as
agent, choosing to focus his or her attention in varying ways." (Truss, ).

8: Social Work Reform Board: the contexts and organisations capability | Community Care
plans and strategies to be formulated within the context of overall organizational strategies and objectives and to be
responsive to the changing nature of the organization's external environment. It is an approach which requires.

9: Organizational Culture
The "contexts and organisations" capability stipulates that social workers should be able to operate increasingly
effectively within their own organisation and contribute to the development of services, as well as work within
multi-agency settings.
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