[bookmark: _GoBack]

Organizational Culture


Submitted to:
Professor Karla Basurto, Ph.D.
Montemorelos University
Faculty of Business and Legal Services 


By

Donovan A. Lauther

March 15, 2020



Definition of Culture
Many experts unanimously agree that culture is notoriously difficult to define because of its complex involvement of knowledge, law, art, moral custom, beliefs and any other capabilities and habits acquired by man as a member of society (Spencer-Oatey, 2012) (Rathje, 2009). However, Culture maybe defined as a way of life for people of different geographic locations that can be different or similar in some ways but influence behavior and customs of that society. The core values can be rooted in religion or politics but the life-style is common to most of the local people (Bennett, 2015) (Spencer-Oatey, 2012). (Gill, 2013) posited that where there is common knowledge, beliefs, attitudes and artifacts within a group, a culture exists.
Artifacts
(S. H. Friedman, 2017) (Smith, 2007) concluded that artifacts are things created by humans usually with historic sentiments or value. Artifacts are the most visible manifestations of culture and are displayed throughout the region as monument of historic memory especially to outsiders. These may include languages, literature, tools, technologies, symbols, rituals, icons, and so forth (Gill, 2013). These treasures meet the definition of cultural heritage and should have global legal protection (Lindsay, 1990). The Jamaican culture is no exception and some of their artifacts are wood carvings, the Jamaican flag, plaque of the Jamaican Motto (Out of Many, we are one), pictures of prominent historic leaders of the Jamaican society, reggae music, local food and dishes like ackee and saltfish (national dish), the natural beautiful beaches and waterfalls, the Rastafarian religion and the admirable Jamaican patios dialect. These cultural symbols are constant reminders and serve as a way of educating the locals as well as others outside of the cultural regions (Gill, 2013).
Values
(Entwistle, 2015) stated that a Christian worldview reminds us of the central purpose of human life to love and service to others. Values are influenced by one’s worldview of the society and their philosophical perception of God.   As a Seventh-day Adventist, my worldview is influenced by the doctrine of the church as well as my personal conviction of who God is and His desire for me, the people and world around me. Therefore, I try to treat everyone with respect and dignity as a child of God. It is my duty to love my fellowmen as my self which means to me that I should endeavor to assist everyone in everyway that I can knowing that I am connected with the Creator of heaven and earth and who wants to save all who desires to be saved into His eternal kingdom. 
Assumptions
My beliefs or worldview allows me to make some assumptions:
· I assume that people will automatically accept the Three angels Message when it is taught
· I assume that I will be recognized and rewarded for my work on the job
· People will do their best naturally
· I believe that people will accept the truth when they are told
· I assume that people are usually good
· I assume that people are interested in the best for themselves and their families 
· I assume that people are usually respectful
· I believe that people need second chances
Strong Culture Perspective
I think that having a strong cultural perspective is to be dedicated to the values of the culture or practices and the benefits you receive from such commitment. This can be demonstrated in our attitude towards organizations and how we behave in order to be considered loyal. In order words, it is simply to hold a firm and almost impossible position on how you think about things of life. This kind of perspective can be influenced by age, education, culture and/or religion.
Adaptive Perspective 
I think that adaptive perspective is when one accepts the rules or behavior of a different culture and try to live accordingly. In a dynamic global society, things are constantly changing or emerging and our ability to adapt is critical to our survival professionally, culturally, physically and socially. Sometimes, we have to examine our perspective as the rules/laws may contradict with our worldview or religious beliefs.
Fit Perspective
In my opinion, fit perspective is when one tries to find a similar culture or place that they can feel comfortable in for working, worship or living. In such cases, the prospective organization should have or share most if not all of the previous culture or beliefs which includes foods, religion and other life-styles practices. People often look for others with similar values when forming long-term relationships.
Nonadaptive Perspective
Core value in a nonadaptive situation when most managers care about themselves, their work group, or an associated product while common behavior in a nonadaptive situation is when managers tend to behave somewhat insularly, politically, and bureaucratically. 
In the case of nonadaptive core value the managers show interest in their subordinates and their direct responsibilities but are not too concern about other matters or things around their environment. They don’t have to make any changes or demand changes from their subordinates, members or their environment. On the other hand, nonadaptive common behaviors are with managers who are less accessible to employees and members and more diplomatic in avoiding problems or matters that need attention. They are usually savvy and very good deflectors. 
How is the body language in your culture?
Body language is evident in the Jamaican culture during communication whether conscious or unconscious through gestures and movements. All of these nonverbal behaviors like posture positions, gestures, tone of voice, eye contact, sends messages. These nonverbal clues can convey different types of messages which can create a comfortable atmosphere, build trust, attract others, cause offence, confusion and undermine the messages you are trying to convey. From a cultural perspective, body language is important as it is an integral part of communication among the locals. Body language should be noted before visiting or communicating with other cultures as they can mean opposite things or send the wrong signals in different cultures.  Understanding these cultural differences in nonverbal communication can assist in connecting with the culture, build stronger and more rewarding relationships. Therefore, it is important that one pays attention not only to the body language of others but to their own nonverbal clues in order to be a good communicator.
In my culture, facial expressions, body movement and posture are extremely expressive and convey countless emotions without saying a word. And unlike some forms of nonverbal communication, some facial expressions are universal. However, Jamaicans tend to have unique facial movements like the hissing of the teeth and certain lip movements to express happiness, sadness, anger, surprise, disagreement, fear, and disgust. Moods can also be detected by the way they sit, walk, stand or hold their heads.
Jamaicans are sometimes noted for their way of gesticulation which is woven into the fabric of our daily lives. We may wave, point, beckon, or use our hands when arguing or speaking animatedly, often punctuating our communication with gestures without thinking. However, the meaning of some gestures can be very different across cultures while others may be unique to the culture. 
Since the visual sense is dominant for most people, eye contact is an especially important type of nonverbal communication. The way you look at someone can communicate many things, including interest, affection, hostility, or attraction. Eye contact is also important in maintaining the flow of conversation and for gauging the other person’s interest and response but limited eye contact is preferred in some areas and situations.
In general, Jamaicans communicate a great deal through touch sometimes especially if they are very familiar or friendly with the other person(s). Otherwise, physical spacing should be observed unless entertained as the physical space communicates many different nonverbal messages, including signals of intimacy and affection, aggression or dominance.
It is said many times “it’s not just what you say, but how you say it”. Tone and diction are active parts of Jamaican way of communicating to the point where it can be very confusing to people who not familiar with the culture. For example, local curse words spoken may not be done to express anger or sadness but to express satisfaction, joy or sometimes for no apparent reason. Other times, it may mean a friendly warning or the opposite as a threat. 
Make a reflection about the five Most Important Elements in Managing Culture
As I reflected on the attributes of managing culture, I find the following elements most important in fostering a healthy work environment; employee engagement in decision making, encourage and value constant feedback, managers/leaders with people-skills, managers/leaders who value honesty and creating and maintaining an environment of trust and learning. I believe that organizations that have all these five elements will continue to be profitable while employees enjoy working for these companies.
Allocation of rewards
It is my opinion that rewards should be earned in order to motivate employees, to promote best practices and to encourage good behaviors at all times. On the other hand, allocation of rewards without demonstrated evidence of entitlement, collaboration, creativity, innovation, commitment and successful completion of projects will lead to chaos, mismanagement and bad organizational culture. This flawed practice can lead to all sort of corporate problems which can result in bankruptcy. I believe that rewards are good motivators and the people who deserves them should receive them to encourage not only the recipients but also to motivate and inspire others as well. People feel appreciated when they are acknowledged for jobs well done.
What leaders pay attention
Leaders have great responsibilities and oftentimes delegate responsibilities but still retain control as they pay attention to details. They set a culture by their attitude, management style, decision-making style and policies. As a result, they also pay attention to the following:
Team building: it is important to have competent employees who are dedicated and responsible to handle or report problems as well as a good fit. Leaders should also be prompt to address team discord or disgruntled employee situations.
Organizational culture: A good working environment is conducive to high production and good working relationships. The organization should include equitable compensation, benefits and other reward systems.
Opportunities: Leaders should always be on the lookout for new opportunities both internal and external. Opportunities can create possibilities for expansion, personal and professional development, and the ability to learn and acquire more wealth by been competitive. There are some constant questions on the minds of leaders: what can we do differently to improve? How can we be better? Leaders should never slight the opportunity to apologize when necessary, commend or compliment others for a job well done. 
Relationships: Besides the corporate relationships, leaders must recognize the importance of family life and recreational activities. Since no man is an island, it is important that leaders are aware of the relationships that are important to their success and at the same time invite other relationships that can assist their mission and ambitions. Their ability to manage relationships is also of importance.
Communication: Successful leaders must master the art of communication internal and externally and maintain constant communication. Formal and informal check-ins are necessary.
Consideration: Leaders should always be considerate, polite and mindful of their surroundings. Some leaders learn to pay attention to their employees and what matters to them. Demonstrating support for your staff and the business community contributes to a successful and respected leader.  
How Leaders react to crisis
Leaders should always be aware that they are almost always under the watchful eye of someone and bad behaviors or wrong impressions can lead to disastrous public opinion and hurt the company they represent. Therefore, leaders must be prepared to react in the most appropriate way to crisis situations. The ability to remain calm (not emotional) in crisis and consider the facts at hand, collect reliable data regarding the situation, be creative and resourceful will assist others to react appropriately to crisis as they occur. For leaders who are members of a faith community, they should rely upon scriptures, prayers and wise counsels believing that God will direct and deliver according to His will. 
How leaders behave
The behavior of leaders is very important not only to the organization they manage but to society. In general, they should act from principles rather than emotions, bias or personal preferences. Historically, we have witnessed or read about good examples of great leadership skills and examples of poor leadership behaviors. Usually, good examples are rewarded and the companies involved reap successes but leaders who demonstrate poor leadership skills were demoted or terminated resulting in embarrassment and shame on a personal and professional level. Some companies were destroyed due to a lack of quality leadership skills while some like Uber managed to survive after terminating their founder and leader. Leaders must be conscious that their private and public behavior is constantly being scrutinized in our society even when they are not aware of the given attention. Technology makes it easier today for behaviors to be captured, stored and reproduced or analyzed at a later date for good or bad. Leaders establish and maintain the culture of their companies by their actions and words. Therefore, it is imperative that leaders are intentional about their words and actions as they execute their daily responsibilities to prevent damage to their personal and organization’s reputation.
How leaders allocate rewards
The allocation of rewards is an important aspect of good skillful leaders. Mismanagement of this area can lead to all sort negative repercussions both for employees and managers. Companies should establish rules to guide the reward system of each organization to prevent favoritism or abuse in this regard. Failure to allocate rewards appropriately to the deserving staff can lead to good employees leaving the company, lack of motivation, distrust of management, disgruntled employees and poor working environment.
How leaders hire and fire
Recruitment is very important in building a competent and professional team that can achieve the mission of the company. It is best practice for leaders to develop policies regarding employment and termination of employees from the beginning so that everyone is clear about the association with the company. Leaders should be keen and intentional in selecting the right candidate for each position. Selected candidates should somehow complement the team and demonstrate their ability to work collaboratively for the benefit of the company.  There are some attributes leaders should identify in each prospect such as detail oriented, politeness, honesty, compassionate, people-person, commitment, willingness to learn and adapt. On the other hand, employees who demonstrate delinquent behavior should be dealt with promptly to prevent corrupting influence in the workplace. There should be clear rules regarding work ethics and their violations. These policies will assist leaders in addressing disciplinary issues as they occur without jeopardizing employment laws. Leaders should be prepared at all times to identify weaknesses or violations and address these matters without prejudices. 
Plan of how you can change the culture of your institution
A plan to change the culture of my institution would be an enormous undertaking which would most likely take years to implement as I work for New York City Department of Education (DOE) which serves over 1.1 million students and over 1,800 schools in the five boroughs of Queens, Manhattan, Bronx, Brooklyn and Staten Island. This school system has over five different unions representing various titles such as teachers and other school-based staff, administrative employees, school administrators and ancillary staff. Most likely, this venture would involve the unions so that changes can be negotiated during contract renewals. However, since it is a bargaining process, the DOE may not get everything it wants the first time around but can gradually negotiate its desires. 
I envision that since the DOE is a large established city agency, the idea to effect culture change would be better understood from answers to the following questions: What is wrong with the current culture and how can it be fixed? What resources needed? What strategies would be the best? How does this agency engage the unions to effect the desired changes? Are we meeting our goals? The DOE would have to delegate responsibilities to different teams to address each area of concern while the Chancellor’s office supervises every aspect of the plan and the change process. This should be done through meetings (formal and informal), phone calls, video-conferencing, and emails to ensure understanding and timely progress of the process.
For example, if the mission of the department is to assist all students to achieve their maximum potential through education in a safe and nurturing environment and students are failing English Language Arts and Mathematics systemically on State wide tests; while teachers and other staff are complaining of low salaries and inadequate resources to be effective. The Chancellor’s Office should investigate why these things are happening and what can be done to change the culture so that the results can be different in a short time if possible. Pay scales for pedagogues, school administrators and other support staff should be examined and compared to other school systems before engaging the unions. Work hours, teacher qualifications, professional development and curriculum should also be the center of discussions as well as classroom resources? Surveys are a good and economical way of collecting data and can be used to get feedback from school-based staff including parents, middle and high school students. The physical environment should also be examined and recommendations provided as necessary.
Management needs reliable data to make informed and appropriate decisions as they constantly seek answers to this question: what can we do differently to change or improve the outcomes? Or How can we meet the need of each student entrusted in our care? Is our current system effective and caters to all New York City students regardless of their challenges, race or economic background? How can the unions support our efforts? Principals need to conduct staff meetings, give feedback from their staff and be empowered to address issues. District School Superintendents should meet regularly with principals individually and as a group to communicate changes, ascertain feedback and provide support.  District School Superintendents should have access to the Chancellor and his office 24/7. Both the Chancellor and superintendents should be visible in schools and the community. While policies are made at the Chancellor’s level, input from the field including parents is crucial and superintendents and principals should model best practices as educational leaders which will affect the culture change in each school.
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