How Individuals’ beliefs, attitudes, and values impact on workplace behaviour.
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Organizational culture is nothing less than the set of elements (beliefs, values, and norms) that influence a company's climate. In corporate culture it is important that organizations can guide and align employee behaviours at work.
The organizational culture is highlighted as a strategic resource in search of competitiveness. That is why it is important to define how a company positions itself and differentiates itself in the market.
To use it as a competitive differential, it is necessary to understand what it is and how it works, identify the types present in the company and promote changes.
















What is organizational culture?
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The organizational culture of a company (also known as business and corporate culture) is the way the organization conducts its business and how it treats its customers and partners. For this it involves practices, policies and behaviours that reflect the culture.
Example, a face cream company that adopts a policy of not testing on animals includes this practice in its organizational culture. We also have simple day-to-day rules, such as the existence or not of a dress code, which are part of the set of practices that form the essence of the organization.
The big challenge is to always take it off the paper and put it into practice. Desired behaviours and values ​​are almost always foreseen in letters of intent or plans for organizational culture, but they are not always incorporated into everyday life.
Elements of a company's organizational culture
they need to be thought from common essential points. The points are important for the corporate culture to materialize. In addition, it is an efficient method to find the mission, values, ​​and objectives of the company.
The main points to consider are:
· Company beliefs: defined from the coexistence of people in a group. 
· Organizational values: and the considered weight that each thing has within the organization. 
· Customs to be exercised: they are the materialization of values ​​and beliefs. 
· Rites and activities: they are developed frequently with a view to improvement. 
· Ceremonies held: And the informal form of company members.
 They are characteristics evaluated based on the reality of each company. It is useless to create an organizational culture that has no identification with the identifiable characteristics within the company. This is an important point, which should be emphasized: the corporate culture is the mirror of the company. For this reason, features are so important. As much as they are aimed at different types of organizations, they are shaped from the individual experience of each company. In this way, when you design the organizational culture, in fact, what is expressed can already be observed.

The importance of an organizational culture What is it?
 It reflects the ethics and morals that the company has, and the orientation that the company naturally has. It is through it that decisions are guided, and the company is prepared for the future. Another important point is the solid presence of human capital development. Because having a moral and ethical alignment, the culture demonstrates to employees what the company's expectations are, and how to act, all without disrespecting the individuals of each individual position. Having the presence of this structure ends up having an environment that promotes healthy competition, supporting personal goals while seeking to achieve the company's needs. The result is always in the search for a healthier environment, having a space to promote productivity, since employees stop worrying about external issues and start to dedicate their actions to the tasks to be performed.

Talent attraction and retention
The search for a solid culture brings the strength of the employer brand, which means attracting potential talent, in addition to reducing the retention effort if professionals are hired effectively.
Recently the "School of Graduate Studies, Lingnan University, Tuen Mun, Hong Kong" did a survey in which “According to the latest survey of 900 companies worldwide, PwC (2013) argued that global mobility continues to grow in volume and is becoming the new normal. At the same time, talent mobility is fluid. For example, a Chinese company may hire a European team to manage investments in Africa. (Mok, K.H. and Chan, S.J., 2020. promoting global cities status: talent attraction and retention in Asia. Globalisation, Societies and Education, 18(1), pp.1-6.)
Self-management 
they are teams with a positive, strong, and autonomous organizational culture. Managers do not need unspoken rules, as everyone has already incorporated them and follows them.
More agile processes
This and when everyone incorporate the organizational culture, the company's processes become more agile and natural because everyone knows how to act and does their part. Problems with inappropriate behaviour, the effort and time to fix their consequences decrease.
Best working environment
 To have a healthy and well-structured organizational culture, it brings a better work environment in many ways. In addition to increasing employee engagement, it avoids problems with coexistence and management, among others.
Customer satisfaction
 are the benefits in relation to the stakeholders in the business. It will bring correlation between employee satisfaction, loyalty, and profit, found the impacts of a strong culture.

Difference between culture and organizational climate
Organizational culture is the purpose, actions and values ​​that lead a company to its goal. the organizational climate is the vision of employees in relation to the quality of the work environment, which includes benefits, remuneration, colleagues, and the company's physical structure.

 the factors that influence this concept, causes the employee's relationship with their leaders and peers, the company's physical structure and employee satisfaction with their position and remuneration.

the company's actions are consistent with the culture it promotes, the climate has everything to be the best possible, because the employee knows what he can expect from the organization. However, when there is a discrepancy between what is done and what is said, problems can arise. This decreases the company's credibility among employees, which worsens levels of satisfaction and engagement at work.

What are the 4 types of organizational culture?
Image of Charles handy, creator of 4 types of organizational culture. There is no single way to classify organizational culture. The best-known division is that given by the author and philosopher, Charles Handy. With it, you can find four types of organizational culture.

1. Culture of power
 These are companies that focus on generating results, in which employees have encouraged each other to achieve goals. In this culture, decisions are cantered on leadership.
Cultures occur mostly in small companies—where the owner figure is very strong and accumulates several functions. this type of culture can be seen, for example, in clubs — the most important thing is to compose the boss's network of influence.
2. Task culture
and when companies have specific professionals for each task. This contributes to the effective and efficient performance of your activities, making the most of your potential. In this environment there is freedom and expression of ideas and actions. In this way, employees feel more motivated and focused on solving problems. Disadvantages can be found in this type of model because there is difficulty in control and monitoring. There will be no one “on top” of the employee to guarantee the success of the activities.


3. People culture
 Companies that adopt a people-cantered culture because they value their employees. therefore, they have room to grow and develop inside and outside the company. because they have their opinions heard and respected, which contributes to the growth of the company itself.
This type of culture tends to attract and retain talent, which leads to a source of competitive advantage. All this is the result of a good value proposition for the employee, with respect to quality of life at work and incentive policies, for example.

4. Paper culture
This culture focuses on the roles played by company members. There is a hierarchical structure that are well defined. This prevents the flexibility of tasks, as people must only carry out what has been determined. The model is rule driven. Professionals are already clear about what they should do. The downside is that there won't be much room for change or innovation, which affects the company's growth. Corporate culture is essential, as values ​​and beliefs will determine your choices. That is, suitability to the company's profile will be a relevant criterion in evaluating performance, selection processes and reward systems.


Conservative cultures vs adaptive cultures
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1.	In the first type of culture, it becomes malleable, linked to innovation and change. Adaptation is in adjusting to the variations of the context, in which it continually transforms to stay current.
2.	The second type is centred on maintaining values, beliefs, traditions, and customs. Conservatism is in the opposition to changes in the scenario, in which the company tries to be the same regardless of the context.
which one is the best? Well, none. On the one hand, we have flexibility—which, if taken to the extreme, can mean the complete absence of identity. On the other, stability—which can turn into rigidity, immobility, and bureaucracy.
To find a satisfactory middle ground according to the business strategy. For example, tech companies are generally more flexible, but that doesn't mean they don't retain certain beliefs or values.
Components of a company's organizational culture
If companies were people, organizational culture would be their identity: the set of characteristics, values and objectives that define them. And, just like people, companies can have a positive or negative identity — which directly influences the results of their actions.

 there are 3 levels that define these characteristics in a company.
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1- Assumptions
and the belief in feelings that are still unconscious, but present in the company's employees. This in the first impression about a new employee, for example, is not born from a conscious or considered evaluation: just look and that's it!

2- Shared values
It is composed of the important value for the company and that defines the reason why the team performs its tasks. It is a level with great influence on decision making and justification.


3- Artifacts
and the symbols, management practices, services, stories, and standards. These are the most concrete things we can observe in a company.
The construction of a corporate culture starts from the most conscious level (artifacts) to the most unconscious level (assumptions). nothing but that, the ways of acting and portraying the organization gradually in the work environment.

You can understand this process if you look at three human tendencies.

1. Imitation
When a behaviour is effective, people observe and replicate the practice.
2. permanence
Change generates costs such as time, effort, and resources. So yes, what has already worked ends up being maintained frequently.
3. group convergence
Individual opinions become increasingly held in the opinion of the group to which the person belongs. The famous quote by speaker Jim Rohn illustrates the idea well:
“You are the average of the five people you spend the most time with.”
 Practical tips for building an organizational culture in a company.
· Find the right people
Your company won't be able to make a person wear their shirt and give blood if they don't want to. In this, the collaborator will wear the shirt and it needs to be of his size and to suit his taste. means that the effort to recruit the right person so that he or she performs at the best in the company is critical. for Thus, the shirt will fit naturally and without great efforts.
The best is always to be concerned at the beginning. It is essential that the recruitment is done in a very structured way to identify whether people have the greatest compatibility with the company, and this does not impact future costs.
· Use cultural fit that weighs heavily on performance evaluation, people selection and reward distribution.
· Disclose the express rules
Some rules in the company need to be expressed. in this case we have the rules for example of the use of the kitchen. They are, in many cases, simple rules, but they contribute to greater fluidity and comfort in the work environment.


How to preserve organizational culture
The most important thing within a policy that promotes organizational culture is its conservation. Because even if you have an active project, it is necessary to think of continuous ways to continue stimulating the culture and at the same time promoting the maintenance of structures.
 Changes can be made; they are promoted by all involved but they are slow. Therefore, it is important to have a strategy to promote and conserve the organizational culture of a company.
The first point is to have it well defined and completely. because when you know what points should be thought about, the set of expectations are involved, which makes it easier to keep the focus.
Practices that can be applied in a company aiming at the continuity of this process:

· Living the corporate culture, being applied continuously.
· Having employees who are aligned with the culture.
· Practice reinforcement, with actions such as dynamics and activities, among others.
· Establish a feedback policy.
In this way, it is possible to keep the team aligned and the company in pursuit of goals. However, to be effective, this is an action that must be carried out in conjunction with the company's leadership.
The role of the leader in organizational culture
Employees' actions are influenced by artifacts, values, ​​and assumptions. That is, the professional is consciously and unconsciously influenced by the organizational culture.
It is the leader who keeps the corporate culture always active. From its actions and practices, demonstrating to employees what are the main points to be worked on, always keeping the organizational climate aligned with the culture.

What is a weak and toxic culture?
a culture that exists only on paper and is simply weak, that is, it has not generated behaviours, and toxic is one that does not contribute at all to the company's goals. In most cases, as no one plans to be inefficient, just on paper.




We have separated examples of toxic cultures by the most striking feature.

· culture of absence
are workplaces where absences are acceptable behaviours. The employee misses once, twice, three times and nothing happens. Then another follows suit, and so on, and this becomes excessive and intolerable.

· reactionary culture
has the defence to keep the opposite to any kind of change or transformation. It normally affects organizations that already have a set of ingrained beliefs and values, but that do not adopt the minimum flexibility necessary to follow the context.

· formalist culture
It is an excessive and bureaucratic culture, which makes all decisions demand long and lengthy processes. Large companies often present this problem unconsciously, because the change in giants is costly, involving many people, sectors, departments, etc.

· comfort zone culture
and when the company stops taking risks, because everyone accommodates. In large organizations, this can mean wasting space.


Examples of organizational culture
When values and beliefs are established by the company, they facilitate the development of strategies and that, in practice, guide the behaviour of employees, the culture is strong and positive. See examples of organizational culture of large companies.
Google
Google's desktop. This company to encourage creativity and motivation, keeps the places always informal, fun, inspiring and with flexible hours. The focus of this company is on health, well-being, and quality of life at work. With this care, the results are visible and concrete. which makes professionals with a great sense of loyalty and guarantees the commitment in the services provided internally or directed to the public.
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Organizational culture is an extremely important topic because it is essential for the development of activities. It is necessary to understand the company's positions and start implementing an alignment.
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