


Recap of culture models 

• McKinsey 7s model
• Schein’s model of organisational culture
• Hofstede’s dimensions of culture
• Charles Handy’s dimensions of culture
• Denison culture model
• QUIZ



Today’s learning outcomes

• Models to explain organisational 
behaviour continued.

• Different theories about human 
behaviour.



Competing Values Framework



Organisational Culture Assessment 
Instrument (OCAI)

The OCAI tool is based on the Competing Values 
Framework, which categorizes organizational cultures 
into four types: clan, adhocracy, market, and hierarchy.

The OCAI tool consists of six questions, each with four 
statements that describe different aspects of 
organizational culture. You have to allocate 100 points 
among the four statements, according to how well they 
match your current and preferred culture.

ocai_leaflet.pdf (ocai-online.com)

https://www.ocai-online.com/sites/default/files/node/files/2019-12/ocai_leaflet.pdf




Organisational behaviour
Organisational behaviour is usually studied in the context of 
organisations and focussed on the formal rather than informal 
dynamics within.

Many texts on organisational behaviour give more attention to 
managing and achieving ‘good behaviour’ while neglecting the 
everyday lived experience and the nature and reason behind 
so-called ‘misbehaviour’.

It is common to differentiate between ‘levels’ of interaction, 
dividing behaviours of ‘individuals’, ‘groups’ and the effects of 
‘structure and processes’. 



The context in in which we exist frames how we behave, but 
it is also constituted by this activity: human activity is 
structured by its context , but at the same time this 
structural context is the outcome of the actions of humans 
(we create the structure).

Need to be mindful of how these co-evolve. Focus is often 
on people, but the context is important as it concerns the 
structure, culture, systems and technologies of an 
organisation.

Structuration Theory (Giddens 1984)



Systems theory (Ludwig von Bertalanffy, 1968)

Various divisions, units and teams  (the components) of a 
large organisation are seen to continually interact with and 
affect each other. In effect they behave collectively as a 
system. 

Can help leaders to understand capacity constraints, 
meaning they’re better placed to identify the resources 
needed for work to move effectively through the system 
and not apply resource in the wrong places.  
  



Contingency theory (Fiedler, 1967)

Contingency theorists argue that what practice is ‘best fit’ 
in a context will depend on a number of factors such as 
technology or the size of the organisation.  

Factors that are key variables (or contingencies) in a 
situation need to be analysed to determining the best 
practice for the context. 

Link to leadership style and effectiveness.

  



Contingency theory and leadership

  

To lead their team well and encourage desired behaviours 
managers need to adapt their leadership style to the 
current situation or delegate some of their leadership 
responsibilities to a co-worker.

Range of factors impact: maturity level of employees, 
relationships between colleagues, company policies, 
standards of behaviour.

  





Critical theory
Critical theorists argue if we are able to understand the nature of 
organisation practices through a critical lens, we are better placed 
to make choices and find ways of working that empower those in 
the organisation who have traditionally been disempowered. 
Interested in the practices and processes that sustain the power 
relations are infused in both the formal and informal dynamics of 
the organisation. Both deliberate acts and unintentional acts that 
have the same goal.

Example - A job that required someone to be at work by 9am every 
morning could systematically discriminate against a single parent 
who had sole responsibility for taking and collecting children from 
school.
  





• Why was the Competing Values Framework created? 

4 areas of focus?

• What does OICA stand for and what does it involve?

• What are the benefits of applying contingency 

theory through leadership?

QUIZ



Personality theory
• Implicit theory – affect thinking, actions and the way in which 

behaviour of the self and others is perceived. 
• 4 major personality perspectives:

  



The Big Five (Fiske, 1949)

• Extraversion 
• Agreeableness 
• Conscientiousness 
• Emotional stability / neuroticism 
• Openness

Questions

How do the 5 traits above present themselves in practice? 
What are the important attributes of effective members of your 

team? 



Personality at work



Personality and performance

What about introversion?



Personality and organisational behaviour

• Leadership - HR Magazine - Dyslexic employee wins 
tribunal after bosses mocked writing

• Teamwork - Third of workers hiding ‘secret skills’ 
from employers, professional body says 
(peoplemanagement.co.uk)

• Job attitudes – satisfaction and commitment

https://www.hrmagazine.co.uk/content/news/dyslexic-employee-wins-tribunal-after-bosses-mocked-writing/
https://www.hrmagazine.co.uk/content/news/dyslexic-employee-wins-tribunal-after-bosses-mocked-writing/
https://www.peoplemanagement.co.uk/article/1790559/third-workers-hiding-secret-skills-employers-professional-body-says
https://www.peoplemanagement.co.uk/article/1790559/third-workers-hiding-secret-skills-employers-professional-body-says
https://www.peoplemanagement.co.uk/article/1790559/third-workers-hiding-secret-skills-employers-professional-body-says


Personality is one aspect of individual 
differences.
• Cognitive ability 
• Motivation 
• Vocational interests

Personality assessments in recruitment, what 
are your thoughts? Could this be applied in your 
organisation? In pairs look into advantages and 
disadvantages.

Personality and individual 
differences



Case Law

• Perkin v St George’s Healthcare NHS Trust 
2005

• The Court of Appeal held that a dismissal 
as a result of an employee’s difficult 
personality was a potentially fair 
dismissal for “some other substantial 
reason”

• Fair dismissal can be reached if an 
employee-manager relationship has 
irreversibly broken down.



Today’s learning outcomes

• Models to explain organisational 
behaviour.

• Different theories about human 
behaviour.

Next week – Human behaviour 
continued.
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