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Essay On Company Culture 


Culture can be best described as the growth of a group identity through social patterns that are unique to that group and encompasses their thinking, religion, cuisine, social norms, morals, and understanding (Stephanie Pappas, Callum Mcklevie 2022). This makes culture a primary catalyst in shaping a group's identity and habits, which plays a huge role in organizations or any work environment. The culture in an organization is everybody's responsibility because each member must operate and buy into the culture in order for the business operations to be effective and successful (Belbin 2016). The CEO and senior management team are tasked with establishing and cultivating a well-defined culture through leadership such as providing objectives, strategies, and key results that promote culture-building (Denise Lee Yohn 2021). Now comes the most crucial and truly difficult part of the process, which is how it is maintained. How well a culture is maintained is a test to see if it is sustainable or effective and measures how well each department of a company communicates with one another. The culture is maintained by everyone who works in the company, such as the human resources, compliance, risk, and ethic departments, middle managers, and employees (Deanna Debara 2022). 

	An example of a company who transformed a horrific work culture to one of overwhelming success is Generals Motor Plant. Here employees are tasked with manufacturing vehicles down an assembly line. Around this time Fremont assembly was known as the worst auto factory in the world because General Motors did not care about the quality of the job and since they didn’t care about the job neither did their employees (Inkpen A. C. 2005 pg. 120). This set the wrong example for everyone in the company which created a horrible work-culture environment. An example of this is workers drinking alcoholic beverages and doing drugs while on the job. They even began placing bags of ice in the trunks of the partly assembled vehicles to store the beverages for the next person down the line. This was not only a safety hazard but also created warped liners and severely damaged the vehicles. There were also workers who deliberately sabotaged vehicles by putting empty whisky bottles and loose screws behind door panels so that they would bang around after the cars had sold. The company was in complete disarray (Duhigg 2016 pg. 140)

	At General Motors all that really mattered was keeping production on pace. Employees sometimes found mistakes on cars as they moved along the conveyor belt, but instead of fixing it themselves they would mark the vehicle with a wax crayon or post it note and leave it for the next person to handle. The company's fundamental law was that the line never stops, even if there is an error, because their ultimate goal was to produce as many cars as possible. Another problem was the lack of communication between the managers and the employees, such as the latter having their suggestions always ignored, resulting in them not having a voice in the company. 

This all changed when General Motors partnered with the automaker Toyota who was known for producing high quality cars and had created the famous “Toyota Production System”. The first thing Toyota did once they were partnered was send all the employees who worked on conveyor belts to Japan to learn about the “Toyota Production System”. The first part of the system was a cord that was above the head of every worker on the assembly line. when a worker saw or made an error on one of the vehicles, they would pull this cord and stop the assembly line immediately to deal with the problem immediately. A manager would then walk over for additional support or communication for the worker. The worker can even suggest to the manager ideas for new tools that would assist them in the workplace. Instead of ignoring it the manager makes note of it and returns with a prototype to test out the idea (Bogers, M., Chesbrough, H., Heaton, S., Teece, D. J. 2019 pg. 82). The worker would then analyze the problem, tell the manager if he needs any special equipment or help, and fix the vehicle. The worker then pulls the cord, and the assembly line starts to move again. The Toyota Production System relies on pushing decision making to the lowest possible level, which gives workers the greatest authority in finding solutions. This makes sense because they are closest to the glitches that are bound to happen in any manufacturing process. After introducing this culture change it was rough at first, but when the workers started to gradually trust their new managers and saw that the Toyota Production System worked the company flourished. The Toyota Production System later became known as “lean manufacturing” and is still used to this day (Browning, T.R., Sanders 2012 Pg 10).



	Stanford professors James Baron and Michael Hannan believed that a company's culture mattered as much as its strategy (Baron, J. N., Hannan, M. T. 2002 pg. 13). Their philosophy was that the way a business treats its employees was critical to its success. They argued that within most businesses it did not matter how great the product or loyal the customer's - things would fall apart unless employees trusted not only their colleagues but also the superiors. 

Their data and research lead them to conclude that most companies had cultures that fell into one of the five groups. The first being a “star culture” where executives hired from elite universities or other successful organizations let the employees make their own decisions on a project or work-related matter. The second is “engineering culture” where firms reinforce positive group norms, communication, and look at everyone as one group. The third is the “bureaucratic culture” where there are lots of middle managers, executives who wrote out extensive job descriptions, organizational charts, and handbooks for employees. There are also weekly all-hands meetings that regularly communicate the firm's values to its workers. The fourth is an “autocratic culture” which is similar, but all the rules or job descriptions ultimately point to the desires and goals of one person who is the founder or CEO. The final group is a “commitment culture” who are companies that spend time establishing a sense of trust with everyone who is part of it (O’Reilly, C. 2008 pg. 87). They do this by often hiring HR (Human Resources) professionals and are predominantly focused on getting the culture right. They believe that this takes importance over designing the best product. 

The results of the research found that the companies who had a commitment culture outperformed all the other four groups. They found that this group was the only consistent winner and that not one of the companies who had a commitment culture failed. This group also produced companies with the highest profitability ratios and had fewer middle managers. Employees in commitment cultures wasted less time on internal rivalries because everyone was committed to the company rather than their own personal gain. They also tended to know their customers better than others and as a result could detect market shifts faster (Franken, A., Edwards, C., Lambert, R. 2009 pg. 62). One of the reasons these types of cultures are so successful is because a sense of trust emerged among workers, managers, and customers that influenced everyone to work harder even through the most difficult of times that are inevitable to any organization. Most commitment companies avoided layoffs and invested heavily in training, generous maternity leaves, daycare programs, and work-from-home options (Schoemaker, P. J. H., Heaton, S., Teece, D. 2018 Pg. 18). Commitment cultures value making their employees happy over quick profits and as a result produce hard workers who are loyal to the group (Porter M. E. 2004). 

	Culture is important because it not only puts an organized system in place but can be used to create an environment of trust and belief. There must be a system in place that makes everyone in the workplace trust that they can choose the solution they think is best and that their company is committed to supporting them even if a mistake is made (CIPD 2020). Everyone works smarter and better when they have the right environment to thrive in and maintaining this environment is not difficult if the culture established is sustainable and effective (Mind Tools Content Team 2023). Just like the lean management style derived from Toyota that helped workers unlock their full potential and in turn made Toyota a successful car manufacturer. A company’s culture is everyone’s responsibility because everyone comes together as a collective and are no longer individuals. This is why trust and support are vital in a company’s culture and why it is a team effort that makes the culture work. 
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