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CORPORATE CULTURE TYPOLOGY MODEL WITH REGARD
TO ORGANIZATIONAL STRUCTURE

The article considers the corporate culture typology with regard to organizational structure
presented herein by means of a theoretical framework and supplemented with a model version of
the given topic. The objective is to obtain information based on the performed survey among under-
takings inquiring about the type of corporate culture applied in their companies. The survey was
carried out at engendering enterprises in Eastern Slovakia.
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Iletep I'anno, Apocnas T'onoc
MOJEJIOBAHHS TUITOJIOT'TI KOPIIOPATBHOI KYJIBTYPU
3 YPAXYBAHHAM OPTAHI3ALIIMHOI CTPYKTYPU
Y cmammi pozeasmymo munonociro KOpnopamuGHux Kyabmyp 3 YpPAXy8auHAM
opeanizauitinoi xyavbmypu. Ha oOaniti meopemuuniii 6a3i no6ydoeano aemopcoky modeav ma
npoeedeno npaxkmuumne O00CAIONCEHH KOPNOPAMUGHUX KYAbMYpP Op2aHi3auili 3 Memor ix
nooaavwoi munoaoeizauii. Onumyeanns w000 KOpnopamueHux Kyibmyp 06yi10 npoeedene Ha
Mmawunobydienux nionpuemcmeax Cxionoi Caoéauuunu.
Karouosi caosa: xopnopamusna kyasmypa, munonoeis; opeauizayitina cmpykmypa, Cxiouna
Caogakis.
Puc. 3. Taba. 3. Jlim. 10.
Iletep Ianno, Apocnas T'onoc

MOJIEJINPOBAHUE TUITOJIOI'U KOPITIOPATUBHOU

KYJBTYPBI C YYETOM OPTAHU3AIIMOHHOM CTPYKTYPBI

B cmamve paccmompena munoaocus KOpnopamu@HoIX Kyabmyp ¢ y4émom
opeanuzayuonnoli cmpyxmypot. Ha dannoii meopemuueckoii 6ase nocmpoena agmopckas mooe.iwb
U npoeedeno mpaxKmuueckoe UccAedoéanue KOPHOPAMUGHBIX KYAbMYP OP2AHU3AUUL 04 UX
daavnelimeti munoaoeuzauyuu. Onpoc no KopnopamuseHvim Kyisvmypam 0bii npoeedén na
Mawunocmpoumeavnoix npeonpusmusx Bocmounoii Crosaxuu.
Karouesvte caoea: xopnopamuenas Kyabmypa, Munonoeusi; OpeaHU3AUUOHHAS CMPYKMYypa;
Bocmounasa Crosaxus.

Introduction. Currently operating markets are characterised by unstable and
constantly changing business environment. Managers of individual undertakings are
particularly those who have to face high demands to be able to manage an undertak-
ing successfully and achieve the benefit for owners but also for other groups of stake-
holders. Relationships with stakeholders are different and companies can consolidate
and develop these relationships in various forms. Conflicts may arise in the form of
struggle within stakeholder groups, for example, would be taken at any time — and
any — the decision somehow always (adversely) affects one or more stakeholders
(Ubreziova, Stankovic, Mihalcova and Ubreziova, 2013). The top management's role
is to choose an appropriate method of presenting a company to external environment
and determining the corporate culture. Determination and efficient management of
corporate culture is preconditioned by the prior exploration thereof, identification of
its content, weaknesses and strengths. To facilitate an understanding of corporate cul-
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ture, typologies are applied, representing a simplified version of reality. Experts have
defined a number of various typologies that present the corporate culture from differ-
ent perspectives. The fundamental corporate culture typologies include the typology
formulated with regard to organizational structure as presented by R. Harrison and
Ch. Handy (1993).

Corporate culture and its typology. Labour force management has a significant
impact on business performance. This factor is connected with the importance of
applying staff development, distribution of competencies, and especially thorough
knowledge of corporate culture. It is necessary to focus on the exact communication
within a company. The implementation of this policy will mean that a satisfied
employee, just like a high-quality product, is a company's best quality mark
(Hakelova, Csikosova and Antosova, 2013).

Corporate culture in successful companies is characterised primarily by:

- relation to customers, based on the business objective to serve them, particu-
larly by delivering high quality and reliability (Dorcak, 2013);

- supporting innovations and creating innovative atmosphere which is achieved
through supporting creative activities, experiments, actions, but also by promoting
new ideas, supporting internal business etc.;

- wide support for people, as they are one of the key preconditions of compa-
ny's future success (Gallo, 1996).

Corporate culture typology is described by the opposite types, or various nega-
tive phenomena prevailing in a company. In fact, there is no determined corporate
culture that could be classified as an exact single type. It can be stated that each typo-
logy brings certain view on the examined phenomenon and by examining each one of
them it is possible to obtain an overview. It is necessary to add that each company
requires different type of culture, the one that is most efficient for a company
(Bedrnova and Novy, 1998). Typologies are usually based on important content-based
aspects of corporate culture, such as the method of hiring new personnel, criteria and
method of decision making, distribution of competencies and responsibilities, crite-
ria and time cycles of staff evaluation and the dynamics of their career, management
style, and the prevailing method of surveillance and interpersonal relations (Bedrnova
and Novy, 1998).

According to (Lukasova and Novy, 2004), typologies can be divided into 3 basic
groups. Typologies are formulated with regard to:

- the organizational structure;

- the impact of the environment and a company's response to the environment;

- the trends in the company's behaviour.

Corporate culture typology with regard to organizational structure. The first
authors to publish the corporate culture typology were R. Harrison and Ch. Handy
(1993). This typology was processed by the abovementioned authors in the 1970s. The
typology fundamentals consist in defining 4 basic corporate culture types, subse-
quently specified with regard to organizational structure.

Power culture. This corporate culture is based on the dominant position of an
individual in the centre. This corporate culture possesses small number of rules and
little bureaucracy. The company is dependent on mutual trust and communication. A
typical feature is that decisions are made by a person in the centre. Power culture is
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strong and flexible and can respond to threats coming from the external environment.
It is suitable for people who need certainty and brings satisfaction to people focused
on power. It is typical for small or family companies.
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Power culture Task culture
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Role culture Person culture

Figure 1. Organizational structure schemes and corporate culture types
according to Ch. Handy (1993)

Role culture. This corporate culture is based on explicitly determined rules and
procedures. Every employee is assigned a role to comply with when performing their
job tasks. A typical feature of this corporate culture is its hierarchic structure with top
management on the top, coordinating lower structure levels, whereas the strength of
the entire company stands on individual functional departments such as production,
finance, marketing etc. (Dorcak, 2012). Role culture is suitable in a stable environ-
ment where company is able to foresee the situations that might occur at the market.
This knowledge represents the basis also for the negative feature of this culture, par-
ticularly that the company is slow in recognising changes and is not able to respond
to these changes in a flexible way. It is typical for public administration and large
organizations.

Task culture. The main objective of this corporate culture is the focus on per-
forming tasks. Top management chooses suitable persons to perform the assigned
tasks and forms teams so that these tasks are performed successfully. The advantage of
this corporate culture is that a company is able to accommodate quickly to changes
at the market and respond to them in a flexible manner. It is focused on the results
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and on achieving individual or group objectives. It is suitable for unstable and fast
changing environment were flexibility is a must (Lisuch, Lavrin and Husarova, 2011).

Person culture. A typical feature of this culture is an individual who is the central
figure in a company. In this corporate culture no individual has a dominant position
and relations among people are based on partnership and independence. The main
feature is individual proficiency. Person culture is rather rarely used; however, there
are individuals or groups that prefer particularly this type of corporate culture. They
include mostly lawyers, architects, physicians, and also university teachers
(Antosova, 2011).

Application of corporate culture typology model with regard to organizational
structure. The central idea of this article is to present a practical model that can be
used in any kind of company or organisation. This model is based on the corporate
culture typology published by R. Harrison and Ch. Handy (1993).

* individual in the centre

o small number of rules and little
bureaucracy

e centralised power

Power
Culture

Task
Culture

 focus on tasks
 selection of staff depending on
their appropriateness

 importance of rules and
procedures

* defining responsibilities

o explicitly determined tasks

Role
Culture

Person

Culture

individual is the central figure
 independent staff
 joining forces in favour of the

result

» focus on results

Figure 2. Corporate culture typology according to
R. Harrison and Ch. Handy (1993)

This corporate culture typology was subsequently elaborated as a summary
model containing 16 characteristics corresponding to individual corporate culture
types. Individual characteristics were defined depending on whether the monitored
entity agrees with a particular statement or not, or has a neutral opinion. Scoring of
individual characteristics enables accurate identification which corporate cultures are
prevailing in the monitored companies. We will try to use the performed survey to
confirm the fundamental hypothesis presented by the article, particularly that the
majority of the monitored undertakings are focused, in terms of corporate culture, on
the role culture. In order to use the abovementioned model in practice, we addressed
9 industrial undertakings operating in the field of engineering in Eastern Slovakia.
The model was assessed applying several research methods. The first section is
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focused on the analysis of the current situation by means of a theoretical framework
mentioned in the expert literature. In the experimental section we used a question-
naire as the survey instrument. The resulting evaluation is shown in Table 3, which
was subsequently transferred into a graphic scheme. This representation clearly shows
which corporate culture typologies prevail in the monitored undertakings.

Table 1. Corporate culture typology model with regard
to organizational structure, authors’

The main position in the company is held by an individual in the centre, making decisions
about everything.

There is a small number of rules and little bureaucracy.

The company’s operations are based on mutual trust and communication.

Organizational structure reminds of a spider net and is centralised.

Company’s operation is based on rules, procedures, and standards.

S| o

Employees perform activities defined by their job descriptions and responsibility
specifications.

Employees are hired depending on how they are able to fulfil individual tasks.

Performance beyond the job description is not required.

Employees in the company are focused on tasks performance.

=N

. Employees are hired depending on specific tasks so that they are appropriate for the

performance of a given work.

. The company is focused on the results, adaptability, and interconnection of individual and

group objectives.

12.

The company takes stock in well functioning relations connected with mutual respect.

13.

An individual is the central figure in the company.

14.

In the company, no individual has a dominant position; relations between members are based
on partnership.

15.

Employees are independent and dependent on their proficiency.

. Employees join their forces to achieve good results.

Table 2. Statistical representation of the corporate culture typology
model with regard to organizational structure, authors’

. . Company evaluated
Questionnaire no. 4T aa T o [ %5 | w6 | 77 [ # | 79 | ol
1 4 3 2 3 2 4 3 3 3 27
2 2 3 1 2 2 1 2 3 2 18
3 3 4 3 3 2 3 4 3 3 28
4 2 2 3 3 2 3 2 3 3 23
B) 5 4 ) 4 5 4 5 4 5 4
6 4 3 4 5 5 4 3 3 4 35
7 5 5 5 5 4 5 5 4 4 42
8 4 4 3 4 3 4 4 5 5 36
9 4 3 4 3 3 4 4 4 3 32
10 3 4 4 4 4 3 4 4 4 34
11 3 4 4 4 4 3 4 4 4 34
12 2 3 2 3 3 2 2 3 2 22
13 3 3 3 4 3 3 3 3 3 28
14 3 3 3 3 4 4 3 4 3 30
15 4 4 4 4 3 4 2 2 3 30
16 4 4 4 4 4 4 4 4 4 36

Performed survey processing. Collection of primary information on the issue in

question was carried out using quantitative and qualitative methods. Within quantita-
tive methods, written inquiries were used, supplemented with inquiring via the
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Internet. In qualitative methods, brainstorming was used to create opportunities for
presenting new ideas and later for the selection within constructiveness, in order to
solve the given problem. The article used basic scientific methods, such as observa-
tion method, comparison method, generalisation, analysis, and synthesis. These
methods of the cognitive cycle were used concurrently in several steps. The observa-
tion method consisted in the systematic and efficient perception of the object and the
phenomenon of the solved issue. Such as perception of external features of the solved
problem, comparison of particular processes, as well as gathering factual data on the
qualitative and quantitative aspects of the examined problem. This method was sup-
ported by the thorough preparation that ensured fulfilment of the criteria of com-
pleteness and depth, which was subsequently reflected in the process of solving the
given problem. The obtained empirical material is logically processed, using the logi-
cal scientific methods, such as analysis and synthesis, comparison, generalisation,
abstraction. At all the stages, the article uses scientific methods, such as analysis and
synthesis. Supporting or additional methods supplementing the aforesaid methods
included scientific methods of induction and deduction. One of the quantitative
methods of outputs processing was the use of Microsoft Excel pivot tables which
served well for the purpose of evaluation of necessary information and outputs.

Table 3. Evaluation of the corporate culture typology model
with regard to organizational structure, authors’

Corporate culture typology The score
Power culture 96
Role culture 154
Task culture 122
Person culture 124

Corporate culture typology model preparation and graphical processing. The
importance rate is shown in the scale of 1 to 5, where "1" means "I completely dis-
agree " and "5" means "I completely agree".
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Figure 3. Graphical representation of the results, authors’

Conclusion. The key objective of the article was to identify the type of corporate
culture that prevails among industrial companies in Eastern Slovakia. To accomplish
the aforesaid, we have established a hypothesis that corporate culture prevailing
among the monitored companies is the role culture and our efforts were aimed at the
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verification of this hypothesis by the survey which was carried out applying the ques-
tionnaire method with the construction of a model, including descriptions of the
given corporate culture types. To confirm the established hypothesis, we addressed 9
industrial companies operating in Eastern Slovakia operating in the field of mechan-
ical engineering. Application of the submitted model within our survey confirmed the
established hypothesis claiming that the corporate culture type prevailing among the
monitored companies is the role culture. Accordingly, the survey indicates that oper-
ations of the monitored companies are based on definite rules, standards, and proce-
dures. These companies operate according to specifically defined roles that determine
the behaviour of employees. These roles specify how employees should behave while
performing their activities, depending on the type of their work specified in job
descriptions and the responsibility for their performance. Particularly, the role culture
is typically applied in big production companies where the management triangle is
accurately defined. This triangle includes the top management on the top, coordi-
nating lower organisational levels, whereas the power of the entire company is based
on the elementary functional levels. The mechanical engineering industry was chosen
intentionally, as the monitored companies are owned by foreign owners, and our aim
was to verify by the survey which corporate culture form is applied by foreign owners
to manage their companies. The survey thus clearly shows that these companies apply
management based on accurately defined procedures and foreign owners are in full
control of the entire operations of their companies.
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