
Chapter 10: Organizational Culture and Climate
Introduction
In the ever-evolving world of business and technology, especially in Computer
Science and Engineering (CSE), the human element of an organization remains
central to productivity and innovation. Two closely related but distinct aspects
of this human environment are Organizational Culture and Organizational
Climate. While culture represents the underlying beliefs, values, and assump-
tions shared among members of an organization, climate reflects how employees
perceive and experience these shared norms in their day-to-day interactions.

This chapter explores the definitions, dimensions, development, and impact of
organizational culture and climate, their differences, and their significance in the
context of technology-driven workspaces.

10.1 Organizational Culture
10.1.1 Definition

Organizational culture is defined as:

"The shared values, norms, beliefs, and practices that shape how
people behave and interact in an organization."

It serves as the "personality" of the organization and influences how tasks are
performed, how decisions are made, and how people relate to each other.

10.1.2 Characteristics of Organizational Culture

• Shared Values: Common beliefs that guide what is important (e.g.,
innovation, teamwork).

• Norms: Informal rules that dictate acceptable behavior.
• Symbols: Logos, rituals, dress codes, and language that represent organi-

zational values.
• Stories and Myths: Narratives about past successes, leaders, or crises

that build a sense of identity.
• Leadership Style: Reflects and reinforces culture (e.g., participative vs.

authoritarian).

10.1.3 Types of Organizational Culture (Handy’s Model)

1. Power Culture: Centralized decision-making, power radiates from the
center.

2. Role Culture: Clearly defined roles and responsibilities, structured hier-
archy.

3. Task Culture: Teams formed to solve specific problems, flexibility is key.
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4. Person Culture: Individual expertise is prioritized; common in consul-
tancies.

10.1.4 Schein’s Three Levels of Culture

1. Artifacts – Visible and observable elements (dress code, office layout).
2. Espoused Values – Stated norms, strategies, and goals.
3. Basic Assumptions – Deeply ingrained beliefs and perceptions (often

unconscious).

10.1.5 Importance of Organizational Culture

• Enhances employee identity and belonging.
• Increases commitment and alignment with organizational goals.
• Drives consistent behavior across departments.
• Promotes innovation or reinforces stability, depending on culture type.

10.2 Organizational Climate
10.2.1 Definition

Organizational climate refers to:

"The collective perceptions of organizational members about their
work environment."

It is more temporary and surface-level than culture and often reflects em-
ployees’ current feelings and attitudes toward policies, practices, and leadership.

10.2.2 Dimensions of Organizational Climate

• Autonomy: Degree of independence in task execution.
• Structure: Clarity of rules and procedures.
• Reward Orientation: Recognition and reinforcement mechanisms.
• Risk-taking: Encouragement to innovate or experiment.
• Warmth and Support: Interpersonal relationships and psychological

safety.
• Conflict: Presence or absence of tension and disagreement.
• Identity: Sense of belongingness among employees.

10.2.3 Types of Organizational Climate

1. People-Oriented Climate – Focus on employee well-being.
2. Rule-Oriented Climate – Emphasis on procedures and hierarchy.
3. Innovation-Oriented Climate – Encourages experimentation.
4. Goal-Oriented Climate – Results and performance-driven.
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10.2.4 Measurement of Organizational Climate

Organizational climate is typically measured using surveys, interviews, and focus
groups, often through dimensions such as leadership perception, team cohesion,
and satisfaction.

10.3 Organizational Culture vs. Organizational Climate

Aspect Organizational Culture Organizational Climate
Definition Shared beliefs and values Perceptions and

attitudes
Nature Deep-rooted and

long-term
Surface-level and
changeable

Stability More stable More dynamic
Measurement Difficult, often indirect Easier through surveys
Focus Why things happen How things feel
Influence Shapes strategy and

behavior
Influences day-to-day
motivation

10.4 Development and Change of Culture and Climate
10.4.1 How Culture is Created

• Founder’s Vision: Founders shape early values.
• Leadership Style: Reinforces norms and expectations.
• Recruitment and Socialization: New employees are trained to fit

cultural norms.
• Stories and Symbols: Help transmit cultural values.

10.4.2 How Culture Can Be Changed

• Leadership Change: New leadership may initiate a cultural shift.
• Strategic Realignment: Mergers, acquisitions, or pivoting to new mar-

kets.
• Communication and Training: Reinforce desired behaviors.
• Performance Management: Reward systems aligned with new values.

10.4.3 Changing Organizational Climate

• Management Behavior: Open communication and support improve
climate.

• Physical Environment: Layout, lighting, and comfort matter.
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• Policies and Practices: Transparent systems and fair treatment.
• Team Building: Strengthens morale and collaboration.

10.5 Relevance of Culture and Climate in Tech-Driven Work-
places
For B.Tech CSE professionals, understanding organizational culture and climate
is crucial because:

• Agile & DevOps Environments: Require a culture of trust, collabora-
tion, and rapid feedback.

• Innovation: Tech firms thrive in climates that support experimentation.
• Remote/Hybrid Work: Cultural strength and clear climate expectations

prevent disconnect.
• Cybersecurity: A culture of vigilance and responsibility reduces human

error.
• Startups vs. Corporates: Startups often foster task or innovation

cultures; corporates may be role-oriented.

Summary
Organizational culture and climate together form the backbone of a company’s
internal environment. While culture represents the underlying system of shared
values and norms, climate reflects the psychological atmosphere experienced by
employees. Both have a direct impact on employee motivation, job satisfaction,
and organizational performance. In technology-centric fields like Computer
Science and Engineering, where adaptability, innovation, and collaboration are
essential, cultivating a positive organizational culture and climate is key to
success.
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