

Organisation Culture

Dec 2025 Examination

Q1. Kaboom Technologies    is expanding    globally. The parent company encourages strategic innovation and clear communication but the    subsidiary units    are creating subcultures focusing on rigid hierarchy and avoidance to risk. This situation has created misunderstandings and break down of healthy communication between headquarters and subsidiaries. The Global HR Head needs to enhance organizational effectiveness by eliminating these cultural differences. In this context, analyze the ways in which the Global HR Head should use the    cultural model created by Edgar Schein to to handle differences arising because of dominant culture and company's subcultures for an MNC (10 Marks)

Ans 1.
Introduction 

In multinational organizations, cultural alignment between headquarters and subsidiaries is vital for global success. At Kaboom Technologies, while the parent company promotes innovation, collaboration, and open communication, its international subsidiaries are developing rigid, hierarchical subcultures that discourage risk-taking and feedback. These conflicting cultural orientations have caused miscommunication, reduced trust, and operational inefficiencies. The Global HR Head must therefore address these disparities to create a unified yet locally adaptable culture. 
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Q2. Finfox Capital    has rapidly grown from 30 to 500 employees within three    years. At the beginning, the co-founders encouraged the existence of an informal company culture where flexibility and openness in    communication was prioritized. When the company started expanding, HR had to create formal policies, well-defined employee roles, and process based structured to create consistency. However, with this changing scenario some employees felt they could no longer be    creative, while employees felt it is required  for  proper    growth.  Critically  analyze    the  use  of  formal  and informal
components of organization culture for driving    employee engagement and improving employee performance for a fast expanding strat-up. Evaluate the anticipated risks and give justification of the approach to choose when a company is scaling up. (10 Marks)

Ans 2.
Introduction 

As start-ups evolve into larger organizations, they undergo a crucial cultural transition—from the free-flowing, informal culture of early-stage innovation to a more structured, formal system needed for stability and scalability. Finfox Capital, having expanded from 30 to 500 employees in just three years, exemplifies this transformation. Initially, informal values like open communication and flexibility fueled creativity and collaboration. However, rapid growth necessitated formal policies
Q3(A). Terra  Tech  Solutions  has  been  rapidly  recruiting  candidates  from  various backgrounds. The    company has popularized its work culture which encourges flexibility and innovation. It also has    sub-cultures in different departments like sales, engineering, and customer service. The HR Manager noticed that new employees have a tough time trying to adapt to the new culture. This is    causing high attrition and low performance in different departments. Create a    strategic    socialization and onboarding process    that can help    new recruits    align better with the dominant and    sub- cultures in the company. Evaluate the way in which you would    measure the program effectiveness for improving the employee engagement and cultural fit? (5 Marks)

Ans 3a.

Introduction 

Terra Tech Solutions’ flexible and innovative culture is one of its biggest strengths. However, rapid hiring from diverse backgrounds has created difficulties for new recruits in adapting to the company’s dominant culture and various departmental subcultures. This misalignment has led to high attrition, poor engagement, and inconsistent performance. To address this, HR must design a strategic socialization and onboarding process that immerses new employees in the organization’s values, clarifies departmental expectations, and facilitates smooth integration across team
Q3(B).OptiFlex Finances does an annual cultural audit to assess the alignment between its employee behaviours and the company's    values.    This    audit shows that certain departments have strong subcultures do not align with the dominant culture. The Global HR Head has decided to build measurable indicators for tracking this cultural alignment and create future cultural interventions. Develop the key performance indicators (KPIs) that will help in assessing the strength of the dominant culture as well as    align with the subcultures in this firm. Discuss the ways in which these KPIs would influence the company    decisions. (5 Marks)

Ans 3b.

Introduction 
At OptiFlex Finances, annual cultural audits have revealed that while the company has a strong dominant culture, several departments have developed subcultures that diverge from organizational values. To bridge this gap, the Global HR Head aims to design Key Performance Indicators (KPIs) that assess cultural alignment objectively. These indicators will measure the strength of the dominant culture, the degree of subcultural consistency, and the overall integration of employee behavior with corporate values.

Concept and Application









