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Q1. A large, decades-old manufacturing firm exhibits a dominant bureaucratic culture emphasizing strict procedures and hierarchy. The production division has developed a pragmatic subculture that circumvents formal processes to meet targets, creating safety incidents and reputational risk. The new plant director has been briefed to preserve statutory controls while restoring employee engagement and innovation. The executive team suggests using a Transformational leadership approach to inspire vision, model values, and empower teams during cultural realignment. Apply the Transformational leadership model to design a detailed intervention plan that the plant director should implement to reconcile the dominant bureaucratic culture with the production subculture. Specify leader behaviors, mechanisms for communicating vision, steps to empower employees, and three measurable indicators to evaluate success over 12 months? (10 Marks)
Ans 1.
Introduction 
The manufacturing firm described faces a classic cultural conflict between rigid bureaucratic control and an informal production subculture driven by output pressure. While formal procedures protect safety and compliance, excessive hierarchy often discourages initiative and engagement. At the same time, the production team’s workarounds, though practical in the short term, expose the organisation to operational hazards and reputational damage. The new plant director therefore carries a dual responsibility: preserving statutory discipline while restoring trust, motivation, and innovation on the shop floor. Transformational leadership offers a suitable framework because it focuses on vision building, value-based role modelling, and employee empowerment. By applying this approach systematically, the director can realign 
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Q2. Two mid-sized firms have merged: Company A is highly bureaucratic with formal rules, hierarchical decision-making and a dominant culture of compliance; Company B is an innovative start-up with an adhocracy culture emphasising autonomy, rapid experimentation and flat teams. Post-merger, teams report confusion over decision rights, duplicated processes, and a 12% drop in employee engagement. Customers have experienced inconsistent service. The new executive team must decide how to blend cultures to deliver on the merger’s strategic goals while retaining critical capabilities from both entities. Critically assess the four main cultural integration strategies after the merger in this scenario (assimilation, deculturation, integration, separation). Recommend the best strategy, justify your choice against alternatives, outline implementation steps, and identify key risks and mitigation measures to ensure cultural compatibility and strategic performance (10 marks). (10 Marks)

Ans 2.
Introduction 
The merger between Company A and Company B has brought together two sharply contrasting organisational cultures. While Company A represents stability through formal structures and rule-based control, Company B thrives on flexibility, experimentation, and decentralised decision-making. This cultural mismatch has already produced operational confusion, declining employee engagement, and inconsistent customer experiences. If left unmanaged, these tensions can erode the strategic value of the merger and weaken long-term competitiveness. The executive team therefore faces a critical choice regarding cultural integration. Selecting 

Q3(A). A multinational consumer services company has a strong HQ-driven dominant culture emphasizing brand consistency and central processes. Regional offices, however, have evolved subcultures tailored to local customer preferences, creating inconsistent service experiences and uneven brand perception. Design a scalable cultural architecture that preserves a clear global identity while enabling distinct regional subcultures to adapt to local markets. (5 marks) 
Ans 3a.
Introduction

For multinational service organisations, maintaining a strong global brand identity while responding to diverse regional customer expectations is a persistent cultural challenge. Headquarters-driven cultures often bring efficiency and consistency, yet excessive centralisation can limit responsiveness and weaken local relevance. On the other hand, highly autonomous regional subcultures may create fragmented service standards and uneven brand perception. To address this tension, the organisation must design a scalable cultural architecture that protects core values and service principles while enabling regional teams to adapt 

Q3(B). A high-growth tech startup led by a charismatic founder exhibits a power culture where key decisions and relationships concentrate around the founder. As the company scales to 500 employees, operational inefficiencies and decision bottlenecks are emerging.Design a strategic roadmap for a founder-led startup to transition from a power-centric culture to a hybrid structure that preserves innovation. (5 Marks)
Ans 3b.
Introduction

High-growth startups often rely heavily on founder-driven leadership during early stages. While this power-centric culture supports fast decision-making and strong vision alignment, it becomes increasingly inefficient as the organisation expands. When a startup grows to 500 employees, centralised authority can cause operational bottlenecks, slow innovation cycles, and excessive dependence on one individual. To sustain momentum, the organisation must evolve toward a hybrid cultural structure that preserves entrepreneurial energy while introducing scalable leadership and governance systems. This transition is essential for long-term stability and perfo








