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ABSTRACT
In an effort to begin a teambuilding and organizational development program to meet the
challenge of global competition, organizational culture was iden
will provide insight into the organizational culture type exhibited
organization in Indonesia. The overall purpose is to describe th
the organizational culture in both the current and prefe i
Organizational Cultural Assessment Instrument (OCAI) Qeveloped by Carpgron anq Quinn
(1999). The result of this study shows that the organization personnel exhibited a Hierarchy

tified for study. This study
by a certain public service
e dominant culture type of
rred  situations, using the

culture type as dominant in the current and a Market culture type as dominant in the

preferred situations.
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1. INTRODUCTION

In an increasingly global competition,
providing goods and services that people
want is more vital to the future prosperity
than ever. To meet this challenge, every
organization has to undertake aggressive
innovation agendas that focus not only on
product innovation, but also on service,
business model, business process,
management and organizational culture
innovation.
The concept of culture is particularly
important when attempting to manage
organization-wide change. Practitioners are
coming to realize that, despite the best-laid
plans, organizational change must include
not only changing the structures ang the
ZL‘;SZS::‘“?;} C‘i:agrgdlzg tthe organizationa|
: =TI 10 make a cultural
Change effective a clear vision of the
Organization’s new strategy, shared values
and'behaviours is needed. This vision
pProvides the intention and direction for the
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subgroups and find out where for instance

executives and employees differ. That
gives ideas on what to do next. what

exactiy do employees expect, how could

executives make the change program
better, and how to overcome resistance.

2. THEORETICAL BACKGROUND

Basically, organizational culture is the
personality of the organization. Culture is
comprised of the assumptions, values,
norms and tangible signs (artefacts) of
organization members and their behaviours
(Hill and Jones, 2001).
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