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Future Leaders' Views on Organizational Culture

Abstract

Researchibrarieswill continue tobe affected byrapid and transformativehanges in
information technology and theetworkedenvironmentfor the foreseeable future
The pace and direction of these changes will profoundly challenge libearcetheir
staffsto respond effectively. This paper presents the results of a survey that was
designed todiscernthe perceptions and preferences future library leadersrelated to
organizational cultures these times oprecipitouschange The study finds thafuture
leadersof academidibrariesperceivea significant gap between tlrecurrentand
preferred organizational cultureand that current organizational cultures limit their

effectiveness

Background

Librarieshave beeraffected bydisruptive technologies fdahe past decade or mordut
have been insulatefom major change®y stabé budgets and macademic culture
that is conservative with respect to changéust as disruptive technologies have
dramatically reshaped other industries, the full forcelod changes brought abotny
Google, Amazonyikipedia and many smalleinnovatorsis now being felt inall types of

libraries David Lewis explored Christensettisories about the effects dhese
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disruptive technologies ("The Innovator's Dilemmia“yelation toacademic librariefl]
Libraries have been effective at enaloing sustaining technologies (technologies that
enable us to do the same things for the same users) but are more challenged by
disruptive technologies (technologies that do very new things and for new users). Lewis
describeshow libraries ardacing disuptive technologies in all core aspects of library
practice-collections, bibliographic control, and reference. Change in our organizational
culturesis central to whether libraries will be able to adapt; the challenge is "to create

an organizational culire that embraces the disruptive change and rewards those who

harness ito serve the library's userg2]

At the same time, a generational change in attitudes toward technology is witnessed in
library users. The library literature is rich with researbbuw the sacalled Millennials,

a generation whose relationships technology, and whose social structures and work
patterns, are different than angrecedinggeneration. Millennials are known for a
preternatural ability to adopt new information technols,for shifting social and

cultural expectations seen in collaborative work modatsdfor anappetite for open

access to information.

In early2008 the Gouncil onLibrary andinformation Resources convened a meeting of

library leaders to discuss the topic of reconceiving research libraries for the 21st
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century[3] Central to achieving thigoalis fostering organizational cultures that
support more riskaking. "There is a cost to notkiag risk a danger that libraries will
become stuck in a niche that becomes smaller and smgdgrMany of the
recommendations called for libraries, as well as universities, to be more externally
focused. Both risktaking and repositioning thibrary within the parentorganization
aredirectly related to organizational culturdRe-envisionngthe entire organizationn
orderto remain viable is not a natural, or comfortable, position for likans The
transformationwill not occur without strong ladership andmust take place during a

period in whicha significant percentagef the current workforce will retire.

There is no doubt that the ability of the library to be effective and transform itself lies in
the people who work thereWhilethe professionacknowledgesnimperative to

realign skills in the library workforcemaking it sas alongterm goal thatwill likelybe
implementedonly gradually. It isherefore particularly urgent that, in the near term,
librariesnurture the talents othose who show the most leadership potentaid are
alreadyworking in libraries.Current library leadershiphould becognizant of the fact

that thesed F dzii dzNJ hate $theR Gpiikisa the marketplace If they do not feel

that they can make a pdsie contribution intheir library, they will leave and, with

them may go muclof the hope to bridgdibrary organizations into aiablefuture.
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Perspectives orOrganizational Culture and Effectiveness

Organizational culture can be defined as a set afiesband beliefs thamembers of an
organization sharegs well asmplicit, takenfor-granted belief structure$s]
Organizational ulture both guides and constrains the behavior of members of a group
It is a vehicle for chandaut also an outcome, "bdt the means and ends of
organizational change effort§6] It also stands at the center of leadershipulture
defines and creates leaders; "leadership and culture are two sides of the samg®oin
Atthe same time, real leaders step outside the culture that shaped them and in which
they find themselves. They have the abilityé@ognize changes in the external
environment that necessitataternal change andare able tdead anadapation oftheir

own organization's culturéo meet new challenges

Avariety of framework®xistto assess organizational culture and effectiveness, ranging
from models that focus on a particular dimension of an organization (e.g., human
relations,open systemsanternal processyational goa) to more complexypologies[8]

One framework of the latter type is the Competing Values Framework (CVF). The CVF
seeks toeexpress the underlying values in an organization and how those values can be
applied to the process of orgational change. Developed from research on major
indicators of effective organizations, the CVF is a multidimensional model that describes
four distinct culture types: Clan, Adhocracy, Hierarchy, and Md&ethe four culture

types have roots in, anlkdave been shown to be congruent with, other frameworks,
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including singlevariable models@an=human relationsAdhocracyopen systems;
Hierarchy=internal processMarket=rational goal) and Jung/Myers and Briggs

(Aan=feeling; Adhocracyintuiting; Hierarchy=thinking; Market=sensing)10]

dan (also referred to a€ollaboraté) is characterzed byteamworkandemployee
development;n aClarCollaborateculture,a major task of management is to empower
employees and facilitate their participation, commitment and loyakylhocracy

(Creatg is characterized by innovation and rapid response to change; a major task of
managemenin an Adhocrac§Createcultureis tofoster entrepreneurship, creativity
and adaptability.Hierarchy(Contro) values include stability, clear lines of authority,
standardized rules and procedures and accountability; the role of managemant
HierarchyControl cultureis to maintain consiency in products and services. Market
(Competg values are oriented toward the external environment and emphasize
competitiveness and productivity; the role of managemenaMarket/Compete
cultureis to effectively respond to external market mechanismscrease the

organization's productivity, results and prof[ts2]

The ©@mpetingValuesFrameworkgroups measuresf organizational effectiveness
along two dimensions: internal vs. external focus, and high vs. low flexibility. The four
guadrants creatd by these intersecting axes define the core cultural types Fsgpare

1).
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More Flexible

A
Culture Type Culture Type
Clan Adhocracy
Summarizing Verb Summarizing Verb
Collaborate Create
Values Values
High Flexibility/Internal Focus High Flexibility/External Focus
Variable/Jungian Roots Variable/Jungian Roots
Human Relations/Feeling Open Systems/Intuiting
Internal External
Focus » Focus

Culture Type Culture Type

Hierarchy Market
Summarizing Verb Summarizing Verb
Control Compete
Values Values
Low Flexibility/Internal Focus Low Flexibility/External Focus
Variable/Jungian Roots Variable/Jungian Roots
Internal Process/Thinking Rational Goal/Sensing
v
Less Flexible

Figurel. Elements of the Competing Values Framework

While the CVF can be used as a tool to measure organizational effectiveness and

success, it can do so only in the context of a given organization's cultural profile and

lifecycle stage. In other words, whiledustriesmayhave atypical profileor there may

be a profile typical ofyoung versus mature organizatigrikere is nddealprofile. The

CVF allows an organization to be described by the degree to which it adheres to each of

the four culture types. Most organizations have some characteristieadf of the

organizational typesThus, me of the challenges of employing the CVF as a tool for

organizational changis acceptinghe apparent contradictions inherent in the model.
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According to Quinn and Cameron, thigiisfact, the model's strengththe CVF reveals

"the inherent paradoxes in effégeness’[13] In contrast, fameworks that do not
account for paradox can hide them, and hence their potential explanatory value, within
averages and linear trend#\s anexampleof this paradoxit has keen shown thatdan
culture values support more innovation and Fislking, valueshat arealsoassociated

with the Adhocracyculture type[14] In a study ofcolleges facing a major crigis
Camerorfound thatthose that survived simultaneously exhibited entrepreneurial,
innovative behavior§Adhocracyalues)and conservative, neaterm survivalfocused

behaviorg(Hierarchyvalues)[15]

Severabrganizationatulture profilescanemerge from use ahe CVF fimework. In a
congruent cultureone culture type dominates most aspects of the organization (e.qg.,
leadership, management, strategic emphases, criteria of successptrbmg culture

one cultural type (i.e., quadrant) is dominai.abalanced cultte, an organization
shows capabilities in all four culture€ongruency or strength of culture is not
necessarily associated with organizational suceesk while associated with success,
balanced culture is not required for organizational successt wiadicates is evidence
of capacity in an organization to shift emphaseswimecessarj16] Inastudy of334
institutions of higher education, Cameron found that neither strong nor congruent
cultures were strong predictors of organizational effectiges[17] although he notesn

discussing the results of that stutlyat congruency of culture is more likely to be
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associated with unit perforance than overall performanda a large, complex

organization such as a universjtg]

The @mpetingValuesFrameworkhas seersomeapplication in librariesKaast-Brown

et. al. highlighed the use of the CVF as a diagnostic {d8] Faermarstressedts utility

for examining "the inherent paradoxes and contradictions of organizationaklifd"
emphasizedhat libraries will be successful as usentered organizations only when
they can beomeaware of the need for balance across cultural values, and recognize
that conceptual oppositiotnetween cultural typesloes not mean thathe those

cultural typescannd co-exist[20] Varner stressed the utility of the CVF in the
diagnostic stage of organizational change, as it enabled librarytstéfto discover and

to make visible their orgamation's underlying assumptiof21] That the CVF is not
premised on a pblem is also a strength, he nateas is its underlying philosophy that
effectiveness contains contradictory measures of success and evolves over the lifecycle
of an organization. In a recent application in the academic library context, Shepstone
and Q@rrie used the CVF texamine the current and preferred organizational cultures at
the University of Saskatchewan Library as part of a larger strategic planning pi22ess
They found a significant gdqgtween current angreferred culturesand differences
between longetfterm and newer librarians. The results of their assessment, in
combination with results from strategic planning, served as the basis of a roadmap for

specific actions for change.
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A study of future library leaders

The studydescribed here was undertaken to better understand individual perceptions

of the current and preferred organizational culturesd toassess whethethere was a

relationship between futurdibraryt S RSNE Q al dAa¥l OdAz2y gAGK (K
culturesandtheir perception of their own effectivenesdore specifically,lie study

was designed to teghe following fourhypotheses.

Hypothesis 1: Future leaders are not satisfied withrthiraries'current organizational

culture. They wané culturethat ismore externally focused and more flexible.

Hypothesis 2: Future leaders believe thatithéraries'current organizational

structures and processéisnit their ability to be effective.

Hypothesis3: Future leaders feel more effective in libraxihat are more flexible and

externally focused.

Hypothesigl: Dissatisfaction with the organizational culture will cause future leaibers

consider leaving academic research libraries.

Methodology

The Sample
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For the purpose of this study, future libraiBaders were defined as individuals who are:

FO YIFI1TAy3 aidNRPy3d O2yiNRoOdziAzya G2 GKSANI 2NAHI
b) demonstrating innovative practices; and c) in the earlier stages of their careers. The
purposive sample was developeg broadly soliciting nominations for subjects meeting
thesed T dzl dz2NBE € SI RSNEE ONRGSNALF FNRY | aa20At0S
librarians across the United State&dditional subjects were identifielom recent

participants in competitive acadeimlibrary leadership programs, suchthsseoffered

by the ARL and the Frye Institutd.wo hundred and forty nominations were received,

representing individuals at 93 academic libraries of all sizes (but with the majority

coming from ARL libraries).

The Survey Instrumerdand Study Measures

Theselfreportingsurvey instrument (see Appendix 1) consistedifeden questions
organized into five sectionfredicting theFuture, ChangingRole of thelibrary, Your

LA 6 NJOQMNtBreQYour Preferences andxperience, andYour Future inLibraries.

Additional questionsvere included tocollectdemographic informationincluding

position area, position level, length of time working in libraries, length of time in current

position, age, gendeand level of professional activity.

The first sectionPredicting theFuture, containedhree questionghat were taken from

the Taiga 1 Provocative Statementappendix 1, Questions3). These questions did
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not directly pertain to the study's hypo#ses, but, ratherwere designed as an "ice
breaker" toencourageespondentgo feel free to exprestheir opinionsin the
remainder of the surveySection 2, Changing Role of the Library, requested -@neled

narrative responses, whioclkere not used irthe analy®s described here

To test Hypothesis 1yo dimensionsof orgarizational culture dominant characteristics
and management stylavere selectedfrom the standardCompeting Values Framework
instrument, theOrganizational Culture Assessmémstrument® For each dimensign
respondents were asked to assess the degree to which a series of four statgioeats
for each culture typeClan, Adhocracy, Hierarchy, Marketatched their perception of
their current and preferred organizational cultuaed management stylAppendix 1,
Questions &11). Thesixteenresponsesfour eachfor currentand preferreddominant
characteristicand current andpreferred management styleyere used to measure

T dzl dzNB pdrcgptidh SfNd@eels ofClan, Adhoracy, Hierarchgnd Market
culture types in theicurrentand preferred organizationsRespondentdevel of
satisfactionwould bederived by calculating the difference between the current and

preferred responsefor eachculture type for bothof the dmensions

Responses tthe question abouthe impactof the organizational structures and
management styl®n respondentseffectivenesgAppendix 1Question 12would be
analyzed as thdependent variabléo test Hypothess 2. Theresponses to this question

would alsobe used as aindependert variable to test Hypothesis, 3vhichpredicted
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that respondents feel the most effective working in organizations that are more

externally focused and flexihle

Hypothesis $redicteda relaionship between thalegreeto whichsubjectsfeel

dissatisfied with theift A 6 NI NEB Q& LINE O&hdtkie $ikelindogtRat they WHzO ( dzNB &
continueworking in libraries.To test Hypothesi 4, subjects werasked to provide the

likelihood that they wilbe working in libraries in the next 5 yeafppendix 1Question

14).

Administering the Survey

The survey wadeveloped andadministered August throug®ctober, 2008. The initial
instrument was reviewed by survey expertdhie authors' owninstitutions, which
resulted in minor changesThis was followed bg pilot surveythat was sent to ten
members of the sample population. Based on input from this group, the survey was
modified. (Results from this initial pilot are not included in theadysis) To validate the
final instrument, the survey was sent to tedditionalmembers of the sample
population. Upon acceptance of this version of the instrument, an invitation to
complete the survey was sent to the remaining 220 members of the sa(sgd
Appendix 2. Respondents were offered the opportunity to win a $100 Amazon gift
certificate for participation in the surveyNo identifying information was stored with

responses.A reminder was sent one week after the initial invitation.
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Resuls

There were 177 responses to the survey. Twelve respondents did not progress past the
first page resulting in 165 valid responses72%response rate.Respondents’ high
level of engagemeris indicatedooth by the response rate aray the fact thato3%

answered one or more of the optional op@mded questions.

Sample Characteristics

The majority of the respondents (70%) were between 30 and 40 years of age. The next
largestgroup (17%) were respondents betweéh and 50 years of age. A sraall
numberof respondents were under 30 (9%) and even fewer were over 50 (A%).

majority of respondentsvere female (63%).

Respondents came from all areas of the library. The largest groups were from
technology/emerging services (30%), public services (22%)aasahs/subject
specialists (19%). Other groups were also represented including technical services
(13%), collections/scholarly communication (6%), administration (6%), and special

collections/archives/preservation/conservation (5%).

A large number ofespondents had some supervisory experience as a director or branch

head (2%), assistant or associate director (3%), department head (30%) or unit head
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(12%). An additional 11% described themselves as coordinators, 2% as IT Specialists.

The largest groupvas the group that described themselves as librarians (41%).

Respondents were fairly evenly distributed among groups in how long they worked in
libraries with 29% working 0 to 5 years; 37% working 6 to 10 years and 34% working
over 10 years in librariedowever, the majority of respondents had been in their
current positions for a short time. Ninetyne percent were in their positions 0 to 5

years, 7% were in their positions 6 to 10 years and only 2% were in their position more

than 10 years.

Respondets were asked to provide information regarding sevémndicatorsof
professional activity and involvememgpendixl, Question 15 Thesencluded

traditional measures of success (e.g., publications and promotions) as well as newer
measures (e.g., inweément in grantactivity and web presence). Respondents indicated

that they were involved in, on average, 5.7 of the 8 areas

Hypothesis 1Sdisfaction with Organizationalulture

Hypothesis Predicted that future leaders are not satisfied with curremgjanizational
culturesand that they prefei culturethat ismore externally focused and flexible
Large differencebetweenresponses for current and preferred cultures would indicate

dissatisfaction.
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Responses to the qgéons related to current angreferredorganizational culture

dominant characteristics and management style dimensisese analyzed usingaired

t-tests. The data show significant differences forfalllr culture typesfor dominant

characteristic§seeTable 1l)andsignificant differences fahree of the four culture

types(Clan,AdhocracyandHierarchy for management style (see Table Ajhese

results indicatean overalllack of satisfaction with the organizational cultuaed provide

support for Hypothesis.1

DOMINANTCHARACTERISTICS DIMENSION OF ORGANIZATIONAL CULTURE
Current Preferred Paired t-test Difference
Mean, Std. Dev. Mean, Std. Dev. in Means
HIERARCHY M=36.07, SD=2386 |M=1293 5D=832 t(164)=-12 46, p<=0.001 -23.14
ADHOCRACY |M=2097, SD=1520 |M=4383, SD=1516 | t(164)=14.33 p=<=0.0M1 22 86
CLAN M=2541, SD=18.09 | M=2255 SD=13.05 | 1(164)=-1.98, p<=0.050 -287
MARKET M=17.55, SD=13.08 | M=20.70,SD=11.97 | t(164)=-2.75, p=<=0.007 3.14
Table 1 Results of pairedtest analysis of current and preferreibminant
characteristicof organizational culture
MANAGEMENT STYLEDIMENSION OF ORGANIZATIONAL CULTURE
Current Preferred Paired t-test Difference
Mean, Std. Dev. Mean, Std. Dev. in Means
HIERARCHY M=3839, SD=2457 | M=11.237,SD=785 t(164)=-13.74, p<=0.001 -27.02
ADHOCRACY | M=1598, SD=11.39 |M=3486, SD=1225 |t(164)=1540p==0.001 18.88
CLAN M=30.66, SD=17.59 | M=37.29,SD=1357 |t(164)=4.47, p=<=0.001 6.63
MARKET M=1498, SD=14.02 | M=1648,SD=1092 | not significant 1.50
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Table 2 Results of pairedtest analysis of current and preferredanagement style

dimension of organizational culture.

Figures 2 and 3 maphte results of dominant characteristiaad management styl¢o

the MmpetingValuesframeworkquadrants.¢ KS W. Q LINPJARSa +y | EAaA
are mapped with each hatch mark representing approximately 5 pdbf#s) Two

points areplotted in each of the quadrants: oneepresentsthe mean value ofesponses
aboutcurrent organizational culture, the otheepresentshe mean value ofesponses
aboutpreferred organization culture. The points are connectéth\wnes to form a

diamondshape. A long point on the diamond indicates a high value, while a short side

indicates a low value. The figures provide a visual depiction of the data that can be

useful in interpreting the results.
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DOMINANT CHARACTERISTICS DIMENSION
OF ORGANIZATIONAL CULTURE

More Flexible

ADHOCRACY

External

CLAN
CURRENT —
PREFERRED ——
Internal
Focus <
HIERARCHY

MARKET

Focus

A A
Less Flexible

Figure 2 CVF representation of current and petd dominant characteristics

dimensionof organizationatulture.
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MANAGEMENT STYLE DIMENSION
OF ORGANIZATIONAL CULTURE

More Flexible

CLAN ADHOCRACY
. = = = e ae o ;
CURRENT — |\ .
PREFERRED ~ ==== \ &
\ !
7
7
Internal External
Focus < Focus
HIERARCHY MARKET

\ A
Less Flexible

Figure 3 CVF representation of current and prefermadnagement stylelimension of

organizational culture.

Hypothesis 1 further predicted that future leaders would prefer organizatiwith
greaterexternal focus and flexibilityThe resultsupport the hypothesis andre
congruentfor responses related to dominant characteristics and management, style
showinga strong preferencéor a shift fromHierarchyto Adhocracycultures The
largest differences were found in ttghift away fromHierarchy(internal focus, low

flexibility) with respondents preferring lessierarchyin bothdominant characterists
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(23 pointg and management style (27 points)The opposing quadrant, thedhocray
culture type, reflects a change similar in magnitahel, as predictedin the opposite
direction. Difference in responses for both dominant characteristics (23 points) and
management style (19 points) indicate a shift towards a more flexible, external
focused organizational culturelhis can be seen clearly in Figs2eand 3as the point
of the diamond shifts from the lower left to the upper righthe shift in management
stylesshowsan evenstronger shiftaway fromHierarchy(27 points)ut it is not
completelya shift to Adhocracy The shift away frorklierarchyis split between two
culture types with he largest portiormoving toAdhocracy(19 pointg anda smaller

portion moving toward<Clan(7) and Market (2) management styles.

Althoughall the differencesobservedare statistically significant, the question remains
as to whether the differences are operationally significaBtatistical significance
indicates there is a very low probability that the difference is thuehance andthat an
actual difference of the magnitude measured does exist. It does not indicatéhtiiat
difference is operationally significanfs a guide tassessingperational significance,
Cameron and Quinn suggest tr@apanizations be especially sensitiveditferences of
10 or more pointgi.e., 10%petweenthe currentand preferredorganizatioral
cultures[24] Using this guideline, it is safe to assume thatldrge differences

betweenthe currentHierarchyculturein favor of the preferredAdhocracyculture have
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operational significance. The magnitsa# the differences found for th€an and

Market culture typesare smallandso may not have operational significance.

Hypotheses 2 and Effectiveness and Organizational Culture

IndividualEffectiveness

To testHypothesis 2that future leadersteel that their own effectivenessslimited by
0 KS A NJ érdandizdfiombisBuit@les and processes, responses to the related
guestion Appendix 1Question12) were analyzedlhe resultsonfirmhypothesis 2,
showingthat more than85% of respondents said that their organizational structures
and processes limited their impact or effectivenegtber "somewhat" or "a lot'(they

felt somewhat or a lot "thwarted,in short) (see Figure 4)
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To what extent do you feel that your
library's organizational structures and
processes limit your effectiveness?

m not at all
m somewhat
malot

Figured. Level to which respondents felt they were thwarted by organizational

structures and processes

To testHypothesis 3, that future leaders felt more effeiin organizations that are
more flexible and externally focuse@dnalysi®f the relationship etweenthe

perception of individual effectiveness and organizational cultvaés conducted.

Subjects were grouped into one of three subsets based on their responses: not at all
thwarted, somewhat thwarted, or a lot thwarte.e.,thwarted was used a depwlent
variablé. Differences in the current culture types reported by subjects were analyzed
basedon how hindered they felt by their current organizational structures. That is, the

perceived level othe Hierarchyculture wascompared between groups slbjects
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responding that they feltheir effectiveness was limitebly organizational structuresot
at all, somewhat anda lot. This analysigasrepeated forAdhocracyClanand Market
culture types for the dominant characteristics of organization#iuca. All four
analysesClan, Adhocracyierarchy and Market cultures)were then conducted for

management style.

ANOVA was used to analydiéferences irresponses to the questi@related to the
dominant culture of the organizatiopased on membership in the thwarted grauphe
data show significant differencesnongall groupgnot at all thwarted somewhat
thwarted, and a lot thwarted for the Hierarchyand Adhocracyculture typesfor both
dominant characteristics and managemestyle. The results are summarizedTiables
3 and4; results of theposthoc testsdescribing differences between group paire

included in Appendi8.

CURRENT DOMINANT CHARACTERISTICS DIMENSION OF ORGANIZATIONAL CULTURE
by LEVEL OF IMPACT OF ORGANIZATIONAL STRUCTURES AND PROCESSES

not at all
Mean, Std. Dev.

alot
Mean, Std. Dev.

somewhat

Mean, Std. Dev. ANOVA

HIERARCHY | M=14.62 SD=10.59 M=34.84, SD=2220 | M=46.48, 5D=2438 |F(2)=16.41, p<=0.001
ADHOCRACY | M=38.10,50=13.08 M=22.68, SD=13.98 | M=11.46,5D=10.45 | F(2)=34.40, p<=0.001
CLAN M=31.18, SD=16.19 M=23.60, SD=14.38 | M=26.19, 5D=23.38 | Not significant
MARKET M=16.18, SD=9.34 M=18.88, SD=12.91 | M=15.87,5D=14.48 | Not significant

Table3. Differences inllominant characteristicdimension grouped by level to which

respondents éel hindered by organizational structures and processes.
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CURRENT MANAGEMENT STYLE DIMENSION OF ORGANIZATIONAL CULTURE
by LEVEL OF IMPACT OF ORGANIZATIONAL STRUCTURES AND PROCESSES

not at all
Mean, Std.Dev.

somewhat
Mean, Std.Dev.

alot
Mean, Std. Dev.

ANOVA

HIERARCHY M=16.90,5D=10.18 |M=34.39, SD=18.74 | M=53.41, SD=28.29 | F(2)=24.94, p==0.001
ADHOCRACY |M=3210,8D=10.06 |M=17.36, SD=10.53 |M=8.96,S0=8.09 Fi(2)=31.16, p<=0.001
CLAN M=39.29, 5D=16.68 |M=3217, SD=13.68 | M=24.80,  5D=21.68 | F(2)=6.23, p==0.002

MARKET M=15.71,5D=11.97 | M=16.09, SD=13.00 | M=12.83, 5D=16.23 | Not significant

Table 4. Differences management stylelimension grouped by the level to which

respondents feel hindered by organizational structures and processes.

Figures 5 and 6graphically depicthe resultsfor the two culture types for which the
findings werestatistically significantdierarchyand Adhocracy The data show that
gKSY NBalLRyRAy3a (2 GKS | dzSadohigayt NBE I+ NRAY 3
organizational culturend management styleubjectswho said that their individual
effectiveness wabnot at all thwarted by organizational structureslsosaid that their

library had low levels dflierarchyculture and high levels oAdhocracyculture.

Conversely, the group of subjects respondinat their individual effectiveness wéda

f20 GKgl NISRé o0& aldaEaidyhattheirdibra2yyhadthighldN@s©OfS a & S &
Hierarchyculture and low levels oAdhocracyculture. This suppoithe hypothesis that

future leadersieel more effective in organizations thare more externally focused and

more flexible and feel less effective in organizations that are internally focused and less

flexible.
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CURRENT Dominant Cultur

50
45
40
35
30
25
20
15
10

not at all

somewhat

Thwarted Group

a lot

m Hierarchy

Adhocracy

Figure5. Responses to the OCAI question relateddminant characteristicgrouped

by the level to which respondents feel hindereddrganizationaktructures and

processes.

CURRENT Management Sty

60
50
40
30
20
10

not at all

somewhat

Thwarted Group

a lot

m Hierarchy

Adhocracy
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Figure6. Responses to the OCAI question relatedn@nagement stylgrouped bythe

level to which respondents feel hindered bgganizationaktructures al processes.

Organizational Effectiveness

To provide additional perspective on the resultéferencesin responses to the OCAI
guestions regarding current and preferred organizational cultures between the "a lot
thwarted" and the "not at all thwarted" ipupswere aralyzed. Responsego the

current and preferred organizational questiofts thesegroupswere contrasted to the
overallcurrentand preferredresponses to see if different patterns of responses
emerge Figure7 maps the"a lot thwarted" group to the CVF quadrants along with the
responses for the entire groupr currentorganizational culture Figure 8 maps the

"not at all thwarted" group to the CVF quadrants along with the responses for the entire
group forpreferredorganizational culire. In both caseshie shapesre nearly identical,
demonstratingthat the preferred organization of the entire grougvery similar to the
responses of subjects who say that they are not hindered by organizational structures
and processes. (Althought@presented in figures, similar relationships exist for the

management style dimensionSee Table.$
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Figure?7. Currentdominant characteristicef organizational culture for the entire

sample with the'a lotthwarted" group.
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