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Edgar Schein Model Of Organization
Culture

Edgar Schein Model of Organization Culture is one of the most influential frameworks for understanding the complex
and layered nature of organizational culture. Developed by Edgar H. Schein, a renowned organizational psychologist and
scholar, this model provides a comprehensive approach to analyzing how culture influences organizational behavior,
decision-making, and overall effectiveness. Recognizing and understanding the Schein Model can help leaders, managers,
and employees foster a healthier, more adaptable, and aligned organizational environment.

Understanding the Foundations of Edgar Schein's Model of
Organization Culture
Edgar Schein's model emphasizes that culture is deeply embedded within an organization and manifests through shared
assumptions, values, and artifacts. His approach breaks down the concept of organizational culture into three distinct levels,
each representing a different depth of cultural elements.

The Three Levels of Organizational Culture
1. Artifacts and Creations (Surface Level) 2. Espoused Values and Beliefs (Intermediate Level) 3. Basic Underlying
Assumptions (Core Level) Let's explore each of these levels in detail to understand their significance.

Level 1: Artifacts and Creations
Artifacts are the visible and tangible elements of an organization’s culture. They are the most apparent aspects that
outsiders and new members can observe and interpret.

Characteristics of Artifacts
Physical structures, office layout, dress code1.
Language, jargon, and slogans2.
Formal policies, rituals, ceremonies3.
Behavior patterns and organizational routines4.

Importance of Artifacts
Artifacts serve as the first impression of an organization’s culture. However, because they are surface-level, they can be
difficult to interpret accurately without understanding deeper levels like values and assumptions.

Level 2: Espoused Values and Beliefs
This level includes the explicitly stated values, philosophies, and norms that an organization claims to uphold.

Characteristics of Espoused Values
Mission statements and core values1.
Official policies and codes of conduct2.



Publicly communicated organizational goals3.

Role of Espoused Values
While these values guide behavior and decision-making, they may not always align with actual practices. Discrepancies
between espoused and enacted values can lead to organizational tension and skepticism among employees.

Level 3: Basic Underlying Assumptions
At the deepest level, Schein identifies core assumptions — unconscious, taken-for-granted beliefs that are the foundation of
organizational culture.

Characteristics of Basic Underlying Assumptions
Deeply ingrained beliefs about human nature and the environment1.
Unquestioned truths that shape perceptions and behaviors2.
Often difficult to change because they are subconscious3.

Significance of Basic Underlying Assumptions
These assumptions influence how members interpret their environment and respond to challenges. They form the core of an
organization’s identity and resilience.

Applying the Schein Model in Organizational Analysis
Understanding these three levels enables leaders and change agents to diagnose cultural strengths and weaknesses
effectively.

Steps to Analyze an Organization’s Culture Using Schein’s Model
Observe artifacts and behaviors in the workplace.1.
Engage with members to understand their espoused values and beliefs.2.
Identify underlying assumptions through interviews, observations, and reflection.3.
Assess alignment between levels and address discrepancies.4.

Implications of Edgar Schein Model for Organizational
Development
The model provides practical insights into fostering cultural change, aligning culture with strategic goals, and managing
cultural differences.

Strategies for Cultural Change
Start with observable artifacts to signal new values.1.
Reinforce espoused values through policies, leadership behavior, and communication.2.
Address underlying assumptions by challenging and reshaping deeply held beliefs.3.
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Challenges in Implementing Cultural Change
- Resistance due to deep-rooted assumptions - Misalignment between espoused and actual values - Maintaining authenticity
during change efforts

Benefits of Using the Schein Model in Organizations
Adopting Schein’s framework can lead to several organizational advantages:

Enhanced understanding of organizational dynamics1.
Improved communication and alignment across teams2.
More effective change management initiatives3.
Better integration of new members and cultural onboarding4.
Informed leadership development and succession planning5.

Limitations of the Edgar Schein Model
While highly influential, the model has certain limitations:

Difficulty in accurately identifying underlying assumptions1.
Potential for subjective interpretation of artifacts and values2.
Overemphasis on stability, potentially overlooking cultural fluidity3.
Challenges in applying the model to rapidly changing or diverse organizations4.

Conclusion
The Edgar Schein model of organization culture offers a comprehensive lens through which to understand the
multifaceted nature of corporate culture. By dissecting culture into observable artifacts, espoused values, and deep-seated
assumptions, organizations can better diagnose cultural strengths and weaknesses, implement meaningful change, and
foster a resilient, aligned environment. Leaders who leverage this model can navigate cultural complexities more effectively,
ensuring that organizational values are truly reflected in everyday behaviors and underlying beliefs. Understanding and
applying Schein’s model is essential for anyone committed to cultivating a healthy, adaptive, and high-performing
organizational culture in today’s dynamic business landscape.

Edgar Schein Model of Organization Culture: Unveiling the Hidden Layers of Corporate Identity edgar schein model of
organization culture is a foundational framework in the field of organizational psychology and management. It offers
profound insights into how companies develop, sustain, and evolve their unique cultural identities. In an increasingly
complex business environment, understanding the nuances of organizational culture is vital for leaders aiming to foster a
productive, cohesive, and adaptable workplace. Schein’s model provides a systematic approach to decode these cultural
layers, enabling managers and stakeholders to assess, influence, and align organizational behaviors with strategic goals.
This article explores the depths of Edgar Schein’s model, breaking down its core components, significance, and practical
applications for today’s organizations. The Origins and Significance of Edgar Schein’s Model Edgar Schein, a pioneer in
organizational psychology, introduced his model of organizational culture in the 1980s. His work was motivated by a desire
to understand why organizations behave in particular ways and how culture influences their success, resilience, and
adaptability. Unlike superficial or surface-level assessments, Schein’s model delves into the core of organizational identity,
emphasizing that culture is a powerful, often invisible force that shapes decision-making, employee behavior, and overall
organizational effectiveness. The significance of Schein’s model lies in its ability to: - Diagnose Organizational Issues: By
understanding cultural layers, leaders can identify root causes of resistance to change, conflict, and inefficiencies. - Guide
Cultural Change: The model offers pathways to intentionally shape or transform organizational culture. - Align Culture with
Strategy: Ensuring that cultural elements support strategic initiatives enhances long-term success. The Three Levels of
Organizational Culture Schein’s model conceptualizes organizational culture as comprising three distinct but interconnected
levels: Artifacts and Symbols, Espoused Values, and Basic Underlying Assumptions. Each level offers a different perspective



on how organizational culture manifests and influences behavior. 1. Artifacts and Symbols: The Visible Layer Definition:
Artifacts are tangible, observable elements within an organization. These include physical structures, dress codes, office
layout, rituals, language, and other observable behaviors. Characteristics: - Easily perceived but often difficult to interpret. -
Serve as the outward expression of deeper cultural values. - Include logos, dress code, office design, awards, and
ceremonies. Examples: - Open-plan offices indicating a culture of transparency. - Regular team-building events emphasizing
collaboration. - Dress codes reflecting professionalism or creativity. Implications for Leaders: While artifacts are visible,
relying solely on surface appearances can be misleading. Leaders should interpret artifacts in conjunction with deeper layers
to understand underlying values. 2. Espoused Values: The Beliefs and Norms Definition: These are the explicitly stated
strategies, goals, philosophies, and norms that an organization claims to uphold. Characteristics: - Often documented in
mission statements, corporate values, or codes of conduct. - Reflect what management says they value or aspire to. - Can
differ from actual behaviors and practices. Examples: - A company claims to prioritize innovation but maintains rigid
procedures. - An organization states commitment to diversity but lacks inclusive practices. Implications for Leaders:
Espoused values serve as guiding principles. Leaders must ensure that these values are genuinely reflected in everyday
practices, not just words on paper. 3. Basic Underlying Assumptions: The Deepest Level Definition: The core beliefs,
perceptions, and unconscious assumptions that truly drive organizational behavior. These are taken-for-granted beliefs that
are so ingrained that members often aren’t aware of them. Characteristics: - The most fundamental layer of culture. -
Resistant to change. - Influence perceptions, thoughts, and feelings about organizational life. Examples: - Belief that
competition is necessary for success. - Assumption that customer satisfaction is paramount. - Perception that hierarchy is
essential for order. Implications for Leaders: Changing basic assumptions is challenging but crucial for meaningful cultural
transformation. Understanding these deep-seated beliefs helps leaders influence the organization at its core. Interplay
Between the Layers: A Dynamic Ecosystem Schein emphasizes that these three levels are interconnected, with artifacts and
espoused values often reflecting underlying assumptions. However, discrepancies can exist: - Surface-level artifacts may not
align with espoused values. - Espoused values may not reflect basic assumptions. - Deep assumptions typically remain
unchanged unless deliberately addressed. Understanding this interplay is vital for effective cultural management. For
instance, a company may promote innovation publicly but maintain hierarchical decision-making deeply rooted in
assumptions about control and authority. Practical Applications of Schein’s Model in Organizations Diagnosing Cultural
Strength and Fit Leaders can utilize the model to assess how well the existing culture aligns with strategic objectives. For
example: - Conducting interviews to uncover underlying assumptions. - Observing artifacts and behaviors in daily
operations. - Comparing espoused values with actual practices. Facilitating Cultural Change Transforming organizational
culture involves addressing all three levels: - Revising artifacts to signal new values. - Reframing espoused values to reflect
desired behaviors. - Challenging and shifting basic assumptions through dialogue, training, and leadership example. Mergers
and Acquisitions The model aids in understanding cultural compatibility or differences, guiding integration strategies that
respect underlying assumptions and values. Leadership Development Leaders can be trained to recognize cultural layers,
enabling them to foster environments that support innovation, collaboration, or other strategic priorities. Challenges and
Criticisms of Schein’s Model While influential, Schein’s model is not without limitations: - Subjectivity in Interpretation:
Assessing underlying assumptions requires nuanced understanding, which can be subjective. - Complexity of Change: Deep
assumptions are resistant to change, making cultural transformation difficult. - Overemphasis on Culture: Some critics argue
that organizational performance depends on multiple factors beyond culture. Despite these challenges, the model remains a
cornerstone for understanding organizational dynamics. Conclusion: Harnessing the Power of Organizational Culture The
edgar schein model of organization culture provides a comprehensive framework to understand and influence the intangible
yet powerful forces shaping organizational life. By exploring artifacts, espoused values, and basic underlying assumptions,
leaders and managers can gain profound insights into their organization’s true identity. Whether diagnosing issues, guiding
change, or aligning culture with strategy, Schein’s layered approach offers practical pathways to cultivate resilient,
adaptable, and thriving organizations. In today’s fast-paced, competitive landscape, organizations that understand and
intentionally shape their culture are better positioned to innovate, engage employees, and achieve sustainable success.
Edgar Schein’s model remains a vital tool in the ongoing journey of organizational learning and transformation.

Questions & Answers About edgar schein model of
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organization culture

No Question Answer

1 What are the key components of Edgar
Schein's model of organizational culture?

Edgar Schein's model identifies three levels of organizational culture:
artifacts (visible structures and processes), espoused beliefs and values
(stated strategies and philosophies), and underlying assumptions
(unconscious, taken-for-granted beliefs that influence behavior).

2 How does Schein's model help in
understanding organizational change?

Schein's model helps organizations understand the deep-rooted
assumptions and values that drive behavior, making it easier to identify
barriers to change and develop strategies that address both visible
artifacts and underlying beliefs for effective transformation.

3 What is the significance of underlying
assumptions in Schein's organizational
culture model?

Underlying assumptions are the core beliefs that are taken for granted
and influence all other aspects of culture; recognizing these helps
leaders understand the true drivers of organizational behavior and can
be critical for cultural alignment and change.

4 In what ways can an organization assess
its culture using Schein's model?

Organizations can assess their culture by examining artifacts
(observations), conducting interviews or surveys to uncover espoused
values, and exploring employee perceptions to identify underlying
assumptions, thus gaining a comprehensive understanding of their
cultural layers.

5 How does Schein's model differentiate
between observable and unobservable
aspects of culture?

The model differentiates observable aspects as artifacts (such as dress
code, office layout, and rituals) and unobservable aspects as espoused
beliefs and underlying assumptions, which are subconscious and
influence observable behaviors but are not directly visible.

organizational culture, organizational development, cultural dimensions, leadership, organizational climate, change
management, corporate values, cultural assessment, organizational behavior, cultural frameworks
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