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Abstract

In recent years, we can meet more and more often in various professional publi-
cations, magazines, conferences, but also in various reports in the media the term

organizational culture. The fact is that gradually more and more organizations are

dealing with issues of organizational culture because they have understood that

organizational culture plays an important role in the life of organizations. And not

only in formulating organizational strategy, setting goals, or making decisions,
but also in fulfilling their mission, creating their image and overall functioning

in today's dynamic times affected by deepening globalization. That is also why
the author, in his research, deals with organizational culture, specifically, in the

presented article he examines police culture. The author characterizes police cul-
ture as a specific type of organizational culture that fulfils important functions

and missions in terms of police functioning. By analogy with other types of or-
ganizations, the author defines police culture as a set of socially typical views,
attitudes, norms, and values that determine models of police behaviour, relations

to society and the police organization. He points out that despite the generally

similar characteristics with other cultures of the organization, there are certain

specifics that distinguish the police culture from other organizations. It gives it

uniqueness. It should be a priority for every organization to have a good organi-
zational culture aimed at maximum efficiency and success. For this reason, it is

important to know its current state by research and to evaluate its positive and

negative aspects. The article deals with the theoretical basis of understanding

key concepts such as organization, culture, subculture, and organizational cul-
ture. At the same time, it presents the theoretical basis for the study of this phe-
nomenon in the environment of the Police Force.
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Introduction

The problem — how to manage people successfully and effectively so that they
achieve the best possible work results and participate in achieving common
goals — is almost as old as mankind itself. In a certain sense it could be said
that rulers, dukes, commanders, or builders had essentially the same problems

in building castles, chateaux, temples, roads, or building armies and organiz-
ing troops as today’s managers. Their main tasks include, as in the past, setting
goals, formulating strategies, tactics, planning, organizing, coordinating, guid-
ing, commanding, leading people, controlling, decision-making, ensuring the

best possible working conditions, recruiting quality and qualified employees,
their motivation, the correct setting of the system of rewards and sanctions and

many other obligations. These attributes are considered as key to the success-
ful and efficient functioning of organizations and have therefore become the

subject of research and solution proposals by many practitioners and theorists

of various scientific disciplines and practice. Their research, studies, methods,
and procedures reflect efforts to find answers how to ensure that organizations

are viable and efficient. Several pieces of the researches confirmed that one of
the key factors is in the success and effectiveness of an organization, regardless

of the type of organization, the organizational culture. Most definitions associ-
ate organizational culture with the existence of common organizational values,
attitudes, and norms of behaviour that are not written down anywhere but are

followed by people in the organization. For managers, organizational culture is

often something that obviously exists, but it cannot be controlled or explained.
However, experience shows that organizational culture, often described as an

elusive and difficult to define multidimensional phenomenon, can be named by

the elements that make up organizational culture — even defined in measurable

dimensions — and manage its development. However, in order to actively influ-
ence the formation of organizational culture, it is necessary to know its current

state and evaluate its positive and negative aspects. Organizational culture can

be researched in any organization and targeted and developed based on research

findings. For this reason, the primary goal of the author of the article, using rel-
evant methods of interdisciplinary research, is to outline the theoretical basis for

key concepts such as organization, police organization, organizational culture

of the police organization and to determine the theoretical and methodological

basis for researching this phenomenon in the police organization.
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Definition of basic terms

The origin of the word organization can be found in the Greek word organon,
which originally expressed a tool, especially a tool of research or thinking. For
example, in the work of F. Bacon (1620) Novum Organum (new instrument of
science), the organon is understood as a tool for cognition, a tool for the reali-
zation of the goal, the path to the goal. Similarly, it can be said that the organi-
zation is also not a goal, but a tool to achieve the set goal effectively.

The term organization has several meanings, it can be interpreted in a mate-
rial sense as an institution, unit, or object (as one of the examples of socio-eco-
nomic system), which has interactions with the environment and is internally
structured. It can also be interpreted in the form of the internal organization of
a particular institution or unit, or as an ongoing activity. This article emphasiz-
es the institutional significance of this term, because management as a process
takes place in institutions called organizations. Human society at the beginning
of the third millennium is a society of organizations, because during the last
century all developed countries have become not only organized societies, but
also societies of organizations. The functioning (running) of companies is thus
ensured through institutions in the form of various organizations. Based on the
above, it is possible to imagine an ‘organized formal group of people who have
common goals and motivation’ (Belan et al., 2018, 22.) under the term orga-
nization. An organization can also be defined as a ‘structured group of people
created to achieve specific objectives’ (Majtan, 2016, 22.) or as a ‘society of
people involved (associated) in a systematically targeted effort, such as pro-
ducing goods, providing services, promoting certain views, or things, realiza-
tion of hobby, sports, cultural activities, etc.” (Mika, 2013, 9.). To date, many
theories have emerged in connection with research and interpretation of what
an organization is. Among the first ones were the so-called classical theories
that originated in the early 20th century. They tried to reveal the principles that
ensured the success of the organization. Other theories, referred to as the soci-
ological-human approach, defined organizations as mechanical, rational, and
impersonal entities embodying strict command and hierarchical distribution,
specialization of work, rules, and procedures (human relations theory), or as an
open system (systems theory), or as social communities that are significantly
influenced by the human factor (randomness theory). Current theories perceive
the organization as a pluralistic system that can take several forms at the same
time. One of the interesting angles of view is the cultural view, respectively cul-
tural metaphor. This theory states that an organization and its mechanical prop-
erties, such as structure, rules, internal policies, and systems, are the product of
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culture or cultural artifacts. The power of cultural metaphor was introduced by

G. Morgan in his works in 1986 and 1996 (Brooks, 2003, 122.) and thus drew

attention to the human side of the organization. Organizational theories are con-

stantly enriched with new knowledge, which shifts the understanding of the or-
ganization into a more modern context. Although approaches and definitions
change, arise and disappear over time, the essence remains:

* The organization is an open system, meaning that it is in constant inter-
action with the environment, receiving people, raw materials, energy, in-
formation and transforming them into products and services that forwards
them to the environment.

* An organization is a system with many goals and functions, including many
interactions between the organization and the environment.

» The organization contains many subsystems that are in dynamic interaction
with each other. They are interdependent, changes in one subsystem affect
the behaviour of other subsystems.

» The organization exists in a dynamic environment that includes systems other
than the organization. They impose different requirements and limit it in
different ways. The overall operation of an organization cannot be properly
understood without considering these external requirements and limitations.

The phenomenon of organization is the subject of interest of various scientific

disciplines and is therefore an interdisciplinary concept. It can be viewed from

different angles, which can be as follows:

* The economic view presents the organization as a production system (in-
puts, outputs, efficiency).

» Sociological view perceives the organization as a social system (social
structures and interactions).

» Psychological view defines a person in the organization (thinking, emotions,
psyche, and behaviour of people).

* Cultural - anthropological view characterizes the organization as a cultural
system (artifacts, values, ideas, institutions).

* The biological (evolutionist) view presents the organization as an organism
(survival and adaptation to the environment).

* The mechanical view views the organization as a machine (optimal operation).

* The information view perceives organizations as a comprehensive social
and technical information system.

Thus, organization is a certain system, whether productive, social, psycholog-
ical, or cultural, which is created with a specific purpose. The selection of a
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suitable type of organization, the definition of the structure, the determination
of the place, scope and relations with other organizations are also subordinat-
ed to this. In this sense each organization can be considered in the institution-
al sense as a special purpose unit, which is oriented to achieve some goals, is
organized and hierarchical according to certain pre-thought models, with the
structure and differentiation of roles in which people carry out joint activities
to achieve these objectives (Vana, 2007, 9.).

Regarding the second key term in this article, the origin of the word culture
can be found in the Latin words colo and colere, which originally referred to
soil cultivation, and the word cultura, which means to cultivate. Later, in a figu-
rative sense, the term began to be used to cultivate people. In this context, Mar-
cus Tullius Cicero, a very famous Roman statesman, orator, and philosopher,
was one of the first to use it to denote an individual’s education (spirit culture).
Culture plays an irreplaceable place in the existence of humanity and its atten-
tion is paid to several scientific disciplines, especially in the field of sociolo-
gy, psychology, and anthropology. Culture is usually defined as a set of cus-
toms, relationships, institutions, arts, and other traits that characterize a society
or a social group (URL1). UNESCO defines culture as ‘a complex of specific
spiritual, material, intellectual and emotional features of a society or a social
group, which includes, together with art and literature, a common way of life,
lifestyle, value system, traditions and faith’ (URL2). Under the term culture,
we can also imagine the accumulation of intellectual property, which allows
the individual to cultivate. At the same time, according to its internal and more
modern content, culture can be perceived as a set of traditions, behaviours, and
lifestyles (Horvath, 2009, 21.). Culture is part of the social relations of society.
It is the sum of everything created by human hands and brains. Tylor describes
itas ‘a complex whole that includes knowledge, faith, art, law, morality, customs,
and all the other abilities and customs that man has acquired as a member of
society.” (Tylor, 2016, 85.). Striezenec (2006, 28.) defines culture as ‘the sum
of the results of human education, material and spiritual values, social values
and processes, social relations formed during the existence of human society.’
According to Farkas (2005, 6), culture includes the general process of intellec-
tual, spiritual and aesthetic development of people, or it can be perceived as a
specific way of life of a group of people. Culture can also be defined as the sum
of meanings and values discovered or evoked by a certain community and com-
municated in that community (and with other communities). In this sense, culture
is also formed by activities and institutions that led to the creation of meanings
and values and by communication itself as a basic precondition for the origin
and existence of culture. This aspect of culture can be further concretized as a
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functional structure of institutions enabling the creation, reproduction, diffusion
/ distribution, and reception / consumption of meanings and values. Other spec-
ifications will present culture as a system of codified / non-codified standards,
a system of institutions / organizations, a set of tools (material and spiritual) to
influence / manage certain activities (Gazova, 2009, 52.).

One of the characteristic features of culture is that culture is socially condi-
tioned, it is a manifestation of human existence, it is not innate, it is above-in-
dividual, it means that it is usually a continuous group product, that retains
a certain continuity of time, maintains traditions but is also adaptive, able to
adapt and change. As a result of human activity, culture is differentiated, it is
a complex of several subcultures. Among the various social subcultures, it is
possible to find many typically professional cultures (for example, subcultures
of doctors, pilots, teachers, but also police officers or professional soldiers) as
well as numerous subcultures of interest (for example, sports, music, art, etc.)
(Murdza, 2009, 38.). To supplement the information in question, it should be
noted that subculture is a term that refers to any partial cultures that are part of
a larger culture with they have some features in common but others different.
Subculture can also be defined as ‘a set of cultural elements typical of culturally
less distinct social groups or communities, distinct from the dominant (official,
main) culture’ (Smolik, 2010, 18.). In some perspective, it can be said that it is
a culture within a culture. Culture exists in every type of society, in its systems
and subsystems, social organizations, institutions and social and professional
groups. Especially in connection with the promotion of trends in modern man-
agement of social organizations, the organizational culture is increasingly em-
phasized, which reflects the basic philosophy, ideas, opinions, traditions and
especially the values dominating in the organizational environment. Following
this, organizational culture is defined as ‘a comprehensive set of values, norms,
patterns of action and behaviour, and institutions that determine the manner and
forms of behaviour of an organization's employees, their relationships within
the organization, and relationships outside’ (Novy & Surynek, 2006, 122.).
Organizational culture also represents ‘a system of values, rules, norms, and
habits interpreted, accepted, or rejected by members of an organization that
manifests itself in people’s behaviours and reactions and characterizes them
over the long term.’(Horvath, 2009, 21.). According to Schein, ‘organizational
culture has a pattern of basic and decisive ideas that a group has found or cre-
ated, discovered and developed, learned to deal with the problems of external
adaptation and internal integration, and which have proven to be perceived
as universal. The new members of the organization should, as far as possible,
manage them, identify with them and act on them’ (Pajpachové & Bari¢icova,
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2016, 40.). Similarly, Kachanakova characterizes the term organizational culture
as ‘a system of assumptions, ideas, values, and norms that have been adopted
and developed in the organization and have a great influence on the actions,
thinking and behaviour of employees. Outwardly, it manifests itself as a form
of social contact of employees, in social customs, clothing, material equipment,
etc. Basic behaviours are becoming a model for new employees’ (Kachana-
kova, 2010, 76.). The presented characteristics lead us to believe that organiza-
tional culture in general and the organizational culture of the police organiza-
tion, which is the subject of our research, is a phenomenon that has become the
subject of interest and research of several authors from the Slovak, Hungarian
and wider international scientific community, such as Baric¢icova (2011, 2016),
Vana (2007), Murdza (2009), Finszter (2009); Horvath (2009); Pirger (2017);
Farkas, Kovacs and Krauzer (2018); Farkas, Sallai and Krauzer (2020); resp.
Bayley (1977, 1990, 1996), Skolnick (2008, 2010, 2011), Loftus (2012), Cock-
croft (2013), Bradford (2013, 2014), Paoline (2014), Coady (2000), and other
authors. Organizational culture consists of several aspects intervening in dif-
ferent scientific disciplines, that provides opportunities to distinguish between
different categories of people. However, this is possible only if there is a rational
and empirical knowledge of organizational culture, which will contribute to its
improvement (Pajpachova & Baricicova, 2016, 41.). A separate chapter deals
with organizational culture further.

Police organization in the context of organizational theories

If we start from the premise that organizations are created with a certain pur-
pose and have a certain mission, then human society has created and is creat-
ing special organizations in order to ensure security, internal order, compliance
with the law and the protection of society from crime. One of them is the police.
The police, together with human society, have travelled a difficult and compli-
cated path, and its historical roots go back to the 17th - 18th centuries. Some
historians look for its origin even deeper in human history. However, from his-
torical research, it is clear that modern police organizations, as we know them
today, began to emerge 200-300 years ago (Slusny, 2002, 5.). Since then, the
police have undergone an interesting and complex development, either as a kind
of human activity or as a term denoting the bodies for protection of law, life,
property, and other values. In the Slovak environment, from a historical point
of view, it was mainly the transition from an authoritarian form to a democrat-
ically oriented service to citizens, operating within the rules of the law, subject
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to the law and the control mechanism. In the Hungarian environment, it is sim-
ilar. As stated by Ferenc Krémer (2003, 116.), in order to understand the de-
velopment of changes faced by the Hungarian police in the 21st century, it is
necessary to focus in particular on the process of transition from communism
to more democratic structures that occur throughout society. From the point
of view of organizational theories, the police organization, which is in Slova-
kia the Police Force of the Slovak Republic, does not deviate from the general
definitions. Although it has its own specifics, which distinguish it from other
organizations, we can understand it as an open system, because it is in constant
interaction with the environment in the form of receiving people, material, in-
formation, which transforms into services to society and its citizens in the form
of protection of law, life, assets and other values. We can speak of it as a system
with many goals and functions, containing many interactions between the or-
ganization and the environment. In this regard, the police force performs func-
tions that bring clear benefits to:

» society in the form of the protection of life, health and property, the detection
and prevention of crime, the maintenance of public order, the fight against
terrorism and organized crime, the protection of state borders and objects
of special importance, but also the supervision of road safety and traffic,

* police organization in the form of development, increasing work efficiency,
building a good reputation,

» police officers in the form of social acceptance, self-realization, tangible
and intangible valuation, and others.

Like any organization, the Police Force contains many subsystems that inter-
act with each other. These are, for example, the technical, technological, social,
cultural, personnel, or economic subsystems. At the same time, the police force
exists in a dynamic environment and responds to the requirements of other sys-
tems, such as the family, the state and its bodies, economic institutions, politi-
cal-administrative, political-legal institutions, and others. In addition, the police
service, as a specific profession, requires the daily contact of police officers
with citizens at interpersonal, perceptual, communicative, and interactive level.
Such contact brings with it a higher probability of occurrence of problematic,
conflict and risky situations and events, because the purpose, and at the same
time the mission of the police, is to supervise, control, direct and also restrict
and coerce (Baricicova, 2011, 5.).

The differences that distinguish a police organization from others lie primarily
in its mission, legal definition, and management. The police force is an orga-
nized and hierarchical unit, which has an important position in the state due to
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its mission. Its role in the area of helping citizens, organizing social life, pro-
tecting the state and its political, social and economic interests is precisely de-
fined by law (URL3). The existence and functioning of the Police Force are

also legally defined. ‘In its activities, the Police Force is governed by the Con-
stitution, constitutional laws, laws and other generally binding legal regula-
tions and international treaties by which the Slovak Republic is bound’ (URL3).
Unlike other civil organizations that can do anything under the law that is not

forbidden by law, the Police Force can only do what the law allows. The man-
agement of the Police Force, which is directly subordinate to the Minister of
the Interior of the Slovak Republic, is also specific; it is managed by the Pres-
ident of the Police Force, who is responsible to the Minister of the Interior for
the performance of his function. As mentioned above, the organization can be

viewed from a different perspective. In this article, an organization is seen as

a system that combines many elements. These include values, symbols, myths,
ceremonies, rituals, technologies and other material resources, statements, or-
ganizational goals, and norms. The organization also includes decision-making,
evaluation, remuneration and control systems, various communication patterns,
managerial and leadership styles, human resources, organizational policies, and

expectations. The development of the organization is focused on learning, inno-
vation, adaptation to constant changes of various kinds. And all these elements

are combined into one coherent system by organizational culture.

Basic principles of the research of organizational culture

The foundations of the current understanding of organizational culture were laid
in the 1970s and became popular especially in the 1980s. The general discourse
on organizational culture was influenced by the works of Ouchi (1981), Deal
and Kennedy (1982), Pascal and Athos (1981), Peters and Waterman (1982)
and Hofstede (1991). The work of Schein entitled Organizational Culture and
Leadership in 1985 marked a fundamental shift in the study of the phenome-
non of organizational culture. To define the concept of organizational culture
in the literature, we find a relative difference of opinion on this issue. It can
be said that there is no uniform, unified, and generally accepted definition of
organizational culture. However, in terms of the temporal development of the
definition of this concept, it is possible to capture certain common features of
the understanding of organizational culture and thus indicate the same devel-
opmental tendencies. In the 1980s, organizational culture was understood al-
most exclusively as an intra-organizational concept that reflected its internal
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environment, employee behaviour and expression, as well as the organization’s

responses to certain internal circumstances (Sulkowski, 2009, 12.). In the 90’s,
organizational culture began to gain in importance and gradually became one

of the strategic tools of organizational management. It is understood as a com-
plex of certain common rules, norms, and values, which are manifested inside

and outside the organization. The works of the authors published in this period

develop the original understanding of organizational culture and enrich the view
of organizational culture with its importance for the strategy and management

of the organization. The current perception of organizational culture is shifted

even further. The latest concepts perceive organizational culture both as a set

of elements of which it is formed, as well as a certain system that has a signifi-
cant impact on the overall functioning of the organization. Thus, organizational

culture is currently identified not only as a managerial-economic tool used to

improve, enrich, or enhance the organization. It is perceived, also as a result of
cooperation and communication, common learning and the past of the members

of the organization, while it includes various elements, structurally arranged

on individual levels. The foundations of organizational culture understood in

this way can be found in the work of E. H. Schein (1985, 1992), who divided

the structure of organizational culture into three interacting levels, the essence

of which resulted from the connection of social and cultural anthropology, so-
cial psychology and sociology of organizations. By this, however, the view of
organizational culture is far from exhausted. Since the constant diversification

of studies is one of the reasons why the concept of organizational culture is not
uniformly defined within organizational theory, some authors have set out to

divide approaches and views on this concept. In 1983, L. Smircich identified

two main approaches to defining organizational culture in her article, namely
the interpretive and the objectivist approach (Smircich, 1983). The interpre-
tive approach, which has its roots primarily in cultural anthropology, looks at
organizational culture as something that the organization is. All features of the

organization are considered elements of culture. The key meaning here is not
objective reality but interpreted meaning (LukaSova & Novy, 2004, 20.).! The

interpretive approach enriches the traditional understanding of organization as

amachine and organization as a biological system with a new metaphor, name-
ly the understanding of organization as culture.

1 The term meaning can be understood in three different ways, interconnected:
- meaning as importance (if something has meaning, it is important),
- meaning as purpose (if something has meaning, it has reason to exist),
- meaning as content (if something is significant, it can be understood and interpreted).
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Within the objectivist approach, organizational culture is considered as part
of the organization, i.e. something that the organization has. It is considered as
an objective entity, a certain subsystem that affects the performance and func-
tionality of the organization. It can be purposefully shaped and changed.

An alternative to these approaches is offered by M. Schultz, who distinguish-
es three approaches — rationalist, functionalist and symbolic. The rationalist
approach considers organizational culture to be a tool for effectively achieving
goals. This view is derived from the metaphor of the machine because it un-
derstands culture as a tool. In this sense, representatives of this approach are T.
J. Peters and R. H. Waterman (1982) and T. E. Deal and A. A. Kenedy (1982).
Functionalism, on the other hand, perceives organization as a social system.
He views culture in terms of the functions it has in the organization. The func-
tionalist approach is based primarily on the work of E. H. Shein (1985, 1992)
and his understanding of culture as a result of collective learning in the process
of problem solving in order to survive the organization. Symbolism perceives
organizations as human systems. The basic question that symbolists ask them-
selves is how important an organization is to members. The approach that has
prevailed on the basis of the study of published literature in the recent period is
the objectivist approach. In this context, the organizational culture of a police
organization is understood as a subsystem of the organization and one of the
organizational variables which, in addition to other variables such as structure
and systems, affects the functioning and performance of the police organization.

Definition of organizational culture of a police organization

Organizational culture is generally a difficult concept to define because we can-
not observe it. It is difficult to grasp even in the case of a police organization,
because we rather see its manifestations, such as a service uniform with the na-
tional emblem and the name Police, equipment and armament of police officers,
marking police motor vehicles, slogan ‘Help and protect’, hand greetings, so-
called saluting, briefing before the performance of the service and others. This
difficulty stems primarily from the general concept of culture, which comes from
anthropology. Police officers do not have to be aware of any organizational cul-
ture, because they are influenced and soaked by it in their behaviour and actions.
Some of the key elements of organizational culture are values. Value is what
plays a vital role in our lives, thinking, living, and making decisions, what we
consider important and what we attach importance to in decision-making. While
individual values express an individual’s personal preferences, organizational
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values are an expression of what is emphasized in the organization as a whole.
According to most authors, for example Fuller (2015) or Brown (1998), values
represent the core of organizational culture and an important indicator of the
content of culture. The key organizational values of a police organizations are
mostly expressed in the internal regulations of police organizations and codes
of ethics, in which, in addition to the rules of conduct of police officers inside
and outside the police, service behaviour and courtesy are also declared values,
missions and goals of the police. If the culture of the organization is in line with
the values, missions, and internal standards of police officers, it increases the
emotional well-being and job satisfaction of police officers. It promotes a sense
of coherence and belonging, strengthens self-confidence and supports the iden-
tification of the police officer with the organization. At the same time, the orga-
nizational culture coordinates action on common values and standards through
agreement in the perception of generally accepted standards. The greater is the
agreement between declared and real values, the more the organizational culture
helps to ensure the desired behaviour, action, and discipline of police officers.
The understanding of organizational culture in this article is based on Schein’s
concept? of organizational culture. It is based on an objectivist approach. In
this context, the organizational culture of a police organization, in this case the
organizational culture of the Police Force, is understood as a picture of every-
day organizational life in the police, where organizational culture functions as
a tool for managing, effective regulation and control of workplace relations, as
well as a means of improving the working environment. At the same time, it can
be defined as the core that police officers must acquire during socialization to
the police. Otherwise, they become unsocialized individuals whose practices
and their results, as foreign cultural elements, can disrupt organizational cul-
ture. The given core represents the paradigm of organizational culture, which
expresses in a simplified form the basic organizational beliefs representing the
essence of organizational everyday life and the focus of organizational sociali-
zation and organizational learning. Simultaneously, it is an important indicator
of the content of culture and a tool for shaping organizational culture. Organi-
zational beliefs, which form the paradigm of organizational culture, influence
the daily lives of police officers, and characterize the barriers of behaviour. The
paradigm expresses the essence of organizational culture, expresses its character
in the most concentrated form, and therefore the results of research have great

2 Schein’s model, which specifies three levels in the structure of organizational culture: artifacts, revealed
values, and beliefs, is significant for its focus on beliefs that, as central, implicit elements, condition
what happens in an organization.
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informative value. In close connection with the definition of the organizational
culture of a police organization, in order to supplement the above information,
it is necessary to mention at least briefly the relationship between the organi-
zational culture and the organizational climate. In this case, it is true that in the
professional literature there is no agreement in the definition of the relationship
between organizational culture and organizational climate. Some authors con-
sider the organizational climate to be synonymous with the term organizational
culture. According to other authors, this is not the case and the organizational
climate is part of the organizational culture. Organizational climate is defined
as arelatively less stable layer that is perceived by members of the organization
and influences their behaviour. It is an internal atmosphere in the organization,
which relates to the perception of the work environment, or the perception of
the situation in the workplace, and is relatively easily influenced by immedi-
ate measures. In contrast, organizational culture is characterized by a relative-
ly large and usually long-term resistance to external influences (Lanzer, 2018).

Application of the model of organizational culture of the
organization to the environment of the police organization

The structure of the organizational culture of a police organization is understood
as certain levels of it, which are formed by interconnected and influencing el-
ements. The most well-known and most used model of the structure of orga-
nizational culture is currently Schein’s model,* which recognizes three levels
of culture depending on the degree of their external expression and visibility.
These are the level of explicit elements of organizational culture — artifacts and
revealed values, the level of implicit elements of organizational culture — or-
ganizational beliefs and hidden values, and the level of partly explicit and part-
ly implicit — symbols, norms, and goals.

The implicit level contains organizational beliefs and hidden organizational
values. These are the basic ideas of police officers, which include, for example,
relationships with the outside world, ideas about the nature and character of
man, his wishes, unfulfilled goals. These are reflections on the causes of peo-
ple’s actions, on stimuli for various actions and on the nature of interpersonal
relationships. This level of organizational culture remains in an unconscious,
spontaneous form. It is, in fact, a vast conglomeration of views, adopted from

3 Models of the structure of organizational culture have also been formulated by other authors, for example
J. P. Kotter a J. L. Heskett (1991), G. Hofstede (1991), W. Hall (1995), C. Lundberg (1985) etc.
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an early age and shaped by the family, the school and the immediate environ-
ment. It can include various philosophical or ethical contexts, such as what is the
source and bearer of truth, justice, morality, or social feeling. The second level
of organizational culture consists of the emerging social norms and standards
of conduct and organizational symbols. These are the product of organizational
ideology, established principles, rules and lines of action. They are conscious
and to some extent influenced by police management. They may be more or
only partially visible to the outside observer.

According to Schein, the third level of organizational culture is a system of ar-
tifacts and revealed organizational values. This system consists of, for example,
verbal and nonverbal components of speech, social intercourse, ceremonies, rit-
uals, clothing, and logo. These artifacts are conscious, purposefully influenced.
They are visible, but sometimes it is necessary to explain their meaning to an
outside observer. Schein’s model of organizational culture is also a guide on
how to study organizational culture. The implicit level has the nature of prede-
termined starting points for the thinking and actions of the members of the or-
ganization. It contains hidden organizational values and beliefs, elements that
are not visible to the outside observer. They can only be identified through cer-
tain methods of empirical research. The task of research at this level is not only
to identify the same organizational beliefs and organizational values, but also
to analyse the practical consequences of their application. In other words, the
diagnosis of this level will show us how hidden the organizational beliefs and
values are in line with the declared values of the organization and thus deter-
mine their real contribution to the formation of organizational culture. At the
same time, the degree of identification of police officers with values that are
key to the police organization should be revealed. Qualitative methods of par-
ticipatory observation and unstructured or partially structured interview are of-
fered for the research grasp of this level. Qualitative research through a ques-
tionnaire can be complementary. The partly explicit and partly implicit level
contains organizational symbols, norms, and goals, it means elements that are
partly visible to the outside observer and partly invisible. Organizational sym-
bols are artifacts processed by organizational culture. It is a process in which
a new meaning is assigned to a new artifact, which is understandable only to
members of the organization and which differs from the original literal meaning
of the artifact, which has been culturally processed (Lasakova, 2008, 14.). The
symbols are also not visible to the outside observer. Organizational norms, i.e.
rules and principles defining acceptable and unacceptable ways of behaving in
a police organization, have the same position in the model. These are explicit
and implicit elements of organizational culture. Rules and principles defining
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the rules of conduct of police officers are contained e.g. in the Constitution of
the Slovak Republic, constitutional laws, laws and other generally binding le-
gal regulations and internal acts and regulations of the Ministry of the Interior
of the Slovak Republic and in international treaties by which the Slovak Re-
public is bound.* Organizational goals define the goals that the police organi-
zation wants to achieve. They are determined officially as explicit elements of
organizational culture and unofficially as implicit elements of organizational
culture. In addition to official, formally set objectives, such as the reduction of
road accidents, there are also objectives that cannot be detected as an external
observer. An example is the setting of maximum limits for the collection of fines
for non-compliance with road traffic regulations. In the case of second-level re-
search, various questions can be asked about norms and standards of conduct.
Such questions include, for example, who is the initiator of these standards, who
monitors compliance, in what contexts and situations it is possible to encoun-
ter the application of standards, under what circumstances it is permissible not
to comply, what is the connection of standards to other rules of communica-
tion and interaction and others. A combination of qualitative and quantitative
research methods appears to be useful for examining this area. From a quan-
titative point of view we can compile, for example, a questionnaire that com-
prehensively captures various work, interaction and communication standards
and habits of police officers and police management. By analysing the data, we
identify certain general tendencies in the actions and thinking of police officers.
In qualitative research, we should focus on the issue of the existence of norms
and standards of conduct within the organization. The researcher should focus
on the gradual identification and clarification of the standards that exist in a
police organization. In this way, it is possible to identify norms and standards
of conduct that have been forgotten in quantitative research and to clarify the
specific meaning of quantitatively identified norms and tendencies of conduct.
In the third level, it is mostly a relatively clear and seemingly easy to under-
stand the area of organizational culture. These are visible phenomena where

4 For example, these are the following legal regulations: Act no. 171/1993 Coll. on the Police Force, as
amended, Act no. 73/1998 Coll. on the civil service of members of the Police Force, the Slovak In-
formation Service, the Prison and Judicial Guard Corps of the Slovak Republic and the Railway Po-
lice, as amended, Regulation of the Minister of the Interior of the Slovak Republic no. 62/2003 on the
scope of competence of superior members of the Police Force (personnel competence), Regulation of
the Minister of the Interior of the Slovak Republic no. 22/2009 on the scope of disciplinary authority
of superiors (disciplinary authority), Regulation of the Minister of the Interior of the Slovak Republic
no. 52/1998 on the introduction and use of the badge of the criminal police service and the badge of
the financial police, Regulation of the Minister of the Interior of the Slovak Republic no. 39/2009 on
the rules of wearing the service uniform of the Police Corps, the uniform of the music of the Ministry
of the Interior of the Slovak Republic and the uniform of the pilot and others.
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social and material values, values of work orientation, social or moral values
can predict much of what is observable at the level of artifacts. For example, the
designation of company cars with the words ‘Help and protect’ emphasizes the
link to the declared mission of the police, as a credible institution that helps and
protects the citizens of the Slovak Republic. In this case, it is the materialization
of moral value into an artifact - a slogan. Whether it is only the value with which
the members of the organization lived, can only be determined by a thorough
analysis of organizational culture, which must take into account how well the
declared values are in line with the deepest level, i.e. with hidden organizational
values and beliefs. However, here it is not enough either to simply identify and
describe the existing symbol system. It is necessary to deal with their current
and potential, respectively superfluous significance and their connection with
the other two levels of organizational culture. Using the method of standard-
ized observation, we can identify the system of organizational symbolism and
then subject it to content analysis and then describe the areas of basic topics
that should be shaped and expressed. In order to understand the deeper essence
of organizational symbolism, its interconnectedness with the other two levels,
but also possible contradictions with the philosophy and policy of the police
organization, it is necessary to subject them to analysis. The combination of the
above-mentioned research methods and procedures makes it possible not only
to describe the individual levels of the organizational culture of a police organ-
ization, but also to identify possible discrepancies and mutual contradictions.
Schein’s model of organizational culture is an irreplaceable tool for capturing
such a complex and multidimensional phenomenon as organizational culture
certainly is. This concept assumes that the basis of all cultures is a simple, lim-
ited set of deeply hidden, basic starting points and ideas, on the basis of which
it is possible to classify each organization. It should then result in the main de-
terminants of organizational culture - content and strength, which are important
indicators of the functionality of organizational culture. The content of the or-
ganization’s culture is formed by basic beliefs, hidden, and revealed values and
common norms of organizational behaviour, which are externally manifested
through the behaviour of members of the organization, symbols, and artifacts.
The strength of organizational culture is the extent to which basic beliefs, val-
ues, and norms affect patterns of behaviour in an organization. If their influence
is intense enough, the organizational culture is strong and significantly affects
the functioning of the organization in either a positive or a negative direction.
If the organizational culture is weak, it means that the members of the organ-
ization identify only to a small extent with common assumptions, values, and
standards of behaviour. In the environment of a police organization, this means
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that the actions of police officers are more influenced by individual character-
istics that do not contribute to the successful functioning of the organization.
In this case, we can also talk about a poor or unhealthy organizational culture,
which leads to unproductive behaviour and actions of police officers, so it be-
gins to work against the organization and its goals. Therefore, it should be an

important role for police managers to design and maintain a positive and strong

culture. Its influence will ensure the personal identification of police officers

with the values and goals of the police organization, which ultimately leads to

the desired performance and the spread of good reputation.

Conclusion

Interest in organizational culture is currently growing due to its significant im-
pact on the success and performance of the organization. This is a phenome-
non that has no clear definition in the professional literature. Many textbook
definitions associate organizational culture with the existence of common or-
ganizational values, attitudes, and norms of behaviour that are not written any-
where, but are followed by people in the organization. To date, several influ-
ential models of organizational culture have emerged, which make it possible
to name organizational culture, even define it in measurable dimensions, and
manage its development. Such models include the concept formulated by E. H.
Schein, who arranged the various elements that make up the structure of orga-
nizational culture into three levels. The first level consists of a summary of hid-
den organizational values and beliefs, the second level consists of organization-
al norms, standards of conduct and organizational symbols, and the third level
consists of organizational artifacts and revealed organizational values. Several
researchers and authors agree that Schein’s levels are among the irreplaceable
research tools to grasp organizational culture. It is a method which, on the one
hand, allows the individual levels of culture in the organization to be described,
but also to identify possible contradictions and mutual contradictions. For this
reason, a model formulated by E. H. Schein is proposed for learning about the
organizational culture of a police organization. In the context of this approach,
the examination of the organizational culture of a police organization should
take place at all three levels, as all the elements that make up the structure of
an organizational culture are equally important. The results of such a research
should result in the main determinants of organizational culture, which are con-
tent and strength. These belong to the important indicators of the functionality
of the organizational culture and at the same time to the indicators of possible
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organizational contradictions and mutual contradictions. Based on the disco-
very of the discrepancy between the individual levels of organizational culture,
it is possible to outline the starting points for a possible change in organization-
al culture towards successful and effective functioning.
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