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Toxic vs. Non-Toxic Corporate Cultures
Corporate culture is a hidden success factor for organizations that ensure the commitment of the employees. Some organizations have considered their corporate culture for strategic decision making, while others have often neglected the issue of corporate culture. The culture that company practices can be a severe constraint on its successor source of strength and sustained competitive advantage. As with most of the business, it takes the effort to create and maintain a non-toxic, vibrant, and positive culture. Meanwhile, toxic cultures are marked by high turnover, reduced productivity, underperformance, and reduced customer satisfaction, all of which directly affect the corporate. Due to the importance of culture to the health of an organization, it is vital for corporate seniors and employees to recognize the difference between toxic and non-toxic cultures.  
Toxic organizations are defined as mostly unsuccessful and damaging to workforces. They thrive to be in control and occur in a continuous state of catastrophe—the changes they make are influenced by tragedies. Furthermore, a toxic work environment operates in a way that tolerates workplace stressors to reach critical doses and hence have detrimental effects on the well-being of employees (Appelbaum & Roy-Girard, 2007). Their objectives and solutions are managed in short terms, for instance, they prefer quick-fix resolutions and outcomes on the outcome. Unlike, healthy corporations, the toxic organization seem different in terms of functions and outcomes. 
However, the culture of an organization tends to be a determining factor in the behavior and environment. Within a toxic corporate culture, there is an increased lack of accountability. The lack of accountability within an organization is attributed to responsibilities and goals not clearly defined, and employees have insufficient autonomy. Such cultures create mistrust among employees. Since transparency plays a major role in the success of the company, a lack of trust among the employees and their seniors is a clear indicator of a toxic culture.  
Unlike with toxic organizations, non-toxic corporate cultures support positive, healthy behaviors by applauding employee’s involvement and success in the organization. Non-toxic corporate cultures feature the top management and other key employees as role models of healthy lifestyles and provide regular updates on activities that enable flexible work schedules for employees (Ardichvili, Mitchell, & Jondle, 2009). The possibility of a non-toxic and a progressive work setting exists when there is an active state of interdependence among the organization, the leaders and directors and workers. 
A non-toxic work environment provides a foundation for supporting employee efforts. In addition, a non-toxic corporate culture involves a system and management practices that promote wellness goals and the health of employees. To foster non-toxic cultures, organizations need to establish assimilation from employees. Assimilation involves the behavior, communication, and cognitive practices that influence workers to identify with, and become incorporated into the company (Balmer, 2006). In other words, employees should be made to feel like they belong. Moreover, motivation is a communication strategy that helps employees feel invested in the organization.  
Therefore, organizational managers and employees should understand that it is their beliefs and performances that add to a non-toxic work environment. As such, senior managers and employees should endeavor to create a positive workplace characterized by trust, respect, and dignity. Corporates that develop positive affective cultures create and maintain a non-toxic, vibrant, and positive work environment. Unlike with toxic organizations, non-toxic corporate cultures support positive, healthy behaviors by applauding employee’s involvement and success in the organization. Meanwhile, the culture of an organization tends to be determined by senior managers and employees. 
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