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IS YOUR ORGANISATION’S 
CULTURE HOLDING YOU 
BACK? 
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4 

5 STEPS TO PERFECTING A HIGH PERFORMANCE CULTURE 
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1. SELF-AWARENESS 
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Gaining an organisational view of current culture and how it needs to change 

Core Values (Basic 
Assumptions) 

Behaviours 

Attitudes & Beliefs 

Visibility 

Deep 

Culture 

Surface 

Culture 
‘If you do not manage 

culture, it manages you, 

and you may not even be 

aware of the extent to 

which this is happening’  

(Edgar Schein) 
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SELF-AWARENESS - Making the intangible tangible 

Develop common understanding & language to describe current and 

desired culture 

• Need a simple but powerful and relatable model  
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 Assessing cultural alignment 

7 

‘I understand what the organisational strategy means for me in my day to day work’ 
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2. ADAPTABILITY 

8 

 Restricted 

 Limited 

 Inward-focused 

 

 Agile 

 Flexible 

 Responsive 

 Focused on success 

 

Competitive Advantage 
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Culture and behaviour - management styles 
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 Behavioural questions based on cultural profile and 

leadership style 

‘My manager gives me regular feedback on my performance’ 

Yes......he tells me I’m a useless waste of space on a daily basis! 

 

‘Where I work, poor performance is dealt with effectively’ 

......yes, but how? 

When a mistake is made, the first instinct of management is.... 

 ...to find out who is responsible and make an example of them (Competitive/Authoritarian) 

 ...to use the incident as a learning opportunity for everyone (Cohesive/Democratic) 

 ...to implement new processes or procedures to make sure it doesn’t happen again 
(Control/Transactional) 

 ...to let those responsible find a solution and sort it out themselves (Creative/Laissez Faire) 
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3. INCLUSION 

 Include a diverse range of voices  

 Leadership set the tone, but success is driven from the bottom up  
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Example Leadership Lounge 
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4. ENABLEMENT 

a. To supply with the means, knowledge, or opportunity 

(to do something); make able  

b. To make feasible or possible; enablement through 

technology can facilitate, encourage and speed up the 

culture change process 
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Hierarchies & Groups in Orbits 

Group Nay Group Yay or 

14 



V
e
rs

io
n
 Q

1
 2

0
1
5
, 
v3

.1
 

A digital home 

17 



18 



V
e
rs

io
n
 Q

1
 2

0
1
5
, 
v3

.1
 

19 

MySight Dashboards 
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5. PERFORMANCE 
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Organisational culture 
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How is the assessment of culture different from an 
employee engagement survey? 

• There are no obvious ‘right’ or ‘wrong’ answers. Responses can only be considered good are 

bad relative to the requirements of your strategy 

 

•Satisfaction is bad (if it is satisfaction with the status quo when change is required) 

 

•Incorporate real tests of alignment and understanding 

 

•There is always tension- you cannot be two things at once! 

 

•Focus is on behaviours not attitudes 

 

•Responses require thought- utilise innovative scales and qualitative questions 

 

•Assessment integrated with tools to help to drive the cultural change itself 

 

 

.......but can still incorporate existing measures of engagement and performance 
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Thank you 
For more information, please 

contact 

Alex Wilke, Questback 

Andrew Cocks, Conflux 
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