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Theimportance of organisational Culture

Start from the ground up

Move away from imposing to influence

Understand your current position

Monitor and measure




The Importance Of Organisational
Culture

I often hear people, especially those in HR roles, talking about the
importance of organisational culture and how much it contributes to
productivity, morale and company brand.

What I don’t hear as much is how you go about improving
organisational culture — it’s almost as though there is a belief that
culture builds itself and all you need to do is “Walk the talk” and the
rest will just happen organically.

It is certainly true that culture in the organisation will develop
regardless of whether it is nurtured or ignored — as soon as groups of
people start to interact and work together, culture starts to form and
evolve over time.

But do you really want to allow your organisation’s culture to
develop of its own? It would be akin to a farmer sowing crop seed in
the fields and then just letting nature take its course. Yes, you would
get a crop but would it be healthy and what sort of yield would you
get at harvest time?

Culture, like crops, will grow and develop organically but if you
want a culture that allows your organisation to maximise its
productivity and consistently deliver on its brand promises you have
to become proactive. You simply must invest the required time and
energy it takes to build the right culture for your business.

So, in order to establish some sort of starting point in that
process, there are five elements you simply must be actioning if
you want your organisation’s culture to develop purposefully.




1. Start From The Ground Up







3.Understand Your Current
Position

You cannot develop organisational culture without a definitive
starting point. Unless you know where, precisely, you are now,
from a culture perspective, you are never going to be able to build
your desired culture.

Your audit is a key

The best way to identify your present position is through an audit buﬂdlng block - gEt
of as many staff as possible. A comprehensive audit should
include all staff, at all levels of the organisation as this is the only

this element wrong

way that you can identify the cultural influences in play at every and the rest of your
level of the business.

Cultural Development

However, the reality is that this is not always possible. So, I processes dre thIy o
would suggest that you start with a particular team, department or faﬂl

division — this will provide you with a small scale exercise that is
manageable and will allow you to determine what works and
what does not before rolling out an audit across the whole
organisation.

The beauty of the audit process is that it provides a platform for
progress no matter where you are on your culture development
journey — if you feel you are well advanced in this space your
audit will reveal if you are correct. If you have yet to really
embark upon culture development your audit will give you a great
foundation from which to commence from.

Be prepared for some surprises here. I have been involved in many such audits and rarely
does the current cultural position look like what senior management thought it would. One
thing you will discover is that “culture” will not be consistent across all areas of the
business — you will find that there are all sorts of micro cultures in existence within the
macro culture of the organisation as a whole.

Look upon your culture audit process as a “snapshot” in time as to where your culture
currently sits - any “discrepancies” between the audit results and management’s perception
of where the organisation’s culture sat are natural and identifying them is a crucial step in
the overall process.

A final word of caution when it comes to an audit — an audit is not a survey to record
people’s opinions nor is it an indicator for employee engagement. A true culture audit
actually assesses attitudes towards workplace cultural elements which influence behaviours
in the work environment, as these are what lead to specific cultures.






APart Of Daily Conversations

Culture is at work every single day, in all sorts of ways. Managers need
to understand that, if they are going to be successful at influencing and
developing culture within their domains, they have to be constantly
having conversations which address culture issues — and this has to be
more than diversity and gender.

Culture is in a constant state of flux and it is the conversations we have
and the behaviours we engage in that will sway where culture heads
over time.

Culture is an important contributor to organisational success but it is
rarely urgent and, as a consequence, it is often addressed sporadically
and more as a “knee-jerk” reaction to a specific catalyst.

For those of us familiar with the Eisenhower matrix, we know that those
tasks in the “important but not urgent” quadrant often get ignored as a
result of too much focus on the “important and urgent” quadrant which
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with a Google search
That’s not a healthy place to be, as you lose your strategic perspective.

As an organisation, it’s also where you will quickly lose your
competitive advantage.
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Dennis Hall is General Manager of Culture Shaper, providing a
multi-purpose tool which assists progressive organisations to audit
their current culture, identify and select candidates with the
strongest cultural fit for their roles and develop organisational
culture from the ground up through employee development.
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