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A message from the desiguer of
The Cultarnal /nalysis

The Cultural Analysis is not magic! It’s simply a method of recording what you come in contact with in
the workplace daily. Here’s how I came up with the design.

As an individual who has worked as a consultant for over 20 years, I have been an observer of the ways in
which people act and interact in organizations around the world. After being inside my clients’ doors for a
relatively short period of time, I began to mentally categorize the culture of each organization based upon
the subtle cues which are given by staff members.

When other people asked me how I could make this categorization so quickly (and fairly accurately), I
realized that the most basic clues were the words which people in the organization used when describing
how they do business.

The 19 Organizational Belief Statements

To formalize this process, I listed all of the statements which gave me information about the culture. My
list numbered about 60 such statements. My goal was to create an instrument that could provide a
practical, uncomplicated look at culture. So, I pared the list down to 19 statements that, if heard, give an
immediate perspective on how that organization’s culture functions. The statements are all reflections of
what I refer to as “organizational beliefs” which start with top management, filter through the
organization, and create an operational environment.

The Cultural Mix

Next came the overall categorization. How do the statements relate to identifiable “cultures?” It became
apparent that the statements easily separated the organizations into three distinctly different cultural
experiences. These, I refer to as:

e CONTROL CULTURE - As the name implies, this culture is based on power and position. Dominant
personalities are rewarded, promoted and seen as the norm during interpersonal encounters.

¢ COMMUNICATIONS CULTURE - This culture downplays job titles and job descriptions in favor of
open communications. It fosters personal growth and readily accepts the need for change.

¢ CONTENTMENT CULTURE - Managers and executives in this culture are totally agreeable to
operating in the same way they have always operated. Very few new ideas are implemented. Those
that are have been tried and perfected by other organizations first, ensuring they are safe and will not
jeopardize the status quo.

My Personal Perspective

As a former officer in the U. S. Army, I can understand and appreciate the need for a Control Culture in
certain situations. In a battle zone, little time exists to discuss critical decisions. I have found, though,
that many organizations treat their markets as battle zones and their staff members as soldiers who
should simply obey orders. While this may work in a war, it has a different type of impact in an
organization.

You’ll note, then, an admitted preference for the Communications Culture. In my consulting and training
career, I have personally found that operating within this type of culture, I can accomplish more and
generate greater buy-ins to necessary changes.

The Contentment Culture is found most-readily (but not exclusively) in closely-held or family-owned
businesses that have been successful for a long time. That success often breeds a feeling that “we don'’t
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have to change.” The basic flaw in this philosophy is that the world is changing at a pace unmatched in
human history. To not change is to whither on the vine.

If you have not yet done so, you may want to go to the free downloads on The Organizational Culture
Website (www.organizational-culture.com/download.htm). There you'll find an article, authored by me,
that describes this cultural breakdown in greater detail.

Reproducing the Instrument

The Cultural Analysis is laid out in a four-page (pages Al through A4 - the page numbers are in the
bottom right-hand corners), 11”X17” format. If you have the ability to duplicate material of that size, you
may want to create booklets. However, you can also copy pages A2 and A3 back-to-back, then hand out
page A4 when your group is ready to score the instrument.

The workbook pages are also numbered sequentially (W1 through W3). They are laid out as right-hand
pages. If appropriate, you may want to include them as part of a larger workbook.

You have the rights to unlimited use of the instrument for a period of one year from the date of purchase.
Since the Analysis will be updated regularly as feedback is received about its effectiveness, you want to
consider purchasing an upgrade annually.

How to Use The Cultural Analysis

By design, The Cultural Analysis is meant to be an instrument that can be completed and scored in 10 to
12 minutes. The instructions for utilization and scoring are at the tops of pages A2 and A4. This is
important: Emphasize to the individuals completing the analysis that they are indicating Organizational
Beliefs, not their own personal beliefs.

What it does:

e Itis a vehicle to start the process of organizational evaluation and improvement. Use it to as a basis
for discussing and eliciting ideas for improvement.

e [t can enable you to make comparisons for perspectives among various departments and different
levels of the organization. For example, senior management might view the culture differently than
line employees.

What it does NOT do:

e It does not attempt to over-complicate the evaluation process or delineate everything an individual
wants to know about the culture.

e By itself, it does not give an “instantaneous” plan for improvement. It must be used in a collaborative
environment in which all participants share and interpret the results.

The Workbook Pages

The accompanying workbook pages are designed for use in a workshop or training session. The Facilitator
Instructions provide guidelines for designing a meaningful interactive program that can lead to an action
plan. It is strongly suggested that a planning session for improvement be coordinated as a result of the
Cultural Analysis. Use your own material for that follow-up.

Feel free to contact me via email at jack@pachuta.com if I can assist you in any way.

Regards,

Jack Pactuta
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