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Strategy depends on a set of beliefs and
values

Beliefs and values either support your
strategy or negate it

Culture is the way we do business round here Culture eats Strategy for
Breakfast

Culture change - aligning beliefs and values

with goals

Results - Behaviour - Identity

Do you even have any?

What is it you stand for?

] Foundational Values
Your values are too |mportant to leave to

Culture Change

chance

The fish stinks from the head

Sets the good or bad example

Sets the boundaries of what is permissable CEO Role

|

Gives rise to different types of company
culture
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What is your vision for the future?

Do you know how to get there?

Vision & Strategy Will it make the boat go faster?

2 Questions to ask employees

Firefighting - We don't need another hero
No fires, mean no drama
Fire prevention, not fire fighting Don't make the same mistake twice

The customer speaks, but are you listening?

Engage the entire organisation

2-Speed Change

We have two jobs now - follow the process;

‘ Continuous improvement ,
I improve the process

2 triggers for improvement
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~ “Yeah? Well,
you know,
that's just
like your
opinion,
man.”
- The Dude

NoOt everyone Is convinced

ISMC.



Two common views of Company Culture

THIS IS TOO MUCH

Vegetable rights and peace.
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“Culture eats
strategy for
breakfast.”

- Peter Drucker

How Important is
company culfure?¢
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An understanding of culture is critical because:

= Culture determines if the end state is achievable

= Culture aids or detracts from the change effort

= Culture shapes the change-maker’s thoughts, ideas, and
discussions
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Real culture is “below the waterline”

Visible organizational culture

The way we say
Vision we get things

Strategy done

Shared
values Goals

Policies

Procedures

Beliefs Shared
assumptions

Structures

Perceptions
Tradition
Norms
Values

Unwritten
Stories rules
The way we
really get things

Feelings
done o

Invisible organizational culture
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Mergers & Acquisitions: Culture change

What is culturee

How do you change culture?
Cultural change is about aligning the way you think
and behave with the results that you want to achieve

Results / Behaviour / Identity
Useful definition of identity: You are how you see yourself

= People act in ways which are consistent with how they
see themselves

= |f you want them to change, you have to change the
way they see themselves

SMC..



Change is not what we do,
but who we are

ISMC.
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Strategy depends on a set of beliefs and
values

Beliefs and values either support your
strategy or negate it

Culture is the way we do business round here

Culture change - aligning beliefs and values
with goals

Results - Behaviour - |dentity

© 2022 SMC Ltd. All rights reserved. =11 -

Culture eats Strategy for

Breakfast
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SO, what do you stand fore

3 Things Employees Really Want: Career, Community, Cause

by Lori Goler, Janelle Gale, Brynn Harrington, and Adam Grant

= (Career is about work: having a job that provides autonomy, allows you to use your strengths, and promotes
your learning and development. It’s at the heart of intrinsic motivation.

= Community is about people: feeling respected, cared about, and recognized by others. It drives our sense
of connection and belongingness.

= Cause is about purpose: feeling that you make a meaningful impact, identifying with the organization’s
mission, and believing that it does some good in the world. It’s a source of pride.

= These three buckets make up what’s called the psychological contract — the unwritten expectations and
obligations between employees and employers. When that contract is fulfilled, people bring their whole selves
to work. But when it’s breached, people become less satisfied and committed. They contribute less. They
perform worse.
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https://hbr.org/search?term=lori%20goler
https://hbr.org/search?term=janelle%20gale
https://hbr.org/search?term=brynn%20harrington
https://hbr.org/search?term=adam%20grant
https://www.amazon.com/Drive-Surprising-Truth-About-Motivates/dp/1594484805
https://www.amazon.com/Culture-Code-Secrets-Highly-Successful/dp/0804176981
http://www.fastcompany.com/3069200/heres-what-facebook-discovered-from-its-internal-research-on-employee-happiness
https://www.amazon.com/Psychological-Contracts-Organizations-Understanding-Agreements/dp/0803971052/

What are your company'’s core values

= Do you have anye

= How do you communicate them?

= Are they part of your new employee onboarding?
= Do your customers feature in your valuese

= Do you reward employees who live your values?

= | your management team made up of role-modelse

© 2022 SMC Ltd . All rights reserved . -13- 4 kSMCLTD
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The fish stinks from the head

Sets the good or bad example
Sets the boundaries of what is permissable

Gives rise to different types of company
culture

© 2022 SMC Ltd. All rights reserv ed. -15-

CEO Role
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Setting the boundary of what is permissible

5. Inattention to Results

4. Avoidance of Accountability

b

3. Lack of Commitment

2. Fear of Conflict

1. Absence of Trust

© 2022 SMC Ltd. All rights reserved. -16 - SMC LD



Another way 1o look at this model

Imagine how members of a functional leadership team behave
We trust one another.

We engage in unfiltered conflict around ideas.

We commit to decisions and plans of action.

We hold one another accountable for delivering against
those plans.

We focus on the achievement of collective results.

o=

O
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The CEO determines the type of culture

What type of culture are we dealing with?

3. Task Culture

* Decisions based around sources of power, e Culture of getting things done
normally centrally controlled * Power and authority emanate from the
* Entrepreneurial companies with ability to get things done
charismatic leaders « Achievement rewarded before position
* Little bureaucracy * Project Management organizations and

meritocracies have this culture

4. People Culture

* The working of the organization is fitted to * Needs of the people are central
Clearly defined roles and structures . Decision_making more consensual
* Large bureaucratic institutions « Explicit displays of power are shunned

* Academic and professional
partnerships

© 2022 SMC Ltd. All rights reserved. -18-
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Vision & Strategy

© 2022 SMC Ltd. All rights reserv ed.

What is your vision for the future?

Do you know how to get there?
Will it make the boat go faster?

2 Questions to ask employees

-20 -
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What's your vision for the future?

= Do you have a strategye It helps if you do

= |s It consistent with your foundational values?

= Does it show how to make the leap to the future desired state
= Can you describe in detail what success will look like?

= Why Is It good news for your customers and employees?

© 2022 SMC Ltd . All rights reserved . -21 - 2 SMC LD



Two questions for your employees

1. Do you know what the company strategy ise

2. Can you say how your job helps to deliver
the strategy?¢

“ISMC.
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Wil it make the boat go fastere




Concrete Initiative
plans for each
value-driver

A sponsor, leader
and team members
for each initiative
plan

The teams

are authorized

to act and to
engage the entire
organisation

© 2021 SMC Ltd. All rights reserved.

Impact on Strategy value

10

Implement

Initiative G Initiative
a Initiative
Initiative
c Initiative
KILL Consider
e Initiative
Initiative °
Initiative o
Initiative
1 2 3 4 5 6 7 8 9 10
Probability of success ,
-4 - \\/Xi\/&\ SMC i
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We don’'t need another hero!

Firefighting - We don't need another hero

No fires, mean no drama

Fire prevention, not fire fighting Don't make the same mistake twice

The customer speaks, but are you listening?

© 2022 SMC Ltd. All rights reserved. -26 - ?;;;[,L“ SMC (i}



Negaftive
cycle of

complaints

Money down
the drain

IMore customersieave
andyour reputation

Ssulifers.

gustemersiealize 'r’r Al
CompLaRing|Is Useless

Lafi‘dermotivated
,:—.a_JrU Wlegllefjiletiies
CUSLOMETS:

PrOCUICE anaiSerVice:
y,zu y/Stagate [EACAE S
0 Imore dissatisfaction

[Dissatisiactioniieadsitoa;

price war tostay
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We've got two jobs now!

Engage the entire organisation

2-Speed Change

We have two jobs now - follow the process;

Continuous improvement | |
] \ Improve the process

2 triggers for improvement

ISMC.
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Awareness Desire Ability Reinforcement

= Understand the = Want to support = Skills & behaviours = Systems to sustain
need for and partficipate to make the the change
change in the change change

Change is simple it we prepare and plan for if
© 2021 SMC Ltd. All rights reserved. -30 - @ SMC LD
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Reinforcement

Change

Confusion

Resistance

Fear

Frustration
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Backsliding

Missing a step leads to more steps later

ISMC.



Creating a Culture of Continuous Improvement

What are the key components of creating a culture of continuous improvement

Make it easy to spot
where the problem is

Bring people together to
solve problems

/N\ ANNWY/N I
a D
Everyone’s Problem Problem- Rhythms and
job detection solving tools routines
;\/—J —
—
Empower everyone to e Create the capability to

BORE B0 sobcobonos solve problems with a

Improve our Operatlons standard toolset

OeOe0e00 00000
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Create a repeatable, scalable operating model

Planning Monitoring and Controlling

Measuring execution to deliver cost-
effectively, on-time and to our
customer’s satisfaction

Creating an accurate plan that
delivers our customer’s requirements

Q! O

' il

Initiation Executing Closing
Measuring our performance and
Onboard brilliantly - understand and Harnessing talent to deliver quality - learning from our mistakes will
define requirements by project right first time benefit all of our customers and
Operations

© 2022 SMC Ltd. All rights reserved. -33- \ > SMC LTD



Two-Speed Change

Scale Central core
Efficiency competency
Busin
usla ess B
p. n . 1-3year
driven strategic
Direct
change and Defined roles
align org to and
big change responsibilities

© 2022 SMC Ltd. All rights reserved.

Sized and budgeted
centrally

Planned and identified
owners

4

~

Manager led initiatives -
Directive

Driven locally but
escalated if needed
/

A
~N

p
Small change organically
grown

p
Needs driven and
connected to top-down
change

>

.

~

p
Employee led initiatives -

empowerment

Nimble -

Intimacy
Speed

—

Flexible,
in the
moment

Leverage
culture and
talent for
speed to

action

Autonomy _

R Bottom-
up

Exploration

Decentralised

focuses on
innovation

Everyone's
responsibility

SMC..



Change comes from everyone
Quick

Tech Change we need Change we can do
uickl for ourselves
roadmap
or - We know what needs to be - We can change our process
. done -We can change our training
tOOI I ng - It belongs to someone else celesziilne

-We can fix our ways of

such as technology stack R

-We can guantify the impact

Strategic Operational
Change with high
impact that requires
big change

Change we can't do
quickly

-We don't understand the root

-We don'’t know what needs to cause

be done to fix
-High volume customer impact
-Needs to be strategic priority

- This needs some central
expertise

- Might be support on a project
or a workshop to see where to
go next

Strategic

decision-making specialist

© 2022 SMC Ltd. All rights reserved.

Considered |mprovement

-35-

/Change we can do for ourselves needs:

Global

system

Build into our

Production

Transparency Efficient

of local means to
delivered bubble up
change need/ideas

:

\_

Not justa
suggestion box
we have to
curate

Culture of
Continuous
Improvement

But what happens to the opportunity we surface if we don't

capture it and evaluate against top-down change?

We need to create the pathways to address and prioritise

against our top-down strategic priorities.

SMC..



Typical organization Thriving organization

{?ﬁ Improvements Strategic

Strategic

Firefighting

Executives Process owners Process operators Executives Process owners Process operators

Everyone:
= Can say what the strategy is = Has two jobs: To follow the process
= Can describe how their job helps achieve the strategy and fo improve the process

= |s encouraged to take part in the strategy process = Reports TP a role-model leader who
and deliver change sets the right example

X
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Q&A / Thank You

Paul Doherty, Strategy Management Consultants Ltd
Q paul@strategymanagementconsultants.com

m (1) Paul Doherty | LinkedlIn
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