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Organisational Cultural Report (OCR) (Sample)
(Download this report at www.odi.net.au)

This report gives a comprehensive view of what the organisation’s culture actually is (called the
“performance” of values in this report) as well as what culture the people prefer (the “importance”, or
their values). What results from this report is a cultural change game plan based on comprehensive
information of the values-culture gaps that exist in the organisation.

An organisation’s culture is a “leading” indicator of its performance. That is, an improving culture will
later result in an improving performance. (Whereas financial results are a “lagging” indicator, they show
how effective the organisation has been in a previous period). A cultural report will help the organisation
to identify those areas of organisational culture that are limiting the future performance of the
organisation. This is important information in all facets of the organisation from recruiting to strategic
planning.

A cultural report will help the organisation understand and develop its culture in a variety of ways
9 It assists strategic and cultural change planning.

9 It adds to the induction and on-boarding processes to ensure which values are exhibited and
communicated.

It helps to understand what behaviours the organisation’s leaders need to intentionally model.

It assists in the development planning of the personnel as the organisation understands common

cultural issues.

9 It helps in understanding the behavioural aspects that need to be addressed in the performance
management system, including rewards, promotion, improvement processes and termination.

9 The recruitment version of this report can also be used to understand how the values profile of
the applicant compares to the organisation’s values and culture. Organisations need to recruit to
their values and a personal profile will help the organisation understand where an individual’s
values are misaligned to the organisation’s desired values.

il
il

This is a sample report that contains the essentials elements of the Organisational Cultural Report we
prepare for organisations. We consider the culture of an organisation in 8 “dimensions”.
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These eight dimensions may not be represented in the organisation’s stated values but the people in the
organisation will have a diversity of these values and it is important to understand what values-based
tension they are experiencing. People will experience values-based tensions outside the scope of the
stated organisational values.

The report is based on the results of people in the organisation answering a 96 question online survey.
There are 12 questions for each of the 8 cultural “dimensions” and each question is directed to a
different “aspect” of that dimension. Each person who completes the survey is asked to rate the
organisation’s performance on that question according to a 5 point scale. They are also asked to rate the
importance of that aspect on the same scale. So the organisation gains 3 important pieces of information
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— the importance, the performance and the difference between the importance and performance of each
aspect and cultural dimension.

The diagnostic finds out what the people in the organisation think about how the organisation is
performing on a comprehensive range of organisational culture aspects. Many of these aspects are
difficult to measure otherwise or even have an intuitive feel for. This may be perceptual (i.e. people think
the organisation is performing when it is not or vice versa) or be actual performance. Both are important
to consider.

The report also reveals what is important to the people of the organisation. There are several key pieces
of information attached to this result. It gives encouragement and affirmation when the people in the
organisation attach importance to what the organisational leaders consider to be important. It also helps
the organisation to understand what is not important to the people of the organisation. These may or
may not be aspects that the organisation is concerned about.

The report also tells the organisation what the differences are between the importance and performance
of each of the aspects of each cultural dimension. This tells you what the key points of tension are that
the people in the organisation experience and what they believe needs development.

There are four categories of discussion that result

1. High performance/ High importance aspects or dimensions - These are the organisatibns
strengths and are important to value and celebrateis important to reflect on whether other
organi sati onal sKderspediver ei nf orce tho

2. High performance/ Low importance aspects or dimensions - Does the organisationneed to
intentionallylift the value ofany of these aspects so they become more important?

3. Low performance/ High importance aspects or dimensions - Theseaspets are those the people of
the organisation feel need attention and are often the most important to attend to, either to lift
actual or perceived performance or reduce importance

4. Low performance/ Low importance aspects or dimensions - It is important to considewhether
the organisatiorwishesto raise the importance and/or performance of any of these or deem them
not important enough to put energy into.

Organisational Cultural Report (OCR)

The OCR contains:-

1. Two top-level charts on the 8 cultural dimensions of the organisation. Examples are given below.

The two charts show:-
a. The Performance versus Importance of the eight cultural dimensions
b. The Difference (between Importance and Performance) of the eight cultural dimensions

2. Drill down reports on the Performance, Importance and Difference of 12 aspects or competencies
that comprise each dimension. An example of the “empowerment” cultural dimension is given
below. These drill downs will identify specific behaviours that may need attention.

3. Any comparison report that is necessary. We can do side — by — side comparison reports for
different markets, age groups, management levels, divisions or any other desired segmentation.
These need to be built into the survey, so we need an understanding of these before the survey is
activated. An example of these is given later in this sample report.
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Cultural Dimensions - Performance vs Importance
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In the organisation represented by the above charts, the people perceive that the organisation:-

1. Is strong on important cultural dimensions (to them) of Caring, Results Focus and to a
lesser extent Ethics. These are some things to celebrate.

2. Is weaker on a lesser important dimension (to them) of Innovation (and to a lesser
extent, Teamwork). This is a concern if these cultural dimensions are important to the
organisation. In this case, there is no felt need to develop these cultural dimensions; so
the organisation first needs to lift the sense of priority and urgency for these before the
people will accept development efforts.

3. Is weaker on important dimensions of Attitudes, Empowerment and Alignment. The
organisation needs to work either to lower the perception of the importance of these
dimensions or work to lift the perception or actual performance of them.
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For example in the organisation represented above

a. The senior managers may feel that the staff are empowered more than the staff
believe they are, so a planned communication strategy of what empowerment
they already have might be appropriate, or

b. The senior managers may feel that the people have higher expectations of
empowerment than is practical, so they might plan a path of greater
empowerment that is conditional on meeting certain requirements, or

c. The senior managers may feel that empowerment is actually an issue that needs
to be developed, so a development plan needs to be enacted

The OCR “Drill Downs”

The OCR Drill Down is a more detailed chart of each of the 8 cultural dimensions. Each Drill
Down contains the performance versus importance for the 12 aspects that contribute to that
cultural dimension; as well as the difference between each of these aspects. We have given an
example of the “Empowerment” dimension below. The actual cultural report contains a Drill
Down on all eight cultural dimensions.
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Empowerment: Performance vs Importance
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An organisation may select one or more cultural dimensions to focus on for development. The
Drill Down for the “Empowerment” dimension above reveals some key issues. People in the
organisation
1. Do not feel empowered to bring change
2. To a lesser extent do not experience clear downward communication, experience value
as individuals and see authority as too centralised (even though they don’t see the
decentralisation of authority as important as other aspects)
3. Place a lower value on talent management and to a lesser extent, they see less
importance in removing micromanagement

Understanding this specific information helps you to focus on those aspects that are important
rather than on a general approach to development.

The ODI Cultural Top and Bottom Tens

The OCR also contains the top ten and bottom ten aspects of each of the performance,
importance and difference reports across all 96 aspects of the cultural dimensions. It clearly
shows the 10 key cultural strengths and 10 key cultural weaknesses of the organisation. Two of
these six reports are shown in the charts below. The charts show the “aspects” as well as the
organisational “dimension” to which they contribute. Also included in the cultural report are the
importance top 10 and bottom 10 as well as the difference top and bottom 10. An organisation
may also choose to target specific aspects as a result of these charts.
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Year to year comparison

Each cultural report also contains how the organisation is progressing year to vyear.
Encouragement is gained from seeing the progress that is made and challenge also comes as you
see dimensions that seem resistant to change. It can cause the organisation to think outside the
box to pursue strengths. The year to year comparisons of each of the eight “drill down” reports
also form a part of subsequent reports.

Cultural Dimensions - Year to Year
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Comparison reports

The OCR is able to compare the values and cultural perception of different people groups that
exist in the organisation. These people groups may have differing values and differing
perception of the organisation’s culture. These people groups need to be identified before the
diagnostic is commenced as they need to be built into the survey. These people groups might
be, amongst other things, management level, age, geographic location and division. The types of
comparison reports that can be included are
9 Comparisons of the values of the different people groups (As represented by the
“importance” of each cultural dimension and the aspects that constitute that dimension).
9 Comparisons of the perception of the culture of the different people groups (As
represented by the “performance” of each cultural dimension and the aspects that
constitute that dimension).

9 Drill down comparisons of the 12 aspects of any of the cultural dimensions.

9 Comparison of the organisational values with the perception of the culture of the
different people groups. These represent the various values-culture gaps that exist in the
organisation. An example comparison of Senior Management values and the cultural
perception of other management levels is given below. Understanding the differences of
cultural perception of different people groups is important to understand where cultural
change programs need to be focussed.

Senior Management Values and Cultures at various Management Levels
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H Frontline Management Culture 45 58 62 84 72 43 71 62
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