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CHANGE HOUSEGood News  or Bad News for CC? 

What research on Change 

Leadership tells us: 

30 % are
successful

70 % of Change 
Processes fail

Norton/ Kaplan even say: 90 % of Strategy Processes don‘t bring the results expected!

Sources:

Hammer/ Champy

KPMG
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CHANGE HOUSE

Cultural Change often is

notoriously hard and difficult work

But:

Good News  or Bad News for CC?

If everybody in the room gives a clear
answer to the „Spice Girls‘-Question“

Cultural Change can also be both a

challenging and exiting journey!!



www.changehoeuse.de Professor Dr. Klaus Eckrich; Making Cultural Change Happen Folie 5

CHANGE HOUSESo if you ‚want to be‘ successful, a first decision is to be done:

For us Leaders in CC

Cultural Change is a 

� discipline rather than

�a short term action

�an annoying task.
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CHANGE HOUSEObjectives of the Session:

� To help you to proove your commitment for the cultural change challenge

� To give you an idea of benefits, success factors and 

reasons for desaster

� To make you familiar

with basic concepts of culture and a 

pathway that makes changing the mindset in a company workable

� To make a starting point for CC Change TODAY!
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CHANGE HOUSEThe Agenda :

� Cultural Change: Understanding the comprehensive context

� A roadmap: Five Steps to make change happen AND sustainable at CC

� ‚Workshops‘: Try it out and experience

� Why Cultural Change becomes painful and how to prevent CC from
failures

� Conclusion
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CHANGE HOUSE

Business 
Environment

(PEST)

Business 
Parnters

Customers Competitors

Vision & 
Strategy

Struktures & 
Processes

Cultural Change

Leading
Change

Quelle: selbst, in Anlehnung an MZSG

Cultural Change – Understanding the Context
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CHANGE HOUSE

Business 
Environment

(PEST)

Business 
Parnters

Customers Competitors

Vision & 
Strategy

Struktures & 
Processes

Cultural Change

Leading
Change

Quelle: selbst, in Anlehnung an MZSG

Cultural Change – A Statement from the Top

„Culture is ev
erything –

If it isn‘t right
 nothing goes on“

Lou Gerstner, explaining his concept for the turnaround of IBM
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CHANGE HOUSE

2003 / 2004

� There is some odd thing called
culture

� First ideas what it could mean

� Restrukturing the corporate site

� Merger of two divisions + acquisitions

� First time:  A shared Vision 
and Strategy

Just one typical example

StrategyStructures

What does ‚Real Life‘ tell us?

Culture

� Slowly but constantly changing day
to day business

� Growing understanding: Culture as 
task of line Management rather than
only of HR

� Much more Professionalism, esp. 
Products, M&A

� Priority of TOP-Management

� ‚But‘: DANGER  to stretch strukturs too
qucikly and put to loose culture out of 
sight again

� Matrix. 

� Project-Management  

� Team,

� Cross Cultural Capacities

2008

Culture
StructuresStrategy

����
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CHANGE HOUSE

1. Why change it? It's working all right. 
2. We've being doing it this way for 5/50/500 years. 
3. Everybody does it this way. 
4. The Consultant/Boss/Staff/Shareholders/Government etc. won't like it. 
5. The Unions won't accept it. 
6. Of course I like it, but............................................. (Please complete). 
7. We've tried it before. 
8. It won't work in a small place like ours. 
9. It won't work in a big place like ours. 
10. It just won't work. 
11. It might work but it would cause too much trouble. 
12. We haven't the money. 
13. We haven't the staff. 
14. We haven't the equipment. 
15. We haven't the time. 
16. It needs further investigation. 
17. You can't teach an old dog new tricks. 
18. We'd lose money on it. 
19. Let's wait till the next financial year. 
20. Let's wait for the new organisation / standards / chairman's report etc. 
21. Let's wait until ???? retires.
22. Let's wait till we get the new computer / office / warehouse etc. 
23. We're doing all right without it. 
24. We're not as bad as ................. 
25. We'll appoint a committee.

Some Standard Attitudes to Cultural Change : 25 Excuses

Source: Trevor Wood
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CHANGE HOUSE

4. Action: ‚Moments of Truth‘
> What do we really do to

change?
>  Who does What? 
>  When? 
>  What about quality and costs?
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Your Roadmap to Cultural Change - Executive Summary

3. Our new Culture:
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and structures?
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Culture look like?

> What do we like – what
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CHANGE HOUSE
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CHANGE HOUSEReflections on Commitment: Changing Mindset in the Company needs
…

… 100%  commitment – 99% is not enough

… commitment from the Top  – Bottom-Up does not survive

… full ownership of Line management – HR supports, but can‘t
change anything

… full ownership of each Line manager – No exclusion zone / No 
excuses > Bare in mind the „Broken Windows Theorie“!!!

if you are not shure about your comitment!

here!
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CHANGE HOUSE

New York‘s Mayor from
1993 - 2001

The Broken Windows Theory

If you see one broken window in a house, ( where
nobody cares),

authorities must repair it at once!!!

Murders went down by two thirds

Shootings went down by 75 %

Burglaries went down by 62 %
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CHANGE HOUSEWhat is common our Understanding of Corporate Culture?

GeertGeertGeertGeert HofstedeHofstedeHofstedeHofstede: : : : 

““““Culture is the Culture is the Culture is the Culture is the collective collective collective collective 
programmingprogrammingprogrammingprogramming of the human of the human of the human of the human 
mind that mind that mind that mind that distinguishesdistinguishesdistinguishesdistinguishes the the the the 
members of one human group members of one human group members of one human group members of one human group 
from those of another. Culture from those of another. Culture from those of another. Culture from those of another. Culture 
in this sense is a in this sense is a in this sense is a in this sense is a system of system of system of system of 
collectively held valuescollectively held valuescollectively held valuescollectively held values....””””

GeertGeertGeertGeert HofstedeHofstedeHofstedeHofstede: : : : 

““““Culture is the Culture is the Culture is the Culture is the collective collective collective collective 
programmingprogrammingprogrammingprogramming of the human of the human of the human of the human 
mind that mind that mind that mind that distinguishesdistinguishesdistinguishesdistinguishes the the the the 
members of one human group members of one human group members of one human group members of one human group 
from those of another. Culture from those of another. Culture from those of another. Culture from those of another. Culture 
in this sense is a in this sense is a in this sense is a in this sense is a system of system of system of system of 
collectively held valuescollectively held valuescollectively held valuescollectively held values....””””

Edgar ScheinEdgar ScheinEdgar ScheinEdgar Schein

““““Culture is the deeper level of Culture is the deeper level of Culture is the deeper level of Culture is the deeper level of basic basic basic basic 
assumptionsassumptionsassumptionsassumptions and and and and beliefsbeliefsbeliefsbeliefs that are that are that are that are 
shared by members of an shared by members of an shared by members of an shared by members of an 
organizationorganizationorganizationorganization, that operate , that operate , that operate , that operate 
unconsciouslyunconsciouslyunconsciouslyunconsciously and define in a and define in a and define in a and define in a 
basic basic basic basic ‘‘‘‘taken for grantedtaken for grantedtaken for grantedtaken for granted’’’’ fashion fashion fashion fashion 
an organization's view of its self an organization's view of its self an organization's view of its self an organization's view of its self 
and its environment.and its environment.and its environment.and its environment.””””

Edgar ScheinEdgar ScheinEdgar ScheinEdgar Schein

““““Culture is the deeper level of Culture is the deeper level of Culture is the deeper level of Culture is the deeper level of basic basic basic basic 
assumptionsassumptionsassumptionsassumptions and and and and beliefsbeliefsbeliefsbeliefs that are that are that are that are 
shared by members of an shared by members of an shared by members of an shared by members of an 
organizationorganizationorganizationorganization, that operate , that operate , that operate , that operate 
unconsciouslyunconsciouslyunconsciouslyunconsciously and define in a and define in a and define in a and define in a 
basic basic basic basic ‘‘‘‘taken for grantedtaken for grantedtaken for grantedtaken for granted’’’’ fashion fashion fashion fashion 
an organization's view of its self an organization's view of its self an organization's view of its self an organization's view of its self 
and its environment.and its environment.and its environment.and its environment.””””
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CHANGE HOUSECorporate Culture – A workable definition

(Source: adapted from Heinen, E. and Dill, P.;  Tompenaars, F.

With the term Culture we refer to  ...

• people‘s system of values,

• people‘s set of attitudes and 

• people‘s behaviour. 

Corporate Culture is specific to each organisation
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CHANGE HOUSEDefintions

Value

is the quality of beeing useful or 
desirable

Value

is the quality of beeing useful or 
desirable

Attitude

is the way of behaving, thinking
or feeling

Attitude

is the way of behaving, thinking
or feeling

Behaviour

is the specific treatment shown 
to others

Behaviour

is the specific treatment shown 
to others
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CHANGE HOUSEExamples of Values …

Categories - Examples

Personal Values

Corporate Values

Political Values

Ethical Values (Moral)

Religiuos Values

Aesthetical Values

Goods, etc

19

Responsibility

Work

Independence

Life

Disciplin

Reliability

Environmental
awareness

Power 

Security

Respect

W
ealth

Freedom of 
oponion

Recognition

Physical Fitness

Quality
Trust

Flexibility
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CHANGE HOUSE

Values mainly are used in a positive sense

Unreliability or
Missing Reliabilty

Disrespect or
Missing respect

Mistrust or
Missing Trust

e.g.

Positive and negative Interpretations of Values

But can also be negative or missing

ReliabilityRespect Trust

e.g.

Note: Violence – No Violence

Racism – No racism/ tolerance?
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CHANGE HOUSE

Secretary (female)

Boss (male)

Attitudes – What‘s that?
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CHANGE HOUSEAttitudes: Examples

Stick to the past
versus

Ready to change

In love with tecnology
versus

be customer oriented

react only if necessary
versus

be proactive

live for your job and career
versus

live for yourself and your family

don't rock the boat
versus

always try to improve

put down the work of other 
groups

versussupport the work of other groups

Source: Trevor Wood
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CHANGE HOUSEBehaviours: Some Examples

�bring uncomfortable issues out into the open

� listen to other members' viewpoints even if you disagree with them

�encourage zany and bizarre perspectives to insure that nothing important 

and possible has been overlooked

� treat everyone with respect and as a potential source of valuable insight and expertise 

� congratulate those who suggest new ideas and new ways of doingthings

� don't criticise the organisation in front of clients or customers

�enjoy your work and show enthusiasm for a job well done

� help and support other groups in the organisation

Source: Trevor Wood
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CHANGE HOUSEBehaviours: The Unwritten Rules of the Game

complain a lot

don't trust anyone who seems sincere

don't be the bearer of bad news

don't say what the boss doesn't want to hear

don't think of things that are not likely to happen

don't spoil the party

don't be associated with an ugly event

don't disagree with your boss

treat women as second-class citizens

put down your organisation

don't enjoy your work

don't share information with other groups

treat subordinates as incompetent and lazy

cheat on your expense account

look busy even when you're not

Source: Trevor Wood
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CHANGE HOUSE

Visible

Indiviudals‘
Values

Corporate      
Values

Values

Culture constantly interacts with
corporate life such as Vision,  

Strategy, Stuctures, Prozesses etc.

- detemines the results -

How does Culture interact with Business? The ‚Onion of Values‘

Attitudes

Behaviour

Invisible
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CHANGE HOUSEQuestions …

In CC, do we need to have ‚a culture‘? 

How long does it take to change behaviour, attitudes and values?

What has culture to do with ethics?

Your Challenge: Set up a Leadership Process to identify and 
commit CC‘s core Values and related attitudes and behaviours!
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CHANGE HOUSE
Why is Corporate Culture Important to XY?
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CHANGE HOUSEResearch indicates: Culture has a clear Impact on busines and success

Corporate Culture

� Employee-oriented

� Customer focussed

� Quality-oriented

� Performance driven

� Capabel to change and 
innovate

Behaviour of People

� Engaged

� Loyal

� Well-being

Corporate Culture explains one third of financial results of 
companies. 

Employee-orientation is the most important factor.

Results

� EBIT 

� Turnover

� etc.
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CHANGE HOUSEEmployee-engagement in Organisations is low

0

20

40

60

80

100%

Level of employee
engagement*

Low

Moderate

High

761

Percent of respondents

� 87% of Americans don’t like their jobs1

� Only 19% of the UK workforce are engaged in their 
job2

� 18% of Australians are “actively disengaged” -
looking for ways to sabotage the plans of their 
employer and more motivated colleagues2

• 80% of British workers feel let down by their boss 
and a third don't trust them at all3

� Fewer than half of US workers say they have 
confidence in senior management4

Note: *Employee engagement measured by ‘Net Promoter Score’ (“How likely would you be to recommend your company as a 

place to work to a friend or colleague?” 0-10)
Source: Bain/eRewards decision and organisation effectiveness survey 2008 (n=761); 1. Forbes.com, 2. Gallup, 3. UK Investors 
in People, 4. Rightreality.com
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CHANGE HOUSELow Engagement – Example Germany

Source: Gallup Institut Potsdam

Approx. 100 Bn € annual costs
because of

• days absent

• fluctuation

• low productivity

High

Low

No 

Emotional 

engagment
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CHANGE HOUSE

Beziehungen

Quelle: Prof. Dr. Manfred Perlitz, Universität Mannheim

‘Hard factors’

‘Soft factors’

Tecnologies

Markets
Objectives

Structures

Financen

Behaviour

Groupdynamics

Thoughts

Ideologies

Values

Emotions

Attitudes

Intangible, Unconscious or Unknown

How important is Culture to us? The Iceberg-Approach

Conflicts

Tangible, concious and Known
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CHANGE HOUSE

Beziehungen

Quelle: Prof. Dr. Manfred Perlitz, Universität Mannheim

Tecnologies
Markets

Objectives
Structures

Finance

Behaviour

Groupdynamics

Thoughts

Ideologies

Values

Emotions

Attitudes

How The Iceberg-Approach applies to real life

Conflicts

The Airbus Debakel

The Dreamliner Debakel

Heathrows‘ Terminal 5 
Desaster

Toyotas product recalls



CHANGE HOUSE

1 4 5 6

Production
processes

Organisational
Structures and 

processes

(Market-) 
Strategy

Product-
characteristics

2 3

Human Capital, 
Values, Culture

“Protection against
Imitation” in Years

Human 
Skills

Conceptual
Skills

Technical
Skills

Mode of Know-how

(Source: adopted from Hohmann, R., Bittmann, B. (1994)

Corporate Culture as ultimate Competitive Advantage?



CHANGE HOUSEYour challenge: Think Again!

� Does the leadership team really know what it

means ‚Commiment‘ for cultural change?

� Is there a common and shared understanding

about the concept of culture and benefits of 

cultural change? 

What does it mean for CC, 

if we miss the hurdle at that stage?
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CHANGE HOUSE
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CHANGE HOUSEWhy do we Asses our Current Culture?

• You only get what you can measure!

• Make a clear starting point

• Leave the zone of speculation and 

personal assumptions



CHANGE HOUSE

37

How do we Asses our Current Culture?

• Listen to Word of mouth

• Story telling

• Giving Feedback in conversations, meetings

Speak about
own

Perceptions
and listen to 

others

Increase your

sensitivity and 

awareneness but no 

sound basis for

coherent action plan

• Data from Work Shops 

• Cases, Incidents and accidents

• Ongoing Problems

Screen, write
down and 
summarize
colloquial

Data

Easy to gather

but not the overall

picture

• Interviews with key persons

• Employee survey

• Management audit

Systematic
Data Analysis 
Cultural Due
Dilligence

Sound Data Basis

but time consuming,  

expensive and

DANGEROUS



CHANGE HOUSE

Bad Leadership and  bad 
Communication

• We mail to often rather than really
speak to eachother
• No information from from the top

• Leaders do not decide
• Leaders don‘t walk the talk
•

Insufficient
Cooperation

• ...  No Real  Team Spirit

• Personal contact
missing

• No trust in boss and 
collegues

•

Own Perceptions and Listenings: ‚Virus‘ in your Culture

Fears,
Pressures

lockages

No open
communication

Too many
experts, 
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CHANGE HOUSE

Conclusions about Leadership 
behaviour

♦No Disziplin

♦Leaders don‘t stick to their promises

♦ Lack of Honesty

Conclusions about Leadership 
behaviour

♦No Disziplin

♦Leaders don‘t stick to their promises

♦ Lack of Honesty

No trust

♦ Leaders don‘t stick to Leadership 
guidelines

♦Command and control instead of 
empowerment

♦Will I loose my job?

No trust

♦ Leaders don‘t stick to Leadership 
guidelines

♦Command and control instead of 
empowerment

♦Will I loose my job?

Conclusions about Motivation of 
Poeple

♦ People don‘t understand executive
decicions

♦People feel thrown into doubt, feel rattled

♦No clear decions

Conclusions about Motivation of 
Poeple

♦ People don‘t understand executive
decicions

♦People feel thrown into doubt, feel rattled

♦No clear decions

Abbildung 4.4 Problemezone Führung

Make Use of colloquial
Data
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CHANGE HOUSECultural Survey: Example of Key Performance Indicator“ (C-KPI) 
System 

93

69

66

24

31

35

49

46

79

91

93

0 10 20 30 40 50 60 70 80 90 100

1  Kenntnis meiner Aufgaben und Ziele

2  Unterstützung durch VG bei Schwierigkeiten

3  Verständnis des VG für meine Aufgaben

4  Regelmässoge Info über Beurteilung meiner Leistung

5 Gegenmassnahmen bei Arbeitsüberlastung

6  Lob für großes Engagement

7  Abstimmung der Arbeitsabläufe aufeinander

8  Keine Verzögerung bei Entscheidungen

9 Selbstkontrolle der eigenen Arbeit

10 Vertrauen  des VG in meine Kompetenz

11 Do I know my task and my objectivs?

Source: Intern Data of a production Plant with approx .  750 emplyees, 200x

In Percent, total > 40 Fragen

Do I know my Task and my objectivs?

Do I get support from my boss?

Does my boss understand my task?

Do I get feedback from my boss on a regular basis?

Does my boss reward quality?

Etc. 



CHANGE HOUSEYour challenge: Think Again!

Don‘t start to asses culture unless you and 

the whole leadership team is ready…

�…to accept the results

�…to give feedback on the results

�…to real change

What does it mean for CC, 
if you fail at that stage?
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CHANGE HOUSE
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CHANGE HOUSEWhere do we find cultural statements?

Company 
Vision

Corporate Values

Core Values

� Manuals

� Safety Guides

� SOP‘s

�

Leade
rship G

uidelin
es
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CHANGE HOUSE

Results wanted

Indiviudals‘
Values

Corporate      
Values

Values

� We are first class in time to  we are 
more nimble

� Our Desing is best in class quality 
and reliability standards

� We are best in Integrating the 
customers and value chain into our  
design process

How does the MWN Culture 2015 of CC look like?

Attitudes

Behaviour

Invisible
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CHANGE HOUSEShaping CC‘s New Culture: Define Core Cultural Discipline‘s

Just an Example

Our Values

Our Attitudes

Our Behaviour

T
O

T
A

L
 Q

U
A

L
IT

Y
 C

ul
tu

re

etc.

etc.

etc.

Continuous Improvement (no 

satifaction with status quo)

No subordiantes or superiors allowed (rather than ‚the boss knows best‘)

We are all in this togehter (rather than everyone for him or herself)

We do act on any quality issue we see (instead of blaming ohters)

We aktively seek and pass on relevant information

(instead of ‚sit and wait‘)

We listen (instead of  ignoring, 

knowing better)

Openess and  honesty (no limtations and secrets)

Tolerance and Learning Experiences (no intolerance for failure)

Quality before Speed
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CHANGE HOUSEShaping CC‘s New Culture: Define Core Cultural Discipline‘s

How could it look like?

Our Values

Our Attitudes

Our Behaviour

A
 C

ul
tu

re
of

 R
el

ia
bi

ltyetc.

etc.

etc.
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CHANGE HOUSEExample: „Leadership Culture“
A company in the defense business

Our Core Values

Respect – Trust – Openess

are the heart of our new

Leadership Culture

Our Core Values

Respect – Trust – Openess

are the heart of our new

Leadership Culture

Respect – Trust – Openess

Values

Attitudes

Behaviour
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CHANGE HOUSE

Just one Example

Leadership Guidelines,
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CHANGE HOUSENice ‚Give Aways‘, 
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CHANGE HOUSEAnd what might happen during the process…

B E T E i L I G T

V 
E 
R
 L
 Ä

S 
S 
L 
I C

 H
 

R
 E
 S
 P
 E
 K
 T
 I 
E 
R
 T

ZUM  WANDEL BEREITV 
E 
R
 G
 E
 S
 S
 L
 I 
C
 H
 

B E L E I D I G T

R
 E
 S
  I
  G

  N
  I
  E

 R
 T

IM  WANDEL VERGREIST

‚forgetful‘

‚offended‘

‚resigned‘

‚exessively aged during change‘



CHANGE HOUSEYour challenge: Think Again!

�Are we clear about our new culture?   

� Are we clear about communicating it to our people? 

� Posters on the wall help to remind and to refocus, but
don‘t change culture!

� Nice Give aways can turn into cynism!

What does it mean for CC, 

if you walk into the trap at this stage?

No booklets, no posters, no  ‚Give Aways‘
if you are not ready to  Walk the Talk!
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CHANGE HOUSE

4. Action: ‚Moments of Truth‘
> What do we really do to

change?
>  Who does What? 
>  When? 
>  What about quality and costs?

4. Action: ‚Moments of Truth‘
> What do we really do to

change?
>  Who does What? 
>  When? 
>  What about quality and costs?

Your Roadmap to Cultural Change - Executive Summary

3. Our new Culture:

> How does a culture look
like, that effectively
supports our strategy

and structures?

3. Our new Culture:

> How does a culture look
like, that effectively
supports our strategy

and structures? 5. Learnings:

> Which desasters

should we avoid?

5. Learnings:

> Which desasters

should we avoid?

1. Commitment: 
> Who takes responsibilty?
> What is our common

understanding of culture?

> Why do we focus on culture?

1. Commitment: 
> Who takes responsibilty?
> What is our common

understanding of culture?

> Why do we focus on culture?

Vision
Strategic Goals

Restructuration
Prozess improvement

2. The starting Point:
> What does our current
Culture look like?

> What do we like – what
do we need to stop or
change?

2. The starting Point:
> What does our current
Culture look like?

> What do we like – what
do we need to stop or
change?
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CHANGE HOUSE

� Followers choose their leaders rather than leaders choose
their followers!

� The top leader is the first live the new culture – If he doesn‘t
guess what his followers will do?

� ‚The fish stinks first at his head‘

Bad role model? No change!    

Moments – of Truth: Shaping a programme to Implement Cultural Change

Top Executives
are

Role Models.

Top Executives
are

Role Models.



www.changehoeuse.de Professor Dr. Klaus Eckrich; Making Cultural Change Happen Folie 54

CHANGE HOUSE

Culture Board

Moments – of Truth: Shaping a programme to Implement Cultural Change

� Ensure Powerful Cross Company Decision Making:
- Cross cultural
- Cross functional
- cross hiearchical

� Ensure coherent, continuous PDCA rather than stand alone
activities

� Organize an effective Team, rather than ‚Speakers‘ Corners‘!

Set up 
Cross 

Company 
Decision
Making

Set up 
Cross 

Company 
Decision
Making
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CHANGE HOUSE

� Use training to close gaps/ develop competencies

� Use coaching and diagnostics to accelerate and focus on individual

� Link individual L&D to organisational L&D

� Learning starts from the TOP

� Cultural learning is integrating rather than segregating

� Line Management owns the process, HR supports!

Learning and Development (L&D)

Moments – of Truth: Shaping a programme to Implement Cultural Change

Learning & 
Development

Do it and  
claim it!

Learning & 
Development

Do it and  
claim it!
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CHANGE HOUSE

� HR decision follow cultural disciplins
- Recruiting
- L & D
- Leadership Assessment
- Promotion
� In case of notorious ignorance: Change role (from leader
to expert) or leave company!

HR Decisions & Sanctions   

Moments – of Truth: Shaping a programme to Implement Cultural Change

Decisions on 
HR and 

Sanctions

Decisions on 
HR and 

Sanctions
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CHANGE HOUSE

Check, evaluate and revise

� Management Processes, e.g. Project 
Management, Quality Management, MBO etc.

� Value Creating Processes, e.g. Procurement
Process, Supply Chain Process, SOP‘s etc.

and adapt to Cultural Disciplines

Organisation and process

Link 
cultural

disciplines to 
structures

Link 
cultural

disciplines to 
structures

Moments – of Truth: Shaping a programme to Implement Cultural Change



CHANGE HOUSEYour challenge: Think Again!

�Are we crystal clear about our roles in the cultural change
process?  

� Are we clear about effort, time and money to invest? 

� Are we clear about the consequence of inconsequence in 
the company? 

� Do we learn our lessons?

What does it mean for CC, 

if you act only semi-professional?
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CHANGE HOUSE

4. Action: ‚Moments of Truth‘
> What do we really do to

change?
>  Who does What? 
>  When? 
>  What about quality and costs?

4. Action: ‚Moments of Truth‘
> What do we really do to

change?
>  Who does What? 
>  When? 
>  What about quality and costs?

Your Roadmap to Cultural Change - Executive Summary

3. Our new Culture:

> How does a culture look
like, that effectively
supports our strategy

and structures?

3. Our new Culture:

> How does a culture look
like, that effectively
supports our strategy

and structures? 5. Learnings:

> Which desasters

should we avoid?

5. Learnings:

> Which desasters

should we avoid?

1. Commitment: 
> Who takes responsibilty?
> What is our common
understanding of culture?

> Why do we focus on culture?

1. Commitment: 
> Who takes responsibilty?
> What is our common
understanding of culture?

> Why do we focus on culture?

Vision
Strategic Goals

Restructuration
Prozess improvement

2. The starting Point:
> What does our current
Culture look like?

> What do we like – what
do we need to stop or
change?

2. The starting Point:
> What does our current
Culture look like?

> What do we like – what
do we need to stop or
change?



CHANGE HOUSEWhy Cultural Change might go Wrong

� Leaders ignore Role Model 
Responsibility

� TOP Executives delegate responsibility for
implementation to lower levels and HR 
Department 

� Leaders underestimate
complexity - no time, no 
patience, too much costs, 
loosing energy

� Strategy not professional, 
Structures designed ineffectively

� And what are your
reasons?

� Leaders don‘t take
themselves seriously - Cultural
Change is a lip service

� Top Leades change
Priorites - Good fire
fighters but bad strategists



CHANGE HOUSEConclusions

• Make an honest decision and challenge any statement of commitment

• Be clear about consequences of low commitment

• No external consultant, no leading business shool, no HR Director no 
internal Trainerteam, no change agent from lower reporting leveld
can change CC‘s culture.

• They all can give you excellent help,

BUT:

>> > Executives (from top to bottom) are the one and only to lead and   
support cultural change

• Cultural Change takes long time and is hard work – BUT: can lead to a great
success and be even sexy.

Your idea still is to win the ‘Must win battle’
“Change the culture and mindset in the organization”?



CHANGE HOUSE

Thank you and 

Good luck! 



CHANGE HOUSEAppendix



CHANGE HOUSEWorkgroup 1 + 2: How will our Company benefit from Cultural Change 

Bearing our Must Win Battle 
“Change the culture and mindset in the organization”
in mind ….

… develop and write down a list of of arguments, why cultural
change within CC is beneficial or even mandatory, according
to your view!

Please formulate statements which could help your people
(subordinates) to join and support cultural change



CHANGE HOUSEWorkgroup 3 + 4: What does our current culture look like?

Exchange about the culture as you currently perceive it:

… what are values you liked? What are the values that made the
company successful in the past?

… please also state some attitudes and bahaviours that made
your company succesful in the past until now.



CHANGE HOUSEWorkgroup 5 + 6: What does our current culture look like?

… what are values, you miss most? What ‚negative Values‘ do 
you feel ‚at work‘ in the company?

… please also state some attitudes and typical bahaviours
that you regard as counter-productive to the companies
success.

Exchange about the culture as you currently perceive it:



CHANGE HOUSE

Think about our corporate culture you perceive actually:

… please brainstorm about the unwritten rules of the game
and write them all down!

… please try to make a judgement on the power of the
unwritten rules in our organization!

Workgroup 5 + 6: What we did not know about our Culture – so far



CHANGE HOUSEWorkgroup 9 + 10: Our New Culture – a Very First Draft

… how does a culture look like that effectively supports our
strategy and structures? 

… please try to identify core values which lead to our success

… please also give some examples for attitudes and behaviours

you would like to see more in our organization in the future.

Think of our Must Win Battle 
“Change the culture and mindset in the organization”
in mind ….



CHANGE HOUSEWorkgroup 11 + 12: „Where we don‘t want to end up …“

… according to your view

what are the main reasons

that the cultural change process in our company

will  fail?

Think of our Must Win Battle 
“Change the culture and mindset in the organization”
in mind ….



CHANGE HOUSE
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