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OUR BUSINESS CHALLENGE



Truth #1:

Culture is not a plaque on the wall

It is a set of behavior patterns deeply embedded in the day-to-day 

workflows and interactions of our employees.  If we want culture 

change, we need to stay focused on those behavior patterns, 

to actually LIVE INTO those behaviors,

and every action needs to serve that purpose.



Truth #2:

Culture change needs critical mass

HR alone cannot change deeply embedded workplace behavior 

patterns across the organization: a critical mass of employees and 

managers is needed to create a tipping point and make new 

behaviors the new “normal.”



Truth #3:

Better to over-deliver than to over-promise

Half-hearted, “flavor-of-the-month” initiatives make employees cynical 

to org change efforts, which can make a bad situation worse. It is 

therefore better for leaders to bite off a small change effort and 

over-deliver, driving change down to the behavioral level, 

than it is to over-promise and under-deliver.



OUR SOLUTION SET

Competency 

Model

Collateral 

& Signage

Leader 

Workshop

Manager 

Playbook

Resource 

Lists

Video 

Courses

Sync-Up

Meetings

C o m p e t e n c y - B a s e d  C u l t u r a l  C h a n g e

• Behavior Patterns

• Critical Mass

• Over-Deliver

Guiding Principles



Facilitate 

Sync-Up 

Meetings

Film & Edit 

Videos; Build 

Courses

Facilitate 

Leader 

Workshop

Develop 

Performance 

Support Tools 

& Collateral

Facilitate 

Competency 

Model

OUR PROCESS



WHAT WORKED

Financials: Despite 

disruptions, revenue and 

EBIT are up

Adoption: Competencies 

widely understood with low 

HR visibility

Performance: Spurred 

movement on performance 

management

Recruiting: Better able to 

attract top talent from a 

broader pool 

Retention: Undesirable 

attrition has improved 3% 

points year over year

Collaboration: Silos 

breaking down



LESSONS LEARNED

Not all competencies 
are equally 

important; prioritize

Competencies are 
inter-dependent—
need to link them 

cumulatively

Senior leaders need 
to model and guide 

to create 
commitment, not just 

compliance

Since unity is key, get 
everyone involved 
even if you need to 

delay rollout

Don’t micro-manage; 
empower and give 
managers control



WHAT’S NEXT?

Continue the 
deployment

Adjust as 
needed

Keep it from 
becoming 
“check the 

box” activity

Formally 
integrate into 
performance 
management


