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Objectives

ÁTo provide a framework to make sense of 

organizational cultureðan ambiguous 

and amorphous attribute of organizations. 

ÁTo introduce a straightforward strategy for 

diagnosing and changing organizational 

culture. 
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Achieving Spectacular 

Performance

ÁAs a leader in your organization, assume that 

five years from now you are recognized as 

having achieved outstanding success.  Your 

organization has dramatically exceeded 

performance expectations and is noted as the 

benchmark to which others aspire.   

ÁWhat will have accounted for this extraordinary 

success?   

ÁSelect one of the following alternatives.
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Alternatives

ÁA ïWe will be extremely timely and efficient, having processes in 
place to achieve six-sigma quality, ensuring that the organization 
minimizes waste and redundancy, and achieving specialization and 
technical expertise.  We will do things right.

ÁB ïWe will be innovative and entrepreneurial, maintaining flexibility 
and agility in our organization so that we can quickly adapt, taking 
risks as we try to anticipate the future and lead the marketplace.  
We will do things first.

ÁC ïWe will work hard to achieve specific goals and targets, 
emphasizing speed and competitiveness as we drive through 
obstacles and barriers, all the while being vigilant to serve external 
customers and clients.  We will do things fast.

ÁD ïWe will collaborate and build cohesive teams among our 
organization members, focusing on their development and 
satisfaction, so that their engagement and commitment to the 
organization results from a cohesive values.  We do things together.
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A Source for the Framework
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Clan

Hierarchy Market

Adhocracy

The Competing Values Framework
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Culture Type: CLAN

Orientation: COLLABORATE

Leader Type: Facilitator

Mentor

Teambuilder

Value Drivers: Commitment

Communication

Development

Theory of Human development

Effectiveness: and high commitment

produce effectiveness

Culture Type: ADHOCRACY

Orientation: CREATE

Leader Type: Innovator

Entrepreneur

Visionary

Value Drivers: Innovative outputs

Transformation

Agility

Theory of Innovativeness, vision,

Effectiveness: and constant change

produce effectiveness
Internal

Maintenance
Culture Type: HIERARCHY

Orientation: CONTROL

Leader Type: Coordinator

Monitor

Organizer

Value Drivers: Efficiency

Timeliness

Consistency & Uniformity

Theory of Control and efficiency

Effectiveness: with capable processes

produce effectiveness

Culture Type: MARKET

Orientation: COMPETE

Leader Type: Hard-driver

Competitor

Producer

Value Drivers: Market share

Goal achievement

Profitability

Theory of Aggressively competing

Effectiveness: and customer focus

produce effectiveness

External

Positioning

Stability

Control

Incremental

Change

Fast

Change

Long-term

Change

Individuality

Flexibility

New

Change

The Competing Values Framework
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Some Applications of CVF

ÁNegative Zones

ÁLeadership Competencies

ÁMetrics and Measures of Success

ÁMerger and Acquisition Success

ÁFinancial Strategy

ÁDiagnosing Organizational Strategies

Á Innovation Strategies

ÁCommunication Styles

ÁOrganizational Life Cycles

ÁCognitive Information Processing

ÁOrganizational Culture
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Measuring and Managing 

Organizational Culture

Applying the Competing Values 

Framework
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What is Culture?

Culture is:

. . . the collective assumptions, 

expectations, values, artifacts, and 

activities that reflect the explicit and 

implicit rules determining how people 

behave.

. . . unconscious and unrecognized 

until contradicted.
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Why Does Culture Matter?

ÁCulture enhances or inhibits 

organizational change.  (More than 50 

percent of all organizational change 

initiatives fail.)

ÁHealthy cultures facilitate high levels 

of performance.
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Standardized Parts ProducerHigh-Tech Manufacturer Government Agency

Multinational ManufacturerFast-Growing Bancorp Data Systems Firm

Examples of Culture Profiles

No best or right culture exists.


