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Session Introduction

Every group of people, from small work groups to large agencies, either consciously or unconsciously develops an organization culture. 

This session presents the business case for consciously building a strategic organization culture and its impact on employee performance, successful recruitment, retention and succession planning.

The session also offers tools for developing a high performance, conscious work culture.

Four Objectives for Session

1. Develop an understanding of the importance of culture design as strategic for a successful organization

2. Create a vision of your organization’s ideal culture

3. Identify the challenges to “shaking off the dust” from your culture

4. Plan the preliminary steps toward achieving your organization’s optimal culture

Session led by:

Malati Marlene Shinazy, M.Ed.

malati@shinazy.com  /  415.828.0321

Develop an understanding of the importance of culture design 

as strategic for a successful organization …

What is culture? 

Culture is like an Iceberg.


How does culture impact the organization? 


Positive impact of consciously created cultures occurs in every aspect of an organization, including:

· Improved Employee Performance 

· Example: Southwest Airlines’ organization culture: 

Focus on the employees and let the employees focus on customers.

· HR spends less time time/energy spent dealing with in ER problems

· HR spends more time on facilitating organizational goals

· Successful Recruitment

· The organization with a clearly articulated culture is more attractive. 

· It answers the question: What’s in it for me? 

· Younger generation employees looking for “great places to work.” 

· Older workers who are leaving the corporate workplace and entering public service are looking for organizations with clarity and consistency of culture. 

· Successful Retention

· All employees are volunteers!

· Smooth Succession Planning

· Groom the next generation to carry on the strength of a flexible and conscious culture, in addition to the technical competencies needed for leadership
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Components of high performance organization cultures:

· A clear and inspiring shared vision that drives the organization’s mission and is woven throughout all business practices

· Leaders who exemplify the culture in their daily professional behavior

· Employees who identifies themselves as leaders, informally if not by title or rank

· Celebrating small demonstrations of key aspects of the culture


Create a vision of your organization’s ideal culture …

Components of a Vision

· A Vision can be “seen,” felt” and understood by all involved. 

· Organization Vision answers the question, “Where are we going?” 

· Organizational Culture Vision answers the question, “How are we going to get there?”
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Sailors: “See that shore? This is how we’re going to get there.”
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Hikers:  “See that summit? This is how we’re going to get there.”

[image: image4.wmf]Leaders: “See that future? This is how we’re going to get there.”

Vision Exercise

Instructions

· With your small group

· On flip charts

1. Capture in a drawing where your organization is going and how you are going to get there. 

(An organization may any group of people: a division, department, work group or team).

2. Create a caption for your drawing. This is your group’s vision statement.

Example

Community Development Department 

Drawing: Formation of geese flying above beautiful skyline w/ balance of housing, transportation, open space.

Caption: Soaring Together to Create a Beautiful Place to Live
Identify the challenges to “shaking off the dust” 

from your culture …

Develop a visual metaphor of your organization’s culture.

Examples

Circus? Fiefdom? Dysfunctional Family? Military campaign? Herd of buffalo? 

My group culture can be compared to a: _______________________________

Why did I choose this metaphor?

How/when did my organization develop this type of culture?
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Plan the preliminary steps toward achieving your 

organization’s optimal culture …

Creating an inspiring shared Vision: 

1. Who needs to be involved?

2. How am I going to get folks to buy-in?

Two ideas for starting to address the challenges identified in my organization culture metaphor:

1.

2.

What am I personally committed to doing as soon as I return to work to encourage the process of creating a conscious culture?

1.

2.

Commitment partner
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Professional Biography
Malati Marlene Shinazy, M.Ed., (pronounced: Mall-ah-tee) is an HRD and OD consultant. 

With over 20 years’ experience, Ms. Shinazy is known for her work in results oriented initiatives with diverse work groups and global teams, as well as management and leadership development. She is also known for assisting organizations with aligning vision and organizational culture, as well as succession management strategies.

A seasoned intercultural communication expert, Malati also mentors a wide range of employees, from senior leaders and supervisors to individual contributors, across industries. 

Public arena client/partners include San Joaquin County Health Care Services Agency, CA; County of Santa Clara, Employee Services Agency, CA; Lane County, OR; Ohio Fire Chief’s Association; Lane County Community College, OR; West Valley Community College, San Jose, CA; Salem-Keizer School District, OR; City of Stockton, CA; City of Palo Alto Police Department, CA;  U.S. Department of Probation; U.S. National Labor Relations Board;  Federal Reserve Bank of S.F.; U.S. Veterans Administration, CA; Panama Canal Commission Transition Committee.

Malati was Director of Consulting and Training with George Simons, International, Mandelieu-La Napoule, France and was senior consultant and leadership expert for The Tom Peters Group, Palo Alto, CA. Corporate positions include VP of Training and Development, Comerica Bank – Western Division, San Jose, CA

She also taught for the School of Business and Public Administration, University of the Pacific, Stockton, CA and De Anza College, Cupertino, CA.

Collaborating with a team of 18 public high school students and college interns over the course of two academic years, Malati recently developed TeenDIVERSOPHY™, a diversity learning game (www.TeenDIVERSOPHY.com).

She is a contributing author to Global Competence:  50 Training Activities for Conducting International Business, HRD Press and is widely quoted in Corporate Futures: the Diffusion of the Corporate Form, University of Chicago Press. She is the author of Don’t Hate Me Because I’m Beautiful, On Achieving Excellence and The Cultural Generation Gap, India Currents. She also appears as a quest expert in the Crisp Learning Publications training video, Working Together II, Succeeding in a Multicultural Organization.

Her degrees include a master of education, Cabrini College, Radnor, PA, and a bachelor of arts in psychology, University of California, Davis.

Contact Information:

Malati Marlene Shinazy, M.Ed..

malati@shinazy.com

415.828.0321




A quick definition of culture:





Whenever people form a group, a group of any size, they develop and teach social norms that help them carry on together. Most of these norms are unconscious “rules” that impact every level of each person’s life. A broad definition of culture might be the sum of each of those levels:





Beliefs


Values


Attitudes


Perceptions


Actions





Most of us do not even know we are impacted by our particular group’s “rules.” Our cultural training starts the moment we are born. For instance, the custom in some American hospitals of giving each newborn a pink or a blue head covering cues everyone who interacts with the baby to treat the child as either a “girl” or a “boy,” according to that group’s norms. 





Like an iceberg most of this social programming is under the surface. Only our actions, including our spoken thoughts, are visible to others, or “above the water.” Unless evidenced by behavior or speech, our perceptions, attitudes, values and beliefs lie below the surface, “below the water.”








Organization culture:





Beliefs, values, attitudes and perceptions that lie “below the water” percolate to the surface. The result is behavioral expectations that become unspoken “rules for survival and success” within the organization.





Organization cultures, like all cultures, are adaptive to the group, time and circumstances that created them. They serve a function that may actually become obsolete over time.





As conditions change, so too do organizational cultures. The only question is whether this change will be conscious and deliberately strategic or not.
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