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Your Cultural  
Transformation Toolkit

“Ambiguity breeds mediocrity.”

How do you know it’s time for you to think about the culture inside your organization?

Ask business coach and author John Spence, and he’ll say the right time is before you even build a team. But few of us 
actually have the opportunity to start an association from the ground, up, let alone get started at one that has less than 
decades’ worth of history under its belt.

Still, if you’re not being cognizant of the culture you have, then it’s likely not working to your advantage. So, if you’re 
ready for a cultural transformation inside your organization, where do you even get started? At the foundational ideas 
that hold it together.

Is your organizational culture working for you?
Yes, if:

• When people come to work, they’re smiling and visibly happy to be there.

• Members of your staff legitimately consider other staff-members their friends.

• Your organization has a clearly defined Core Purpose and Core Values.

• This Purpose and the Values are not only physically on display inside the association (on posters, stationery, internal 
and external newsletters, on the website) but also present in invisible ways (spoken and supported by staff-
members, acknowledged by board-members, referred to when making decisions).

• When staff-members move on from the organization, it’s to take a new opportunity and on good terms with those 
who stay.

• Staff-members feel valued and are given ample opportunity to give organizational feedback in healthy and  
honest ways.

• Leadership is respected and appreciated across the organization.
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How do you start a cultural transformation?
A true transformation will take time, sometimes lots of it. But you can get started with just two steps:

• Assess your current culture. Sit down with trusted team-members and have a frank conversation. Where are your 
weaknesses? Where are your strengths?

• Discuss your future. Where does your organization need to be in order to move forward?

Core Ideology
The Core Ideology of your organization is the ultimate foundation upon which to build any growth. These are the key 
pieces you need in place to begin a true transformation:

Core Purpose: Why the organization exists. What difference will the association make to make the world a better place? 
Your Core Purpose does not change.

Core Values: How the organization will fulfill its Purpose? Values need to be clear, unique and unambiguous. They 
should not define the basic values anyone should need to work there (e.g. “honesty”) but instead should be the things 
that set your organization apart from others.

Vision: Where is your organization going? This is the representation for what your future will look like if you fulfill your 
Purpose and stay true to your Values.

John Spence’s Formula for Business Excellence
(Talent + Culture + Extreme Member Focus) x Disciplined Execution

Let’s break down each section:

Talent: Great people want to work with great people. You’ve got to focus on the six factors to attract and retain great 
talent. They include:

1. Fair pay

2. Challenging and meaningful work

3. Cool colleagues

4. A winning culture

5. Personal and professional growth

6. A leader they trust, respect and admire

Culture: The foundation of a winning organizational culture includes a deeply meaningful, impactful Core Purpose, 
Core Values, Envisioned Future and decades-long goal Jim Collins called the Big Hairy Audacious Goal (a.k.a. The BHAG).

From an employee’s perspective, the signs of a good culture are:

• Fun: People smile when they get to work, and they smile when they leave

• Friends and family atmosphere: People genuinely care about each other in the organization

• Fair: People are paid fairly and receive fair treatment and the opportunity to have their voices heard
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• Freedom: Staff gets the training, support and resources to do their jobs the way they should be done

• Pride: People are proud to work for the organization and to support its goals

• Praise: A job well done is genuinely acknowledged and appreciated

From the organization’s perspective, the signs of a good culture are:

• Goal setting: Goals are clearly defined and have the ability to be measured

• Trust: Those tasked with steering toward the organization’s future are trusted and trust each other

• Communication: Open, honest and transparent communication is fluid across the organization

• Accountability: People hold each other accountable in mutually respectful ways

• Recognition: When staffers are found doing the right thing, they’re acknowledged for it and appreciated

Extreme Member Focus : Whoever is closest to a member understands the member best. There are three keys to this:

Voice of the Member: Seek to understand a member’s fears, wishes, desires, hopes and needs as you solve and 
navigate their problems. Do this with surveys, VIP groups for feedback, panels and listening closely on social media.

Moments of Truth: The interactions with a member that have to be done perfectly to turn a member into an evangelist. 
These have to be done perfectly every time, or you risk a member leaving, and members are the only ones who can tell 
you what these moments are for your organization.

Word of Mouth: Most people make purchases and big choices because they’ve heard about a product or service from 
someone else. Whether it’s a friend or a stranger on Yelp, we’re more likely to trust someone who isn’t part of what 
we’re buying. Focus on having highly valuable products and services, and getting them to influencers in your market.

Disciplined execution: Good ideas are just ideas that until they turn into action. This is the single biggest problem area 
for most people and most organizations. Work toward having a Culture of Accountability.

Do this by having:

1. Clarity, authority and resources: 100 percent clear goals and deliverables. Project managers should have the 
authority and resources they need to get work done.

2. Agreement: Everyone agrees to how, why and when a project will get done.

3. Track and Post: Progress and timelines are tracked in visible and noticeable ways, so everyone knows when you win 
— and when you fail.

4. Coach, Train, Support: Leaders are there to provide backup and support when things go awry.

5. Celebrate and Discipline: When things go well, celebrate that, and deal with mediocrity with they don’t. If you allow 
failure and then don’t deal with it, the message is clear that failure doesn’t matter.

Contact us to learn more!

www.SidecarGlobal.com


