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WHAT IS THE OCI/QEI?

'The Organizational Culture Inventory’ (OCI),
developed by Drs. Robert A. Cooke and

J. Clayton Lafterty, and Organizational
Effectiveness I nfventory® (OEI, developed by
Cooke) provide invaluable data for planning,
guiding, and monitoring organizational
change and development initiatives.

'The OCl is designed to assess an organization’s
current operating culture by asking members
about how they are expected to think and behave
when carrying out tasks, interacting with one
another, and solving problems. Their responses
are aggregated and profiled on a Circumplex
that portrays the organization’s culture in terms
of norms for twelve different yet interrelated
behavioral styles associated with three general
types of cultures: Constructive, Passive/
Defensive, and Aggressive/Defensive.

'The interpretation of the organization's current
culture profile is facilitated by the OCI-Ideal,
which leaders and other members of the
organization can complete to create their

own value-based ideal profile for comparison
purposes. This version of the OCI asks
respondents to answer in terms of the extent
to which the styles should be expected to
maximize effectiveness. The organization

can use either their aggregated responses or,
alternatively, our Historical Ideal Profile (based
on the aggregated responses of members of

a wide variety of organizations) to identify
culture gaps or disconnects.

'The OEI provides complementary data on the
climate of the organization based on members’
attitudes toward and perceptions of their work
environment. The feedback it provides on
outcomes brings to light the impact of current
norms on effectiveness and the possible need

for cultural change.

'The performance indicators measured by the
inventory include:

* individual-level outcomes such as member
satisfaction, stress, and intention to stay;

* group-level outcomes such as teamwork
and coordination between groups; and

* organizational level outcomes such as

adaptability and quality of products/services.
'The OEI also provides feedback on internal

factors and conditions that our research

has shown can drive cultural norms and
performance. The organizatiors results along
these measures can be used for identifying
potential levers for changing norms, closing
culture gaps between the ideal (values) and
the current culture (norms), and ultimately
improving performance with respect to the
above and other important outcomes. The
causal factors assessed include:

* systems such human resource practices
around rewards and punishment;

* structures such as employee involvement
and empowerment;

* job design such as task significance and
variety;

* members’ skills/qualities with respect to
leading and communicating.

Consultants and leaders can compare their
organization’s scores along these causal factors
and performance indicators to those of a
thousand other organizations and units as well
as to those of a subset of organizations with
Constructive cultures. Factors along which
their scores are low are those that warrant
attention for discussion and development.
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Organizational Culture Inventory®/Organizational Effectiveness Inventory® (OCI®/OElI)

The OCI/OEI Interactive Report (Sample Results for illustrative purposes only)
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HOW YOUR CULTURE WORKS IDEAL CULTURE CAUSAL FACTORS CURRENT CULTURE OUTCOMES

Subgroup  All Respondents (N=1925)v @

IDEAL CULTURE CAUSAL FACTORS (LEVERS FOR CHANGE) CURRENT CULTURE OUTCOMES

+ Most Favorable
Distribution of Influence
Personal Bases Of Power

Described as
Humanistic-Encouraging
Self-Actualizing

All Respondents (N=558)

-~

MISSION AND PHILOSOPHY

factors at or
1 / 2 above

— Least Favorable
Autonomy
Total Influence

Avoidance

Largest gaps with ideal
Self-Actualizing
Achievement

factors at or
2/ 4 above
historical average
factors at or
7/ 1 0 above
historical average
=
historical average
factors at or
3/ 6 above
historical average
factors at or
7/ 9 above

historical average

Described as

Conventional

+ Most Favorable
Intention to Stay
Inter-Unit Coordination

— Least Favorable
Department-Level Quality
Role Clarity

outcomes at or
3/ 7 above

historical average

outcomes at or
2/ 3 above

historical average

outcomes at or
0/ 2 above

historical average

WHAT DOES THE OCI/OEI FEEDBACK
INCLUDE?

'The OCI/OEI feedback tells the story of

how an organization's culture rea/ly works.

'The feedback describes what is driving and
reinforcing the current culture (via causal
factors), where disconnects exist between values
(ideal culture) and norms (current operating
culture), and the impact of the current operating
culture on performance-related outcomes. In
addition to the OCI/OEI Feedback Report
(PDF), PowerPoints, and Subgroup Reports,

you'll also receive:

* The OCI/OEI Interactive Report (NEW),
which enables practitioners to easily navigate
through and take a deeper dive into the
data. With a few clicks, you can quickly
access descriptive results by departments and
levels to understand subcultures and guide
constructive change.

* The OCI/OEI Prescriptive Feedback
Report (NEW), which includes an action
plan based on prescriptive analytics and
Al that highlights the most powerful culture
norms and levers for change. It provides
data-based recommendations for achieving
your organization's goals.
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APPLICATIONS

Organizations around the globe have relied

on the OCI/OEI to successtully improve

their cultures, employee engagement, and
effectiveness with respect to quality, safety,
reliability, DEI, merger integrations, digital
transformation, agile implementation, and other
critical outcomes.

The OCI/OEI can be used to:

* Provide members with a language and
framework for understanding and having
productive conversations about their
organizations culture

* Determine whether the current culture
contributes to or detracts from effectiveness

* Identify specific Constructive norms to
increase and Defensive norms to decrease for:

o improving outcomes at the individual,
team, and organizational levels (e.g.,
engagement, cooperation, quality)

o facilitating strategy execution and the
implementation of new technologies and
other innovations

o transferring the subcultures of high-

performance units to less effective units

PRODUCT

* Select levers (e.g., structures, systems)
to move from Defensive to Constructive
styles (and to align the day-to-day
operating culture with mission, vision,
and values)

* Monitor the implementation and
impact of change and development
initiatives

Finally, the high reliability and validity of the
OCI and OFEI have been documented in
numerous peer-reviewed journal articles and
doctoral dissertations. Therefore, they can be
used with confidence for basic research to
increase our understanding of organizations
as well as applied research to solve problems
or identify factors leading to effectiveness
within or across industries.

WHO SHOULD USE THE OCI/OEI?

The OCI/OEI is appropriate for all
types of organizations.
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Organizational Culture Inventory®/Organizational Effectiveness Inventory® (OCI®/OElI)

The OCI/OEI Prescriptive Feedback Report (Sample Results for illustrative purposes only)

Recommended Culture Targets to
Improve Specific Outcomes

Recommended Culture Targets” to

Improve Outcomes

Sample Organization’s
Effectiveness by Outcome

Recommended Targets to Improve

Priorities for Affiliative and Avoidance ———> Department-Level Quality |G Overall Effectiveness
Improvemen . .
pr@UETIEnE Self-Actualizing and Avoidance ———> Role Clarity |
Self-Actualizing and Avoidance ———> Organizational-Level Quality [N
Affiliative and Avoidance ———> Motivation ]
Self-Actualizing and Avoidance ———> External Adaptability ]
Affiliative and Avoidance —> Role Conflict** |
Self-Actualizing and Avoidance ——> Satisfaction ]
Affiliative and Avoidance —> Job Insecurity** ] *Culture targets are based on:
= the organization’s current culture scores and
Self-Actualizing and Avoidance st . I * the predictive power of each of the cultural norms
g > ress with respect to the effectiveness outcomes across
Intra-Unit Teamwork & organizations.
Affiliative and Avoidance —> Cooperation
Self-Actualizing and Avoidance ———3  Inter-Unit Coordination |
Affiliative and Avoidance ——> Intention to Stay I
**The effectiveness scoreis reversed 0 50 100 3
'&t)" h so that higher scores indicate more Historical
7? mgraI}stics' 5('\‘”'“ Changing the World -~ desirable results for all outcomes. Average Research and Development by: Robert A. Cooke, Ph.D. and J. Clayton Lafferty, Ph.D.
Y synerg # One Organization at a Time' Copyright © 1971-2023. All Rights Reserved.

Recommended
Levers” to
Address Culture
Targets

*The levers recommended by Al are based on:

* the organization’s causal factor scores and

* the predictive power of each causal factor with
respect to the strength of the cultural norms
across organizations.

human | Changing the World -
. synergistics* One Organization at a Time™

SC-

T~
Improve Customer Service Focus Cg"‘mvcny&”
Ty
10. Perfectionistic
Increase Autonomy &
Increase Employee Involvement / I

Increase Total Influence

Increase Employee Involvement
Improve Performance Appraisals

Increase Employee Involvement

12. Self-Actualizing
Improve Customer Service Focus
Increase Employee Involvement

11. Achievement
Increase Employee Involvement

SATSFACTION NEEDS. 1. Humani

—

Improve

stic-Encouraging

Increase Employee Involvement

Customer Service Focus

2. Affiliative
Improve Customer Service Focus

A Increase Employee Involvement

9. Competitive
Increase Autonomy

8. Power

i Loy, PN D

7. Oppositional o 5.

6. Avoidance
Increase Employee Involvement

Improve Downward Communications

Increase Total Influence

3. Approval
Increase Employee Involvement

2
2
f Improve Fairmness of Appraisals

4. Conventional
Increase Employee Involvement
Increase Autonomy

Dependent
Increase Employee Involvement

Improve Downward Communications

4

Research and Development by: Robert A. Cooke, Ph.D. and J. Clayton Lafferty, Ph.D.

Copyright © 1971-2023. All Rights Reserved.
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Organizational Culture Inventory®/Organizational Effectiveness Inventory® (OCI®/OElI)

The OCI/OEI Prescriptive Feedback Report (Sample Results for illustrative purposes only)

Detailed Action Plan for

Levers for Change ‘ Culture Targets - Priority Outcome and
Goals for Improvement

Customer Service Focus
(See p. 3-8 of OCI/OEI Feedback Report)

* Increase: You are encouraged to emphasize the |-

perspective and needs of customers Ta
« Increase: Your department is responsible for A
client satisfaction /
/
/
Employee |nvo|vement / + Increase: Customers would choose to do
(See p. 3-13 of OCI/OEI Feedback Report) / /ﬂ' business with your department again
= Decrease: There is little chance of getting :\ /// * Increase: Services provided by your
anything done about one's ideas / department are of the highest quality

= Increase: Management is interested in
employees’ suggestions

Downward Communication /
(see p. 3-24 of OCI/OEI| Feedback Report) /

« Increase: Credible (not Questionable)

« Increase: Straight from the source (not Through
too many channels)
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