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CULTURES

 Culture is important, plain and simple

Measuring culture is tricky

Employers value diversity of thought in their cultures but…

Culture is a critical issue for many organizations

55% 25%view it as very 
important  

view it as 
important

When organizations do measure culture:

Most organizations do not know how to measure culture well 

68% 43%
rely on 
climate 
surveys 

rely on monitoring 
key metrics related 
to turnover

measure overall corporate culture

measure the culture of specific teams or 
departments within the organization
measure the differences between the 
overall corporate and specific team cultures

Just 26%
Fewer, 23%

Even fewer, 16%

35% 24% 24%

We assess 
employees’ work 
behavior styles

We use assessments of 
cognitive styles and/or 

behaviors to help teams 
function better

We assess employees’ 
ways of thinking (aka, 

cognitive styles)

Survey Question: 
Which of the 

following 
statements are 

true in your 
organization? 

Employers value diversity of thought in their cultures but…

Most assessments don’t actually assess for diversity of thought. 
Cognitive styles and behaviors are not assessed frequently.
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Few HR professionals understand subcultures

Most organizations do not pay much attention 
to quantifying the differences between the 
overall corporate culture and team specific 
subcultures

HR is more familiar with the culture within 
their own department (79% agree or strongly 
agree) than the culture of other teams and 
departments (50%)

HR needs to 
broaden its 

understanding of 
organizational 

subcultures

 Consider These Strategies
Below are some key suggestions for how organizations might become more successful in managing corporate culture:

HR professionals who say their cultures are successfully 
managed are more likely than others to report that they:

have a formal 
definition/description of corporate 
culture

are more likely as an organization 
to value diversity of thought 
among employees

measure a lot more and 
survey more frequently

have greater 
understanding about their 
employee preferences and 
working styles

are more likely to make everyone 
accountable for culture

are more likely to use survey data 
and information about culture to 
help guide candidate selections

Expect challenges and have a 
game plan.

Adopt/refine a recognition and 
rewards program to reinforce 
values and behaviors.

Make culture part of the hiring 
process.

Consider interest groups that 
reinforce culture and keep 
diversity top of mind.

Define, describe and 
communicate the key aspects of 
your culture.

Consider creating a learning 
environment that makes “diversity 
of thought” a reality.

Provide appropriate training to 
managers, and make employees 
more comfortable talking about 
cultural differences.

Make culture a strategic 
priority.

Do not assume “one culture” 
throughout the organization.

Measure and assess culture more 
often.

Within the HR function, consider 
creating a team that uses data and 
analytics to learn about the culture 
and subcultures of the 
organization.

Despite its importance, most firms lack a dedicated budget 
for managing culture 

Most do not have a 
dedicated budget for 

culture.

Just 1/5 of participants 
have a dedicated corporate 

culture budget.

Among those that have a budget, only  1/5  are 
also spending $100,000 or more on culture. For 

now, budgets are not expected to rise.  

Survey 
Question: 

About how
 large is your 

organization's 
annual budget 

related to 
corporate 

culture?

$500 to $999

$1,000 to $4,999

$5,000 to $9,999

$10,000 to $49,999

$50,000 to $99,999

$100,000 to $499,999

$500,000 to $999,999

$1,000,000 or more

2%

21%

16%

21%

21%

9%

4%

7%

The State of Corporate Culture Survey 2018/2019 ran from early November 
2018 to early January 2019. It was conducted by HR.com in partnership with 
Humantelligence. 

The gathered 456 complete responses and another 81 usable partial 
responses from HR professionals in virtually every industry vertical, with the 
largest industry groups being manufacturing, government, education, 
finance/insurance, professional service, nonprofit, and computer/telecom.

Most responding organizations were based in the United States or other 
parts of North America, though there was a global representation overall. 
The participants represent a broad cross-section of employers by number of 
employees, ranging from small businesses with under 50 employees to large 
enterprises with 20,000+ employees. Read Full Report
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