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Roadmap…

1. Define culture

2. Barriers and breakdowns

3. Framework to build culture



“A ‘culture of excellence’ is, by definition, out of the ordinary.”



Common Culture Barriers



Measuring Culture



Constructing Culture



Who’s Job Is Culture?



Let me introduce myself…



Complexity Requires Collaboration



Drivers & Impacts
Multi 

disciplinary 
teams

Hierachical vs 
collaborative approach

Tension between 
disciplines (clinical/ 

care workers)
Impact of shift work

Varying skill 
sets

Communication/ 
interpersonal/EQ

Inconsistent capability 
Specific expertise 

deficiencies

Leadership 
Challenges 

High level 
accountability but little 

actual support

Regional capability 
(attraction and 

retention)
Inconsistent capability

Strategic 
execution

Little or no 
implementation 

support

Poor integration of 
strategic initiatives in 

local context

Integration of strategic 
to operational 
establishes silo 
mentality as a 

framework for culture

Industry 
Shifts

Changing legislation 
(VAD), CDC model

Royal commission/ 
public scrutiny

Competitive market/ 
budget constraints

conflict

crisis

chaos





Culture Requires
Integration…



Constructing Culture



3 Step Plan….

3. OUTCOMES: SUSTAINING CULTURE

Local Level Planning & Action Establish Culture As A Local Asset
Pulse Check & Handover

Intermittent Measurement

2. ACTION: BUILDING CULTURE

Leadership Support Planning for Action Enabling Implementation

1. INSIGHT: MAPPING CULTURE

Engagement & Vision 
Building

Issues Identification
Culture Risk & Maturity 

Assessment
Recommendations





Soft Skills, Hard Outcomes





Culture Reveal



Resilience At Work



Insights 
leading to org 

outcomes

Opportunities 
for reflection 
and growth

Connected, 
engaged,  at 
the source

Healthy, 
happy 

workforce

presenteesim

Resilient Teams



Build The Muscle

Build The Culture



Enabling Change

Personal 

• Reflection 
and growth

Professional

• Approach 
and 
enablement



We are coming…

Melbourne

Sydney

Brisbane

Townsville

Gold Coast

Mackay

Logan

Perth

Adelaide

https://kim304e75.clickfunnels.com/aged-care-masterclass
https://lasa.eventsair.com/building-a-culture-of-excellence/melbourne
https://lasa.eventsair.com/building-a-culture-of-excellence-workshop-nsw-march-2019/sydney/Site/Register
https://lasa.eventsair.com/building-a-culture-of-excellence-workshop-qld/brisbane/Site/Register
https://kim304e75.clickfunnels.com/aged-care-masterclass
https://kim304e75.clickfunnels.com/aged-care-masterclass
https://kim304e75.clickfunnels.com/aged-care-masterclass
https://kim304e75.clickfunnels.com/aged-care-masterclass
https://kim304e75.clickfunnels.com/aged-care-masterclass
https://kim304e75.clickfunnels.com/aged-care-masterclass
https://kim304e75.clickfunnels.com/aged-care-masterclass
https://kim304e75.clickfunnels.com/aged-care-masterclass


Rules to Build Culture By



Kim Yabsley

0410 445 994

kim@stratcomm.com.au

Thankyou



Vision



0

C o r p o r a t e  C u l t u r e  J o u r n e y - C u l t u r e  M a t u r i t y  M a t r i x

Level 1

Culture Void

Level 2 

Culture Aware

Level 3

Culture Defined

Level 4 

Culture Embraced

Level 5 

Culture Integrated

• Leaders’ actions are increasingly 

a reflection of the culture and help 

to grow and improve it

• Management decisions, policies 

and procedures are increasingly in 

response to the organisational 

culture and values.

• Leaders’ actions are not driven by 

any definable culture or values

• Management decisions, policies 

and procedures don’t refer to, or 

reflect any consistent culture.

• Leaders’ actions reflect the culture 

and help to grow and improve it

• Management decisions, policies 

and procedures are driven by the 

desire to uphold the 

organisational culture and values.

• Leaders’ actions are shaped by 

the agreed culture and values but 

not consistently and not by every 

leader

• Management decisions, policies 

and procedures acknowledge the 

organisational culture and values 

but are not driven by them.

• The culture and values of the 

organisation shape the 

organisation’s future.

There is no agreed, consistent view 

of our culture that defines:

• Our day-to-day processes

• Our service delivery and 

interaction with our customers

• Our interaction with our 

colleagues

• Cost effective and easy business 

processes are linked to culture.

• Consideration is given to changing 

service delivery methods & 

requirements to align with culture. 

• Internal interaction and staff 

engagement considers culture.

• Most business practices are 

aligned with culture. 

• Interaction with customers is 

consistent with our culture.

• The organisation’s treatment of 

staff and how staff work together 

is consistent with our culture. 

Our culture and values are help 

drive:

• our business practices

• how we treat customers 

• how the organisation manages 

and supports its people

• how we treat each other.

Our culture and values define and 

drive:

• our business practices

• how we treat customers 

• how the organisation manages 

and supports its people

• how we treat each other.

There is no time, resources or 

business importance given to:

• defining our culture and reviewing 

it 

• training staff in embracing it and 

living it day-to-day

• Encouraging and rewarding staff 

for embracing the culture

• Some resources are allocated to 

defining culture and values 

• Staff are encouraged to act on  

culture and values 

• Individuals and some units 

consider culture and values but it 

is not a criteria in business  

decision-making

• There is support for staff 

developing their understanding of 

culture 

• HR processes and policies and 

staff training incorporate culture 

and values.

• Culture alignment is a criteria for 

business decisions. 

• All staff are given support to 

integrate culture into their roles 

and behaviours.

• HR processes and policies and 

staff training start with culture and 

values.

• Culture alignment is a key criteria 

for business decisions. 

• Demonstrating and supporting the 

org’s culture and values is a 

prerequisite to promotion.

• Culture alignment is a mandated 

criteria for business decision 

making. 

• Our culture is not defined – doing 

so is not valued. 

• Customers and staff could not 

articulate our culture or values. 

• Corporate plans have little or no 

foundation in culture.

• Our culture is defined but is not 

the driver of our strategy. 

• Customers and staff have an 

awareness of our culture and 

values. 

• Corporate plans include links back 

to our culture statements.

• The executive have articulated the 

org culture and values which are 

understood within the 

organisation. 

• Organisational strategy and 

business plans are clearly aligned 

with culture and values.

• The corporate strategy clearly 

reflects the culture and informs 

management decisions. 

• The executive increasingly frame 

goals, staffing and budgets 

around the need to support the 

culture.

• The corporate culture and 

strategic decisions and plans are 

unconsciously, totally integrated.

• There is no ‘elevator pitch’ about 

our culture and values.

• We don’t talk about our culture 

internally or externally. 

• We have mission and vision 

statements but no one could cite 

them. 

• We talk proudly and consistently 

about our culture when explaining 

who we are and what we do. 

• The concept of a culture 

champion or advocate is obsolete 

because all staff are culture 

champions and advocates.

• Our culture and values are well 

defined. 

• Staff can articulate the 

organisation’s culture and talk 

about it internally.

• Our customers know what our 

culture is.

• The organisation is beginning to 

talk about culture and values as 

important and is actively defining 

them.

• Some staff engagement in culture-

building activities and cross-

functional communication.

How we lead

What we do

Supporting 

culture

How culture 

is driven

What we say • Staff fully embrace the culture and 

values and align external and 

internal messaging and our story 

to it.

• All staff embrace our culture 

narrative and incorporate into their 

roles and how they talk about 

challenges and innovation.

Maturity

0

C o r p o r a t e  C u l t u r e  J o u r n e y - C u l t u r e  M a t u r i t y  M a t r i x

Level 1

Culture Void

Level 2 

Culture Aware

Level 3

Culture Defined

Level 4 

Culture Embraced

Level 5 

Culture Integrated

• Leaders’ actions are increasingly 

a reflection of the culture and help 

to grow and improve it

• Management decisions, policies 

and procedures are increasingly in 

response to the organisational 

culture and values.

• Leaders’ actions are not driven by 

any definable culture or values

• Management decisions, policies 

and procedures don’t refer to, or 

reflect any consistent culture.

• Leaders’ actions reflect the culture 

and help to grow and improve it

• Management decisions, policies 

and procedures are driven by the 

desire to uphold the 

organisational culture and values.

• Leaders’ actions are shaped by 

the agreed culture and values but 

not consistently and not by every 

leader

• Management decisions, policies 

and procedures acknowledge the 

organisational culture and values 

but are not driven by them.

• The culture and values of the 

organisation shape the 

organisation’s future.

There is no agreed, consistent view 

of our culture that defines:

• Our day-to-day processes

• Our service delivery and 

interaction with our customers

• Our interaction with our 

colleagues

• Cost effective and easy business 

processes are linked to culture.

• Consideration is given to changing 

service delivery methods & 

requirements to align with culture. 

• Internal interaction and staff 

engagement considers culture.

• Most business practices are 

aligned with culture. 

• Interaction with customers is 

consistent with our culture.

• The organisation’s treatment of 

staff and how staff work together 

is consistent with our culture. 

Our culture and values are help 

drive:

• our business practices

• how we treat customers 

• how the organisation manages 

and supports its people

• how we treat each other.

Our culture and values define and 

drive:

• our business practices

• how we treat customers 

• how the organisation manages 

and supports its people

• how we treat each other.

There is no time, resources or 

business importance given to:

• defining our culture and reviewing 

it 

• training staff in embracing it and 

living it day-to-day

• Encouraging and rewarding staff 

for embracing the culture

• Some resources are allocated to 

defining culture and values 

• Staff are encouraged to act on  

culture and values 

• Individuals and some units 

consider culture and values but it 

is not a criteria in business  

decision-making

• There is support for staff 

developing their understanding of 

culture 

• HR processes and policies and 

staff training incorporate culture 

and values.

• Culture alignment is a criteria for 

business decisions. 

• All staff are given support to 

integrate culture into their roles 

and behaviours.

• HR processes and policies and 

staff training start with culture and 

values.

• Culture alignment is a key criteria 

for business decisions. 

• Demonstrating and supporting the 

org’s culture and values is a 

prerequisite to promotion.

• Culture alignment is a mandated 

criteria for business decision 

making. 

• Our culture is not defined – doing 

so is not valued. 

• Customers and staff could not 

articulate our culture or values. 

• Corporate plans have little or no 

foundation in culture.

• Our culture is defined but is not 

the driver of our strategy. 

• Customers and staff have an 

awareness of our culture and 

values. 

• Corporate plans include links back 

to our culture statements.

• The executive have articulated the 

org culture and values which are 

understood within the 

organisation. 

• Organisational strategy and 

business plans are clearly aligned 

with culture and values.

• The corporate strategy clearly 

reflects the culture and informs 

management decisions. 

• The executive increasingly frame 

goals, staffing and budgets 

around the need to support the 

culture.

• The corporate culture and 

strategic decisions and plans are 

unconsciously, totally integrated.

• There is no ‘elevator pitch’ about 

our culture and values.

• We don’t talk about our culture 

internally or externally. 

• We have mission and vision 

statements but no one could cite 

them. 

• We talk proudly and consistently 

about our culture when explaining 

who we are and what we do. 

• The concept of a culture 

champion or advocate is obsolete 

because all staff are culture 

champions and advocates.

• Our culture and values are well 

defined. 

• Staff can articulate the 

organisation’s culture and talk 

about it internally.

• Our customers know what our 

culture is.

• The organisation is beginning to 

talk about culture and values as 

important and is actively defining 

them.

• Some staff engagement in culture-

building activities and cross-

functional communication.

How we lead

What we do

Supporting 

culture

How culture 

is driven

What we say • Staff fully embrace the culture and 

values and align external and 

internal messaging and our story 

to it.

• All staff embrace our culture 

narrative and incorporate into their 

roles and how they talk about 

challenges and innovation.



Issues

0

2

4

6

8

10

12

14

16

18

No conflict/ 
conflict 

doesn’t affect 
me

2 3 4 Extreme
conflict

6

Rating Conflict

21%

48%

29%

2%

SNAPSHOT OF ISSUES

Leadership Communication and Culture Workload and Resources Personal and Professional

Is culture change possible for us?

Never I really don’t think so we are on our way we are there



Action Planning

Organisational Alignment+ Pass/ Fail

(Cost + benefit + ease)-risk = ranked score 





Planning For Action



Measurement- Outcomes

• 75% decrease in perception of conflict
• 25% increase in feeling valued
• 21 defined improvements across 5 core areas
• The metric of stories-improved leadership increased
• Team shifts- self selection
• Enhanced leadership cohesion


