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Agenda

• Section1 High Performing Cultures

• Section 2 Methods to Course Correct

• Section 3 Strategies to Pivot
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Section 1

High Performing 
Cultures
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Researchers define 
organizational culture 
as the set of shared 

values and beliefs that 
employees hold and 
that determine how 
they perceive, think 

about, and react to the 
organization’s various 

environments
(E. Schein)
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Schein’s Model of Culture
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Why Pursue a Values-Based Culture 

• The U.S. Sentencing Commission explicitly recognized the 
significance of “culture” in its 2004 “Amendments to the Federal 
Sentencing Guidelines.” 

• Elevating employee engagement impacts quality, safety and 
experience

• Building a positive culture demonstrates and embeds ethical 
behavior and is a source of sustainable competitive advantage

• Creating a positive work environment supports recruitment and 
retention

• Demonstrating commitment to fostering well-being is mission 
centric
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We continue to see – through studies by NACD and others – that 
organizational culture is no longer a “soft issue”. The benefits of gratitude in 
health care settings include – healthier patients, more resilient staff, and more 
collaborative organizations—and provide health care professionals with practical 
tools that can help put gratitude research into practice.

Gratitude in Health Care https://greatergood.berkeley.edu/
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“Culture is a set of 
living relationships 
working toward a 
shared goal.”

The Culture Code: The Secrets of Highly Successful Groups; Daniel Coyle (2018)
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Coyle’s Cultural Skills:

• Skill 1: Build Safety

• Skill 2: Share Vulnerability

• Skill 3: Establish Purpose
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Operationalized values

“When values aren’t clear, we can easily 

become paralyzed – or, just as 
dangerous, we become too impulsive. 

Operationalized values drive what I think 
of as the sweet spot of decision making: 

thoughtful and decisive.”

– B R E N É  B R O W N ,  Dare to Lead
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Evaluating Processes

• Approach: How do you accomplish your 
organization’s work? How systematic are your 
key processes?

• Deployment: How consistently are your key 
processes used?

• Learning: How well have you evaluated and 
improved your key processes? How well have 
improvements been shared?

• Integration: How well do your processes 
address organizational needs?
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What is a Baldrige Self-
Assessment?

• Helps organizations assess 
whether they are developing 
and deploying a sound, 
balanced and systematic 
approach for running their 
organization

• Identify successes and 
opportunities

• Jumpstart a change
• Energize your team

• Assess performance 
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The Baldrige Approach in 
three Questions

• Is your organization doing as well as it 
could?

• How do you know?

• What and how should your 
organization improve or change?
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Reflected in strategic 
plan, master facility plan, 

CHNA or other 
documents of record 

Consistent with business 
diligence by having 

budget, approvals, time 
to campaign, commitment 

to execute, etc.

Relatable, understandable 
and compelling to donors 
and meets donor 
requirements to 
demonstrate social 
impact.
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Section 2

Methods to Course 
Correct & Dealing 
with Change
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TELEOPATHY

“The unbalanced pursuit of a goal”

1. Fixation

2. Rationalization

3. Detachment

-Kenneth Goodpaster, Conscience and 
Corporate Culture. Oxford: Blackwell, 
2007.

19

20



2/9/23

11

21

22



2/9/23

12

23

Major Barriers Effecting Change

• Lack of power or control
• Lack of ability, knowledge or skills
• Lack of desire
• Organizational processes
• Limiting beliefs

• Inefficiencies with the team process
• Interruptions in workflow
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Removing barriers to success is essential
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William Bridges, Managing Transitions

“It is not the change that does you in. 
It’s the transitions.” William Bridges

• Change is something that happens 
to you.

• Transition is how we emotionally 
deal with the changes around us. 

William Bridges, Managing Transitions: Making the Most of Change, Perseus Books, 2009.

26



2/9/23

14

• Anticipate new demands and challenges.

• Be proactive about identifying threats or 
opportunities.

• Identify an opportunity and list all the 
obstacles that will prevent you from 
taking advantage of it. How can you 
influence those obstacles?
• Think about a situation in which your 

failure to anticipate change resulted in a 
negative outcome. What would you do 
differently now after reflection?

Strategies to Personally Deal with Change 
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• Anticipate a positive outcome to 
increase your chances of success

• Frame difficult challenges as learning 
opportunities

• Keep the situation in perspective

• Adjust your expectations

• Don’t dwell on disappointments

• Concentrate on what you can control 
and what you cannot 

• Control your attitude

Maintain Positivity
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Practice Wellness and Stay 
Centered on Purpose

• Allow time and space to practice 
wellness to counteract physical and 
mental stress. 

• Remind yourself of the purpose or your 
work to help regain perspective

• This reduces stress and will help to 
generate new ideas to move forward

29

Section 3

Strategies to Pivot
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Lead by Example
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Provide Growth Opportunities
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Asses Your Talent
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Inspire your team to perform at their peak
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The Center for Creative Leadership

Consider Coaching & Mentoring
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Delegate for Career Growth

1. List your primary accountabilities

2. Rank each responsibility according to 
importance 

(A=most critical, B=important, C=Least critical) 

3. Ask yourself: 
• Which of these tasks will be of most benefit to my 

health system? 
• What task can only I do? 
• Which task would my president consider most 

important? (Time log)
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Encourage Feedback 
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• Allow time for reflection

• Communicate and collaborate
• Be flexible and Embrace 

Mistakes

Strategies to Deal with
Change for Your Team
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Communicate constantly through the change.     

Help others to understand the need for 
change and explain the “why”. 

Acknowledge what is being lost.  
Navigate through the signs of change. 
Give others time to process.     
Ensure respect for the past.      

Show how the ending contributes to the 

new beginning. 

Lead forward with hope and optimism 

Plan to lead through the change
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Visioning
• What is the rationale for making a change?
• How do you envision what you want it to be?
• What becomes possible for your Foundation 

when this change happens?
• What becomes possible for you?
• How do you feel when the change is made?
• How big is the gap between where you are 

now and where you want to go?
• What responsibility do you take for the past 

culture and now take responsibility for 
creating the new one?

• What will you stop doing?
• How will you measure progress? 
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