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In the age of the “brogrammer,” ethics-based consumer
boycotts and the exposing of toxic work environments,
many companies are learning the hard way how much
organizational culture matters.
It seems that every week a story
emerges about a company whose
win-at-all-costs mentality is thought
to push workers too hard or may
edge too closely to crossing ethical
boundaries. These employers often
find themselves raked over the coals
on job review sites, as well as in
social and commercial media. As
a result, they’re taking big hits to
their reputation, their customer and
investor bases, and even the viability
of their business.
An unattractive corporate culture
carries with it a further penalty, almost
lost amid the more dramatic headlines:
an inability to recruit and retain the
skilled employees a company needs

to thrive. Reports of an unfavorable
or downright hostile work environment
can make a business so unattractive
that job candidates are reluctant
or unwilling to work for the firm.
Even if you feel your company isn’t
plagued with any of these problems,
your workplace culture will still affect
your ability to attract the talent you
need. This is especially true at a time
when firms are competing for a limited
pool of skilled professionals. In this
report, we’ll explain why, beyond
the headlines, company culture is
coming so clearly into focus and
how businesses can enhance their
workplace environment to build and
retain strong teams.
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BOTH EMPLOYERS
AND CANDIDATES
FOCUSED ON FIT

40%

of respondents
in Canada

35%

would not accept
a job if the role
were a perfect fit
but the corporate
culture wasn’t

of respondents
in the United
States

Workplace culture is emerging as a make-or-break factor
in hiring and retention for both companies and employees.
There are two key reasons for this:

1

Workers consider it very
important, personally,
that their employer’s values
align with their own.

2

Businesses are paying greater
attention to something they’ve
suspected all along: Employees
who thrive in their workplace
environment are more
productive and loyal.

“The ability to be comfortable and satisfied in a company’s culture really
matters to today’s professionals,” says Paul McDonald, senior executive
director at Robert Half. “Businesses that expect to attract and retain the talent
they need must communicate and reinforce their most appealing aspects
because employees and job candidates are paying close attention.”
Source: Robert Half survey of more than 1,500 workers
in North America across a variety of professional fields
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Similarly, organizational culture fit
Today’s in-demand professionals will
unquestionably be scrutinizing your
influences retention, especially early
corporate culture and considering
in an employee’s tenure. Workers
whether they want to be part of it.
who don’t feel there is a good match
They are concerned whether a combetween them and their employer
pany has, for example, a collaborative are the most likely to leave their jobs
within a year, according
work environment, an
to our research.
emphasis on helping
employees maintain
“Organizational
work-life balance or
None of this is lost
a flat organizational
culture is the new on Microsoft and
its head of global
structure that helps
involve workers more
currency for hiring talent acquisition,
Chuck Edward.
in key decision-making
and
retention.”
processes.
“Organizational
culture is the new
— CHUCK EDWARD,
Robert Half research
currency for hiring and
head of global talent
acquisition
at
Microsoft
retention,” he says.
shows a professional’s fit
“The people we want to
— or lack of it — with
hire have a lot of options
a potential employer’s
in the job market. They want to
workplace culture can strongly
know what we stand for and how our
influence that person’s decision to
corporate culture drives our mission
join the company. More than one
and makes an impact. So, the true
in three workers said they wouldn’t
accept a job if the role were a perfect differentiator for our company, as an
employer, is our organizational culture
fit but the corporate culture wasn’t.
— not the pay, benefits or perks
that we can offer.”

FROM A STAFFING E XPE RT

“If a candidate is a good
fit with the company
culture, their managers
and colleagues can help
them fill in any technical
skill gaps. But a candidate
with the right skills and
experience who doesn’t
fit in with the workplace
culture won’t last.”
— KATIE WEIGEL, division director in

Reno, Nev., for Robert Half Finance
& Accounting
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90%

of executives
surveyed in
Canada

91%

of executives
surveyed in the
United States

said that a candidate’s fit
with the firm’s organizational
culture is equal to or more
important than that person’s
skills and experience

Most businesses appear to be getting whose senior executives and boards
of directors consider corporate culture
the message. Ninety-one percent of
a competitive advantage.
executives in the United States and
90 percent of executives in Canada
“A positive organizational culture is a
surveyed by Robert Half said that a
candidate’s fit with the firm’s organistrategic asset for the business,” explains
zational culture is equal
Brian Christensen, an
to or more important
executive vice president
than that person’s skills
for global consulting
“A positive
and experience.
firm Protiviti, a Robert
Half subsidiary. “It can
organizational
The most obvious reason
help drive innovation,
a company considers
productivity, diversity of
culture is a
workplace culture fit is
thought, ethical behavior,
strategic asset
simply to avoid a costly
regulatory compliance
hiring mistake: People
and much more.”
for the business.”
who don’t mesh with a
workplace culture are
Hiring for a corporate
— BRIAN CHRISTENSEN,
executive vice president
not only less inclined to
culture fit can
at
Protiviti
stay but can also be a
sometimes be hard,
disruptive influence on
though. It means you
staff morale and producmay have to remove
tivity, and, ultimately, the company’s
from consideration applicants who
bottom line. But there are also other
have the right technical qualifications
reasons businesses are keeping an
for a job but lack the soft skills
eye on a corporate culture fit: Doing
needed to thrive in your particular
so is a strategic move for companies
work environment.

Source: Robert Half survey of more than 5,500 senior managers in the United States
and more than 1,200 senior managers in Canada across a variety of professional fields
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PROMOTING ORGANIZATIONAL
CULTURE IN THE HIRING PROCESS
Most job seekers today will thoroughly
research your company culture before
interviewing. Some will start even before
applying for a job. You need to make it
easy for them, McDonald says. Prospective
employees shouldn’t have to dig to get a
true sense of what it would be like to be
a part of your organization.
Today, of course, researching
just about anything means looking
online. Following are some of the
channels firms are successfully using
to promote their organizational
culture, along with other ideas
about how to get the word out.
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Company websites
Many businesses devote at least one
page of their website to describing the
company’s culture.
For example, candidates typically want
to work for a business that supports
the local community, so firms often
showcase this aspect of their company
culture on their website. A firm that
values protecting wildlife and clean air
might highlight its efforts to organize
environmentally focused volunteer
service projects.
Others might emphasize a culture of
fairness and diversity by spotlighting
information on a supplier inclusion
program or company support of veterans
transitioning to the civilian workforce.

FROM A STAFFING E XPE RT

“For many job seekers I talk
to, company culture goes
beyond work-life balance
and unlimited vacation time
to include how a company
treats its employees.”
— KARIN KATSELIS, senior account

manager in San Francisco for The
Creative Group, a Robert Half division
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Social media and review sites
Companies use social media to ensure
messages about their organizational
culture reach a wide range of demographic groups. For instance, some
firms use channels like Instagram and
Snapchat to share short day-in-the-life
stories from their employees while
staff is on the job or attending special
events, like an off-site for team building.
Employing video and other images
on social media is a good way to
help potential hires visualize your
company’s work environment.

“We use social media and other
channels to tell authentic stories
about Microsoft,” Edward says.
“We report on everything from new
products and when we’re in the news
to stories about business decisions
we make and how we approach our
customers. They create a buzz that
says, ‘Exciting things are happening
here, and we want to tell you about it.’
And more often than not, candidates
come to us first and say, ‘Wow, I’m
hearing and seeing a lot of news
about your company. Tell me more
about what’s going on.’”

Businesses also use social media
to host live chats with employees
or executives, giving followers the
opportunity to ask specific questions
about the company’s mission and
organizational culture. In addition,
firms tap social media to highlight
their corporate citizenship efforts or to
call attention to special achievements,
like inclusion on a noteworthy bestplaces-to-work list.

Companies don’t employ the online
sphere just for pushing information
outward, though. The internet can
provide a critical look inward, which
can help you assess the quality of your
organizational culture. Comments on
workplace-review sites like Glassdoor,
which is often the first stop for job
seekers today, can be especially telling
— and influential in job candidates’
decision making.

Be especially watchful for negative
comments posted online. They will
not only give you a chance to address
criticisms directly, if needed, but also
allow you to look into the situation
and prepare for questions from job
seekers. For instance, a candidate
might ask in an interview, “I read
comments online from employees
who said your business overworks its
people. Is that true?” You should be
prepared to counter that comment
by describing how positive your
firm’s work-life balance policy is. Or,
you might say that the company is
working to improve its policy because
of that type of feedback.
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Job descriptions
A job description is a smart way to get
the word out about your company’s
culture. Consider including news
mentions your business has received
in recent months or sharing a tidbit or
two about other significant progress,
achievements or awards you feel may
attract potential new hires.

Be sure to also highlight worklife balance programs and other
perks and benefits that make your
company stand out. For example, if
your employees regularly engage in
volunteer activities, promote that in
the job description. Some companies
include these details, along with
business accolades, as boilerplate

in their job postings. If your firm
isn’t among them yet, don’t miss the
opportunity to highlight positive news
about your business, such as the
launch of a new product line, a major
contract win or recognition received.
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Job interviews and
networking events

Questions candidates might ask about your corporate culture

In addition to providing information
online, make sure your firm’s
managers are prepared to respond
directly when job seekers ask about
your company’s work environment.
To help hiring managers prepare,
McDonald offers the following
sample list of questions you might
hear from candidates during
interviews, or perhaps even earlier
in the process.

• How would you describe the company’s culture? What is it like working here?

“These types of questions shouldn’t
be feared,” McDonald says. “They
can help employers promote the
positive attributes of their organizational culture to potential hires.
They also get to the heart of what
we find candidates really want to
know: Would I like working here?”

• What attributes do I need to succeed at this company?

• How long have you been with the company? Why have you stayed as long
as you have?
FROM A STAFFING E XPE RT

• What is one thing you wish you’d known before you started here?
• How does the company show it’s interested in helping people build
their careers?

• What happened to the person who served in this position previously?
• What does the company do to promote diversity and inclusion in
the workforce?
• What corporate social responsibility programs does the business have?

“Asking a candidate, ‘Can
you describe your ideal
work space?’ really helps
me get details about
their preferred work
environment. Responses
such as ‘I’d really like to
have my own office’ or
‘I prefer an open work
space with a lot of energy’
tells me what they’re really
looking for.”
— DIANNE LA VALLEY, recruiting

manager in Spokane, Wash., for
Robert Half Finance & Accounting
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There’s a flip side, too, to these
one-on-ones with candidates.
Not only do you need to convince
them that yours is an ideal work
environment, but you must also
make sure they are ideal employees
for your organizational culture.
“Our team tends to work a lot
of overtime,” says an assistant
controller at a construction
company in West Palm Beach, Fla.
“And sometimes, people go through
long stretches throughout the
workday when they don’t interact
with coworkers. There’s that much
work to do here, and I’m honest
with job candidates. It’s just part of
our office culture.”
To assess if a candidate will be a
good fit for your workplace, be
ready with a few questions of your
own. The following examples can
help you evaluate fit while also
giving you more insight into an
individual’s interpersonal skills, work
ethic and interest in your company.

Questions to ask candidates to evaluate fit with your
corporate culture
• Our company’s core mission is X. What does that mean to you?
• What drives you to succeed as a professional and to keep learning
new things?
• What management style do you thrive under?
• How do you work with colleagues you disagree with or who are difficult
to get along with?
• Can you tell me about the best project you’ve worked on and what made
it go so well?
• What is teamwork to you?
• How well do you adapt to change?
• What three qualities do you think make you a good fit for this job?
For our organization?

FROM A STAFFING E XPE RT

“Recruiters can question
candidates in a nonthreatening, more relaxed
manner than a hiring
manager can. They can
get a true sense of who
the candidate is and the
type of culture they are
truly looking for.”
— KEITH FEINBERG, director of

permanent placement services
in New York City for Robert
Half Finance & Accounting

• What activities do you engage in outside of work that are most meaningful
to you?
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McDonald also suggests that
hiring managers take the following
three-pronged approach with the
interview to assess a candidate’s fit.
“I’ve found that these three steps
are very effective for evaluating
whether someone will be a
good match for your team and
organization,” McDonald says.

A 3-pronged approach to interviewing

1

Before the interview — Prepare situational questions that can
help give you insights about how a candidate might behave
in the work environment. For example, “What would you do
if one of your colleagues claimed credit for your work?”

2

During the interview — Ask the candidate to describe the
work environment at their current or former employer. Listen
closely to their responses and, if necessary, follow up with,
“Tell me more about that.”

3

After the intervew — Talk to everyone who saw or spoke
to the candidate while the person was at the office for an
interview. This includes people who weren’t directly involved in
the interview process, such as the receptionist, security guard
and other staff members the candidate encountered. This
feedback can help you get a sense of what the person is like
when they aren’t under the microscope.

FROM A STAFFING E XPE RT

“I often ask candidates what
their top three priorities are
in their job search. While
money always makes the
cut, you’d be surprised to
learn it’s not always the
No. 1 motivating factor. Very
often, it’s company culture.”
— KARIN KATSELIS, senior account

See more advice on how to hire for fit with your company culture
— including what to do before, during and after the interview.

manager in San Francisco for
The Creative Group, a Robert
Half division
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Find candidates
that fit. Fast.
External recruiters
The people in your company charged
with hiring have a direct responsibility
for asking questions of candidates to
assess their fit with your organizational
culture. But what about the external
recruiters and staffing specialists you
engage? Are you setting them up to
be successful at this, as well?
To prepare them, let hiring experts
engaged by your company know
about the work style and other
key attributes that are common to
people who excel at your company.
Spell out what it is that makes your
organizational culture unique —
how it stands apart from what your
competitors may be offering.
Consider also inviting recruiters to
visit your workplace. “Face-to-face
meetings are critical for determining
organizational culture fit,” says Katie
Weigel, division director for Robert Half
Finance & Accounting in Reno, Nev.

“A visit to the employer’s workplace
until they are actually in their seat at
can provide staffing specialists with
your company, consider working out
a lot of insight into the physical
a temporary-to-hire approach with
environment and if it’s
your staffing firm. That
one where a particular
would give you an
candidate can thrive.
extended opportunity
“Face-to-face
The most skilled
to see not only the
recruiters will observe
candidate’s work
meetings are
everything — from how
performance and skill
people are dressed to
set but also how they
critical for
whether the office is
integrate into the
determining
noisy or quiet,” Weigel
team culture.
adds. “I know of a proorganizational
fessional who left a job
“With unemployment
soon after he started
so low, companies
culture fit.”
because there wasn’t any
can struggle to find
— KATIE WEIGEL, division
sunshine in his office.
a qualified candidate
director for Robert Half
His interview took place
for an open role,”
Finance & Accounting
in another part of the
McDonald says.
in Reno, Nev.
building where there
”So they sometimes
was a lot of light. So he
hire someone who
was surprised, and very unhappy, when looks good on paper simply because
they don’t have time to wait. That can
he was assigned a workspace that
result in a hiring mistake. Enlisting
had no natural light. He actually left
help from external recruiters who are
the job because of it.”
familiar with the company’s culture
can help the business hire quickly and
Since you can never fully know if a
ensure a good match.”
candidate is going to be a great fit

You don’t need 1,000 resumes.
You need candidates that can
do the job — and fit your
organizational culture.
That’s where we come in.

START HIRING
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KEEPING THE FLAME ALIVE —
AND TOP PERFORMERS ON BOARD
Recruiting isn’t the only time you need to talk
up the great features of your organizational
culture. It’s an ongoing conversation that’s
also critical to employee retention.

Immersing new hires in
your organizational culture
through onboarding
Retention begins on day one. Once
newcomers are on board, you want
them to maintain their positive
feelings about how the work gets done
and what your business stands for.
Don’t let them think your descriptions
of the workplace culture were just
lip service. The onboarding process,
when spread over time, provides an
ideal opportunity to keep emphasizing
what it’s like to be a part of the team.

Beyond what they pick up on their
own, make sure onboarding includes
mention of the firm’s history and
business culture. This could be
accomplished through a series of inperson conversations or video chats
with key managers, or videos featuring
the company’s founders telling the
firm’s story. You could also make the
onboarding process more interactive
by giving new hires access to a section
of your intranet that describes your
core values — not as a boring list but
in a fun, game-like way.

Follow up with new employees
throughout the onboarding process
Observation is the primary way they’ll to find out how they are adapting
reaffirm that the fit is a good one for
to the work environment and to ask
them. Don’t put barriers in the way of for feedback. In a positive corporate
this natural process. Resist the urge to culture, where everyone feels
slam new hires with all the work that
comfortable expressing their opinions,
backed up during your candidate search. there shouldn’t be a waiting period
Give them time to meet their colleagues, before new employees can share
explore the office and take in the work their perspectives and ideas.
environment before having to fire up
their computer and dig into assignments.
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A career-long love affair
Long after onboarding, the
company’s values should continue
to be evident in all communication
with employees. Managers at all
levels can help staff see how the
organizational culture consistently
sets the tone for business decisions.
But the tie-in shouldn’t be limited to
major events. Even a memo about an
employee’s promotion could mention
how the person’s work style reflects the
organizational culture and how those
characteristics were instrumental in
the worker’s advancement.

Your leaders can also refer to your
workplace culture during town halls
or in employee meetings. In addition,
through periodic pulse surveys, you
could poll your employees about
the corporate culture — how they
would describe it and how much
they think it influences the decisions
of senior management.
In meetings, managers can acknowledge teams that are exemplifying the
positive aspects of your workplace
culture, whether it’s by supporting
community charities, lending a helping
hand to a customer with a problem or
suggesting an innovative idea. Your
particular organizational culture will
dictate what you emphasize.
Employees will observe and often try
to emulate their leaders. Your staff
model their behavior after what you
do and not what you say you do. Be
what you want to see. If yours is a
culture of entrepreneurship, for instance,
be careful not to penalize people
who dare to innovate and make
occasional mistakes in the process.
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Organizational culture should transcend workplace walls
Your teams, like those of many businesses today, may include mobile and
geographically dispersed staff members. Professionals’ desire for better
work-life balance, technological advances that enable 24/7 collaboration
through various channels, and increasing globalization have all helped
redefine when, where and how people work.
Making sure remote workers share the same vision for company culture
as your in-house employees will help bind the organization together.
When you take steps to ensure your organizational culture transcends
traditional workplace walls, you’ll earn a reputation as an employer of
choice for all your workers.

How to help remote workers embrace your
organizational culture

1
2
3

Adopt tools that support team communication.
Steady communication is an essential component of a well-liked
organizational culture, especially for remote workers. Skype, Google
Hangouts, Zoom, Basecamp and Slack are just a few examples of
simple, cost-effective tools that can help staff at risk of feeling left
out interact with the business and their coworkers anytime, anywhere.

Go the extra mile to praise remote workers’ impact.
Dispersed employees typically have less insight into why their work is
valuable than their on-site counterparts do. Staff meetings, performance
reviews and regular check-ins by phone or video are all opportunities
to explain how their contributions are making a difference. Without
question, ensuring that everyone feels appreciated is a hallmark of
a positive organizational culture.

Make teamwork a cornerstone of your organizational culture.
Promoting and celebrating teamwork will make it less likely that
remote workers will feel isolated or disconnected. A strong emphasis
on teamwork is a desirable company value from both an employee
and employer standpoint.
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Include critical interim
team members
Temporary workers and consultants
are a boon to companies needing
help with everything from staff
absences to complex projects
requiring specialized skills. But
to get the most value from these
professionals, it’s important to assess
up front whether they’ll be productive
in your work environment. Even if an
interim or project team member is
on assignment for only a few days or
weeks at your company, that person
can still influence the dynamics of
your workplace culture.

To help smooth temporary staff’s
fit with your organizational culture,
consider providing an onboarding
process tailored just for them.
That can help make them feel like
they’re a valued part of the team.
It’s also a positive gesture that can
yield future returns if you decide to
engage the same professionals for
another assignment, or perhaps even
hire them as full-time employees.

Working with a staffing firm
that specializes in placing these
professionals can help you make
this assessment. If you give them
insight into the qualities people
typically need to succeed at your firm,
they can find the best interim and
project-based professionals for you.

ROBERTHALF.COM
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ASSESSING THE QUALITY OF
YOUR ORGANIZATIONAL CULTURE
Once you understand how
employees’ fit with company
culture is pivotal to a firm’s
success, a question will
inevitably arise: How can
you be sure your workplace
environment is a good one?
More to the point, how
do you know whether the
organizational culture you
are fostering is helping —
or hurting — your efforts to
attract top talent?

For that matter, how do you know if
your staff members see the company’s
culture in the same way you do?
Research by Robert Half suggests
there’s a good chance you and your
employees aren’t on the same page.
In a survey, workers and executives at
organizations across the United States
and Canada were asked to select one of
the following terms as the best adjective
to describe their company’s culture:

In both countries, workers most often
said they believe that their company
has a traditional corporate culture.
Meanwhile, executives most commonly
reported that their organization provides
a team-oriented, collaborative culture.
If this disconnect exists at your company,
it could have serious implications for
your retention efforts. And it may cause
the best talent to pass up your firm if
they don’t like what they see, hear or
read about it.

• Team-oriented (cooperative,
fosters collaboration)
• Supportive (cares about
people’s attitudes and feelings)
• Innovative (takes risks, willing
to try new ideas)
• Traditional (acts conservatively,
is methodical)
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8 SIGNS YOU’RE FOSTERING A TALENT-STICKY WORKPLACE
Following are eight signs of a corporate culture that can
help an employer attract and keep talent. If they seem to
describe your firm, it’s a strong indicator you’re on the right
track. Conversely, if few of them describe your company, your
organizational culture might need improvement.

NO. 1

NO. 2

People want to work for you

Your workers know
how they add value

Your workplace environment and
reputation draw talented professionals
to your company. Job candidates
specifically cite your organizational
culture as a reason they want to
join your firm.

If you ask employees how they
are personally contributing to the
company’s strategic goals and
bottom line, they can easily and
clearly describe their role and impact.
More than that, your team members
are always looking for new ways to
make a difference. Even better: Your
interim and project-based workers
understand how they fit into the big
picture, too.
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NO. 3

NO. 5

Morale and productivity are
running high

Bad ideas do not exist, only
better ones do

Your employees work hard because
they know they are appreciated. They
also know the whole team focuses
on solving problems and taking on
new challenges. An air of positivity,
and even a sense of excitement, are
palpable in your workplace.

Your business operates like an
innovation factory. There is no
such thing as the status quo in your
workplace: Your team is always trying
to break the mold. They embrace
the opportunity to find new ways to
solve business problems — including
with technology. Your employees also
have enough breathing room in their
work schedules to let creativity flow.

NO. 4
Everyone feels safe to express
their opinions
No one in your organization is afraid
to provide constructive criticism or
share their ideas with others (including
management). You encourage your
employees to speak up when they
make a mistake, or when they see
a problem or emerging risk. And
when something negative happens,
everyone views it as an opportunity
for learning.

NO. 6
People treat each other
with respect
There will always be internal
disagreements and some office politics,
but employees from the top down
make a conscious effort to minimize
this at your firm. People are courteous,
are considerate and have a high
degree of emotional intelligence —
an awareness of others’ feelings.
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19

NO. 7

NO. 8

You have a learning culture

You are winning at retention

In your workplace, staff are
encouraged to learn from each other.
Today’s employees, who highly value
professional development, will be
drawn to your company because it
provides opportunities for those with
specialized knowledge to pass on
what they know to their colleagues.

One obvious sign of a great
organizational culture, in addition to
being able to hire top talent, is low
turnover. Your employees have high
job satisfaction in part because you
recruit people who are likely to thrive
at your company. Once they’re on
board, you also check in periodically
Workers who don’t feel there is a
to confirm they still find their work
good match between them and
meaningful, challenging and enjoyable. their employer are the most likely
to leave their jobs within a year, our
research shows. In the current hot
job market, you must continue to
Make sure your best
nurture your workplace culture if you
employees are so content expect to retain your best employees.
Make sure they’re so content in your
in your company’s work
company’s work environment that it
never even occurs to them to head
environment that it never for
the exit.

A learning culture is especially
important as more and more
businesses make digitalization a
priority. According to Microsoft’s
Edward, “Digital transformation has a
tremendous impact on what’s needed
in an organization’s culture because
it can be a tough sell for more
seasoned workers in the organization.
Employers need to say to these workers,
‘Look, the knowledge you have is
great. But now, I need you to focus
more on what you don’t know. You
also need to be open to learning
from others, internally and externally.’”

Every single aspect of a positive
workplace culture could never fit into
one comprehensive list. Nonetheless,
these eight signs are a good point of
reference for helping you determine
whether your organizational culture
is making, rather than breaking, your
hiring and retention efforts.

even occurs to them
to head for the exit.
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DRIVING IMPROVEMENT IN YOUR
ORGANIZATIONAL CULTURE
Some business leaders may think a company’s culture just “is.” They feel
they can’t create or change its nature and attributes artificially. Others
see a need for this type of fundamental change only when the company
encounters an obvious crisis — whether structurally or market-driven — that
it simply can’t ignore. But more and more executives are recognizing that
improving the quality of their company’s organizational culture is necessary
from a talent perspective.
If you find you need to reset aspects
of your workplace culture, go into
the process with your eyes open.
Driving positive change won’t be
quick or easy. But it is change that
can help ensure your company’s
long-term success.
“Corporate culture can be challenging
for a business to change, but it is
entirely possible,” says Paul McDonald,
senior executive director at Robert

Half. “And doing little or nothing
to make your company a place
where people want to work all but
guarantees that you will struggle
to hire and retain the talent your
business needs.”
Following are some suggestions to
help you get started with making
your workplace culture a more
effective tool for hiring and retaining
in-demand professionals.
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Verify strengths and
weaknesses internally
Before you start a workplace culture
tune-up, determine specifically
what needs to change. The signs of
a talent-sticky workplace outlined
earlier can give you an idea of the
areas to address. But you’ll need to
verify that you are on the right track
before you can move forward with a
plan to make changes.
To better identify barriers preventing
your business from maintaining
a positive and productive work
environment, ask for feedback from
people at all levels of the company.
Your management peers can and
should provide their input, but there
is also particular value in seeking
out what the rest of the workforce
believes is successful — or not. It’s
better to receive negative feedback
from employees directly than to see it
on a review site like Glassdoor, where
it can harm your firm’s reputation.

You may want to develop a formal
committee that includes people from
across the organization. Or you
could ask employees to complete
an anonymous survey to gauge
workforce morale and engagement.

It’s better to
receive negative
feedback from
employees directly
than to see it on
a review site.
Whatever your strategy, just starting
a conversation about the company’s
culture — one in which everyone at
the firm is welcome to express their
opinions and all input is valued —
can help drive improvement.

Look for external resources
Many businesses are seeking formal
processes to help them identify
strengths and weaknesses in their
organizational culture. Protiviti, the
Ethisphere Institute, the Great Place
to Work and other organizations have
developed frameworks companies
can use to conduct assessments of
corporate culture to look at risk,
including the inability to hire and
retain skilled talent. Some of these
frameworks also help firms measure
success once changes are implemented.
Your company might want to
investigate how professionally
conducted focus groups, internal
surveys and self-assessment
techniques can help you learn how
your workplace culture is performing
and put you on the road to making
meaningful improvements. Also,
businesses may want to consider
auditing their organizational culture.
That can help them determine
whether the guiding principles, core
values and tone set by executives

are effectively communicated and
understood throughout the company
and are infused throughout the
organizational culture.

FROM A STAFFING E XPE RT

“There is an art and science
to every hire. Science is the
experience and skill set.
Art is the cultural fit.”
— TAMI BALLIS, branch manager

in Tucson, Ariz., for OfficeTeam,
a Robert Half division
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Describe your journey
internally and externally
Communicating reasons for transforming aspects of your corporate
culture is critical to gaining buy-in
from both your own employees and
potential ones.
A good example of how to do this
in simple, understandable terms
comes from Chuck Edward, who says
Microsoft’s senior leadership made
a conscious decision to move away
from being a “know-it-all” company
to becoming a “learn-it-all” company.
He says this evolution is intended, in
part, to help Microsoft stay competitive
in attracting highly skilled talent in the
rapidly changing digital economy.

“Our organizational culture
transformation journey has involved
adopting more of a growth mindset
and customer obsession, driving
more diversity and inclusion in our
workforce, and getting everyone
behind the idea of making a
difference,” Edward says.
He adds: “If you want to drive change
in your organizational culture, you
have to be clear on what you are
solving for. Companies can’t rely
on legacy or past successes to figure
that out. To do a reset, they need to
look to the future, or they won’t
get anywhere.”
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5 WAYS TO
IMPROVE YOUR
ORGANIZATIONAL
CULTURE

1
2
3
4
5

Opening lines of communication — Institute an open-door policy and maintain an
ongoing dialogue with your team members. Employees will appreciate your accessibility
and interest.

Letting staff know you have their back — In addition to inviting employees to come to
you at any time with questions and concerns, provide extra support when they need it. For
example, when workloads rise, arrange for interim staff.

Providing clear direction — Micromanaging isn’t helpful. But offering vague (or
no) insight into how you want employees to perform on an assignment can lead to
disappointment for everyone. Don’t risk bruising morale: Explain in detail what outcomes
you seek, but allow leeway in the process of getting there.

Showing your appreciation — Be timely with praise when your employees exceed
expectations or achieve a significant milestone. Even small contributions deserve your
acknowledgment and a sincere thank-you.

Investing in employees’ professional development — When you offer your workers
a structured way to learn new skills, gain more knowledge and experience, and advance
their careers, it helps make them feel valued. Investing in staff members’ professional
development is more important than ever for successful hiring and retention. Millennial
and Generation Z workers both count learning and development among their top
priorities when seeking a job. And the move toward digitalization discussed earlier
requires people who can continually learn new technologies and ways of working.
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BUILDING A GREAT PLACE
TO WORK IS EVERYONE’S JOB
Long before a business
can identify what needs to
change in the organizational
culture and fashion a plan
to move forward, there is a
key threshold consideration:
Who exactly is responsible
for driving change and
ensuring it continues to
evolve positively over time?
It’s a good question, and the
short answer is: everyone.
Tone at the top, middle
and bottom
According to Protiviti’s Brian
Christensen, business leadership sets
the tone at the top, while the rest

of a company’s employees are
being off-base or shared inconsistently
responsible for setting the tone in the
throughout the company,” he explains.
middle and the tone at the bottom.
“Then the workplace culture fails to
The tone in the middle is embodied
become a unifying force for employees.”
by the managers staff-level employees
report to. The tone at the bottom
Christensen adds that firms need to
is set when employees adhere to
give every employee a chance to
the vision, mission and core values
embrace their role as a positive
communicated from the top and
agent for change when it comes to
middle. And, to ensure they are
shaping organizational culture. All
setting the right tone, it’s critical for
workers should have an opportunity
those at the top to pay close attention to contribute their ideas and feedback
to what type of organizational culture
about corporate culture — such
employees at all levels seek.
as through the anonymous surveys,
companywide meetings or other
The problem, Christensen says, is
methods discussed in this report. This
that executives are not always aware
will help to engage them in the change
of or actively thinking about the
process, so they can feel they are
tone at the middle or the bottom of
helping to influence change instead
the company.
of just waiting to be disrupted by it.
“As a result, their messages about
organizational culture are at risk of
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Organizational culture
change: a continuous journey

future as you evolve and strengthen
your organizational culture.

You may not have a clear picture
in mind of what your business will
look like in the next five or 10 years,
but you can count on this: The
demand for professionals with highly
specialized education and skills will
only increase, and your company will
need a workplace culture that helps
attract and retain this talent.

“Businesses can define their purpose,
values and mission,” McDonald says,
“but they also must keep thinking,
‘What else should we do to ensure
we continue innovating and adapting
to and driving change?’ and, ‘Are
we fostering a workplace culture
that will help us build the workforce
we need to succeed today, as well
as tomorrow?’”

Most professionals today want to
work in a positive environment where
they are comfortable and feel free
to stretch their abilities and try new
things. They will gravitate toward
a place where they can speak their
mind and know how they add value.
You can bet tomorrow’s workers will
want these things, too. As a result,
you’ll need to keep one eye on the

“Are we fostering a
workplace culture that
will help us build the
workforce we need to
succeed today, as well
as tomorrow?”
— PAUL MCDONALD, senior

executive director at Robert Half

The bottom line is this: Employers
need to continually refine their
organizational culture to ensure
they are providing the type of work
environment that in-demand talent
will be excited about and proud to
be a part of for the duration of
their careers.
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ABOUT ROBERT HALF
Robert Half is a company that puts ethics
first every time we work with a colleague, a
candidate, a client or a vendor. “Ethics First”
is not just a company slogan — it defines the
organizational culture at Robert Half.
Robert Half is a business, but we see our work as important
in a larger sense that’s also a key part of our organizational
culture: We assist professionals in finding jobs where they
can thrive while helping companies build more engaged
and productive teams. This, in turn, gives our employees
the opportunity to feel good about the work they do.
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