
Our analysis is based on a sociological survey and describes
your organizational culture by way of 22 key behavior indi‐
cators. These are available both for the organization as a
whole as well as for each individual team within it, whether
it’s departments, branches, functional roles or age groups.

It is not a feedback survey that maps the current “mood” of
the teams: it instead reveals what the teams are fundamen‐
tally like—regardless of whether times are hard or golden.
Wherever it is advisable to actively influence the teams, you
will receive pragmatic and understandable instructions and
recommendations that are widely proven to work. These
recommendations, like all our work, are based on objective
behavioral measurement methods that have been refined
and confirmed in hundreds of thousands of academic
studies with millions of participants.

Base your decisions on an objective situational analysis that
is not distorted by current mood, opinions or gut feelings.

Better
culture
transparency.
Faster. For less.

Challenge Solution

There is a factor in organizations that is often
seen as unpredictable: human behavior.

When facing major changes, even experienced
leaders are surprised by how reluctant their
teams are to give up their comfortable and
established routines and habits—even when
the changes are happening at the request of
these same teams.

What can be done to foster not only the will to
change, but also the capacity and ability to
change? What are the fundamental sociolo‐
gical characteristics and capabilities of a given
team? How can their response to change be
accurately predicted, without relying on gut
feeling or expert opinion alone?

An objective and, most of all, reliable analysis of
corporate culture and team behavior cannot
be derived from psychological questionnaires
or oversimplified models of group interactions.
But that’s okay, because we have an entire
branch of science at our disposal for this:
sociology. Which, for decades, has been
making massive strides in the objective
measuring and statistical mapping of organi‐
zational culture. The result is both a compre‐
hensive overview of the assumptions and
routines that define your teams, as well as a
detailed set of recommendations that are
proven to reliably improve their ability to act.
Our clients use these insights to successfully
plan and run transformation processes, tech‐
nology rollouts, restructuring campaigns, post-
merger integrations, or M&A preparations.
They use them to replace intuition with
certainty.

Emotional strain for the complete organization is high.

Situation

This group experiences a dangerous and unsustainable amount of challenging
emotional situations in its daily work. It is very probable that this is incurring
distractions, stress and productivity losses. The mental health of the members
of this team is at risk, and there is a real danger of compliance issues and
damaging behavior.

This can have one or multiple of these reasons:
• this groups task often elicit emotional reactions from the people they
interact

Recommendations

This score runs the danger of negatively impacting this team’s performance.

If this score is stable and not due to temporary effects (seasonal work, holiday
phase, massive organizational changes) it requires immediate attention and
correction, since such a level of emotional strain significantly increases the
risk of illness, mistakes and occupational burnout.

First and foremost, structure the type and intensity of the emotional stress
experienced by this team. Do this with the help of an expert in order to get an
objective picture. The expert should ideally be a fully trained workplace
psychologist who is not part of your organization, and not a business coach
or an internal unit.

Sind die Aufgaben der Gruppe mit ihren Kompetenzen und Fähigkeiten
vereinbar? Gibt es einen Konflikt bei der Arbeit? Stimmt das Verhältnis
zwischen Mitarbeiterzahl und Aufgabenvolumen?

Aus Sicht von Microsoft 365 ist eine Adoption bei einem solchen Wert sehr

Comparison group

HANOVER, SALES

BERLIN, SALES
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HANOVER, OPERATIONS

DORTMUND, SALES

STUTTGART, SALES

HUMAN RESOURCES
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Foundations

HIGH

Emotional strain
Describes to which extent teams need to deal with other people’s feelings at work, regarding both colleagues
and clients.

LOW

70

87

Complete organization compared to Hanover Sales

22 key behavior indicators

high accuracy

as granular
as needed

Recommendations
that guide you on

how to improve
the situation
(for more than 120

different states)

Clarity at a glance

Ability to act

Are the assumptions and routines of teams aligned
towards the viable execution of tasks and projects, or are
there obstructing contradictions and instabilities?

KBIs that measure foundations:

Clarity of intent
How clearly defined are a team’s shared, attainable and
valued goals?

Role clarity
How well does a team understand its tasks, responsibilities,
and what is expected of them?

Predictability of work
During work, do uncertainty and insecurity occur rarely or
frequently?

Workload
What is the balance between the amount of tasks and the
time available to do them in a satisfactory manner?

Cognitive strain
What are the expectations regarding the cognitive abilities
of team members?

Emotional strain
To what extent do teams need to deal with other people’s
feelings at work, including both colleagues and clients?

Concern about employment
How concerned is a group about being fired and finding
reemployment?

Team identity
Do teams derive their identity from the organization they
work at, or do they identify with their profession?

KBIs that measure cooperation:

Sense of community
Does a group have a sense of belonging in the workplace?

Discussion environment
How participative are a group’s decision-making proce‐
dures? How comfortable are team members with making
themselves vulnerable, or proposing new ways of doing
things?

Type of support
Is innovation supported only verbally? Or also through
action?

Agreeableness
Does a group have the ability to interact with others in a
kind, sympathetic, cooperative, warm, and considerate
way?

Horizontal trust
To what extent do employees trust each other in their
daily work?

Absorbtivity
Is a team protective, is it wary of new impulses? Or is it
open to new people, ideas and methods?

Focus
Does the organization focus more on getting its work
done, or on empowering people?

Vertical trust
To what extent do employees and management trust
each other in their daily work?

KBIs that measure productivity:

Ambition
What is a group’s attitude towards efficiency and effective‐
ness? Does it focus on optimizing and maintaining pro‐
cesses and resources, or on achieving results?

Result standards
How committed is a team to deliver the highest possible
quality? And is it open to using progress monitoring pro‐
cedures? How much care does a team want to put into
their work, as opposed to how much care they can put into
their work.

Operational standards
How strict is the internal structuring of the organization?
Does it have many rules about how to do things, or is it
flexible in its understanding of process?

Innovation capability
Does a team have the capacity to produce innovation
impulses? Is it able to understand and act on external
innovation impulses?

Elasticity
How pragmatic is a team when interacting with cus‐
tomers? Does it see its work as the implementation of
inviolable rules, or does it tend to bend to the needs of the
market?

22 key behavior indicators
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What do we measure exactly?


