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Welcome
Welcome to the first CEO Culture Barometer. We’ve chosen this moment to conduct our first
of these surveys as it is clear that how organisations are responding to the crisis caused by
Covid-19 is predominantly being determined by an organisation’s leadership effectiveness and
its organisational culture – two areas that are our sole focus at Coode Associates. Culture has
long been recognised as a core CEO responsibility but now, more than ever, a CEO’s ability to
personally lead and build the right culture will determine the success and long-term viability of the
organisation they lead.
It is clear that the combination of policy and practical measures to control the spread of Covid-19
will result in significant changes in society, government and business and that many of the
assumptions that have underpinned whole industries for many years will need to be reassessed.
The profound economic shock that has resulted will have deep and lasting effects, meaning
organisations need to adjust to a world with lower demand, greater governmental involvement and
fragmentation of global supply chains.
Many have experienced national lockdowns as a deceleration on a personal level, as meeting
frequency decreases, travel schedules disappear and events are cancelled. However, from our
conversations with CEOs, it is clear that organisations have experienced a significant acceleration
over the past three months. Decisions are being made rapidly in an ever-changing context,
innovations that have been discussed and tentatively piloted for years have been driven through
with startling speed and the possibilities of remote working are being demonstrated by the world’s
largest experiment in home working.
All of this provides CEOs with a complex and confusing picture with the likelihood of an extended
period of uncertainty to come. This will require high levels of flexibility and adaptation in both
leaders and their organisations. It’s at this moment that we wanted to take a ‘pulse’ of the crisis
from the standpoint of the CEO and we have been delighted with CEOs’ readiness to take part and
share their perspectives. We had responses from 43 CEOs from 8 countries, across 14 different
industries and the range of participating organisations was extensive – from small start-ups,
charities and established businesses, all the way to multi-national corporations. This represents the
range of the work we do at Coode Associates and provides a broad sample for the survey report.
What is clear from the survey, is the degree of stress being felt in nearly all organisations,
heightening the need for change. Whilst consistent themes emerged (such as the importance of the
effectiveness of the leadership team in the future) there was also significant variation in responses,
especially when it comes to the implications for the future.
We hope you find this first CEO Culture Barometer an interesting and useful read, and I’d like to say a
big ‘thank you’ to the leaders who took the time to complete the survey in what is a very busy time.
Sincerely,

London, UK
Charlie Coode, Managing Director

28th May 2020
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Introduction
This survey is intended as a means of ‘taking the pulse’ of organisations in the midst of the
Covid-19 crisis specifically from the perspective of the CEO. Reflecting our specialisation at Coode
Associates, the focus of the survey is on leadership and culture, what role these areas have had on
an organisation’s response to the crisis and how important they will be in the future.
We’re calling the report a CEO Culture Barometer, with the intention to shine a light on how CEOs
are approaching the key areas of leadership and culture in how they run their organisations.
In recent years, the topic of culture has increasingly been seen as central both to successful
strategic execution but also in protecting reputations and avoiding the crises that seem to beset
organisations. We will repeat the survey on an annual basis, expanding participation and building
up long-term trend data to further inform the development of business in this direction.

Presentation of results
In presenting the results, we have used a graphical form that best displays the data. Also, as we
had a large number of verbatim responses, we have summarised these into themes. However, as
the verbatim comments are so rich in insight and content, we have included a larger number of
these than we had originally intended in the final report. For those who want to see the full list of
verbatim responses, these can be provided on request.

Respondents by industry and size
The report includes inputs from 43 individual CEOs from 8 countries who took part in this
survey over a three-week period between 23rd April and 13th May 2020, representing a broad
cross-section of industries, ownership structures and organisation sizes. Such a broad-based
participation is positive in that it provides insights from as wide a base as possible, but also
presents challenges in drawing thematic and trend data as dynamics vary by organisation, size and
industry sector. More detailed, industry-specific data and analysis is available upon request.

Industry type (%)

14

2

Organisation size (%)

19

3
9

16

9
12

16

Finance
Charity
Food & Drink
Industrial & Manufacturing
Professional Services
Technology, Media & Telecoms
Energy, Resources & Materials
Retail Goods & Services
Other*

*Other sector includes Horticulture, Infrastructure,
Sport, Transportation, Utilities & Waste Services

Over 5,000 employees
250–1,000 employees
1,000–5,000 employees
Under 250 employees

19
37
21
23

Respondents represented companies employing a total of
approximately 250,000 employees, and came from eight
countries: UK, USA, Canada, France, Spain, Ireland, the
Netherlands, and Cyprus.
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Executive summary

If you only have time to read a summary, read this page.
Most leaders feel that they and their teams had ‘a good war’ and that behaviours improved
in response to the crisis. An equally large proportion of CEOs worry about their organisation’s
behaviours reverting to old habits, or the need to evolve behaviours in the post-crisis period.
Assuming your culture is permanently fixed as a result of this time may be wishful thinking.
Dedicate proper time to understand the lessons learnt. A sustained shift in behaviours requires
a change in mindset which needs time, attention and objectivity to achieve.
Whilst a small number of CEOs felt their organisations thrived during the crisis, the vast
majority (81%) of respondents run organisations that are under some sort of stress as a result of
Covid-19. This has created a need for focus, intensity and decisiveness that many CEOs have enjoyed.
Don’t underestimate the strain this time may have put on you and your teams. A sustained level
of intense focus such as this can take its toll, build in time for recovery.
Whilst the ‘death of the office’ may be overstated, many CEOs are actively reconsidering past
assumptions around working practices and cost bases. Ways of working are unlikely to revert to
how they were before the crisis, with 91% of CEOs seeing a need for increased focus and investment
in remote working, and about half that number actively re-considering their physical footprint.
Cost reduction will be an attractive rationale for reshaping physical footprints, but leaders
must continue to create room for teams to come together. Don’t overlook the behavioural and
psychological demands of continued remote working.
The criticality of leadership team effectiveness has been highlighted by the crisis with nearly
all CEOs (95%) having rated the importance of developing their teams as 8/10 or higher.
Several respondents reflected how the crisis had exposed some executives, with some positive and
some negative surprises.
With a heightened cost-focus it may be tempting to deprioritise investment in leadership
effectiveness. Don’t. With changing strategic priorities and a rapidly altering external
landscape, there has never been a more important time to have an aligned leadership team.
Organisational culture has been a key factor in shaping crisis-response with 88% of respondents
saying their culture had been a help to them. Many reflected on the benefits of having made values
and culture a focus. Respondents further indicated an even greater focus on culture in the future,
from 72% considering its importance as 8/10 or higher pre-crisis, to 95% post-crisis.
The value of a clearly articulated culture, well embedded and understood by your people
cannot be underplayed. It can support decision-making at the most macro of levels – a critical
factor in navigating times of uncertainty.
CEOs were ready to reflect on their own leadership behaviours and challenges during the
crisis and how they would need to adapt in the future. Many commented on the leadership
challenge of stepping up communication, an increased need to show empathy and care for their
teams, along with the increased need for centralisation and speed of decision-making.
Much as you will be looking to do with your teams, use this opportunity to reflect on your
behaviours throughout the crisis and spend some structured time thinking about your
development.
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Results and analysis
The first section of questions focused on how organisations have responded to the Covid-19 crisis.

How has your organisation been affected by
the Coronavirus crisis?

100%

80%

81

60%

40%

20%

0

0%

Fear for survival

7
Under stress

Unaffected

12
Thriving

Key takeaways
•

Whilst none of the respondents were fearing for the survival of their organisations (perhaps
those leaders wouldn’t have time to fill in the survey), the vast majority (81%) of respondents
described their organisations as being under stress.

•

Some are thriving but these tended to be the organisations involved directly in the national
response to the crisis.
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Has your current culture been a help or a
hindrance in the crisis?
100%

80%
72
60%

40%

20%

0

0%

Really held
us back

5
a slight
hindrance

7

16

neither a
help nor a
hindrance

helped a little

huge help

Key takeaways
•

Reflecting what we expect is a degree of selection bias in the survey respondents (already
having a significant focus on culture), the responses to this question are still striking.

•

88% of CEOs felt that their culture had helped them respond effectively to the crisis, 		
72% felt that it had been a ‘huge help’.

•

This supports the high emphasis that leaders put on culture as well as their commitment to
it in the future (see page 16).
The value of a clearly articulated culture, well-embedded and understood by your people,
cannot be underplayed. It can support decision-making at the most macro of levels – 		
a critical factor in navigating times of uncertainty. A word of caution however: behaviours
demonstrated during the crisis, which provided a forcing function towards greater focus,
collaboration and execution may not represent an organisation’s culture per se. 		
As operational patterns settle down to a more normal and sustainable level, care should be
taken to ensure that the best of the behaviours remain in place and the undesirable ones
are left behind.
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What about your culture needs to change?
The key themes to emerge from the verbatim comments have been synthesised here for easy
reading. The full list of verbatim responses can be found at the end of this report.
1 The Covid-19 crisis has brought out the best in many teams as well as positive behaviours
which many leaders are keen to retain after the crisis passes.
‘We have been agile in our response but need to work on being more supportive and
inclusive to retain the best and drive excellent results’.
‘Covid initiated a change in culture that was overdue, and our challenge is to maintain this
as things come back to normal’.
‘Capturing the good practice evidenced in crisis and translating that into normal practice for
more normal times’.
‘To not lose the sense of collectiveness it has created and with that a real focus on
innovation with customers’.
‘Our culture is built on transparency and honesty and this helped us navigate through a
tricky six weeks’.

2 Many CEOs highlighted the need to continue the development of behaviours and to keep
adapting behaviours and decision-making in what continues to be a fluid situation. This is
coupled with the recognition that the behaviours that were appropriate in the crisis may
not be so suitable in the recovery phase.
‘To continue to make decisions at pace as we are all going through the unknown! No room
for complacency. What has worked before is potentially no longer appropriate. We must
challenge ourselves to connect with and support our colleagues and customers in a manner
benefitting to the circumstances’.
‘Continue to evolve to be a more dynamic organisation capable of rapid change’.
‘Accepting that the challenge that we’re going through is going to change the way we do
business going forward – more willingness and ability to accept a new norm (whatever that
will be?)’.
‘We have grown significantly through the crisis, both in size and profile, so as we rapidly
assimilate to our new normal, we must not lose the agility and information sharing culture
that got us here’.
‘Increased emphasis on performance, ownership and collective accountability’.
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3 There was broad recognition of the importance of culture as a driver to successful
execution and crisis response. The majority have felt that their cultures have been a
significant help in responding to the crisis.
‘There are short term strengthening themes in culture which it would be good to maintain
e.g. “we can do this” and “we are all on the same side”, and “we are all looking out for each
other and care about each other”’.
‘…recognition of the need to reinforce and encourage the positive elements that already
exist in our “culture” but will be a greater benefit in the next year or two’.
‘I feel it (culture) is getting stronger – crisis has focused minds on what we stand for and how
together we can thrive in this’.
‘We have been very explicit in setting out an aspirational culture statement and we have
found the crisis a huge accelerant in embedding the desired behaviours. This needs to
continue post-crisis’.
‘Strengthen our culture, which is WIP’.

4 There is an appetite for more and better communication, especially in setting the context
for employees (beyond the transactional and task-orientated). Communication was seen as
a key driver to acting in coordinated ways across the enterprise.
‘We have worked hard on keeping a level of appropriate and relevant communications
going to our overall team including those working and those on furlough. It is still an area
we could improve on though’.
‘Key issue here is the importance of communicating with each other. This has been brought
home to us all’.
‘Upweight communication and connections with team. And make sure connections are not
just about work’.

5 There is a readiness to reassess the feasibility of remote working, after seeing how well it
can work.
‘Remote and not face-to-face meeting has allowed a more direct and transparent dialogue’.
‘We should look again at the whole concept of remote working for some members of the
team, although the team spirit and social interaction remains hugely important’.
‘Flexible and agile working can add the same value as the ‘standard’ 40-hour week in an
office’.
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What has been the biggest surprise for you in
how your organisation has responded to the
crisis?
1 A strong sense of positivity and pride was evident in responses as to how adaptable key
people were and the speed of change that was possible.
‘Within two weeks the entire factory was reconfigured, with 50% of people effectively
working from home. No dramas and no hiccups. Previously change management had been
viewed as ‘difficult’ and ‘it takes a very long time’’.
‘How positively the organisation has responded to the difficulties’.
‘How well everyone coped with such a significant change and how quickly we adapted’.
‘Very quick shift to crisis mode and very strict adherence to new rules’.
‘How accepting of the changes the organisation as implemented and a pragmatic “let just
get on with it” approach’.
‘People have got on the bus very quickly, and there is a good sense of teamwork to pull
through together. I’ve also been encouraged by some selflessness and balance in a business
that is ruthlessly focused on returns. The pace of response has been great, but not a surprise’.
‘Intense pride in the business they work for and a ‘can-do’ attitude to getting through to the
other side of this crisis’.
‘How well people have embraced change. Use of MS Teams, and different working patterns
have been adopted relatively seamlessly’.
‘Our entrepreneurial roots have led us to be very agile’.
‘How everybody has pulled together and shown sustained commitment to the business
while prioritising everyone’s health and safety’.
‘The way the business has rallied behind a single challenge. Who would have thought that
we would be able to operate 100% from home within one week of lockdown – that includes a
300 EFT call centre’.
‘That employees fully understood the effects and the people measures the company had to
undertake to manage through the volume reductions and stay at home messages. There
has been genuine and sincere support for the business and anyone affected through this
process and seeing the human side come through has been humbling’.
‘Not so much a surprise but I have been very pleased how fast people have adapted and
jumped behind new initiatives’.
‘The speed with which we have adapted to an entirely virtual operating model on a global
basis’.
‘Adoption of flexible working patterns and working from home has been a success’.
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‘How quickly we flipped to smarter home working and also going more digital with
customers. That which we have debated for so long and not always acted upon almost
overnight starts to happen! The connectivity across the org has also been amazingly strong’.
‘The ability of staff to rise to the challenge, and their determination to do everything possible
for our beneficiaries’.

2 The demonstration that the need for physical office space was not as strong as previously
assumed.
‘How quickly we proved we did not need a physical workspace’.
‘Capacity to run the day to day business from home – Charity and social support’.
‘How easily we have moved from a linear office-based environment into a virtual digital
model with little loss of productivity in key areas’.
‘Ability to go from no working from home to everyone doing so, and the increase in
productivity due to reduced politics and improved clarity!’

3 The crisis also had the effect of exposing both unexpected stars as well as some who were
negatively exposed.
‘It’s split into two parts: 1) individuals that stepped up and took on additional
responsibilities and supportive the leadership decisions; and 2) individuals that only thought
of themselves and tried to take advantage of the situation – e.g. asking for salary increase
when their colleagues were furloughed’.
‘Some of the colleagues I expected to stand tall have not, and other have emerged as those
who have chosen to rise above the circumstances’.
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What have you learnt about your own
leadership style over the course of the crisis?
1 On a personal level, many leaders feel that they have ‘had a good war’, enjoying the
intensity, focus, pressure and elevation of the importance of personal leadership.
‘Virtual meetings actually allow me to be more visible and connected – which in turn is
appreciated.
‘Very effective at managing crisis. Direct and effective style was very good in managing
intense time. A good ‘War General’’.
‘That I thrive on a crisis. It energises me and helps me focus on what is important to get
everyone through. It’s complicated to explain but because of other challenges to our
business before this, I found myself relaxing a little more into what I could not change and
that helped me to deal with the things I can influence in a calmer and less frustrated way. It
turns out, by luck, that that was good training and well timed in advance of this’.
‘I actually enjoy the challenge. Occasional moments of anxiety but most of all excited by the
opportunities this presents’.
‘This does raise the question, though, of adaptability to a more devolved, adaptive style
which will be more appropriate in the next phase of the Covid-19 pandemic’.
2 The importance of a leader remaining calm and keeping their head (whilst those about
you are losing theirs) has been noticeable for a number of leaders and seen as particularly
central to their role in the crisis.
‘I retain the ability to remain calm, set out the issues and steer my senior team to be
empowered to solve’.
‘I remain calm under pressure and trust my team and also my own skills to resolve the issues
we are facing’
‘That my resilience and sense of calm is important in conveying confidence whilst some of
those around you are losing their heads!’
3 The need to balance greater empathy with the rapid decision-making and honesty in
communicating the situation required in the crisis received numerous comments, mostly
reflecting that combining these two elements is both possible and powerful.
‘The huge importance of humility, empathy and approachability and how landing tough but
honest messages brings a team with you’
‘It is the human side of me that matters most at this time’
‘Being warm and tough works online as well; video calling makes it easier to reach out; clarity
on performance expectations reinforces; managers are less important in “the new normal”’
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‘Being remote is no excuse for being distant’
‘I missed the informal team interaction to start with and had to adapt to utilizing the
available media to connect, engage and keep things coordinated and moving’.
‘The importance of that balance between supporting and directing – and of timing in
decisions and communication’.
‘Authenticity and honesty have never been more important so never be afraid to be myself.
Don’t hold back. In the past I may have been over considerate of others’ feelings. That does
not help anybody in the long run and this time requires directness and action. You can still
be honest and show empathy’.
4 Some reflected on a tendency to centralise decision-making, leading to doing too much for
the team.
‘Sometimes I do too much for my team, they need to take ownership of their own
environment’.
‘Do not need to be involved in all details. Can delegate more – Importance of communication
with employees and customers’.
‘Need to be more collaborative in sharing information and communicating’.
‘Need to ensure I give clear direction and delegate – not try and get involved in too much.
Has become easier as the key crisis points (and early day uncertainty) have passed’.
‘The need both to allow space and time for people and to give encouragement, and
occasionally to be more directive’.
5 Others described the ways in which they had adapted their leadership style.
‘The importance of situational leadership – most notably shifting style at times to be crystal
clear about ‘what’ needs to happen, while continuing to give space to others on the ‘how’ to
make it happen’.
‘Although working remotely has, seemingly, worked well and the team have risen to the
challenge, exercising leadership remotely has required me to adjust my style and level
of trust of others. We have used regular team meetings by VTC and I have encouraged
individuals to conduct one-to-one VTCs rather than rely on email – maintaining the personal
touch is vital and it has required constant encouragement as the current default is to send
an email. Leadership can most effectively be executed visually’.
‘I always want to be inclusive and treat the team as responsible professionals, but over time
there are side initiatives (like acquisition projects) that develop in pockets of relative secrecy.
In this crisis, I have gone full-transparent with the team in enlisting their support (a la
Stockdale). If anything, this crisis was a needed reset for the team and for my style in leading
them. I am more comfortable now than I was in all of 2019’.
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How would you rate the performance of your
leadership team during the crisis?
‘Outside-in’
mechanisms

Openness &
Accountability

Team Role

Goal setting
&
Performance
Management

Our Team Effectiveness Framework encompasses six areas of
a team’s competences and operation. We use the framework
to understand how teams are performing in each area. High
performance across all six factors tends to increase the amount of
trust present in a team.

Mindset-driven
behaviours

TRUST

Meeting
Structures

Communication
& Energy

We adapted this framework for the question below, and asked
leaders how well their teams performed in each area during the crisis.
Distribution of respondents’ ratings of their
leadership teams against each six competency areas

Mutual
Support

Excellent

Poor 						
1

2

3

4

5

6

Alignment on a clear
purpose and direction
Clear and aligned goals

Meeting effectiveness
Displaying openness and
accountability
Mutual support
Communication and
positive energy

Key takeaways
•

Generally, respondents felt that their teams have operated well in the crisis, with mostly
positive responses in each of the competency areas.

•

The weakest area is meeting effectiveness, which is not surprising, as many teams have not
been able to meet in person, along with the rapid adoption of new, virtual meeting tools.

•

Despite high scores for communication and energy for leadership teams, many comments
elsewhere in the report reflected opportunity for improvements in wider communications.
Teams that communicate well together do not always communicate well to the organisation.
These findings suggest that the deliberate development of competencies in both virtual
meeting protocol and leadership communications would be worthwhile. Meeting
effectiveness in particularly isn’t an area that has previously required focus for all
organisations – think carefully about what the behaviours should be for success. Offer your
leaders opportunities and support to enhance their communications skills, and facilitate
an effective communications cascade to reach all audiences.
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To what extent do you think that focusing on
your leadership team effectiveness will be
important in the future?
With this question, we looked at the importance that each CEO planned to put upon focusing on
the effectiveness of their top team.
53
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26
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16
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not at all
important

7

8

9

10
extremely
important

Key takeaways
•

The results to this question are one of the most striking in the report – 95% of CEOs rated a
focus on developing their leadership team’s effectiveness in the future 8/10 or higher.

•

As you would expect, the crisis has highlighted both the importance of a highly effective
leadership team as well as the particular strengths and weaknesses of a team.

•

The strength of feeling in these responses also indicate that past efforts to develop the team
have only been partially effective. Perhaps new, better, approaches are required to build
stronger collective agendas and engender genuine collaboration and mutual support.
With a heightened cost-focus it may be tempting to deprioritise investment in
leadership effectiveness. Don’t. With changing strategic priorities and a rapidly altering
external landscape, there has never been a more important time to have an aligned
leadership team.
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How important was a focus on your culture
before the crisis, and how important after?
With this pair of questions, we wanted to see whether the Covid-19 crisis has highlighted the
importance of culture to CEOs, resulting in greater importance being put in this area in the future.
50%
before
after

40%

30%

20%
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0%
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not at all
important

7

8

9

10
extremely
important

Key takeaways
•

Culture was high on the agenda for many CEOs before the crisis, and many of the verbatim
comments point to culture transformation projects that are either recent or in process.

•

However, there is still a significant positive shift (from 72% to 95% in CEOs who rate culture’s
importance in the future as 8/10 or higher) towards a recognition of the importance that culture
plays in an organisation’s success.

•

An organisation’s response to the crisis will have been in predominantly behavioural terms.
The accepted norms of behaviour and decision-making in the organisation (its culture), will
have made the difference between a rapid and constructive response or one that is mired in
indecision, lack of alignment and protection of turf.
Much as with leadership effectiveness, given likely heightened cost-focus, it may be
tempting to deprioritise investment of time and resources into the ongoing development
of your culture, but this would be a mistake. As we’ve seen elsewhere in this report, the
importance of clearly articulated culture in guiding your decision-making and everyday
priorities, particularly at times of crisis, cannot be underplayed.
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Other comments on organisational culture?
1 Most respondents reflected on the benefits of making values and culture a focus, and how
powerful it has been in the response to the crisis.
‘Culture makes or breaks the social fabric of any group of people trying to achieve
something. The crisis did not change that but gave an opportunity to see how effective and
deeply rooted our culture really was across functions and geographical units’.
‘Our organisation’s culture has encouraged all our employees to be leaders in a time of crisis
and that is something we are all now very grateful for’.
‘There has been a significant transformation programme running for the previous three
years, with a major impact on culture e.g. removing silo thinking, and substantially
increasing individual and collective flexibility. Had we not undertaken this change I am
100% confident that we would not be experiencing the current positive business results
during this crisis’.
‘We are lucky to have a powerfully infectious culture, but it needs constant attention and
several times I have been surprised to hear of things that are happening near-antithetical to
‘our culture’. People under pressure always surprise me; good and bad’.
‘A strong and open culture with an understood commitment to the health and safety of all
employees has been very important to us during this crisis’.
‘At the heart of a culture is trust and that will be key to retaining belief and collaboration as
this unfolds – particularly if it goes well into 2020 and conceivably beyond. In this regard,
leaders must not pretend they have all the answers and so honesty with people is critical’.
‘We were actively engaged in a cultural change journey given the dynamics of our industry
and need to pivot through Energy Transition’.
‘In many ways, our culture is geared to a crisis. Our agility, entrepreneurialism and ability to
orient the entire organisation around a big initiative is what we do best and what has been
required’.
‘Embedding the culture through the organisation remains a challenge in some
areas. Having the desired culture fully embedded is going to be key as we engage in
transformational change’.

2 Many recognised that the development of culture is a journey, with the best approach
evolving over time, based on context.
‘Culture or Engagement – call it what you may – is a journey that must be constantly talked
about, particularly in tough times, and should be used as a catalyst for a common dialogue.
This crisis will end, and we need to be planning for the recovery now – bottom to top in the
organisation’.
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‘We see this as an opportunity to build on what is becoming a more an organisation that
uses feeling as well as thinking. Also to use the best practice that has come out of our
response to Covid and take it with us post Covid. It will mean a considerable amount of
change and the size of task is large but, in a way, Covid is actually helping us reset the
culture in line with what was a new leadership change in the organisation too’.
‘Due to the specific business turnaround we have gone through, the cultural transformation
was secondary to the financial transformation but in the next phase of our journey, this
should be opposite’.
‘Don’t be lulled into neglecting culture when things are working. It can go off the boil and it
has for us previously when things were good – were neglected – and then deteriorated. Must
remember that now’.

3 The focus created by the crisis has had a strongly positive effect on alignment, but
some leaders have identified that more work is needed on systemic alignment and the
organisation’s overall purpose and direction.
‘Question 9 the purpose and direction suddenly became very focussed on the change we
needed to do (survival) and we were very good at this; however the overall direction and
purpose needs work. Burning platforms help and we need to create something similar for
the business-as-usual state’.
‘It stepped up the importance of our values and clarity on our objectives. It demonstrated
the importance of total alignment from the Shareholders, CEO, leadership team etc’.

4 Responses also highlighted the untapped potential in their organisations and conversely
those who are not up to the challenge of their role.
‘We have come a long way, but still some distance to take the next steps; we have more
untapped potential’.
‘Not in the questionnaire, but the crisis has made obvious who is at the right level to be
part of the Exec/ leadership versus the ones not coping or delivering. It reveals the good
and the bad’.

18

Implications for future focus and investment
In this last section, we explored to what extent investment priorities and focus will change in the
future. Respondents were asked to answer only the categories that mattered to them and to select
at least one. To draw out the key themes, we have shown the results for each area only where
respondents indicated an ‘increased’ or ‘decreased’ focus/investment. Answers where ‘no change’
was the response have not been shown.
Remote working
Internal communication
Automation
Supply chain resilience
Employee wellbeing

Business category

Strategy
Organisational structures
Employee engagement
Sustainability
Physical footprint
Product/Service innovation
External stakeholder engagement
Company purpose and social contract
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Key takeaways
•

Ranked by degree of positive support, it’s clear that the crisis has created a strong emphasis on
remote, more flexible working, along with the strategy/ communication required to create the
necessary alignment.

•

An emphasis on the human side of employee engagement (such as wellbeing) is also visible.

•

The split in responses to the question on physical footprint was surprising and possibly
reflects some respondents answering in the negative, meaning that physical footprint was less
important.
It’s striking to see the preference for increasing focus areas versus decreasing or stopping
activity. Tempting (and fun) as it is to start new projects, a discipline to keep focus narrow
and stop unnecessary or unproductive projects will be critical for success, and differentiate
highly effective teams from the rest.
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About Coode
Coode Associates is a specialist consultancy that works with leaders and their teams to transform
the performance of organisations through enacting deep-rooted behavioural and cultural change.
Whilst not the only lever to transforming performance, we believe that aligning mindsets and
behaviours at the individual and collective level is the most important success factor. This is where
we specialise – it’s all we do.

Our Philosophy
Our philosophy is underpinned by the belief that organisations are, at their heart, human
enterprises. Creating high performance and fulfilling an organisation’s strategic ambition can only
be achieved through enhancing, aligning and focusing the human element – the mindsets and
behaviours – of an organisation.
We also believe that culture is a function of leadership, so it starts at the top. Our work focuses on an
organisation’s leadership to ensure that their ‘shadow’, and not just communications, is aligned and
optimised.
Our work addresses both the structural aspects of a business (processes, policies and structures)
and well as the mindsets and behaviours (culture) as both sides should act in an aligned and
complementary way for a sustainable shift in ways of working to occur.

Services

Whilst our work is always tailored to a client’s specific situation and context, a number of features
will always characterise our work:
•

An organisation’s culture is a direct reflection of its leadership, so our work starts at the top.
We focus here to ensure their behaviours (‘Shadow’) are aligned with what they say.

•

Recognising that changing behaviours takes time, we partner with our clients over a period of
time, flexing to their agenda and capabilities.

•

Our work addresses both the structural aspects of a business (processes, policies & structures)
as well as the mindsets and behaviours (culture). Both elements should act in an aligned and
complementary way for a sustainable shift in ways of working to occur.

•

The Coode team are practitioners, having held senior positions in large organisations ourselves,
meaning we understand our clients’ world and can apply practical solutions.

•

We also believe that sustainably transforming culture is not a mystic art, but should be
approached in the same way as any other major transformation: with rigour, structure,
governance and metrics.
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Coode Associates Ltd
+44 (0) 20 8239 8260
diagnostics@coodeassociates.com
www.coodeassociates.com

21

