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ACCULTURATION
ACCULTURATION IS A PROCESS BY 
WHICH INDIVIDUALS OR GROUPS 
ADAPT TO A NEW CULTURE OR 
ENVIRONMENT. IT INVOLVES LEARNING 
AND ADOPTING NEW BEHAVIOURS, 
CUSTOMS, AND VALUES WHILE ALSO 
RETAINING ASPECTS OF ONE’S 

ORIGINAL CULTURE. 



CLIENT PROBLEM

Xabiso is taking a significant step towards improving its 

organizational culture through the Culture Change Program. 

• Objective: The primary goal is to identify both negative 

and positive factors impacting employees, management, 

and the organization as a whole.

• Focus Areas: The program aims to address employee 

wellness challenges such as mental health and workplace 

flexibility, as well as management challenges in creating 

and maintaining a good organizational culture.

• History: Xabiso has not undertaken any Change 

Management programs in the past 10 years. The 

Employee Assistance Program (EAP) was not implemented 

as required due to budget constraints, and internal 

programs offered by HR did not attract much attention or 

attendance from staff.



ORGANISATION OVERVIEW

Organization Type: Xabiso is a government 

parastatal and a non-profit organization 

operating on a very limited budget 

Organizational Structure: The structure is very 

flat, with approximately 100 employees 

Staff Composition: The staff is composed of:

• Key senior management personnel 

• Middle-level managers 

• Supervisory staff 

• Support staff



• Professional Services Required: Xabiso needs the expertise of 

a Change Management Consultant to conduct an 

assessment/analysis of the organization's culture and link it to 

employee wellness 

• Alignment by their admission: The analysis has shown a great 

alignment between organizational culture and employee 

wellness and ultimate productivity

• Guidance Areas: The Change Management analysis and 

recommendations will provide guidance on:

⚬ Creating a culture where everyone has a voice, a sense 

of belonging, trust, empowerment, and development 

⚬ Ways to implement and enhance the Employee 

Assistance Program (EAP) and develop partnerships with 

organizations like SANCA, FAMSA, and CAREWAYS 

CLIENT BRIEF



CULTURE CHANGE PROGRAM EXPECTATIONS (HOPE)

Leadership Role: Xabiso's leaders must set the vision for the organization 

Empowerment: Leaders should empower employees to take initiative and 

contribute to the organization's success 

Environment: Creating an environment that fosters growth and 

adaptability - crucial for the program's success and future of the 

organization



CULTURE ADAPTATION 
IS A JOURNEY
RECOGNIZE THAT CULTURAL 
ADAPTATION IS A JOURNEY, AND 
ONE’S WILLINGNESS TO LEARN AND 
ADAPT CONTRIBUTES SIGNIFICANTLY 
TO THE OVERALL SUCCESS OF THE 

ORGANIZATION. 



METHODOLOGY

When we first start changing organizational culture, the promise of a better future is invigorating…giving Hope 

for a Better tomorrow

CURRENT CULTURE

What culture do we have

GAP

Gap Analysis

DESIRED CULTURE

What culture do we need



IMPLEMENTATION APPROACH

Phases Objectives Process Followed (create awareness, desire to participate, spell-out benefits, DIE

Phase I

Current Reality, Insights and 

Desired Future State

• To assess perceptions of the current culture;

• To determine the desired future state;

• Identify the gap - identify the change in beliefs, attitudes and 

behaviours required to shift culture and perception. 

• An Awareness Creation Session with all employees of Xabiso

• Individual face to face interviews with members of Senior Leadership on challenges, perceptions, experiences, 

and aspirations for the business. 

• Supervisors and Coordinators from across the business where invited to participate in a group discussion to gain 

qualitative understanding of the current culture. 

• Employees from across the business where invited to participate in a group discussions to gain qualitative 

understanding of the current culture.
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Phase II

Culture Survey

• To gather information from all employees throughout the organisation, 

aimed at obtaining quantitative and qualitative data which will inform 

decision making going forward. 

• The Culture Survey was designed to explore the trends and insights 

gained in Phase I in further detail, gathering more insightful 

information as well as determining the most important trends and 

concerns. 

• Communication from the CEO of Xabiso to all employees, advising them of the objective of the Culture Survey, 

the timelines, as well as requesting participation from all employees.

• The survey was made available to all employees via an anonymous email link, conducted over a two week 

period.

• The results were analysed and presented to the whole organisation. 

IMPLEMENTATION APPROACH



Phases Objectives Process Followed (create awareness, desire to participate, spell-out benefits, DIE

Phase I

Current Reality, Insights and 

Desired Future State

• To assess perceptions of the current culture;

• To determine the desired future state;

• Identify the gap - identify the change in beliefs, attitudes and 

behaviours required to shift culture and perception. 

• An Awareness Creation Session with all employees of Xabiso

• Individual face to face interviews with members of Senior Leadership on challenges, perceptions, experiences, 

and aspirations for the business. 

• Supervisors and Coordinators from across the business were invited to participate in a group discussion to gain 

qualitative understanding of the current culture. 

• Employees from across the business were invited to participate in a group discussions to gain qualitative 

understanding of the current culture.

Phase II

Culture Survey

• To gather information from all employees throughout the organisation, 

aimed at obtaining quantitative and qualitative data which will inform 

decision making going forward. 

• The Culture Survey was designed to explore the trends and insights 

gained in Phase I in further detail, gathering more insightful 

information as well as determining the most important trends and 

concerns. 

• Communication from the CEO of Xabiso to all employees, advising them of the objective of the Culture Survey, 

the timelines, as well as requesting participation from all employees.

• The survey was made available to all employees via an email link, conducted over a two week period.

• The results were analysed and presented to the whole organisation. 

Phase III

Action Planning with the 

Leadership

• To relaunch the Values of Xabiso in alignment with the envisaged 

culture.

• Values to guide behaviours and influence strategic decisions, to 

actually living them

• This was done in collaboration with the Senior Leadership team

• Setting out behaviours that are associated with the Xabiso’s current Values

• Shared Reimagining leadership: Five critical shifts 

• Action Planning workshop

• Establish a framework for monitoring and evaluating the progress of the Culture Change Program. 
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Phase III

Action Planning with the 

Leadership

• To relaunch the Values of Xabiso in alignment with the envisaged 

culture.

• Values to guide behaviours and influence strategic decisions, to 

actually living them

• This was done in collaboration with the Senior Leadership team

• Setting out behaviours that are associated with the Xabiso’s current Values

• Shared Reimagining leadership: Five critical shifts 

• Action Planning workshop

• Establish a framework for monitoring and evaluating the progress of the Culture Change Program. 

Close Out • Employees were engaged from the beginning of the project with very high participation and willingness to contribute. It was therefore agreed that Consultants should close out the 

programme with employees present as well. This approach was met with appreciation from the employees. The draft Action Plan was presented to all employees of Xabiso and owned by 

leadership. Discussion was encouraged and an understanding was reached that the Action Plan will be revisited by the Senior Leadership, presented to EXCO and Board. 

• The objective of revisiting the Action Plan is to evaluate the feasibility of the recommendations, establishing priority, resources, and timelines. It is acknowledged that Xabiso is currently 

constrained in certain respects, in particular in terms of funding. 

IMPLEMENTATION APPROACH
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Employees were asked to indicate their level of agreement with several detailed statements regarding their 

working environment. These statements are organized under the following dimensions: 

Wellbeing captures how comfortable respondents feel at work, with sub-categories for responses on safety, their relationship with the 

organization, their perceptions of remuneration and job security, and their relationships with colleagues. Well-being is a necessary but 

not sufficient condition for employee engagement. 
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Wellbeing captures how comfortable respondents feel at work, with sub-categories for responses on safety, their relationship with the 

organization, their perceptions of remuneration and job security, and their relationships with colleagues. Well-being is a necessary but 

not sufficient condition for employee engagement. 

Communication and Transparency presents responses on communication from the organization to the employee (clarity of 

information), and vice-versa (voice). 

The items under Integrity cover both organizational culture and the example set by its leadership. 

Performance aims to capture how invested the respondent is in their work (meaningful work), the support structure provided by the 

organization (delegation / trust / decision making support), and how they view feedback on their performance, opportunities for 

advancement and growth, and their training / mentorship / learning.

Current environment, captures how things are done around here, respondents are given an opportunity to reflects and provide 

verbatim responses applying a Stop, Start, Continue frame of mind



FINDINGS

The Competing Values Framework (CVF) was used as the framework 

Current culture is dominated by the process-oriented, structured Control Culture, 

(Hierarchy Culture), with less of the Collaborative Culture (Clan Culture)

Envisage culture identified by both Leadership and Employees is that of a 

Collaborative Culture or Clan Culture 

Envisaged culture at Xabiso is a mixture of Control and Collaborative Culture, where a people-oriented, friendly Clan Culture is dominant; underpinned 

by the process-oriented, structured Hierarchy Culture. 
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Sustaining the culture change through recognition 

and appreciation

Organization wide re-Launch and Living of Xabiso Values Plan

1

Nominate Values Champions & Upskilling of 

Champions 

2

Living the Values:

• A standing agenda item in meetings’

• Reinforcement with assistance of Values 

Champions

3

All in a Week’s Work:

• Spot a colleague’s behavior of the day over six week

• A Value a week (Over 6 weeks)

4Share a story of a memorable experience –Quarterly 

(various platforms)

5

Online Competition-spot and recognize your 

colleague living/portraying the Xabiso’s Values (over 

a month)

• Sourcing/funding of prizes (HR + Finance)

• Adjudication process (Over 2 weeks)

• Award ceremony-March (to coincide with launch 

of revised Values)

6



Identify Issues and areas of 

concern

What are we going to do 

differently

How are we going to achieve 

this

Who will be responsible What will ‘success’ look like Timelines

ACTION PLANNING WITH LEADERSHIP



EVERYONE IS PART OF THE JOURNEY
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• Keep the Action Plan live 
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No two cultures are alike: every company’s culture is different to the next

Culture and Reputation: a company culture will largely determine your organization’s reputation, both internally and 

externally

Culture forms and evolves on its own: is an emergent property, a changing product of many interacting systems and 

actors. Every organization develops a company culture, whether they realize it or not- can also be formed intentionally

Top commitment and ownership: culture transformation is not something that can be delegated, nor can it be handed off 

to a team of outside consultants. It must be personally supervised by the CEO and fully supported by the leadership team. 

When it comes to cultural change, executives must lead by doing.

Focus on a few changes at a time: focus your efforts on those two or three behavior shifts that will have the greatest 

impact. We recommend applying small, quick fixes to learn and improve as you go.
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Honor existing strengths: acknowledging the existing culture’s assets will also make major change feel less like a top-down 

imposition and more like a shared evolution

Don't forget informal mechanisms: don't overlook informal interventions such as peer interactions and recognition, internal 

communities, sharing of stories ofmemorable experiences, changes to physical layout, etc.

Recognize & reward role models: recognize, celebrate and reward everyday actions that demonstrate desired behavior. 

By intentionally focusing on the positive, you grow the behavior and culture you want to see

Address unproductive behaviors: employees able to call each other out when an unbecoming behavior is witnessed and 

leaders, apart from role modeling, should actively identify and act to remedy unproductive behaviors.

Measure to create accountability: as culture transformation is not a project but a journey, often a long one. To make sure 

the organization is and remains on the right path, we should have indicators on how effective the change effort is

Focus on behaviors, not attitudes: start by making real changes to behavior and let attitudes come around. Make sure the 

behaviors you’re asking for are applicable, simple, advantageous, testable, and observable 



CULTURE CHANGE IS 
POSSIBLE
CULTURE CHANGE IS POSSIBLE, BUT IT 
REQUIRES COLLECTIVE EFFORT AND A 
COMMITMENT TO DOING THINGS 
DIFFERENTLY. EMBRACE THE JOURNEY, 
LEARN FROM EACH STEP, AND 
CONTRIBUTE TO A MORE ADAPTIVE 

AND INCLUSIVE ENVIRONMENT! 



QUESTIONS



THANK YOU

FOR YOUR TIME AND ATTENTION

www.dlkgroup.com
Visit Our Website:
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