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Corporate values

Corporate values are

like stars in the sky: they Vel
guide your way but ket Vision 1 Vision 2
cannot be reached.

Organizations 'need’

corporate values to

keep to their strategicC  Organization
path in a changing
environment.

Strategy 2

The Discovering
Corporate Values Mission
method presented here
is based on Schwartz’s
(1992) theory of
universals in the content
and structure of values.

Strategy 1
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Cultural, corporate and individual values

Cultural level: Harmony
Egalitarianism
= Are located in between Finland @

individual and cultural
values.

Corporate values:

Embeddedness

Hierarchy
Alllgaigny =&

= Are based on individual
values but are outside
individuals and located in  Sorporate level.
the structures, systems and
policies of the company.

Mastery

Consideration of the others

. s Reliability
= Are stable but not as

stable as cultural values.

Results -

= Can be discovered in - -
: : : Individual level:

discussions with the Self-Transcendence .

representatives of the .

company. Openness to Change Conservation

= Can be changed by
consistent management Self-Enhancement
and good leadership.

Above ideas are tested in 132 group discussions in 32 companies in
which the size of the personnel varied between 18 and 45 000. Limor Oy
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DCV process

The DCV process always starts from CHANGE which can take place in
the environment, in competition, in ownership, in management, ...

The management / owners decide to start the process.

A three-hour value discussion with the management group opens the
game.

Two to 14 three-hour group discussions on values are held among the
personnel.

The analysis starts in the groups. The discussions and all the written
material are recorded and analysed afterwards in detall.

The report includes a proposal on the values of the company.

The management group formulates the final version of the values
together with the researcher.

Values are promoted to the personnel and to the interest groups of the
company with tailor-made programmes.
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The Business Card technigue

= The objective is to identify the 4 or 5 most
relevant values of the organization and the
cultural meanings attached to them.

6 = The method: group discussion technique; ideal
| size of the group 6 — 8 persons.

= Five criteria for selecting the participants: line
of business, duties, organizational level, work
experience and gender.

=  Writing always precedes discussions.

= Standing around a table facilitates discussion.
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The card game
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Case: Kouvola

Three rural districts and three small towns were united into the new city
of Kouvola (90 000 inhabitants) at the beginning of 2009.

Kouvola’s city management started to design a new strategy for the
city. The process started with value definition.

| was asked to carry out a value process among the personnel (6 500)
of Kouvola. The objective was to define the values of the new city.

In early 2010 eight three-hour group discussions were carried out
among the personnel using the Business Card technique.

The city council attended three seminars and several small group
discussions on values and strategies.

The results of the process were reported to the management and the
city council in May 2010.

Kouvola’s Book of Values was designed to involve the personnel in the
strategy work.
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Kouvola’s Value Map
Examples of value concepts

RESPONSIBLE CO-OPERATION

Responsibility
Openness ... Ecology
Healthy environment Joy of work

Trust

Humanity Equ‘;i(t)nes'fy Fairness Co-operation
in Flow of information

Tolerance L?eabflj:]rzhlp

Pt gystainable developme

History
Job satiafaction

Dynamic Taking care of

the personnel

Inspiring Consistency
: : Objectivity
Innovativeness Turists ~ Children Common rules
Self-confidence Inhabitants
Flexibility Immigrants , Continuity :
Development Neigbourhood services C it t Punctuality
Creativity Entrepreneurs Employment o'mrr.n' men RELIABILITY

BOLD Training Basic services Reliability Safety atwork  AND
RENEWAL | complexity Clients e BEST OF THE TOWNSPEOPLE Stabilty | SECURITY

Learning Necessity Auttaminen Strong identity

Courage Summer inhabitants

Hobbies  OLd people
Cultural activities

Servicemindedness

Quality of work
According to plan
Security

Job rotation
Bright prospects
Renewall
Individualit

Countryside
Preciseness

Effectivity
Creating jobs Sharing best practises Fluency

Productivity Goal-orientedness
: - - Economy
Good reputation Versatile business life

_ Clear decisionmaking
A good place to live and work Budget balance

Know-how
Succesful Businessminded

GOAL-ORIENTEDNESS AND EFFECTIVENESS
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Kouvola’s Book of Values

Kouvolan
ARVOKIRJA 2010

Strategisesta ajattelusta kiytinnon tekoihin -
Miten teemme yhteisesti visiosta totta?

Vuonna 2020 Kouvola on
elinvoimainen ja kestéuviilli tavalla
uudistuva luontokaupunki, jossa
on hyvd eldid, asua ja tehdci tyétd.
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The promotion of the new strategy

Kouvola’s Book of Values was delivered to the personnel by the super-
visors who moderated a 4- to 8-hour discussion for their subordinates.

The Book of Values and the discussion had two objectives:
= To present Kouvola’s mission, vision, strategy and values to the personnel

= To activate the personnel to relate these ideas to their daily work.

Until now two thirds of the personnel has participated in these
discussions.

In follow-up studies:

= 95% of the personnel consider values important but only 17% think they come
through in daily work. The process is at the beginning and will take several
years.

= One-third of the personnel had a positive attitude towards the strategy
discussions. Two-thirds were critical of tight schedules and sky-high
discussions. This kind of critique helps to develope the process.

The importance of training supervisors in this kind of work with values
and strategies cannot be overemphasised. .
Limor Oy

2011 IACCP, Istanbul, 1st of July Maurtti Puohiniemi, Limor Oy



Conclusions

Schwartz’s value theory offers an excellent frame of reference for the
analysis of corporate values.

Every discussion is a test for the theory: with minor exceptions people
understand values and the way they are organized in the same way.

Although the theory is not introduced to the group they intuitively
understand the dimensions correctly!

The written material serves as search keys for the members of the
group and stimulates spontaneous and deep discussions on
corporate values and possible problems in them.

It is possible to develop a quantitative inventory of the DCV. The risk
in quantifying the value data is throwing away the qualitative
richness of the company-level information.

All companies are ’individuals’ and therefore both qualitative and
guantitative techniques are needed in the analysis of corporate
values.
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