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INTRODUCTION

The renowned management consultant Peter Drucker 
is credited with the phrase “culture eats strategy for 
breakfast.” [1]

While there is some debate as to whether Drucker is the actual source 
of this quip, there is little debate about the importance of culture. 

In this white paper, we will cover several important topics related to 
cultural dynamics, especially in the context of employment selection.

In the first section, we will provide some details regarding why 
culture is so important to organizations. Next, we will discuss how 
organizations can go about building a culture that helps to drive 
their business. The final section will cover how organizations can 
operationalize organizational culture in their talent management 
processes with a particular emphasis on employee selection.

“The thing I learned at IBM is that culture is everything.”
LOUIS V. GERSTNER JR.

Former CEO, IBM
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In this study, APTMetrics also compared the retention rates for the group who was administered the 
assessment (n=9,291) with a group that was not administered the assessment (n=161,396) and found the 
assessment group had a 10.6% higher retention rate compared to the non-assessment group. 

Therefore, if the assessment had been used in the non-assessment group, an additional 17,140 
employees would have been retained resulting in a projected savings of $51.4 million dollars achieved 
by the organization during the four-year period of the study. Regardless of the approach taken, research 
clearly supports the hypothesis that strong organizational culture is significantly correlated with strong 
performance at both the organizational and individual levels of analysis. 

APTMetrics conducted a study with a large food services and facilities management company where 
they incorporated four key behavioral measures related to the company’s core values (safety, customer 
service, teamwork, and work ethic/reliability) into an online leadership selection tool.

The results of the study showed the use of the culturally-driven pre-employment assessment resulted in 
the following organizational outcomes:

Organizational culture is 
critical for organizations 
because of its relationship 
to performance. 

There have been hundreds 
of studies that have 
demonstrated the linkage 
between organizational 
culture and organizational 
performance. 

Deloitte (2012) [2] surveyed 
303 corporate executives and 
1,005 employees, and found 
that 94% of executives and 
88% of employees believe a 
distinct workplace culture is 
important to business success.

In a study that investigated the relationship between culture and 
organizational performance, McKinsey and Company (2018) [3] 

Why should organizations care about culture?

01The Importance of Culture

41%
HIGHER 

retention 
rate

22%
LESS 

involuntary 
turnover

29%
LOWER incidence 

of workers 
comp claims

53%
LOWER average 
workers comp 

claim costs

Significantly 
higher supervisor 

ratings of job 
performance

surveyed over 1,000 organizations using their structured 
measure of organizational culture (Organizational Health Index – 
OHI) and found that organizations with a strong culture (defined 
as those in the top quartile on the OHI culture measure) posted a 
return to shareholders 200% higher than those organizations in 
the bottom quartile on the OHI. 

Other research has also looked at the dark side of culture and 
examined the impact of “toxic” culture on organizational impact. 
SHRM (2019) [4] conducted a study that showed how negative 
workplace cultures, defined as a lack of open and transparent 
communication, perceptions of unequal treatment of employees, 
and mistrust of management intentions lead to employee 
disengagement and ultimately to turnover. The study that 
included approximately 16,000 American companies concluded 
the cost of turnover to American companies due to negative 
culture to be over $223 billion dollars over the five-year span 
examined by the researchers.
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“The key to the Toyota 
Way and what makes 
Toyota stand out is not 
any of the individual 
elements… But what is 
important is having all 
the elements together  
as a system.”

Fujio Cho  
 - President of Toyota
   Motor Company

If strong organizational culture has such a clear relationship to effective organizational 
and individual performance as the research suggests, why not look at the cultures of 
the most effective organizations and simply replicate them? 

The challenge is that culture is inherently difficult to copy because it is unique in each organization. 
In Deloitte’s [2] 2012 benchmark study, 86% of executives and 79% of employees felt their companies 
had distinct cultures. While there are many elements that make up a company’s culture, a common 
foundational component that defines an organization’s culture is its core values and behaviors. 

We analyzed the core values of 36 Fortune® 500 organizations across nine industries that included 
healthcare, technology, retail, banking/financial services, pharmaceutical, heavy manufacturing, utilities/
power, food and beverage, and insurance organizations We found there was a lot of similarity in the 
labels of the core values shared by these organizations. For example, over half of this group mentioned 
some variant of customer service, integrity and respect for others. One-third of all of these companies 
mentioned teamwork and driving for results. On the surface, you might conclude there really wasn’t much 
difference in these core values. However, when we examined the specific behaviors that defined the core 
values for these different organizations, we found very different definitions. How these values are defined 
in behavioral terms, supported by employees and leaders, and reinforced in their respective talent systems 
helps to explain why culture is so unique and difficult to copy in organizations.

02The Uniqueness of Culture

One of the best examples demonstrating the difficulty in copying culture comes from Toyota. In the 
early 1990s, Toyota became widely viewed as the top organization to benchmark in the automotive 
manufacturing industry for quality, product development and supplier relationship management. 
Organizations, including most of Toyota’s American competitors, flocked to benchmark Toyota’s tools     
and processes. 

Surprisingly, Toyota was more than happy to openly share their “secrets” with other organizations. In fact, 
they even allowed Professor Jeffrey Liker from the University of Michigan to write an international best-
selling book, The Toyota Way: 14 Management Principles from the World’s Greatest Manufacturer (2004) [5], that 
provided explicit details about Toyota’s culture and the processes and tools used to drive their culture. 

Why would Toyota be so willing to share information that was key to their competitive 
advantage? Toyota leadership would say it was because their success was not 
about any individual tool or process, but how the system as whole operates. The 
tools and processes operating in the context of Toyota’s Culture (the Toyota Way) 
is what is difficult to copy. Each organization needs to figure out their own way of 
doing business. Toyota leadership would also say that a key component of their 
culture is that it is dynamic and constantly changing as a result of their continuous 
improvement efforts. Therefore, by the time their competitors could get to the point 
of replicating their culture and its associated tools and processes, Toyota would have 
already moved on to a higher level of performance.

The proliferation of access to information and the speed of change in today’s 
business environment means that products, services and businesses face the 
constant threat of being imitated or, worse yet, becoming out-innovated by 
competitors. However, one of the best differentiators in this type of environment is a strong culture that 
not only optimizes individual and organizational performance but helps the organization to adapt and 
thrive in the face of constant change. Given the importance of culture as a competitive differentiator that 
drives both organizational and individual performance, the next logical question is, “How can organizations 
build strong culture?” 
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DEFINING PERFORMANCE LEVEL
Definitions of behaviors associated with the core value 
that describe different levels of performance 
(e.g., not acceptable, acceptable, exceeds)

DEFINING THE SKILL LEVEL
Definitions of behaviors that reflect the level of skill 
associated with the core value 
(e.g., developing, proficient, expert)

LEVELING BEHAVIORS
Definitions of behaviors that reflect the core value at 
different organizational levels 
(e.g., individual contributor, front-line leader, mid-level leader, 
senior leader)

Culture provides organization-specific guidelines for how 
people should work together when executing against 
work objectives. 

It defines what is encouraged, discouraged, accepted or rejected 
in individual and group settings on the job. A challenge many 
organizations face is their culture is not clearly defined, leaving 
employees without clear guidelines on how they should work together 
when performing their jobs. Therefore, a critical first step to building a 
strong culture is to define culture in clear behavioral terms. 

03Building Strong Culture 

Organizations then typically leverage these behaviors in their informal 
and formal talent processes to build and support a strong culture [6, 7]. 
One of the most common formal approaches involves incorporating 
core values and the associated behavioral indicators into hiring and 
promotion (succession) practices. The remainder of this paper will 
focus on this approach.

A simple approach taken by many organizations is to operationalize 
their culture with a set of core values (or core competencies or 
guiding principles) and then provide some behavioral descriptors for 
each core value. While some organizations stop with simple examples 
of behaviors associated with the core values, more robust approaches 
may include:

Culture

Core
Values

Behaviors
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04Optimizing Culture in the Hiring Process 

A study of 1,220 global talent and business leaders by Deloitte (2018) [8] found there is a direct correlation 
between the strategies used for acquiring talent and business performance. More specifically, the study 
found that “companies with high-maturity talent acquisition functions exhibit 18% higher revenue and 30% 
greater profitability compared to companies with low-maturity talent acquisition performance.” One of 
the characteristics of highly mature talent acquisition functions mentioned is they target values as much 
as experience and skills in the hiring process. In fact, 90% of high-performing talent acquisition functions 
use workplace values as a basis for hiring (compared to just 35% of low-performing talent acquisition 
functions), which results in new hires that adapt easily to and reinforce a strong company culture. 

Kristoff-Brown, Zimmerman, and Johnson (2005) [9] provide some insight explaining why a focus on values 
would impact business outcomes. After reviewing over 170 published articles, conference presentations 
and dissertations, they found that employees who fit well with their organization had greater job 
satisfaction, were more likely to stay and showed superior job performance. In other words, it makes 
sense to focus on core values in the hiring process because it helps you to select new hires that will be 
more engaged, produce more and stay longer.

The next key question is how these organizations measure values in the hiring process. The vast majority 
of organizations measure cultural fit with an interview (Cubiks, 2013) [10]. This is not surprising given 
the ubiquity of interviews in hiring processes across industries and job levels. However, the challenge 
that most organizations face when interviewing for cultural fit is an unclear definition of culture and 
unstructured criteria for evaluating candidates. Without clear definitions or structured criteria to 
guide interviewers, personal biases or irrelevant factors are much more likely to impact their decisions 
(Levashina, Hartwell, Morgenson, and Campion, 2014) [11].
Another common approach used by 
hiring managers to screen candidates 
for cultural fit is to review social media 
profiles of candidates and make a 
judgment (and screening decision) based 
on what they view online. Ten years ago, 
there were only about 350,000 users 
on Facebook, 90,000 users on Twitter, 
and just 50,000 members on LinkedIn 
(Browser Media, 2011) [12]. There are now 
nearly three billion social media users 
(statista.com). 

Over this same time period, organizations, 
their talent acquisition functions and 
their hiring managers have quickly 
embraced social media tools to help them 
screen candidates. There are several 

A 2009 CareerBuilder survey of over 2,600 hiring 
managers who reviewed social media profiles of 
candidates, found that these managers relied 
on criteria such as provocative or inappropriate 
photos and using emoticons or text language in 
communications. 

In CareerBuilder’s 2012 study, more than half of the 
2,303 hiring managers surveyed indicated they used 
social media profiles “…to see if the candidate is a good 
fit for the company culture.” In CareerBuilder’s 2018 
benchmark survey, 31% of hiring managers said that 
getting a good feel for the job candidate’s personality 
and seeing a good fit within the company culture 
contributed to them deciding to hire a candidate based 
on a review of social media profiles of candidates. 

Aside from the inherent problems of relying on social 
media to make screening decisions, these hiring 
managers also lacked any structured criteria or tools 
to reliably and fairly evaluate candidates. This practice 
clearly impacts the accuracy and defensibility of hiring 
decisions.

benchmarking studies (CareerBuilder, 
2009 [13], 2012 [14], 2018 [15]; Bullhorn, 
2012 [16]; JobVite, 2015 [17]) that have 
shown an ever-increasing trend of the 
use of social media by organizations to 
screen candidates – particularly by hiring 
managers screening for cultural fit.
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APTMetrics Cultural Blueprint

Characteristics that predict a candidate’s 
ability to learn and adapt to an 
organization’s existing culture

05Cultural Blueprint 
Framework 
We need further clarity by what is meant as cultural 
fit if we are going to ensure an accurate and 
unbiased evaluation of this characteristic in the 
selection process (Kristoff-Brown et al., 2005) [10].

In defining cultural fit, we need to consider the changing 
world of work and how organizations must continually adapt 
to the dynamic 21st-century workplace. This is true more 
than ever with the significant change organizations have been 
faced with as a result of the pandemic [18].

When recruiters or hiring managers consider hiring for 
cultural fit, they tend to focus almost exclusively on whether 
candidates reflect the values, norms and behaviors of the 
organization as it currently exists. However, they often fail 
to think about the ability of candidates to rapidly learn and 
conform to organizational values, norms and behaviors. 

A study by Srivastava, Goldberg, Manian, and Potts (2018) [19] 
found that employees who could quickly adapt to cultural 
norms as they changed over time were more successful 
(defined in terms of promotions, more-favorable performance 
evaluations, higher bonuses and lower involuntary turnover) 
than employees who exhibited high cultural fit when first 
hired. This was especially true in fast-moving, dynamic 
environments where cultural norms change or evolve        
over time.

This ability to quickly learn and adapt to cultural norms 
comprises the “Cultural Foundation” in our Cultural Blueprint 
model. This layer focuses on individual characteristics that 
are related to a candidate’s ability to learn and adapt to 
the organization’s existing culture. In other words, is the 
candidate facile enough to figure out how things work in 
the organization and/or on their team, and do they leverage 
interpersonal skills to adapt to the existing culture? 

Further, do they demonstrate a solid work ethic? While these 
characteristics represent core values that are not likely to vary 
significantly from organization to organization, defining the 
characteristics in the context of the specific organizational 
culture is likely to enhance the predictive validity of the 
screening tool as well as the candidate experience by 
providing candidates with information about the culture.
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There are a significant number of studies that support the 
idea that an employee who has values consistent with the 
organization is likely to stay longer and be more productive 
on the job (Kristoff-Brown et al., 2005 [10]; Goldberg, 
Srivastava, Manian, Monroe, and Potts, 2016) [20]. This idea of 
value congruence is represented in the second layer of the 
Cultural Blueprint referred to as “Cultural Alignment.” 

This layer is made up of characteristics related to a 
candidate’s ability to align with and drive organization’s 
unique existing culture. These characteristics are likely 
to differ from organization to organization as much as 
one would expect cultures to differ from organization to 
organization. For example, one culture may be driven by 
factors such as innovation and collaboration while another 
culture may be driven by structure, discipline and adherence 
to a hierarchical structure. 

One might also find the behavioral expectations associated 
with innovation may differ from one organization to the 
next. The measures used to assess candidates for these 
two different cultures would be very different. Since these 
measures are unique for each organization, measurement of 
a candidate’s cultural alignment is optimized by tailoring the 
measure to the organization’s culture and the behaviors that 
define it rather than the simple application of an off-the-shelf, 
one-size-fits-all assessment. 

Perhaps the most common criticism of hiring for cultural fit 
is the notion that such a practice would hurt diversity efforts 
and result in new hires that all look, think and act alike. A 
major step in addressing this concern is to better define what 
is meant by cultural fit. 

As previously mentioned, it is important to consider how 
your culture will evolve as the organization survives in 
today’s volatile, uncertain, complex and ambiguous (VUCA) 
business environment. This is where the third layer of the 
Cultural Blueprint comes into play. It is not enough just to 
focus on candidates that can quickly learn and adapt (Cultural 
Foundation) and align with and drive (Cultural Alignment) 
your culture. Organizations need to keep vigilant in their 
search for candidates that can bring new perspectives to 
positively impact and drive a changing culture. This layer of 
the model is referred to as “Cultural Contribution.” 

This component acknowledges that culture is not a static 
construct, but rather continually evolves and adapts. 
Considering cultural contribution creates a conversation 
around what may be lacking in the current culture and where 
it needs to go. 

Characteristics that predict a candidate’s 
ability to align with and drive an 
organization’s existing culture

Characteristics that predict a candidate’s 
ability to shape and/or create a culture 
that supports an organization’s future 

state or strategic vision
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When looking for candidates that can help the existing 
culture evolve to support new cultural or business priorities, 
organizations can take one of two approaches. First, they can look 
at defining personal characteristics and behavioral indicators that 
promote more inclusive cultures in organizations. These elements 
might include such things as cultural competences, openness to 
experience, empathy and collaboration. 

Secondly, they may look for unique perspectives related to the 
future direction of the business. For example, around 2015 
many organizations began discussing the notion of digital 
transformation with greater frequency. Organizations began 
embracing new, fast and rapidly changing digital technology 
to solve problems. Part of this transformation involves cultural 
changes requiring employees to make the use of such technology 
part of everyday life. 

This perspective could be built into the hiring process even 
though it may not be prevalent in the current organizational 
culture. The point is that assessing for cultural fit should include 
provisions to encourage diversity in organizations. There is an 
ever-increasing body of research that shows diverse and inclusive 
cultures have a significant impact on the bottom-line performance 
of organizations (Bersin, 2015 [21]; Van Roon, 2020 [22]).

So, once the notion of culture has been properly defined, how 
can organizations improve their hiring process by leveraging the 
Cultural Blueprint? 
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06How to Hire for Cultural Fit 

As mentioned above, one of the most common approaches used to screen candidates for 
cultural fit is the interview, which results in significant evaluation errors when criteria 
are ill-defined and managers are left to their own devices in defining this construct – 
leading to bias and poor hiring decisions [23]. 

The Cultural Blueprint provides clarity for the interviewing process by defining cultural fit in 
the context of the new world of work.

Rather than providing interviewers with a rating box that simply says “Cultural Fit” and 
instructions to use their gut to rate each candidate, interviewers can be provided with 
structured questions and behavioral evaluation guidelines aligned to the three layers of the 
Cultural Blueprint. 

Figure 1 shows an example of how to use structured questions and behavioral 
evaluations guidelines to assess one component of the organization’s cultural blueprint 
— accountability. This foundational construct was defined in clear behavioral terms. Then, 
structured interview questions linked to the behaviors were created so that each candidate 
would be asked the same questions. 

Core Value: ACCOUNTABILITY

The ability to ensure work activities are completed accurately, efficiently, and in a timely 
manner. This includes heightening personal effort in the face of obstacles and adversity, and 
being conscientious, persistent, committed and accountable for completing work activities.

Lead Question #1:

Probe Questions:

Describe a time when you were asked to complete extra 
work in addition to your typical tasks.
 What was the situation?

 Who was typically responsible for completing the work?

 What actions did you take?

 What was the outcome?

Figure 1

Lead Question #2:

Probe Questions:

Tell me about a time when you encountered substantial 
obstacles or challenges while performing your work.
 What was the task you were trying to do?

 What factors did you consider before responding?

 What steps did you take?

 How did the situation turn out?
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Figure 2 shows the standardized evaluation criteria that were developed to provide 
behavioral guidelines to help interviewers make more objective and accurate interview 
ratings. This same approach could be applied to constructs in each layer of the Cultural 
Blueprint to enhance the validity of the interview while significantly reducing the risk of 
bias in the evaluation process. 

APTMetrics would also recommend validating both the questions and evaluation standards 
with job content experts. Finally, interviewers should be trained in the process to help drive 
consistency across interviewers. 

Figure 2

LEVEL RATING BEHAVIORAL EVALUATION STANDARDS FOR 
ACCOUNTABILITY

Outstanding

Describes performance 
that sets the standard of 
excellence and exceeds 
the requirements of the 

job

5

  Consider difficult tasks, adversity or additional work as an opportunity 
for personal and career growth

  Followed through to complete task accurately, efficiently and quickly

  Demonstrated an optimistic attitude in spite of obstacles and setbacks; 
overcame frustrations or setbacks quickly

  Took ownership of work and acted quickly to gather resources needed 
to complete tasks in a timely manner

Above 
Expectations 4

Meets 
Expectations

Describes performance 
that meets the minimum 
requirements of the job

3

  Successfully accomplished a challenging task that required 
overcoming some obstacles or adversity

  Followed through to complete task and ensured that it was completed 
accurately

  Demonstrated commitment and persistence to accomplish work

  Produced high-quality results that met others’ standards

  Was willing to take on tasks that exceeded the minimum requirements 
of the job

Below 
Expectations 2
Unacceptable

Describes performance 
that is clearly below the 
minimum requirements 

of the job

1

  Had difficulty accomplishing a task that required overcoming minor 
obstacles or adversity

  Viewed task as too difficult or intimidating

  Lacked commitment and persistence to accomplish task

  Blamed others for failure to successfully complete tasks

An efficient and objective approach to measure cultural fit that can have huge benefits 
for organizations is to create pre-employment assessment scales tied to the constructs 
defined in an organization’s cultural blueprint. 

This approach is most appropriate in high-volume hiring scenarios. This can be done by 
leveraging existing validated test scales or by creating customized content specific to 
the organization’s Cultural Blueprint. The constructs covered in the APTMetrics® Cultural 
Blueprint are applicable across organization levels and functions, so it is easy to design 
and validate an assessment that is applicable for high volumes of candidates. The resulting 
assessment would typically take 15-30 minutes to complete on the candidate’s smart 
phone, tablet or desktop computer. 
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Corporate Headquarters Warehousing DistributionData Services

Standardized assessments are often used as an initial screen at the top of a selection 
funnel to eliminate the bottom 20-30% of applicants. These types of pre-employment 
cultural fit assessments can fairly and efficiently help organizations identify the best 
candidates that are likely to fit with the organization’s culture, be more engaged, stay 
longer and produce more. 

Another beneficial application of well-defined cultural expectations in the hiring process is 
to enhance the candidate experience. According to the Talent Board’s 2019 North American 
Candidate Experience Research Report [24], candidates rank information about the culture 
as highest in importance when they research an organization. This information can be 
included in the job posting, provided as supplemental information on the organization’s 
careers website, or even integrated into other components of the screening process such 
as in the pre-employment assessment. 

ASSESSMENT ENGAGEMENT
For a measure of cultural fit to capture the highest quality data, it is very beneficial to 
effectively engage the candidates. Engagement can be directly correlated with user 
experience: is the process ‘‘enjoyable’’ or “interesting” such that the candidate wants to do 
their best?

While an assessment is notionally for the benefit of the hiring organization, elements can 
be added that also provide immediate value to the candidates. The perception of a two-
way information exchange increases interest and engagement.

Figure 3

One approach to promoting the sharing of information is to present the assessment as 
a ‘‘journey’’ for the candidate. Each ‘‘stop’’ along the journey is designed to provide the 
candidate with information about your culture (or other aspects of your organization) 
while asking psychometrically-validated questions that make up the pre-employment 
assessment. 

Rather than simply being required to answer a long list of queries, the assessment is 
presented in a compelling, customized storyline creating a positive candidate experience 
that reduces dropout rates while enhancing the organization’s employment brand. The 
participant can navigate the assessment in any order of “stops,” and the choose-your-own-
path model gives the participant a sense of control which feels empowering.

This journey construct can be configured and presented in many different ways. For 
example, a journey could be comprised of stops at different business groups, such as 
manufacturing, R&D, distribution and sales, where the roles and process interconnections 
are explored (Figure 3).
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Other examples include:

 If a globally diverse culture was a key part of an organization’s employment brand that 
has been found to be of interest to candidates, the journey may be built around taking 
candidates on a virtual guided tour of the organization’s different global locations, 
emphasizing the diversity in people, functionality, and/or geography of the different 
stops along the way

 Descriptions of different job functions within a team, including options for 
advancement over time

 Stops designed to share more information about the purpose and mission of the 
organization, including information about the foundational principles on which the 
organization is built

Regardless of the specific journey theme, the construct allows the assessment to be 
delivered in ‘‘modules’’ that provide the candidate with information using different 
‘‘tones’’ and assessment-question styles. The key idea is to present a customized context 
for the assessment that provides candidates with some additional insights about the 
organizational culture or other relevant aspects of your organization. 

All of the journey construct elements can be reinforced with the inclusion of eye-catching 
imagery that is appropriate to the business and corporate branding.
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07Summary

Culture continues to be a key 
differentiator for organizations and 
is clearly related to an organization’s 
bottom-line business metrics. 

One of the key levers organizations can pull to 
optimize organizational culture is to screen in new 
employees that fit with the unique organizational 
culture. In order to optimize the use of cultural fit 
in the hiring process, organizations should follow 
these best practices:

    Properly define culture in behavioral terms.

    Consider a candidate’s fit to the existing culture 
(cultural alignment) as well as how well they 
can learn and adapt to the culture (cultural 
foundation).

    Keep in mind that cultures are dynamic and 
ever evolving. Therefore, organizations should 
also consider characteristics and skills related 
to how a candidate may contribute to a positive 
change in the culture (cultural contribution).

 Enhance the candidate experience by leveraging 
a realistic preview of the culture as part of the 
assessment process.

    Use properly validated pre-employment 
assessments of cultural fit linked to behavioral 
definitions of culture.

    If interviewing for cultural fit , use clear 
definitions of what is meant by culture, provide 
structured interview questions linked to the 
cultural attributes, provide clear behavioral 
evaluation guidelines and train the interviewers. 

When these best practices are all leveraged, 
organizations will not only raise the bar on 
their quality of hire, but they will also reinforce 
a strong organizational culture.

FORTUNE 100 Food & Beverage 
Company

Pre-Employment Measure of 
Cultural Fit in Action

The Need:

In 2019, a global food and beverage 
organization asked for help creating a pre-
employment assessment that would help them 
efficiently screen candidates at multiple levels 
that based on the organization’s core values. 
The assessment needed to be engaging — 
providing information to candidates about the 
organization’s culture — while also predictive of 
both cultural AND job performance. 

The Solution:

APTMetrics reviewed behaviorally defined 
culture factors and constructed a 25-minute 
online cultural assessment that blended existing 
psychometric scales and customized scales 
related to the organization’s culture factors. 
The assessment also blended in additional 
information about the organization and its 
culture in the context of the assessment. The 
assessment was then administered to 432 job 
incumbents at multiple levels. Job performance 
data was gathered from their supervisors while 
cultural performance was gathered via a 360 
degree feedback survey.

The Results:

Scores on the cultural assessment were 
statistically significantly correlated to both job 
performance and cultural performance (p < .05). 
Further, the assessment reduced the number 
of cultural detractors in the validation study 
(defined as people in the bottom 30% on the 
cultural performance measure) by 53% while 
also reducing the number of poor performers in 
the validation study by 39%. Further, there was 
no bias resulting from the use of the assessment 
for any protected classes.
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