Self Exercise: Manifestations of Organizational

Culture at Setpoint
Instructions

Read the following description and answer the discussion questions. Suggested answers can be found on the last page of this document. 
Setpoint’s CEO, Joe Knight, met them [Steve Petersen and Ted Johnstun, president and chief financial officer at Petersen Inc.] in the lobby and took them on a tour of the facility. . . . Petersen says he was standing there surveying the scene, when he happened to notice a large whiteboard off to one side, on a wall next to a canteen area in a corner of the shop. Scribbled across the board were about 20 rows and 10 columns of numbers forming a table of sort, with a few dollar signs sprinkled here and there.
“What’s that?” he asked.

“That’s our board,” Knight said. “It’s how we track our projects and figure out whether or not we’re making money.”. . .

For one thing, almost half of its [Setpoint] workforce—including its two founders—are dirt-bike fanatics, and they regularly go riding together in the mountains around Ogden, Utah, where Setpoint is located. On the bulletin board in the shop are photographs of various employees flying through the air on their motorcycles. . . .

Somehow it [Setpoint] has built a culture that has everyone involved in the process of controlling cash. The process begins with Setpoint’s management system, which allows people throughout the company to track their progress on specific projects with an extraordinarily high degree of accuracy. . . .

Life at Setpoint has changed, everyone agrees, since the introduction of the board and the weekly huddle. “Before that, we had monthly meetings to go over the numbers, but it was too little, too late,” says Ken Waudby, the shop manager.

Now there’s a huddle every Monday at 11 AM. “[But] we don’t just look at the budget and the hours on Monday,” says Brad Stryker, a project engineer. “We monitor them throughout the week, and we make decisions based on them.” . . .

When it comes to leveraging resources, moreover, the technicians on the shop floor are as focused as the engineers. “I watch GP [gross profit] per hour,” says Johnny Lane, a technician. . . . But do people actually talk about their GP per hour while they’re working? “Oh, yeah, sure,” says Lane. “We discuss it all the time.”

That’s true, says Waudby,“Like someone will say, ‘I worked my butt off, and we only made $50 an hour.’ People are always talking about the hours.”

That’s the most interesting part: the process itself serves as a motivator. “It keeps you involved and lets you understand your impact,” says Lyman Houston, a project engineer. “I like to know what condition jobs are in, and why, and what I can do about it. That totally interests and motivates me.”

Discussion Questions

1. Identify the shared things, sayings, doings, and feelings at Setpoint.

2. Identify the artifacts, espoused values, and basic assumptions that constitute Setpoint’s organizational culture.

3. Does Setpoint’s culture attempt to control employees or does it allow them freedom to act as they see fit? Explain.

SOURCE: Excerpted from “What’s Your Culture Worth?” Inc., September 2001, pp 126, 128, 130 by Bo Burlingham, Editor-at-Large of Inc.

Magazine, and author of Small Giants: Companies That Choose to Be Great Instead of Big (Portfolio, 2005).
Suggested Responses to Discussion Questions

1. The whiteboard is a shared object at Setpoint.  There are two shared sayings. Employees talk about monitoring GP-gross profit-during their "weekly huddles." Employees at Setpoint like to ride dirt bikes together, and they put photos of their experiences on the bulletin board.  This is a shared doing.  Controlling cash and conducting the weekly huddles to review the budget are two additional shared behaviors among employees at Setpoint.  Finally, the management system at Setpoint seems to fuel employee motivation, a component of shared feelings. 

2. The artifacts include the whiteboard and its financial information, the bulletin board with pictures of employees on motorcycles, the weekly huddle, and discussions about GP. The case would suggest that Setpoint espouses the value of making profit, monitoring projects, and rational decision making. The value or importance of controlling appears to represent a basic assumption.

3. While the management system at Setpoint is a mechanism for controlling employee behavior, the implementation to the system allows employees much freedom to determine how they can control costs and increase gross profit. 

