


The Experimental Organisation - Assessment


Business experimentation, has to be more than a top-down initiative or viewed as another toolkit. To deliver lasting value it also needs to be embedded in a culture of learning through trial and error – one in which people can take informed risks and treat failure as a source of insight. In Chapter 10 of our book*we explored the question, “What characterises an experimental organisation?” and explained the dimensions of an experimental culture.   

We described how culture is the way we behave when we’re not thinking or paying attention.  It is those things we take for granted, the assumptions that we take as read and the values that have become second nature to us.  They are all there because they once served a purpose and made sense. But long after their raison d’être has become redundant they remain a part of us, still shaping our behaviour.  What determines corporate performance – for good or ill – is mainly the things that are not articulated, and not acknowledged.  

This questionnaire is a concerted attempt to surface and codify this substrate of beliefs, habits and priorities in YOUR organisation. It uses a range of cultural dimensions to reveal the enablers and blockers that can impact on developing an experimental culture in your business.  

	You should answer the questions on a strongly disagree/agree scale where: 
1 = Strongly disagree; 2 = Disagree; 3 = Somewhat disagree; 4 = neither agree nor disagree; 5 = Somewhat agree; 6 = Agree; 7 = Strongly agree


	

	
	Organisation - Attitudes and Perceptions

	1
	2
	3
	4
	5
	6
	7

	1
	The economic case for experimentation is well understood in MY part of the business 
	
	
	
	
	
	
	

	2
	The economic case for experimentation is recognised and accepted across the WIDER business.
	
	
	
	
	
	
	

	3
	Budgets are dedicated (or funds are easily available) for experimentation. 
	
	
	
	
	
	
	

	4
	There is evidence that experimentation matters in the business – its ROI and impact is measured and recorded.
	
	
	
	
	
	
	

	5
	Experiments that have contributed to business success have a platform to be publicised. 
	
	
	
	
	
	
	

	6
	Experimentation is viewed by the business as part of the ‘day job’ – not an addition that diverts resources
	
	
	
	
	
	
	

	7
	Experimentation and discovery are as important as cost-cutting & operational efficiency
	
	
	
	
	
	
	

	9
	In decision-making or problem solving, experimentation is instinctively turned to as a source of answers
	
	
	
	
	
	
	

	10
	‘Best practice’ means exploring new and different ways of working not just pursuing already established criteria. 
	
	
	
	
	
	
	

	11
	Challenging organisation norms is encouraged – it is not seen as an act of company disloyalty or disrespect
	
	
	
	
	
	
	

	12
	The organisation balances the need for alignment and conformity with encouraging diversity of thought.
	
	
	
	
	
	
	

	
	
People, processes and structure
 
	
1
	
2
	
3
	
4
	
5
	
6
	
7

	13
	Our performance management and reward systems support and encourage innovation and experimentation
	
	
	
	
	
	
	

	14
	Curiosity and inquiry, as the basis of experimentation, are encouraged at every level of the organisation
	
	
	
	
	
	
	

	15
	People are trusted. They are encouraged to take responsible risks.
	
	
	
	
	
	
	

	16
	Failure is an accepted part of the business and is ‘celebrated’ where appropriate.
	
	
	
	
	
	
	

	17
	Informal conversations and knowledge sharing across organisational boundaries are common features of work.    
	
	
	
	
	
	
	

	18
	Learning gained from experimentation is documented and shared – both formally and informally  
	
	
	
	
	
	
	

	19
	People are able to distinguish how an experiment is different to a project or change initiative
	
	
	
	
	
	
	

	20
	There is recognition of the difference in the knowledge, skills and attitudes required for experimentation.  
	
	
	
	
	
	
	

	21
	Programmes and support initiatives are in place to educate and support the role of experimentation. 
	
	
	
	
	
	
	

	22
	Senior managers role-model the behaviours that balance hierarchy and control with freedom of expression
	
	
	
	
	
	
	

	23
	People view challenging the status quo and promoting change as a key aspect of their day to day business.
	
	
	
	
	
	
	

	24
	Creative talent in the organisation is recognised. There are processes in place for its voice to be heard.
	
	
	
	
	
	
	



Once you have completed the questionnaire, share your scores with colleagues to identify the common themes and the areas that can contribute to developing an experimental culture in YOUR organisation. The following questions are aimed to support the discussion.

· What are the ‘enablers’ – the areas of strength that can be built upon to help the organisation to transform its culture?   

· What are the ‘blockers’ – the most significant areas that need to change to help the organisation to transform its culture? 

· People: What are the key behaviours and attitudes that need to be addressed that will underpin an experimental culture? How can they be changed? 

· Processes: What systems and structures are preventing an experimental culture being developed? How can they be used as levers of change to influence the culture. 

· When considering the answers to the above, what can YOU do to make changes in the part of the business that you influence? 


Your answers will form the basis for next step actions. In Chapter 11* we highlight three mechanisms that you can use to help to transform an organisational culture. 

· Managing the change, using bureaucracy
· Leading the change, using inspiration
· Triggering the change, using catalytic mechanisms

*Business Experimentation – a practical guide for driving innovation and performance in your business. Rob James and Jules Goddard – published by Kogan Page 2021. 
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