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ALIGN AND CULTIVATE:  

BUILDING A WORKPLACE CULTURE THAT DRIVES ENGAGEMENT AND SUCCESS 

The pace of workplace change today is unprecedented, with organizations navigating 
everything from shifting workforce expectations to debates over flexibility and DEI. In this 
rapidly evolving environment, leaders and employees alike are grappling with 
uncertainty. Without a clearly defined and intentionally cultivated culture, organizations 
risk becoming reactive rather than resilient. 

Culture is not just about physical presence or a list of corporate values tucked in a 
handbook. It’s the heartbeat of an organization, shaping how decisions are made, how 
people engage, and how businesses evolve. A strong culture provides clarity and 
direction, allowing organizations to stay grounded in their mission, values, and vision—
regardless of external challenges. 

The question is: How do you define and strengthen a culture that supports your 
organization’s future? 

Define Your Culture with Purpose 

Culture is the foundation that shapes every decision and action within an organization. 
To define it with clarity and intention, the Culture Clarity Framework developed by 
Manar Morales provides a structured approach based on four essential questions: 

Who do we serve?  

Identify your primary stakeholders—employees, clients, communities, and partners—
and balance competing interests. Understand who has influence in shaping your 
cultural narrative and ensure inclusion by recognizing who feels valued and 
represented in your workplace. 

Why do we exist?  

Clarify your mission, purpose, and heritage. Culture is more than policies. It reflects the 
deeper reasons your organization exists and the impact you seek to make. Clearly 
defining your value proposition helps differentiate you in the market. 
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Where are we headed?  

Establish a vision that guides strategic priorities and long-term goals. Consider what 
legacy you want to leave and how your culture supports sustainable growth. 

What do we stand for?  

Define the values that shape behaviors, decision-making, and workplace expectations. 
Culture should be reflected in the way people work, interact, and lead every day. 

A simple but effective exercise is to ask employees to write down three words that 
describe your culture. Analyzing the alignment—or misalignment—of responses can 
provide valuable insights into cultural strengths and areas for improvement. 

Clarify and Communicate Roles 

Once your culture is defined, it must be communicated clearly and consistently so that 
everyone understands their role in upholding it. Culture is only meaningful if it’s actively 
demonstrated, reinforced, and connected to daily work. 

Leaders set the tone.  

Senior leaders must model cultural values in their behaviors, decisions, and leadership 
style. Recruitment, retention, feedback, and advancement systems should reflect these 
values. If a firm prides itself on offering early hands-on experience, its training and 
mentorship programs should reinforce that entrepreneurial spirit. Leaders must also 
make sure that policies and practices align with core values. Without consistency, 
culture becomes a hollow statement rather than a guiding force. 

Employees are culture carriers.  

Culture is not created by leadership alone. Employees bring it to life through their 
actions and interactions. Give them the knowledge and language to communicate 
culture effectively inside and outside the organization. For example, train interviewers 
on key cultural principles to highlight during hiring conversations. Encourage teams to 
share real-life stories of when they’ve seen the organization’s values in action, 
reinforcing what the culture looks like in practice. Hold people accountable for 
upholding cultural expectations. Values must be more than words on a website. They 
should guide daily behaviors and influence decision-making. 

Your brand should reflect your culture.  

Culture should be woven into how the organization presents itself, not just internally, but 
externally as well. Websites, recruiting materials, client communications, and company 
messaging should consistently reinforce cultural values. Employees, prospective hires, 
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and clients are looking for alignment between what an organization says and what it 
does.  

Connect culture to action.  

Policies, practices, and flexibility initiatives must be aligned with organizational values. If 
an organization claims to value inclusivity, are its policies and leadership decisions 
reinforcing that commitment? Do employees feel valued and represented? Aligning 
values with actions strengthens engagement and builds trust. 

Culture Is a Continuous Commitment 

Culture is never a one-time initiative. It must be reinforced through ongoing 
communication, iteration, and integration into every aspect of the organization. When 
workplace practices align with a clearly defined culture, employees feel connected, 
engaged, and empowered to contribute to the organization’s success. 

By intentionally defining and embedding culture into daily operations, organizations 
can navigate change with confidence—creating workplaces where people, teams, 
and clients thrive. 

Need support or advice related to defining, creating, and cultivating your culture? 
Here’s how the Alliance can help: 

• Strategy Planning Session – members are eligible for an annual, hour-long 
strategy session to discuss any challenges and opportunities, including defining 
and communicating culture and ways to embed it in your talent and DEI 
policies/practices. 

• Policy Review – members are eligible for an annual policy review, which can 
include strategic plans, guidelines, and policies rooted in your culture. 

• Advisory Hours (Champion & Leader level members) – spend up to 2 (Leader) or 
4 (Champion) hours diving deeper into your organization’s culture.  

Contact Manar Morales for more information or to schedule a call. 
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