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INTRODUCTION 

Organizations, like living systems, develop their own unique patterns of behavior, beliefs, and 
practices. This toolkit is designed to help you assess and understand your organization’s culture 
through the lens of systems thinking and organizational learning. 

As Senge (2006) notes in The Fifth Discipline, organizations excel when they tap into people’s 
commitment and capacity to learn at all levels. Recent research supports this view, finding that 
organizations with strong learning cultures are 92% more likely to develop novel products and 
processes (Bersin & Zao-Sanders, 2019). 

 

Date of Assessment:                                              Completed By:  

 

THEORETICAL FRAMEWORK 

This audit is grounded in three key theoretical frameworks: 

1.​ Systems Thinking: Understanding how different parts of the organization interact and 
influence each other (Senge, 2006; Meadows, 2008) 

2.​ Organizational Learning: Examining both single-loop learning (improving existing 
processes) and double-loop learning (questioning underlying assumptions) (Argyris & 
Schön, 1978; Schein, 2017) 

 



 

3.​ Cultural Web: Assessing the interconnected elements that make up organizational culture 
(Johnson & Scholes, 1988; Schein, 2017) 

 

HOW TO USE THIS TOOL 

Research by Edmondson (2019) shows that successful organizational change requires both 
assessment and action. Follow these steps: 

1.​ Complete the assessment independently or with your leadership team 
2.​ Use it as a discussion starter for cultural change initiatives 
3.​ Repeat the assessment every 6-12 months to track changes 
4.​ Focus on patterns rather than individual scores 

Rating Scale: 1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree 

 

SECTION 1: LEARNING CULTURE 

Recent studies indicate that organizations with strong learning cultures are 37% more productive 
(Dhuper, 2022). 

1.1 People feel safe to take risks and try new approaches Rating: [   ] 

1.2 Mistakes are viewed as learning opportunities Rating: [   ] 

1.3 Innovation and experimentation are encouraged Rating: [   ] 

1.4 Time is allocated for reflection and learning Rating: [   ] 

Section 1 Total: ______ / 20 

Notes: ______________________________________________________________________ 
____________________________________________________________________________ 
____________________________________________________________________________ 

 

SECTION 2: SYSTEMS THINKING 

2.1 People understand how their work impacts others Rating: [   ] 

2.2 Cross-functional collaboration is common Rating: [   ] 

2.3 Long-term implications are considered in decision-making Rating: [.  ] 

2.4 Root causes are explored when problems arise Rating: [   ] 

Section 2 Total: ______ / 20 

 



 

Notes: _______________________________________________________________________ 
_____________________________________________________________________________ 
_____________________________________________________________________________ 

 

SECTION 3: LEADERSHIP & VISION 

3.1 Leaders model continuous learning Rating: [   ] 

3.2 Vision and values guide daily decisions Rating: [   ] 

3.3 Leadership is distributed throughout the organization Rating: [  ] 

3.4 Change initiatives are clearly communicated Rating: [  ] 

Section 3 Total: ______ / 20 

Notes: ______________________________________________________________________ 
____________________________________________________________________________ 
____________________________________________________________________________ 

 

SECTION 4: COMMUNICATION & TRUST 

4.1 Information flows freely across levels Rating: [  ] 

4.2 People feel heard and valued Rating: [  ] 

4.3 Feedback is regularly given and received Rating: [   ] 

4.4 Difficult conversations happen respectfully Rating: [   ] 

Section 4 Total: ______ / 20 

Notes: _______________________________________________________________________ 
_____________________________________________________________________________ 
_____________________________________________________________________________ 

 

INTERPRETING YOUR RESULTS 

Score Range Interpretation:  

16-20: Strong positive culture  

11-15: Developing culture with room for growth  

6-10: Needs focused attention  

Below 6: Critical area for improvement 

 



 

Overall Results Summary: 

Section 1 (Learning Culture): _______ Section 2 (Systems Thinking): _______ Section 3 
(Leadership & Vision): _______ Section 4 (Communication & Trust): _______ 

Total Score: _______ / 80 

Primary Strengths Identified: 1. ____________________________________________ 2. 
___________________________________________3._________________________________ 

Priority Areas for Growth: 1. ____________________________________________ 
2.____________________________________________ 3.______________________________ 

 

RESEARCH-BASED STRATEGIES FOR IMPROVEMENT 

Learning Culture • Create psychological safety (Edmondson, 2019) • Establish learning routines 
(Garvin et al., 2008) • Celebrate learning moments (Dweck, 2006) 

Systems Thinking • Map interdependencies (Meadows, 2008) • Create feedback loops (Senge, 
2006) • Build in reflection time (Schön, 1983) 

Leadership & Vision • Develop shared vision (Senge, 2006) • Practice distributed leadership 
(Spillane, 2006) • Model desired behaviors (Schein, 2017) 

Communication & Trust • Increase transparency (Bennis et al., 2008) • Build listening skills 
(Stone & Heen, 2014) • Strengthen feedback channels (Scott, 2019) 

 

Action Planning Template: 

Priority Area: _________________________________ 

Specific Goal: ________________________________ 

Action Steps: 1. _______________________________ 

2.____________________________________________ 
3.____________________________________________ 

Timeline: ____________________________________ 

Resources Needed: ____________________________ 

Success Metrics: _____________________________ 
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