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Medtronic Mission 

To contribute to human welfare by the application of biomedical engineering 
in the research, design, manufacture, and sale of products that alleviate pain, 
restore health, and extend life. 
 
To direct our growth in the areas of biomedical engineering where we display 
maximum strength and ability; to gather people and facilities that tend to 
augment these areas; to continuously build on these areas through education 
and knowledge assimilation; to avoid participation in areas where we cannot 
make unique and worthy contributions. 
 
To strive without reserve for the greatest possible reliability and quality in our 
products; to be the unsurpassed standard of comparison and to be recognized 
as a company of dedication, honesty, integrity, and service. 
 
To make a fair profit on current operations to meet our obligations, sustain 
our growth, and reach our goals. 
 
To recognize the personal worth of employees by providing an employment 
framework that allows personal satisfaction in work accomplished, security, 
advancement opportunity, and means to share in the company’s success. 
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Why Make Changes? 
High Performance Organization 
Requires Alignment 

• While actively seeking to drive 
enhanced  performance through 
integrating strategies and 
organization (structures and 
processes), we need to attend to 
developing a high performance 
culture 

 

• ‘Old’ culture cannot drive and 
support new strategies, structures 
and processes 

Old 

Structure 

New 

Strategy 

New 

Structure 

New 

Culture 

Old 

Strategy 

Old 

Culture 
Culture Change 

The Need to Shift Culture  
When Strategy or Structure Shifts 

©1994-2006 Senn-Delaney Leadership Consulting Group, LLC. All rights reserved. 

……..starting with what is working 
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Why Make Changes? 
Culture, simply put, is "the way we do 
things around here."  
 

• It's how we live and work together. The way we treat one 
another. The way we communicate, problem solve, and 
make decisions.  

• It is our values, "what's important to us", manifested in 
how we behave, our traditions, our myths, our 
ceremonies.  

• Altogether, it takes on a character, an essence that is 
uniquely ours. In the world of business, our culture can 
either be a critical competitive advantage that others 
cannot duplicate or it can be a barrier to our success. 
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Why Make Changes? 
 

1. Match Strategy and Culture 
 Pick the “critical few” Traits 

2. Focus on a few critical shifts in Behavior 
 The “critical few” in line with the business strategy  

 Acting and interacting at our best—multiple data points 

3. Honor the strengths of existing culture 
 Keep what works 

4. Integrate formal and informal interventions 
 Human System Integration 

5. Measure and Monitor Culture Evolution 
 KPI’s, critical behaviors, milestones 

 

Culture: The BASIC Framework  

*HBR August 2012 
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Why Make Changes? 
Link to Broader Cultural Transformation 

• Consistency and Alignment 
– One set of Medtronic Traits ensures a strong and aligned culture that 

enables achievement of our strategic imperatives 

• Agility 
– Ability to adjust to new situations 

• Integration 
– Incorporate into all people practices, such as selection, performance 

acceleration, promotion, rewards, recognition, and development  

• Timeliness and Relevance 
– Periodically review and evaluate Traits to ensure they are timely and 

relevant to support business strategies and goals  
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Learning  
Agility  

Predict Potential 
Assess Competencies of  
Performing Current Role 

 Mental Agility 
 Comfortable with complexity / ambiguity 

 Finds solutions to tough problems 

 Reads broadly 

 Curious 

Medtronic 
Leadership  

Competencies 

 Strategic Thinking 

 Business Acumen 

 Global Perspective 

 Performance Management 

 Talent Development 

 Diversity & Inclusion 

Finance 

HR 

Sales 

Marketing 

Quality 

Supply Chain 

Clinical ….. 

Functional  
Competencies 

Medtronic 
Core  

Behaviors 

 Customer Focus 

 Candor 

 Trust and Respect 

 Courage 

 Accountability 

 Passion to Win 

 Results Agility 
 Has drive / personal presence 

 Adaptable / flexible 

 Builds high performing teams 

 Beats the odds / resourceful 

 Change Agility 
 Tinkerer / never satisfied 

 Takes the heat of resistance 

 Introduces new “slants” 

 Leads change 
 People Agility 
 Self-aware / personal improver 

 Situationally responsive 

 Politically agile 

 Skilled communicator /  

    conflict manager 

We had multiple competency models that do not always drive 
consistency and/or align! 

Why Make Changes? 
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Criteria Considered in Development 

• Focus on GROWTH (the Big “3”) 

• Aligns to the Medtronic Mission 

• Leverage Existing MDT Competency Models 

• Core Behaviors 

• Medtronic Leadership Competencies (new and old) 

• Functional Competencies 

• Determine Competency Needs for the Future 

• Learning Agility 

• Cultural Agility 

• Emerging Market Leadership Criteria 

• Simple & Transcendent  
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What We Did from Research Perspective 

• Benchmark industry best practices 

• Benchmark internal competency models 

• Internal focus groups and senior leader input 

• Draft put together by a project team with inputs from various 
global business and HR leaders  

• Final draft was reviewed and approved by CEO and Executive 
Committee 
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Always operates with customer interests in mind; Continually scans the 
marketplace for deeper insight; Has a keen sense for what strategies will and 
won’t work; Is a catalyst for change; Explores new horizons 

  
“Has experience interfacing with customers outside the region/geographies/business area or function that 

one resides. Knows the world of the customer and all its complexities; appreciates that there is rarely a 
one size fits all.  Ensures that this knowledge and experience educates strategies, decisions and 
determines overall changes that may be needed.” 

  
“Appreciating the diversity of our customers begins with appreciating the diversity of our teams and 

workforce. Without being inclusive and actively seeking out diversity of opinion, perspective and 
difference of work style, how can we possibly understand, appreciate and serve the needs of our 
customers.”  

  
“Understands changing markets and continues to do something about it; responds by leading change in a 

planned and deliberate way to ensure response acceleration, broad ownership and sustainability, based 
upon those changing market conditions.” 

TRAIT EXAMPLE: External Focused  

*Global Leader Program focus group interview data----conducted on the front end of the Traits work 

Focusing on the Critical Shifts... 
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Validation with an External Partner 
Mapping 

In order to enhance the Medtronic Traits,  we worked with an 
outside vendor to perform an expert mapping of the Traits to 
their competencies:   
• Subject matter experts in the competency library 

• Ensure content validity 

• A listing of highly, moderately and least correlated competencies to each 
behavioral descriptor in the MDT Traits model 

• Master Coders took into account inter-correlations between the 
competencies, normative data, and used their deep expertise in the 
makeup and research behind the competencies to perform the custom 
mapping 
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Change Management into the Build Out 

Changing Systems & Structures 

Current 

State 

Transition 

State 

Improved 

State 

Creating a Shared Need 

Shaping a Vision 

Mobilizing Commitment 

Making Change Last 

Monitoring Progress 

Leading Change 

Change Acceleration Process 
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The Medtronic Traits are a set of values, 
behaviors, and capabilities needed from 

employees in the face of a changing business 
model to achieve growth targets  

 

What are the Medtronic Traits? 
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Medtronic Traits 

Now we have one set of 
Medtronic Traits, no matter 
where we reside – ensuring 
consistency, agility, and 
alignment needed to 
support Medtronic’s 
strategic imperatives and 
goals!   
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How MDT Traits were Rolled Out 

• Medtronic-wide initiative 

• People practices to support strategies 
and structure 

• Messages consistent, clear, and 
seamlessly aligned 

• Corporate Communication to provide 
on-going visibility  

• CEO, business and regional leaders 
introduce and ensure commitment from 
employees 

• Build employee awareness and 
application of the Medtronic Traits 

• People Leaders to role model and foster 
the behaviors 

Guidelines 

• No master/corporate plan to phase out 
Core Behaviors 

• Take a localized approach to phase out 
Core Behaviors 

• Integration with other programs 

o Integrated with Performance 
Acceleration and Talent Review 

• Recognize! Thank you cards  

• Phase out Core Behaviors over time 

o Posters, art work, badges, 
conference room names 

 
 

Considerations 

Organically and Without Any Fanfare 
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Medtronic Traits: Communication Approach 

 

• Limited global communication plan  

– Introduced by Omar Ishrak at Global Town Hall 

– myMedtronic feature stories 

– Medtronic University – Interactive module available  (no required training) 

 

 

• BUs an Regions decide on local approach to supplement global 

communications 

– Medtronic Traits booklet and other resources are available in the 

Medtronic Traits-in-a-box    

– No Medtronic Traits badges, posters, slide templates will be distributed 

centrally 
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MDT Traits 
Integrated into All HR Practices 

HR Practice Process  Resources/Materials 

Talent Acquisition Targeted Selection Used for all Medtronic positions (both field based 
and in-house roles at all job levels) with integrated 
behavior-based interview questions founded on the 
Medtronic Traits. 

 

Talent Management  
• Performance Acceleration: 

Performance and 
Development Summary 

 

Performance Acceleration  
 
 
 
 
 
 
 
 

Resources to complete the MDT Traits Assessment: 
• Assessment of Traits (11 languages) 
• Assessment of Traits (with specific examples for 

direct labor) 
• Interactive Assessment Tool for Employees & 

Managers 
• HR, Employee, and Manager trainings 
• Translated the Interactive Assessment Tool for 

Employees & Managers (10 languages) 
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MDT Traits 
Integrated into All HR Practices (cont.) 

HR Practice Process  Resources/Materials 

Learning and Development 
• Resources, tools, and courses that link 

to each of the 9 Medtronic Traits 
• 360-Feedback (input to CEO Talent 

Review) 
• Internal Coaching Cadre Certification 

 
 

Medtronic University 
 
 
 
 
 

 

360 Feedback 

 
 
 

Resources to Live the Traits: 
• MDT Traits-in-a-Box 

o MDT Traits video, booklet, 
Communication materials 

• LIVE the Medtronic Traits online tool  
o eLearnings 
o Classroom trainings 
o Resources/tools 
o Simulations 

• Mapped assessments to MDT Traits 
• Developed an interactive tool to help 

interpret MDT 360-Feedback report 
& take action 

• Translated the MDT 360-Feedback 
tool & process (10 languages) 

Rewards and Recognition 
 

 Recognize 
 

• Thank you cards 
• Awards criteria 
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Progress Measures 
Wild Success 

Integration 

 

Adoption 
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Lessons Learned 
Our Recommendations 

• Link Traits directly to the Strategy, with direct sponsorship 
and involvement of the CEO & ExCom 

• Attain real life stories, through a diagonal slice of the 
organization of what the Trait means 

• Balance ideal vs. practical state without sacrificing validity 

• Leverage external partners in validation 

• Partner and engage HR community early on 

• Socialize the Traits organically across the organization 

• Solid change plan for roll out, including a system integration 

• Develop and translate collateral and align dissemination of 
information with design principles 
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Questions? 


