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OPERATING VALUES

1. Achievement (14)

Achievement sits at the top, and the data backs it without ambiguity. Promotions go to people with exceptional results
(BP1). Public celebration is reserved for revenue, growth, and competitive wins (BP2). The fastest way to lose
credibility is missing a number or deadline (BP5). This organization runs on output. What you produce is what you're
worth here, and the scoreboard is always visible.

2. Growth (12)

Growth isn't aspirational here — it's the operating engine. When you rank what the organization optimizes for, growth
and innovation come first (BP25). Wins that get celebrated are growth wins (BP2). The decision-making style is
experiment and iterate (BP7), and broken processes get challenged and rebuilt (BP14). This is an organization that
moves toward expansion by default and treats standing still as falling behind.

3. Integrity (12)

Integrity scores high, and several answers support it as real rather than decorative. Disagreement with senior
leadership is welcomed (BP10). People who name what isn't working are valued as truth-tellers (BP15). Someone was
rewarded for doing the right thing at short-term cost (BP18). On the way out, people are treated with care and dignity
(BP20). The organization has built mechanisms that let integrity survive — at least at the individual behavior level.

4. Courage (10)

Courage shows up in how the organization treats risk and dissent. Smart risks that don't pay off are supported —
failure is framed as learning (BP4, BP17). Mistakes are discussed openly (BP13). Truth-tellers are valued (BP15). This
is an environment where speaking up and trying things carries low penalty. Courage is rewarded, not just tolerated —
which is rarer than most organizations admit.

5. Transparency (7)

Transparency is named as a stated value (BP21) but lands mid-pack in practice, and the free-text answers expose the
seam. The organization says it values transparency, but in practice rewards short-term wins and visibility over the
stated values (BP23). The most-tolerated thing you wish it wouldn't tolerate is the gap between words and actions
(BP11). Transparency is real enough to score, but it competes with optics — and optics is winning more often than the
poster suggests.

6. Accountability (5)

Accountability operates unevenly. Missing a number or deadline costs credibility fast (BP5), which signals
accountability for results. But a consistent underperformer is still here because they're protected by a senior leader
(BP8). That contradiction defines the value here — accountability applies cleanly to numbers and unevenly to people,
especially people with cover.

STATED VS. REAL

Your organization says it values transparency and long-term thinking (BP21). The data says it values short-term
wins and visibility (BP23). You rated the alignment 5/10, and that number is fair. The long-term thinking claim is
the weaker of the two — when you rank what the org optimizes for, growth comes first and culture and people
come last (BP25), and 'going above and beyond' means working longer and harder (BP3). That's a short-cycle
metabolism wearing long-term language.
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The transparency gap is more subtle. There's real transparency in how dissent and mistakes get handled (BP10,
BP13, BP15). But visibility — being seen winning — is what actually moves promotions and praise (BP1, BP2).
The organization is honest in its rooms and image-conscious in its rewards. Both are true at once, which is why
you rated it a 5 and not a 2.

THE SHADOW VALUES

Winning (0)

This organization values Winning. It's not on the careers page — it's disguised as Achievement and Growth. Public
celebration goes to competitive wins (BP2). Credibility dies on a missed number (BP5). The poster says mission-driven
(BP24), but the reward system tracks the scoreboard. Winning is the value underneath the stated ones, and it's the one
that survives contact with pressure.

Image (0)

This organization values Image. You said it rewards visibility over stated values (BP23) and that the most-tolerated
frustration is the gap between words and actions (BP11). Being seen doing the work is rewarded alongside doing it.
This isn't cynicism — it's an organization that has learned visibility translates to advancement, so people optimize for
being noticed. Image rides quietly next to real achievement, and most people can't tell where one ends and the other
begins.

Self-preservation (0)

This organization values Self-preservation — specifically, the self-preservation of senior leaders' relationships. A
consistent underperformer stays because a senior leader protects them (BP8). That protection is a small but telling
crack in an otherwise high-accountability culture. The org will manage out someone openly difficult (BP9) but tolerates
underperformance when removing it would cost a powerful person something. Self-preservation operates at the top,
and everyone below it notices.

WHAT GETS PROTECTED

Results and the appearance of momentum. Even under pressure the stated values reportedly hold and
leadership walks the talk (BP12) — but the deeper protected value is the win itself. Missing a number is the
fastest credibility loss (BP5), competitive wins get the public stage (BP2), and growth tops everything the org
optimizes for (BP25). When push comes to shove, this organization protects its scoreboard. That's the thing it will
not compromise.

WHAT GETS SACRIFICED

Long-term thinking and the people-side of culture. The org names long-term thinking as a stated value (BP21) but
optimizes for short-term wins in practice (BP23). Culture and people rank dead last in what it actually optimizes
for (BP25), and going above and beyond means working longer and harder (BP3) — which sacrifices
sustainability for output. The stated patience for the long game is the first thing that disappears when a quarter is
at stake.
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The cost lives in the gap between a high-integrity environment and a win-driven reward system. This organization
does a lot right — dissent is welcome, mistakes are safe, truth-tellers are valued, exits are dignified (BP10, BP13,
BP15, BP20). That's a rare foundation. But the reward system contradicts it. People advance on visible wins
(BP1, BP2), 'above and beyond' means grinding harder (BP3), and a protected underperformer signals that
proximity to power can beat accountability (BP8).

The specific cost: your best people learn the real game faster than the stated one. They see that the safest,
most-rewarded move is a visible short-term win, even when long-term thinking is on the poster. Over time that
erodes the trust the high-integrity behaviors built. You don't lose people to a toxic culture here — you lose them to
the slow recognition that the words and the rewards point in different directions, and that the gap is tolerated
more than anything else (BP11).

Your top values and this organization overlap hard at the front. Excellence (47), Courage (40), and Achievement
(32) are your top three, and this org runs on Achievement and Growth, rewards smart risk, and protects results.
You will be fed here. The things that make you feel alive — producing exceptional work, taking bold bets,
competing and winning — are the exact things this organization celebrates publicly (BP1, BP2, BP4). Your
Integrity (28) and Accountability (26) find real footing too: dissent is welcome, truth-tellers are valued, mistakes
are safe (BP10, BP13, BP15). You can be direct here without paying for it.

Where the fit strains is your Honesty (16) and Trust (16) running into the org's Image and short-term reward bias.
You named the words-versus-actions gap as the thing the org most tolerates (BP11) and the rewarding of
visibility over stated values (BP23). For someone wired toward Honesty and Trust, that gap doesn't read as
harmless — it reads as a low-grade signal that what's said and what's rewarded aren't the same. The protected
underperformer (BP8) will scrape against your Accountability every time you notice it. Your Independence (26)
likely fares fine — this is an experiment-and-iterate culture (BP7) that respects boundaries (BP16) and
authenticity (BP19).

The energy math: this org will refuel your achievement and courage for a long time, and starve the part of you
that needs words and rewards to match. The coaching question — are you advancing here because the work is
excellent, or because you're visible? Knowing which one is doing the work tells you whether your longevity here
is built on something durable or something that costs you each quarter.

You're well-matched to the engine of this organization. An Excellence-Courage-Achievement person in a
Growth-Achievement org with low penalty for risk is a strong fit on the dimensions that drive advancement. The
path up is clear — produce exceptional results, take visible bets, win competitive ground. You will not have to
fight your nature to succeed here. That's worth naming, because it's not always true.
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The career risk isn't fit — it's clarity. This org rewards visibility (BP23), and you have Influence (17) in your top
ten. That combination can pull you toward optimizing for being seen rather than for the work itself, and you might
not notice the shift because the org rewards both identically. The long-term thinking the org claims but doesn't
practice (BP21 vs BP25) is also yours to hold or to lose. If you let the org's short-cycle metabolism set your pace,
your Excellence becomes output-per-quarter rather than mastery.

Longevity here depends on whether you can keep your own scorekeeping separate from the org's. The
organization measures wins and visibility. You measure excellence and integrity. As long as those two track
together, you thrive. The day they diverge — the visible win that isn't your best work, the long-term call that costs
you a quarter — is the day you learn what you're actually optimizing for. Decide now, not then.

In your next meeting, watch who gets credit and who did the work — are they the same people, and
what does the answer tell you about what this organization actually rewards?
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