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FOREWORD

Before I talk about Hema Crockett and Jamie Jacobs’ latest book, 
Designing Exceptional Organizational Culture, let me talk about 
values and culture in general.

When I was given the privilege to lead as CEO of WD-40 Company 
nearly 23 years ago I realized that we needed to undergo a cultural 
transformation. We needed to breakdown the silos of knowledge and 
transform them into fields of learning. We needed to create a learning 
culture, one in which there were no failures at all, only learning 
moments. What we needed was a culture built on people. Seeking 
inspiration from the Aboriginal tribes of Australia I discovered the 
bonds and attributes of a tribal culture. Attributes such as knowledge, 
celebration, a strong sense of belonging and, above all else, values.

As Hema and Jamie convey right at the onset, culture starts with 
the self-awareness of leaders and our ability to take a close look at 
our own values and behaviors. If there is misalignment, the repercus-
sions can be felt throughout the organization, undermining the 
culture. Perhaps one of the most important points that resonates so 
closely with me and the work we do at WD-40 Company is the fact 
that culture is intentional. It doesn’t just happen by accident. As 
mentioned, I started on this journey to transform the WD-40 
Company culture over twenty years ago. Since we started, not a day 
goes by that we don’t tinker or tweak or review some aspect of our 
culture to ensure it is still meeting our needs and the needs of our 
customers. We have been intentional, and like Hema and Jamie state, 
‘In businesses where culture is paramount and made into a business 
priority (or even a goal or objective), it becomes everyone’s priority’. 
Culture is our priority at WD-40 Company.

In order to create a tribal culture at WD-40 Company, we needed 
to start with our organizational values. I greatly believe that values 
have always been the foundation upon which any culture is built and, 
as Hema and Jamie outline in Chapter 4, identifying and defining 
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FOREWORDxii

core values help build the framework by which all other decisions are 
made. The WD-40 Company values are:

●● We value creating positive, lasting memories in all our relationships.

●● We value making it better than it is today.

●● We value succeeding as a tribe while excelling as individuals.

●● We value owning it and passionately acting on it.

●● We value sustaining the WD-40 Company economy.

Often leaders forget that values need to be meaningful. They aren’t 
just words written on a wall, but they are woven into the fabric of 
the culture; they are part of every layer. Our values, in conjunction 
with our four pillars of Care, Candor, Accountability and 
Responsibility became the basis of our new culture. I deeply appreci-
ate Hema and Jamie’s ability to use values as a guide throughout 
Designing Exceptional Organizational Cultures. They have beauti-
fully connected the criticality of values with how you pay employees, 
how you engage them, how you build trust and loyalty. Hema and 
Jamie present an invaluable guide on how organizations can inten-
tionally build a culture that not only results in high engagement but 
in business results as well. What they present is timeless, relevant 
and practical.

For us, our values and culture have helped create an amazing tribe 
of individuals who come together as one united team. As a tribe, 
we’ve created a culture in which each tribe member is considered a 
leader, a developer of people, whether themselves or others. Each is 
also an important contributor to the business. The people, our tribe, 
is what makes us successful.

Our progress can be measured in multiple ways. Our March 2020 
global engagement survey saw a 95 per cent completion rate and 
showed an overall engagement of 93 per cent. Among our highest scor-
ing items, at 97.5 per cent, was ‘I feel my opinion and values are a good 
fit with WD-40 Company culture’. While these numbers are great, they 
only tell half the story. Our financial success is further proof of the 
importance of a strong and thriving culture. In the twenty plus years 
we have committed ourselves to a learning culture built on a solid 
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FOREWORD xiii

foundation of values, we have seen our sales quadruple. Our market 
cap increased from $250 million to nearly $2.5 billion in that time.

I love the progress we’ve made, the stories we’ve shared, the success 
we’ve experienced as a tribe. I know the importance of a thriving 
culture. And I know cultivating a healthy and long-lasting culture is 
a journey. The work is never done. This is why I am delighted to be 
writing the Foreword to this book.

My hope is that you enjoy it as much as I have. Even if you have 
an amazing culture today, I guarantee you will pick up something 
new when reading this. This book provides insights for any business 
and HR leaders who are looking to transform their organization by 
creating and cultivating an award-winning organizational culture. It 
also provides a roadmap or blueprint that, when followed, will get 
you the high-performing organization you are looking for. I am confi-
dent that, after reading this book, you will feel as energized as I am 
and be left with a deeper understanding of yourself as a leader, a clear 
definition of what culture looks like for your organization and the 
motivation and determination to go out and build it.

With that, I leave you to read and internalize Designing Exceptional 
Organizational Cultures.

And don’t forget, the amazing product in the small blue and yellow 
can with the red top that can make a difference in your world if you 
need it.

G’day.

Garry Ridge  
Chairman and CEO 

WD-40 Company
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