
 
  

Weisbord Six-Box Model 

Idea In Short

Leaders, organizational development (OD) consultants and change managers who want to
identify the root causes of underperformance — before committing resources to
restructuring, leadership programs or process redesign — should apply Weisbord's Six-Box
Model as their first diagnostic step. Marvin R. Weisbord, an American organizational theorist
and consultant, introduced the model in his 1976 paper "Organizational Diagnosis: Six Places
to Look for Trouble with or without a Theory", published in Group and Organization Studies.
The model sorts organizational dysfunctions across six interdependent categories —
Purposes, Structure, Relationships, Rewards, Leadership and Helpful Mechanisms — and
requires diagnosing each category through both its formal and informal dimensions.
Weisbord describes the model as providing "six labels under which one can sort much of
the 'funny stuff' that goes on in organizations, both formal and informal", allowing
diagnosticians to apply existing theory and discover new connections among apparently
unrelated events. The action required is direct: map your organization against each of the
six boxes before designing any improvement intervention. Organizations that skip this
diagnostic step invest in solutions to symptoms rather than causes.
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Weisbord2 describes the model as providing six labels under which one can sort much of
the 'funny stuff' that goes on in organizations, both formal and informal, allowing
diagnosticians to apply existing theory and discover new connections among apparently

Think Insights  ·  thinkinsights.net -1-

/digital/managing-change-it-programs
/consulting/what-does-chief-administration-officer-cao-do
/leadership/oar-model


unrelated events.The action required is direct: map your organization against each of the six
boxes before designing any improvement intervention. Organizations that skip this
diagnostic step invest in solutions to symptoms rather than causes.

Origins and Intellectual Foundations

Weisbord developed the Six-Box Model during the 1970s while working as an independent
management consultant with a background in applied behavioral science. His challenge was
practical: existing organizational theories — systems theory, contingency theory,
motivational psychology — were analytically rigorous but too complex to apply quickly in
live consulting engagements. He needed a rapid diagnostic tool that could reveal systemic
issues without requiring a complete theoretical framework as a prerequisite.

The model draws on several theoretical traditions without being captive to any single one.
Weisbord incorporated Rensis Likert's research on management systems and organizational
climate, Douglas McGregor's Theory X and Theory Y distinctions in leadership behavior,
Frederick Herzberg's two-factor theory of motivation — applied to the Rewards box — and
Abraham Maslow's hierarchy of needs. This theoretical pluralism is a deliberate design
choice: the model's diagnostic questions can be answered using whichever theoretical lens
the practitioner finds most explanatory for the specific organizational context.

The model's external environment context is represented visually as an outer boundary
surrounding all six boxes — a circle depicting the inputs the organization receives from its
environment and the outputs it delivers back. This framing positions the Six-Box Model as
an open systems diagnostic: organizations are not self-contained and the fit between the
organization's internal configuration and its external environment is a diagnostic dimension
that must inform every box-level assessment.

The Six Boxes

Purposes is the first and foundational box. It asks whether the organization's goals are clear,
whether members understand and agree with them and whether the goals are appropriate
given the competitive environment.3

Structure examines how the organization divides and coordinates work. The diagnostic
questions map the formal organization chart against the dominant design archetype —

Think Insights  ·  thinkinsights.net -2-

/consulting/developing-consulting-methodology
/strategy/mckinsey-7s-framework


functional, product, project-based or hybrid — and assess whether the chosen structure
supports the organization's purposes and can respond to the pace of change in its
environment and technology base. Weisbord specifically asks practitioners to investigate
the rationale behind past reorganizations — because organizations that restructure
repeatedly without resolving the structural dysfunction typically embed the original
misalignment more deeply with each iteration. Structure diagnosis identifies not only the
current misalignment but the historical pattern that produced it, providing the context
needed to design a structure that holds rather than one that prompts the next reorganization
within 18 months.

Relationships examines the quality of interactions across three dimensions: between
individual organization members (both peer-to-peer and manager-subordinate), between
units executing interdependent tasks and between people and the technologies they use.
The diagnostic considers two determining factors: the degree of interdependence between
the parties and the degree of built-in conflict in their relationship. When interdependence is
high and relationship quality is poor, the combination becomes an operational risk rather
than merely an interpersonal friction. Weisbord's formulation is direct: poor relationships in
high-interdependence settings are not a cultural problem that sensitivity training resolves —
they are a structural problem that requires structural intervention, typically in Purposes,
Structure or Rewards.

Rewards diagnoses the alignment between what the organization needs to incentivize, what
it formally and informally pays for and what members actually experience as rewarding or
punishing. Drawing on Herzberg's two-factor theory, Weisbord distinguishes between the
formal reward system — compensation, titles, promotion criteria — and the psychological
reward system: the recognition, autonomy and meaning that members experience as
motivating. Organizations where the formal system rewards individual performance but the
work requires collaborative behavior produce exactly the relationship dysfunctions that the
previous box diagnoses. The Rewards box makes this systemic link explicit: misaligned
rewards are rarely an isolated human resources (HR) failure — they are an organizational
coherence failure that traces to the Purposes and Structure boxes above them.

Leadership occupies the center of the model's visual architecture — a positioning that
reflects its diagnostic function. Weisbord assigns leadership the primary responsibility for
scanning the environment, setting goals, aligning the internal organization and maintaining
fit between the formal and informal systems in each of the other five boxes. Group and
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Organization Studies".> The diagnostic question for Leadership is not whether the leaders
are competent in an abstract sense — it is whether their leadership style fits the informal
organization's behavior. A technically skilled leader whose style contradicts the cultural
norms and relational expectations of the organization they lead will consistently produce
resistance, workarounds and suboptimal performance, regardless of the formal authority
they hold. Leadership diagnosis requires honesty about the gap between the leadership
style that is present and the one that the organization's current configuration actually
requires.

Helpful Mechanisms addresses the formal and informal coordination systems that support
the organization's work across all other boxes — policies, procedures, planning processes,
budgeting cycles, management information systems, meeting architectures, performance
dashboards and the ad hoc devices that accumulate over time to address coordination
failures that the formal mechanisms do not handle. Weisbord notes that mechanisms cut
across all other five boxes — they are the connective tissue of the organization's operating
model. The diagnostic asks whether each mechanism assists in coordinating or integrating
work, whether it helps monitor organizational performance and whether it supports the
environmental scanning and diagnostic activity that keeps the organization responsive.
Mechanisms that once served a coordination function but now produce bureaucratic friction
— meetings with no decision authority, reports that nobody acts on, approval processes that
delay without adding governance value — are among the most common sources of hidden
organizational underperformance.

Formal and Informal Dimensions

Weisbord's most analytically distinctive contribution is his insistence that each box be
diagnosed in both its formal and informal dimensions. The formal dimension of any box is
what the organization's documents, org charts and official policies say should happen. The
informal dimension is what actually happens — the behavioral norms, workarounds,
relational dynamics and cultural practices that characterize real organizational life.

Most organizational improvement initiatives address the formal dimension. They redesign
the org chart, revise the reward policy, update the strategic plan and install new reporting
systems. These interventions are necessary but insufficient when the informal dimension
contradicts them. A formally collaborative structure will still produce siloed behavior if
informal norms reward individual heroics. A formally clear purpose will still produce strategic
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drift if informal leadership behavior consistently prioritizes short-term operational metrics
over the stated long-term goal.

The formal-informal gap is, in Weisbord's framework, the primary diagnostic target.
Organizations where formal and informal systems are aligned — where the stated purposes,
structures, rewards and leadership behaviors are mutually consistent and culturally
practiced — demonstrate the organizational coherence that enables high performance.
Where the gap is large, no single-box intervention will close it, because the informal system
will simply neutralize the formal change. The diagnostic must identify where the formal-
informal gap is widest and design interventions that address the informal dimension directly,
not only the formal one.

The Ten-Step Diagnostic Process

Weisbord structures the practical application of the Six-Box Model as a ten-step process
divided into two phases. The first phase produces a high-level scan: the practitioner maps
the organization's boundary with its external environment, defines its input-output system,
establishes issues for its most critical outputs and assesses stakeholder satisfaction. This
scan determines which of the six boxes warrant the most intensive second-phase
investigation, preventing the diagnostic from treating each box as equally critical regardless
of the specific organizational context.

The second phase focuses the diagnostic on the key issues surfaced in the scan, examining
each relevant box in depth through interviews, observation, document review and survey
data. The output is a prioritized diagnostic profile: a structured account of the most
significant misalignments within and between the six boxes, ranked by their impact on
organizational performance. This profile then drives the intervention design — which issues
to address first, in what sequence and through what mechanisms.

A 2025 study published in the Advances in Social Sciences Research Journal applied the Six-
Box Model to diagnose the organizational effectiveness of a fire service institution. The
study confirmed the model's practical utility as an OD diagnostic instrument in public sector
contexts, finding that the model surfaced systemic misalignments between the institution's
stated purposes and its reward and leadership configurations — misalignments that
standard performance assessments had not identified.
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Practical Applications

The Six-Box Model applies across four organizational contexts that are structurally different
but diagnostically equivalent: pre-change diagnosis, post-merger integration assessment,
leadership transition planning and organizational turnaround preparation.

In pre-change diagnosis, the model prevents organizations from designing transformations
around the wrong problems — committing restructuring resources to a structural
misalignment that is actually a symptom of an undiagnosed Purposes disagreement. The
Umbrex management consulting resource library positions the Six-Box Model as a standard
tool for operating model assessment and organizational design engagements, confirming its
practitioner-facing utility in consulting contexts rather than solely academic ones.

In leadership transitions, the model provides incoming leaders with a structured diagnostic
for understanding the organization they have inherited — not as it appears in the official
briefing materials they receive, but as it operates in practice. A new chief executive who
conducts a Six-Box diagnostic in their first 90 days will identify the formal-informal gaps, the
most critical misalignments and the boxes that represent the highest leverage for early
intervention. This diagnostic grounding is the difference between a leadership transition that
produces rapid performance improvement and one that produces costly false starts driven
by first-impression problem framing.

Summary

Weisbord's Six-Box Model, introduced in Group and Organization Studies in 1976, diagnoses
organizational performance across six interdependent categories — Purposes, Structure,
Relationships, Rewards, Leadership and Helpful Mechanisms — through both formal and
informal dimensions. Its ten-step diagnostic process surfaces the systemic misalignments
that standard performance reviews miss, providing the evidence base for sequenced, cause-
targeted organizational interventions.
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