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its strategy,” say the top firms. They 
are also more likely to describe their 
strategies as “clear and well thought 
out.” They rest assured that their 
employees understand the strategy 
because it’s clearly communicated 
to all levels of the organization. 
Further, workers have line-of-sight 
understanding of the ways strategy 
affects their individual roles. In a 
pervasive culture, everyone is on the 
same page. They know who they are, 
what they’re about and where they’re 
going.

A key facilitator of pervasive 
cultures is communication, and high 
performers’ responses demonstrate 
that they get this. Leaders in the top 
companies deliver specific feedback 
to their employees, and they make 
sure it’s done in a timely manner. 
They clearly communicate what 
the organization’s goals are and 
encourage workers to maximize their 
productivity.

For their part, employees in high-
performing organizations enjoy open 
communication with the managers 
and leaders who have decision-making 
authority. Workers feel free to talk 
about company policies, spending 
and strategies. High-performing 
companies make sure their employees 
get information they need about 
customers so that they can do their 
jobs better. The top firms also are 
more likely to keep up with advances 
in technology, enabling faster and 
more flexible communication across 
their organizations and more efficient 
knowledge management. The 
powerful result is higher levels of 
employee engagement, a recognized 
component of individual and 
organizational performance.

Reward the Performers 
In companies that make their 

strategies transparent and topics for 
open and ongoing discussion across 
all organizational levels, expectations 
and objectives become clear. Because 
workers in such high-performing 
organizations understand the 
connection between their jobs and 
business strategies, the behaviors 
needed to accomplish company 
objectives are more readily apparent, 
too. That makes it easier to ensure 
that workers are rewarded for their 
positive actions that contribute to 
organizational performance.

High-performing companies 
outstrip lower performers in 
their approaches to performance 
management, the survey results 
confirm. Top organizations have 
good systems in place for gauging 
workers’ performance, and their 
appraisals are based on objective 
data instead of managers’ judgments. 
Performance-management processes 
are consistent across the organization, 
too. Perhaps most importantly, high 
market performers go the extra 
mile and evaluate the quality of their 

performance appraisals to ensure 
that the system functions fairly and 
effectively.

Responses to the survey statement 
that “our compensation and 
rewards system supports employee 
performance” reflected one of the 
larger gaps noted between high- and 
low-performing organizations. The 
top firms understand that reinforcing 

desired behaviors in both monetary 
and non-monetary ways can generate 
powerful results, and they act on that 
knowledge.

High-performing organizations 
recognize that employees’ capabilities 
drive performance. Those companies 
make sure that performance 
appraisals include plans for workers’ 
development during the near term. 

They give employees specific goals 
for learning and skill-building, 
incorporating their progress toward 
those objectives into the next 
appraisal period. The short-term focus 
keeps development front of mind and 
ties it to performance.

Not only do the high-performing 
organizations have strong mechanisms 
in place to track and improve 
individual performance, but they also 
confirm that they track and assess 
overall organizational performance. 
That devotion to measurement and 
dedication to continuous improvement 
ultimately produce tangible results 
in revenue generation, profitability, 
customer satisfaction and market share.

Blending the Elements
The four Ps of the performance mix 

are not independent elements. Rather, 
they interact closely. For instance, 
it’s easy to see that developing 
proficiencies in using predictive data 
combines effectively with high-
performing organizations’ keen 
interest in uncovering and anticipating 
customers’ needs and preferences. 
The energy and synergy created by 
each feeding and driving the other 
makes for a powerful fusion of strategic 
actions that lead to strong outcomes 
for companies and customers, alike. 

Obviously, some organizations will 
be better at rewarding performance, 
while others have more finely honed 
capabilities in gathering, analyzing 
and applying predictive data or in 
aligning rewards with performance. 
Within and across organizations, there 
will be fluctuations and differences 
in what constitutes the “best” blend 
of the four elements. Organizational 
values, business objectives, missions, 
leadership and other factors can shape 
the degree to which any of the four Ps 
is emphasized and leveraged at any 
given time.

But overall, top companies that 
achieve consistent success in the 
quest to reach the pinnacle of their 
industries demonstrate that high 
performance is driven, in part, by 
four potent ingredients: a proactive 
approach to understanding customers, 
an intense desire to predict and plan 
for future conditions, a pervasive 
culture that signals consistent values, 
and rewards systems that directly 
support and reinforce performance. 
Taking command of the four Ps and 
balancing them to achieve optimal 
organizational success across the 
high-performance domains—of 
strategy, leadership, talent, culture 
and market focus—becomes the 
challenge that tops leaders’ agendas. 
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High-performing organizations take proactive approaches 
to understanding and serving their customers
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