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Foreword
This research study validates and reveals that caring and deeply human leaders create significant
performance advantages for their companies in this era of rapid change and uncertainty. This foreword
reveals why organizations that ignore this new reality do so at their own peril.

Deeply Human Leadership Is Key to Competitive Advantage
Human Performance Challenges Require a Human Solution
“Karl Marx would be amused. He longed for the day when the workers would own the means of
production. Now they do.”
Charles Handy
The Covid shutdown and sudden shift to workfrom-home dramatically accelerated our transition
into the Digital Era. We collectively crossed the
chasm leaving behind an industrial era leadership
paradigm that treated humans as interchangeable
parts. In spite of the endless warnings, many
companies failed to take heed and develop
leadership teams with deeply human skills and
competencies. These companies now face the real
threat of extinction, as highly innovative and agile
competitors apply their deeply human skills to
lead, innovate and grow from anywhere.

longer expenses but assets that must be grown.
To flourish, companies must build high aptitude
teams; they must cultivate deep institutional
experience because it has high productive value;
and, they must unlock innovation, speed, and
growth, using four human performance drivers:
Organizational Energy, Agility, Collaboration and
Enablement.

We have progressed into an era defined by
empowered talent, where companies with skilled
leaders who get the best out of their people
win. Take digital transformation as an example.
It’s not a technology project, but an ongoing
human creative endeavor. Therefore, an agile and
creative workforce are the only enduring answer

In spite of well-funded transformation programs,
poor human performance holds organizations
back. Unproductive meetings; lots of managers
- not enough leaders; slow execution;
uncollaborative teams; an uninspired and
disconnected workforce; constant interruptions;
unproductive behaviors; stress and burn out; and,
a consequent lack of innovation. Why not address
human performance issues like these holistically
and unlock all your human performance
possibilities?

Consequently, we are witnessing an accelerating
shift towards a human-centric leadership
paradigm, where nurturing leaders outperform
because they grow talented teams. Treating
people as interchangeable parts is now hazardous
to your business. The Millennial generation, soon
to be 50% of the workforce, has totally rejected
this de-humanizing leadership paradigm, which
workers labored under for the last 150 years.

As shown in this research report, optimizing the
four drivers above releases a peak performance.
Companies must now become preoccupied with
human performance improvement such that their
leaders, teams and workers are able to skillfully
remove their human performance obstacles. Like
a finely tuned orchestra, their workforce must
perform together, working in harmony to drive
innovative results.

Guess what? The Millennials are right. Why should
only a handful of companies be celebrated as a
best place to work? Isn’t this an unacceptable
waste of human capital? Unprepared executives
should have known better. This shift is old news.

Companies that understand this, and embrace it,
will win; the rest will pass into the history books,
like any species that failed to adapt. After all, such
is life: “There are none so blind as those who
refuse to see”.

In this paradigm shift, professionals are no
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High performance cultures can be
engineered
This research study examined the impact
four human performance drivers have
on organizational performance using
PeopleProductive’s comprehensive human
performance engineering model:
• Organizational Energy - using passion and
drive to shift people into high gear.
• Organizational Enablement - removing the
workplace barriers that slow people down.
• Social Collaboration - optimizing how
effectively people work together.
• Organizational Agility - the ability to quickly
respond to rapidly changing business conditions.
The study validated that culture indeed has an
impact on organizational performance and that

leadership is the force that shapes it. This is not
new news.
What is new is that this study uncovers what top
performing organizations are doing to create a
peak performing culture, one where they, and the
people that work for them, thrive together
Since the causal factors are known, they can be
measured, managed, and actioned. Actioned,
means skilling leaders to craft cultures that unlock
human performance.
Creating a high energy, collaborative culture
as the foundation of an efficient and agile
organization is not a mystery, it is not magic. It
can be engineered.
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Companies in the top quartile are way
outperforming
Highlights:
The best leadership teams are skillfully using
human performance to create a significant
business edge. The results in the top quartile
reveal a significant competitive advantage in
every measured area.
Leadership Excellence: 158% better than
perceived performance in the lowest quartile and
42% above than the mean.
Top Place to Work: 168% better than the
lowest quartile and 38% better than the mean.
Innovation Performance: 135% better than
the lowest quartile and 29% better than the
mean.
Growth Trajectory: 86% better than the
lowest quartile and 29% greater than the mean.

Digging into the culture at under-performing
organizations, we see human performance is
lagging across the board:
• Organizational agility remains a challenge in this
time of accelerating change.
• Organizational energy is largely untapped.
• Organizational enablement is deficient, slowing
down organizational metabolic rates.
• Social collaboration is relatively strong (a solid B).
• Innovation performance is lack luster coupled with
weak external sensing of competitive threats.
• Respondent willingness to recommend their
organization as a top place to work is also poor,
mirroring perceptions of leadership and the work
environment.

On a 5pt scale, the mean Performance score was 3.23 (B minus) across 300 organizations.
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Organizations scoring above the mean
are clearly performing better
Above average organizations show a 50%

trust in leadership excellence.

increase in all cultural performance factors that
in turn drive a 50% increase in innovation

In addition they show a 25-40% increase in

performance, 60% increase in top place to work,

respondent perceptions of competitive position,

and nearly 70% increase in respondent

financial performance and growth outlook.

So, what do leaders do in organizations scoring above average to increase organizational agility, energy,
enablement, and social collaboration, which in turn drive organizational performance? Let’s dig deeper.
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What respondents said about their
cultures
Digging deeper, we divided organizations into four performance bands (quartiles), based on culture
scores, to isolate what top performing organizations (4th band) are doing relative to lower performing
organizations. What levers did they pull to achieve high energy, collaborative, and agile cultures?
Let’s start with the voice of respondents. Nothing animates the findings of this study more than the
voices of respondents describing their culture. Respondents were asked to describe the culture of their
organization in a few words.
Organizations in the 1st (Disengaged) and 2nd
(Uncollaborative) bands, having culture scores
below 2, and 3 respectively. These are toxic,
demoralizing environments. The voices leap
off the page describing cultural environments
that sap the energy of their people and erect
barriers that consume their passion and drive.
A leadership awakening occurs in the 3rd band
(Collaborative) creating a culture that intentionally
nurtures inclusiveness and collaborative relationships.

The 4th band (Innovative) builds on this by
nurturing an intrinsic sense of passionate purpose,
injecting fun into the workplace, and cultivating a
transparent and collaborative culture.
Moreover, innovative thought is encouraged
and rewarded, and a distinct shift to servant
leadership emerges where coaching and people
development is a real priority. The latter implies a
strong shift to a caring culture.

4 Performance Bands
What respondents said about their Culture when Organization Culture Scores are...

<2
Disengaged
Pure misery
Culture is who you know not
what you know to get ahead
Declining, apathetic,
disengaged - caused by
domineering nature of founder
Toxic and the leadership have
low emotional intelligence
Lack of accountability at the
very top enables several other
departments to deliver subpar
performance
Top-down, fault-finding,
political
Contant state of flux
The new boss is a
micromanager he’s nothing like
his predecessor.
Old out-of-touch penny-pincher
stingy

= >2<3

=>3<4

=> 4

Uncollaborative

Collaborative

Innovative

Believed they try to be
innovative but seems only for
show and not real

Team culture

Behaving with integrity

Caring development respect

Bold, creative and innovative

Bureaucratic, cautious, topdown leadership model, patient
focused

Collaborative, innovative,
passionate, supportive

Collaborative, transparent

Evolving, open, collaborative

Dedicated, comfortable, fun,
team

Friendly, caring and hard
working

Encouraging, supportive,
optimistic

Friendly, stable, respectful

Friendly, innovative, supportive

Fearful

Inclusive and diverse

Honor courage commitment

Fiefdom, micro-cultures, distant
senior executive team

Innovative, positive, supportive

Inclusive, talented, authentic,
motivated

Draining, divisive, no sense of
urgency
Favoritism, listen to
suggestions from a few

Insensitive, un-aware,
un-trusted
Not progressive or open to
changing work/life dynamics
Outdated, bureaucratic,
backstabbing
Pessimistic, inflexible, stodgy

Horrible dictorship egotistical
failing oppressive

Superficial, no walking the talk,
playing favorites

Toxic, demoralizing

Toxic, leaderless, adrift

Open and friendly
Passionately committed
Respectful, caring
Stagnant not open to true
growth
Big talk, no walk
Transparent accountable
striving

Innovative, empowering,
focused
Leaders focused on coaching
and development of individuals
Positive and transparent
Positive optimistic honet
respectful
Professional, persistent, family

Trust, professional, integrity

Respectful, suppotive,
encouraging

Uninspired

Servantship

7

Top performing organizations broadly
unlock human performance
Top performing organizations were:
Organizational
Agility
82% better than
below average and
35% better than 3rd
band organizations.

Organizational
Energy
76% better than
below average and
26% better than 3rd
band organizations.

Forty percent (40%) of the
organizations had culture scores
below 3.0. Leadership in these
organizations are blind to the
factors that influence higher
levels of human performance.
They are severely disadvantaged
when it comes to their ability
to adapt in these times of
accelerating change and their
ability to attract and retain top
talent.
They are also significantly
less efficient due to low levels
of organizational energy,

Organizational
Enablement
73% better than
below average and
33% better than 3rd
band organizations.

collaboration, and enablement.
Workforce productivity suffers as
well as their ability to innovate
and adapt to changes in their
operating environment. These
weaknesses pose an existential
threat to these organizations.
3rd band organizations are
waking up with leadership
consciously using human
factors to tap into higher levels
of organizational energy and
social collaboration. 4th band
organizations fully tap the
potential of their workforce,

Social Collaboration
74% better than
below average and
24% better than 3rd
band organizations.

with strong external sensing,
innovation, agility, and
efficiency.
This is the payoff for unlocking
human performance. Efficiencies
emanate from higher levels
of organizational energy,
enablement, and social
collaboration. People are more
productive as individuals, and
as teams, because socially
corrosive behaviors are not
tolerated. This additional
capacity fuels organizational
agility and growth.
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What is striking in top performing organizations is
the significant jump in organizational agility on the
heels of a steady climb in organizational energy
and social collaboration. We also note a steady rise
in organizational enablement, although it lags
behind the rise in energy and collaboration. This
implies that the rise in energy and social
collaboration ignites enablement improvements.
Why? Fixing enablement is energy intensive.

Traditionally, organizations tend to lead with
enablement improvements to drive organizational
performance. What is striking about organizations
in the 3rd and 4th bands is that they appear to
lead with factors that boost organizational energy
and collaboration that in turn drive enablement
improvements. There is a hint of empowerment
here sprinkled with servant leadership that takes
root in the 3rd band and blossoms in the 4th.

Respondent perceptions of financial performance
and competitive advantage appear to rise coincident
with increases in organizational energy and social
collaboration for 3rd and 4th band organizations.

their competitive position and earnings growth.
Respondent perceptions of growth trajectory closely
mirror increases in organizational agility.

This makes sense because these organizations are
more efficient. The increases in energy and
collaboration enable 4th band organizations to react
quickly to changing environmental conditions.
This gives 4th band organizations a human
performance advantage, which shows up in

This also makes sense as the ability of an
organization to adapt to changing environmental
conditions influences future growth. Respondents
in top performing organizations are 79% more
likely to recommend their organizations than those
scoring below average, and 23% better than 3rd
band organizations.
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Leaders are the hub
The following is a table of
correlation coefficients which
show the strength of the
relationship between the factors

(variables) included in the study.
Coefficient values range from
-1 to 1, with the value of 1
being highest possible, positive

correlation. The strength of
a correlation increases as it
approaches a value of 1.

Pearson Correlation Coefficients
Organization
Culture Score

Top Place to
Work

Financial
Performance

Growth
Trajetory

External
Sensing

Innovation
Performance

Competitive
Position

Leadership
Excellence

Organization Culture Score

1.00000

0.79336

0.59725

0.52749

0.60890

0.59836

0.54871

0.73614

Top Place to Work

0.79336

1.00000

0.78210

0.70667

0.68069

0.70017

0.71893

0.76818

Financial Performance

0.59725

0.78210

1.00000

0.80435

0.71071

0.73973

0.76360

0.71083

Growth Trajetory

0.52749

0.70667

0.80435

1.00000

0.63685

0.60638

0.71623

0.68869

External Sensing

0.60890

0.68069

0.71071

0.63685

1.00000

0.80203

0.71270

0.69752

Innovation Performance

0.59836

0.70017

0.73973

0.60638

0.80203

1.00000

0.65121

0.67295

Competitive Position

0.54871

0.71893

0.76360

0.71623

0.71270

0.65121

1.00000

0.71358

Leadership Excellence

0.73614

0.76818

0.71083

0.68869

0.69752

0.67295

0.71358

1.00000

Scanning down the organization culture score
column, there are strong positive correlations
between organizational culture, top place to
work, and leadership excellence. There are
also strong positive correlations between
top place to work and financial performance,
innovation performance, competitive position,
growth trajectory, and respondent perception
of leadership. This translates to how people
view their circumstance in an organization. The
perceptions of culture, financial performance, and
future growth affect their disposition and energy
level. Culture is not the only factor.
Also striking is the strong positive correlation
between financial performance, growth trajectory,
external sensing, competitive position, and
innovation performance. Culture has a moderate
correlation with these factors.
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Leadership, however, has strong correlations with
all the factors. It is more important than ever
because people are now the most important tool.
Today’s leaders must possess the skill to create a
high energy, collaborative culture; they must also
instill a confidence in the future that mobilizes
and fully taps the energy of their people, while
eliminating sources of friction that wastefully
consume it. This is the only soil from which
organizational agility grows.
4th band organizations not only outperform lower
band organizations, they are also talent magnets.

People want to come to work for them because
they thrive in these organizations. They give all of
themselves and more. They are energized, in high
gear, and love it.
4th band organizations and their people thrive
together. This is a win-win scenario. People in 1st
and 2nd bands come to work for a paycheck. They
do as much as they need to survive and nothing
more. They are miserable and the organizations in
these bands pay hefty penalties in terms of lost
productivity. People in these organizations are
running in low gear and burn out. They stay for
the paycheck until something better comes along.

Top performing organizations have
leaders who energize their people
Organizations in the 1st and
2nd bands across the board are
blind to the emotional needs of
their people. Notable are deficits
in organizational trust (equality
and fairness) and emotional
(psychological) safety.
Organizations in the 3rd band
make considerable progress,
possessing significantly greater
ability to inspire purpose, show
appreciation, empower others,

and fulfill the achievement
needs of their people. However,
creating a safe culture where
people bring their full selves to
work is lagging. Here we see 4th
band organizations doing 36%
better.
4th band organizations have
also largely addressed equality
and fairness issues that plague
organizations in the 1st and 2nd
bands. 3rd band organizations
perform solidly in this area.

These factors are fundamental
to success. They allow leaders
to tap into pools of discretionary
energy, so people are engaged
and give their best.
Higher organizational energy
means higher productivity.
When coupled with
empowerment and higher levels
of social collaboration, this
translates into greater
organizational speed and agility.
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Top performing organizations have
leaders who model collaborative
behaviors
Organizations in the 1st band show a total absence
of behaviors that promote productive relationships a critical human factor that underpins organizational
efficiency, resilience, and agility.
Organizations in the 2nd band show improvement,
promoting an emerging sense of belonging
(acceptance and inclusion), responsibility
(accountability) for individual and collaborative
outcomes, and sharing behaviors, but still lag in
empathy (caring), and emotional resilience.

We see a significant jump in all these factors within
3rd band organizations and they evolve to an even
higher level in 4th band (innovative) organizations.
This is a tremendous competitive asset for 4th band
organizations, one that is not quickly replicated by
weaker organizations whose leaders lack these skills.
Highly productive relationships underpin organizational
agility, innovation, and speed to market. They also
eliminate the disharmony of uncooperative behavior,
freeing significant time and resource capacity.
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Top performing organizations have
leaders who create work environments
that unlock the ability to execute,
think, and solve problems
Organizations in the
4th band accelerate
execution and
fuel innovation by
systemically clearing
impediments to
productive work.
This study assessed
a subset of
PeopleProductive’s
organizational
enablement factors.
We measured the
debilitating effects of

unbridled interruptions
(research indicates a
28% loss of people’s
productive time, a
growing problem due
to technology induced
distraction), and
the lack of work/life
flexibility on cognitive
engagement. We also
measured program
governance’s effect
on program execution
and think time’s critical
role in innovation. This

collection of factors not
only have a systemic
impact on execution
and innovation, they
also drain away
organizational energy
when not done well.
Organizations in the
4th band have taken
steps to address
factors that affect the
efficiency and speed of
work, thereby freeing
up and allowing time

to think. This fuels
innovation.
In addition, we see a
general awakening of
3rd band organizations
to strengthened
program governance
and work/life flexibility.
However the
debilitating effect of
interruptions and the
necessity of think time
for innovation are not
yet on their radar.
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Top performing organizations are more
agile
In response to the
question posed in the
study, “this organization
works in rapid cycles
of sensing, thinking,
and doing”, 4th band
organizations clearly excel.

appear to be more open
and externally focused,
rather than closed, and
internally preoccupied.
We see that shift starting
with organizations in the
3rd band.

Sensing of external
conditions increases in
step with increases in
organizational energy and
social collaboration, hence
4th band organizations

Of note is the ability of
organizations in the 3rd
and 4th bands to execute
programs well, which is
fundamental to agility.
To be agile means to

efficiently accommodate
change, and change is
accomplished via projects
and programs.
The continuing existence
of organizations in the 1st
and 2nd bands is very
much at risk because of
immaturity in these areas.
Being agile is a function of
the ability to execute
quickly.

High levels of
organizational
enablement, energy and
social collaboration are
necessary to fuel
execution speed and
unlock real agility.
Organizational agility is
not achievable with low
levels of workforce
enablement, energy, and
social collaboration. The
hurdles are just too high.
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Top performing organizations make
room to think
4th band organizations are
clearly more innovative. They
allow time for their people
to think, and they can afford to
because of more efficient
execution and social
collaboration.
1st and 2nd band organizations
are too busy to think. Their
energy is consumed by the fog

of work. There is no room for
innovation. As organizational
energy and social collaboration
increase, so does innovation.
We see this beginning with 3rd
band organizations. However
they lack the agile speed to
harvest and implement
innovations. They are not as
agile as 4th band organizations.

That is where 4th band
organizations clearly have the
advantage. They efficiently
convert concepts into new
operating capability and speed
new products and services to
market. They also enjoy a
greater volume of ideas as
people feel secure and
unguarded, free of the fear of
being judged and penalized.
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High performance cultures can be
engineered, it is not magic
And leaders are the engineers.
This study set out to examine the impact of
culture on organizational performance with
a specific focus on organizational energy,
enablement, social collaboration, and agility. It
has proven the positive impact these factors
have on organizational performance.
The good news is that leaders now have a means
to measure and continuously improve the root

human drivers of these human factors. It is
science, not art, mystery, and magic. Cultures
that unlock human performance can be
engineered.
Leaders are the key. Thus, it requires them to be
conscious and skilled at unlocking talent potential.
Contact PeopleProductive if you want to learn
more about this study and what you can do to
engineer cultures that outperform.

Organizational
Agility

Social
Collaboration

Organizational
Energy

Organizational
Enablement
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About PeopleProductive, Inc
Your organization’s full potential unlocked and human performance challenges solved.
We know everyone is super
busy, so our solutions have
been architected to fulfill the
promise of technology by
making work easier. We fit into
the rhythm of your organization
and replace inefficient practices
and weak collaboration with
a deeply enabling and highly
engaging human experience.
This produces measurable
improvements in results because

your KPI’s are directly linked to
improvements in your culture.
We invented CulturalFitness, a
suite of assessments and soft
skill boosting workout routines
designed for the human side
of business. These workout
routines deeply embed high
performing cultural traits into
your organizational DNA and
allow Emotional Intelligence

(EQ) and Enablement to be
used as powerful tools. Now,
teams and individuals can
take personal responsibility
for improving their emotional
experience and removing the
fog of work that short circuits
relationships, problem solving
and collaboration. The people
side of your business will really
become fit and brimming with
life.

As Doug Conant, noted turnaround CEO of Campbell’s Soup, said:
“To win in the marketplace, you must first win in the workplace.”
That’s exactly what PeopleProductive helps you do.

Want to take your culture and business performance to new levels?
Please contact sales@peopleproductive.com to
benchmark your performance and find out how significantly
Human Performance Engineering will improve your
organization’s results.

Please visit our website at:
www.peopleproductive.com
Or you can call us at:
+1 802 350 7706
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