By Susan Power

magine having a workplace culture where

your team is inspired by your company’s

vision and values, and consiscendy deliv-

ers high performance. Workplace culture
runs much deeper than Ping-Pong tables or
free fruic in the fridge; culture is the mind-
sec and actions demonstraced by your
employees each day when interacting with
each other and your customers. One of the
fastest ways to kill productivity and destroy
a compelling culture is to implement (or
continue implementing) antiquated HR
programs. In this vein, mdmnal perfor-
‘aradical cransformation — world-class orga-

workplace culture

How Company Culture
Drives High Performance

REPLACE TRADITIONAL PERFORMANCE REVIEWS WITH REAL-TIME FEEDBACK

REVAMPING THE SYSTEM

Many leading employers realized that the
‘old” way of conducting performance re-
views is deeply ineffective and have replaced
their traditional annual performance review
system.

The Harvard Business Review fearured an
artide in 2015 profiling 2 piloc project by
Deloiere U.S. about the company’s effores
o change their performance management
dose 2 million hours per year, and the
majority of this time was spent on discus-
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system across Canada to cheir 9,000 em-
ployees here.

Deloitre’s reinvention of cheir perfor-
mance syscem was based on their desire o
create a different talent management expe-
rience for cheir people. Their new system
is focused on strengths and uses tools, in-
duding a “performance snapshot” The
performance snapshot is the same four dis-
cussion points each team leader explores for
their team members, regardless of cheir po-
sicion or level. The four discussion points
are:

1. Given what I know of this person's per-

formance, and if it were my mmep I
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workplace culture

Feedback that Deloitte has collected
from its regular pulse surveys so far show
thar employees are responding posicve-
ly to the new approach. The final version
of Deloitees performance syscem may
change as the company continues o ask
for feedback from employees and analyz-
es the overall results.

“People didn't like the forced ranking
system that we used previously; however,

people get actached o having an over-
all rating, and it does involve a shift in
mindser,” said Winkler. “Iniciating the
conversation by focusing on  peoples
screngths anchors che conversacion from
a different starring poine.”

FOCUS ON A VISION
An expert at building world-class cul-
mres, Cameron Herold, anthor of Dowhle
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Dowbiz and former chief operating officer
of 1-800-Got-Junk, talks abour the im-
portance for organizations oo creans a vivid
vision thar paints a pictre of where their
organizarion is going. The CEQ looks for-
ward chree years into the furure and wrices
down what they wanc their organization
to look like, and drafrs 2 focused, decailed
vision that is then circulated o che team
for inpur, The stacement should be read
aloud ar quarrerdy ceam meerings, and re-
viewed when selecring whar projects oo
pursuc each year,

DELIVERING FEEDBACK

A companys colomre gready influences
how performance feedback is delivered
and how frequentdy. Companies with
open  culores  deliver  performance
feedback Auidly in real dme chrough
on-the-job coaching and peer-to-peer
feedback. The focus is on contineous im-
provement. By craining managers how
o deliver feedback to increase employes
morale, chiz builds a compelling lore
thar inspires productivicy and cruse.

SHIFTING THE SYSTEM

50 how do organizadons oransform from
the ourdared methed of rarings and an-
mnal reviews towards a syscem built on an
inspiring culoure? Shifring che mindser oo
embrace frequent, candid feedback that
supports cach individual to reach their
personal and professional goals is how
others, like Dieloitte, have accomplished
the change. HR. can crain managers to de-
velop their coaching capabilicy, and shoold
encourage all employees o provide candid
feedback to everyone they work alongside.

Herold suggeses char the besr way o
recognize employecs is o do ic frequent-
ly and publicly.

“Look o find things employees are
doing well and chings thar demonstrace
living the company’s core values — and
praise employees often and publicly” he
said. Ir is also imporrante for managers
not to wait oo give constructive feedback
to employees.

“Coach them carly and often, and focus
on whar chey are doing well ro raise cheir
skills and confidence,” zaid Herold. m

Susan Power is owner and CEQ of Higher
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