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Editor’s Note

Business excellence is cultivated by leaders who believe there is more to being good and
greo’r—fhof excellence is worth striving for.

Good leaders he||o peop|e board the ship sofe|y. If the ship sinks, great leaders find ways to
save the peop|e, but the excellent ones |<eep the ship from sinking in the first p|0ce.

Good leaders innovate systems. The great ones empower the innovators. The excellent ones
harmonize all the elements needed for innovation to thrive.

Good leaders commit to goo|s. The great ones establish standards. The excellent ones look
for solutions to shorpen both.

Good leaders define long-term plans. The great ones redefine success as circumstances
require. The excellent ones connect their definition to the broader community. Good is
promising. Great is powerfu|. Excellent is purposefu|.

This special edition of Performance Magazine presents the different facets of that “purpose’
in your business excellence journey, along with practical solutions, insights, and tools. It
highhghfs ways to improve performcmce management systems Through maturity assessments,
feo’ruring the maturity model frameworks deve|oped by the Global Performance Audit

(GPA) Unit.

In this light, our In-Depth section explores the key organizational capabilities assessed
by the GPA Unit, such as strategic planning, performance measurement, performance
improvement, performonce culture, and emp|oyee performcmce management.

A new section called At the Core was introduced in this edition to tackle fundamental
concepfts in strategy and performonce management.

Furthermore, our cover story details how to close the strategy-execution gap by thoroughly
and ‘rhough‘rfu“y synchronizing processes, principles, and people. Such Fo||ow—‘rhrough is no
simp|e task. It is a mindset and a movement. It is momentum fueled by meaning.

Traversing the good—greoT—exce”enT confinuum requires a relentless search for ways fo
refine your sfrategy and performonce management practices. This is elucidated in our
interviews with experts and practitioners, where you will discover the works and wisdom
behind upholding organizational excellence.

Transitions o|woys come with uncomfortable but necessary questions. Asking them doesn't
make you less; not osking does. The ultimate question now is: Are you reody to evolve from
good to great to excellent?

Len Cristobal
Chief Editor,

Performance Magazine
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NEWS

Top—Tier Organizations Receive
Prestigious Performance Awards from

The KPI Institute

Len Cristobal

RECOGNTED FOR
OPTIMIZED PERFORMANCE
EXCELLENCE

Red Sea Global was among the organizations recognized for their dedication to excellence, receiving certification after

undergoing the Integrated Performance Management System Maturity Assessment conducted by the Global Performance

Audit Unit. | Photo courtesy of RSG

Several esteemed organizations have reached
significon‘r milestones in strategy and performonce
management in recent months, as recognized by
The KPI Institute’s Global Performance Audit Unit
(GPA Unit). As the strategy and performance audit
division of The KPI Institute, the GPA Unit conducts

performance management system (PMS) maturity

assessments  using the |n‘regro+eo| Performance
Maturity Model Framework and the Performance
Management ~ System  Maturity  Assessment
Methodology.

Having gone through the GPA Unit's assessment, Red
Sea Global (RSG), the real estate developer behind
The Red Sea and AMAALA projects, has earned
the highesf level of recogni’rion—l_eve| 5: Opﬁmized.
Based on the findings, this achievement showcases
RSG's innovative integration of sustainability into

2

its balanced scorecard me’rhodo|0gy. John Pagano,
RSG Group's CEO, considered the certification a
testament to the company's dedication to redefining
performonce management standards.

Arabia’s  Vision 2030
ambition to diversify its economy, RSG is playing

A cornerstone of Saudi

a key role in Tronsforming the nation, by creating
exciting opportunities for young Saudi talent and the
private sector, as it deve|ops assets and destinations
across mu|‘rip|e sectors that make @ positive impact
for peop|e and the p|c1ne+.

Meanwhile, the Public Investment Fund (PIF) of
Saudi Arabia has attained Level 5. Optimized
Results of GPA Unit's assessment
PIF's exceptional performance in
strategy p|cmning, measurement, and improvement.

accreditation.
demonstrate



NEWS

The award further validates PIF's robust strategic
and

transformation and investment opportunities.

framework significon’r role in economic

Since 2017, PIF has established 94 companies
and injects at least SAR 150 billion into the local
economy each year. Through strategic investments
and porfnerships across the Saudi pub|ic and
private sector, PIF is driving the transition to a more
sustainable economy, and |oying the foundations
for local and international partners to invest in the
transformation of Saudi

economic and societal

Arabia.

Another entity that has received recognition from
the GPA Unit was Saudi Arabia’s Zakat, Tax and
Customs Authority (ZATCA), which has proven its
excellence by achieving Level 4: Integrated. This
recognition mirrors ZATCA's outstanding PMS, which
was assessed ’rhrough a rigorous framework invo|ving
over 300 evaluation items. This accomplishment
positions ZATCA among the top governmental
entities recognized for their strategic p|onning and
performonce improvement copobihﬁes.

ZATCA oversees the collection of zakat, taxes and
customs duties while ochieving the highes’r level of
taxpayer comp|ionce possib|e in accordance with
best practices. The Aufhori#y is also responsib|e for
organizing and managing all activities connected

GLOBAL
PERFORMANCE
AUDIT UNIT

PIF | Tue KPI Ins
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to ports and customs operations in order to achieve
the highesf level of comp|ionce, producﬂvi‘ry and
competitiveness. This aims to assist the Kingdom in
o|eve|oping info a significon’r g|obo| |ogis’rics hub by
promoting trade and maintaining national security.

Finally, the General Secretariat of Zakat, Tax and
Customs Committees (GSTC) was also awarded
Level 4: Integrated. This accomplishment reflects
the GSTC's progress in strategy planning and
performonce measurement, i||uminoﬁng its effective
o|ignmen‘r of strategic goo|s and proper use of key
performonce indicators.

GSTC is an independent entity dedicated to
o|e|iverir1g comprehensive |ego|, technical, accounfting,
and administrative support fo the Zakat, Tax, and
Customs Committees. It plays a vital role in facilitating
the efficient performonce of the
responsibihﬁes, ensuring comp|ionce with regu|oﬂons,

Committees’
and promoting transparency and occoun‘robih‘ry.

demonstrate substantial

OHCI performomce

achievements

These
advancements  in strategy
management, setting new benchmarks for excellence
in their respective fields. The GPA Unit offers its
concept and services g|obo||y ‘rhrough its dedicated
online p|ohcorm and international network of partners

at www.gpaunit.org.

GLOBAL
I'TR J PERFORMANCE
TE I/ AUDIT UNIT

The Public Investment Fund's awarding ceremony | Photo courtesy of PIF
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GPA Unit Shares New Case

Studies, Resources on Advancing
Performance Excellence

AL =

The KPI Institute (TKI), a global pioneer in setting
strategy and perFormonce management standards,
is proud to announce the successful launch of the
newly redesigned website of the Global Performance
Audit Unit (GPA Unit) at https://www.gpaunit.org/.
This update showcases the GPA Unit's continuous
quest for excellence and innovation in the field of
performance management, which is aligned with
TKI's mission to empower organizations through
knowledge and expertise.

The new website features a much cleaner and more
modern look while optimizing user-friendliness. The
enhanced user interface offers improved navigation
and search functionality. “Beyond aesthetics, the
update prioritizes user experience, reflecting TKl's
commitment to ’rechno|ogico| advancement and
user-centric design,” said Adrian Brudan, GM of
the GPA Unit and VP of TKI.

Moreover, the GPA Unit's platform is now enriched
with new case studies that narrate client success
stories. These case studies are available as both
documents and videos of awarding ceremonies.
With the success stories more prominently displayed
on the homepage, visitors can quickly grasp how
they can benefit from the GPA Unit's offerings.
Visitors can discover the assessment journeys of

4

organizations like the Tourism Development Fund,

Red Sea Global, ZATCA, and many others.

Another significant feature of the new website is a
suite of enob|ing tools. Users can now access all of
the GPA Unit's extensive assessment services, which
have been designed to he||o businesses accelerate
their journey toward ochieving performonce goo|34
Free self-assessments are available on the Websi’re,
c1||owing organizations fo evaluate their current
performonce management system’s maturity levels.
They can also eosi|y opp|y for the orgonizo’rionc1|
performonce excellence recognition program.

"A new platform for the GPA Unit shows we do not
on|y care about quo|i’ry and innovation but also
about our mission in supporting organizations on
their way to achieving performance excellence," said
Mr. Brudan. "We are putting at their disposal tools
that he|p them achieve a competitive odvanfoge,
reach their full po’renﬂo|, and become leaders in

their field."

Scan here for a free performance self-assessment!



https://www.tdf.gov.sa/content/TDF/TDF/en/Home.html
https://www.redseaglobal.com/en/
https://zatca.gov.sa/en/Pages/default.aspx
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The Leading Authority in

Maturity Assessment

Leveraging 20+ years of practical experience and a blend of
commissioned and academic research in strategy &
performance management.

Are you ready to take your organization to the next level?

Committed to providing integrated performance maturity assessment solutions through
rigorous research, education and diagnosis, we offer a structured approach to help you:

» Foster organizational mastery by identifying strengths and weaknesses and
creating a roadmap.

» Drive strategic alignment with national and global goals.

» Promote best practices and close the gap with industry standards.

» Sustain a learning culture by empowering your team.

» Enhance decision-making with data-driven insights.

» Gain a holistic perspective by complementing other assessments.

— Bring out your organization’s potential with our diverse solutions, —
starting with the Integrated Performance Management System
Maturity Assessment:

EMPLOYEE
PERFORMANCE
MANAGEMENT

INTEGRATED STRATEGIC PERFORMAMNCE PERFORMAMNCE PERFORMAMNCE
PERFORMANCE PLANNING MEA ENT IMPROVEMENT =

MATURITY MODEL MATURITY MODEL MATURITY MODEL

FRAMEWORK V2.0 FRAMEWORKS V2.0 R FRAMEWORKS V2.0

OFMA0)  Contact us today to find out
%1 how we can support your
E S

organization’s success!




-

I'THE KPI INSTITUTE NEWS
INDUSTRY NEWS Global Trends
N

Global Average Outperformed by Middle East in

Strategy and Performance Management Maturity

@ Global Average @® Middle East

Performance Culture 295 @i 30

Employee Performance Management 30 @D 33

Performance Improvement 30 QD33

Performance Measurement 33 @i 34

Strategic Planning 34@3s4

1.0 1.5 20 30 3.5 4.0 45 50

and April 2024

engaging stakeholders.

Source: Data collected online from the Global Performance Audit Unit's self-assessment surveys between April 2017

|nsigh+s into Middle East performcmce metrics (overoge scores by copobihfy) contrasted with
global averages are drawn from data collected online via the GPA Unit's self-assessment web
pages. The data, gathered from April 2017 to April 2024, includes responses from 2,554 individuals.
Overall, the Middle East demonstrates stronger performance in strategic p|onning, performance
measurement, and performonce improvement, with remarkable scores such as 4.1 in corporate
identity elements and an average of 3.3 across employee perFormonce meftrics, exceeding the global
average of 32. While the region excels in areas like performance communication and fraining
programs, there remain opportunities for improvement, porﬂcu|or|y in communicating strategy and

N
Operational Excellence Moves
Beyond Process Optimization:

PEX Report

The "PEX Report 2024: Global state
of process excellence indus’rry report’
highhgh’red a maturing |omc|sc0pe for
operational excellence. According to the

report, the percentage of companies yef
to embark on transformation journeys has
significantly decreased from 17% in 2023
to 9% in 2024. This trend is accompanied
by a  growing emphosis on continuous
improvement, suggesting a deeper
infegration of opero’riono| excellence into

overall business strategies.

Progress Made, PM Gaps Still
Persist: New Study

HR.com's HR Research Institute (HRRI)
reveals evolving performance management
practices in a new report titled "HR.com's
Future of Performance Management 2024-

25" Findings suggest that companies
are increosing|y prioritizing |eoo|ership
engagement, with a notable rise in practices
such as conduc’ring more Frequenf one-
on-one meetings between managers and
staff (41%). Moreover, there is a trend
towards involving employees in establishing
performance targets (36%) and linking
those goo|s to broader business objectives

(36%).



https://www.processexcellencenetwork.com/business-transformation/reports/pex-report-global-state-process-excellence
https://www.processexcellencenetwork.com/business-transformation/reports/pex-report-global-state-process-excellence
https://www.hr.com/en/magazines/all_articles/hrcom%E2%80%99s-future-of-performance-management-2024-25_lymx2qxq.html
https://www.hr.com/en/magazines/all_articles/hrcom%E2%80%99s-future-of-performance-management-2024-25_lymx2qxq.html
https://www.hr.com/en/magazines/all_articles/hrcom%E2%80%99s-future-of-performance-management-2024-25_lymx2qxq.html
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Regional Highlights

The KPI Institute Launches New Report

on the State of Strategy Management
Practices in the MENA Region

The State of Strategy Management Practice -
2024 MENA Region Report is a research project
conducted by The KPI Institute in partnership with
Systaems. This study explores the current landscape
of strategic planning, measurement, and execution.
It dives into the challenges and success factors
planning,
performance management system architecture, KP!

in  business strategic transparency,

Research Highlights

39% of professionals admit that strategy reviews
take place only once per year.

52% of the respondents indicate that the
ovoi|obi|i’ry of imp|emen’ro’rion resources is a
primary factor in their selection of @ performonce
management framework.

Feedback
“The report findings align with many practices
| have observed in organizations, and the

highhghfed cho”enges are common issues |ve
seen organizations face. The data-driven opprooch
offers a comprehensive ono|ysis that professioncﬂs
can use to benchmark their practices. The detailed

z%
4%

Fz%

EGYPT

10%

UNITED

10%

ARAB EMIRATES

68%

Geographical Distribution of the Respondents

deployment, project management, organizational
agility, Al tools adoption, automation, and more.

The annual report captures insights from executives,
managers, and strategy management specialists
and also brings forward voices from the field to
share best practices. Download the report here.

51% of respondents reveal the absence of a
their organizations
capturing and reporting KPls.

software solution in for

52% of professionals recognize they are familiar
with cases in which strategy execution has failed
in their organizations.

breakdown of cho”enges and enablers in strategic
p|onning, o|ong with valuable recommendations
for useful  for

improvement, is particularly

organizations seeking to enhance their processes.’

Saleh Abdullah Al Douhani, Head of Quality for

Institutional Performance


https://marketplace.kpiinstitute.org/state-of-strategy-management-practice-mena-region-report-2024.html
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Continuous Improvement: Highlights
from a Performance Management
System Maturity Assessment

Len Cristobal

|m|o|emen+ing a performonce management
system (PMS) maturity assessment is not just
about compliance. It also shines a light on an
organization’s integrity. This  was highhghfed
when Red Sea Global (RSG) sought the expertise
of The KPI Institute’s (TKI) Global Performance
Audit Unit (GPA Unit) to assess its PMS and

was awarded an overall Level V maturity score.

This is the highesf score any organizaftion can
receive from the GPA Unit's maturity assessment,
indicating that RSG has an optimized PMS with
measurement efforts supporting its strategy. How
did RSG achieve this exceptional milestone?

The Challenge

RSG is a vertically integrated real estate
deve|oper with a diverse porhco|io across tourism,
residen‘rio|, experiences, imtros’rrucfure, fransport,
healthcare, and services in Saudi Arabia. RSG
started developing its PMS when the company was

established in 2018. The company adheres to an
8

Photo courtesy of Red Sea Global

in’regro’red opproach to performomce governance
under the supervision of its Enterprise Project

Management Office (EPMQ). This approach

extends to corporate p|orming, performonce
and project

’rhroughou’r the organization.

management, management

RSG solidified its commitment to excellence by
seeking an assessment of its PMS in 2023 A
PMS maturity assessment is a comprehensive
examination of orgonizoﬂono| copabi|i’ries fo
determine the effectiveness and maturity of
a company’s strategy and PMS. RSG's main
goal was maximizing the added value of PMS
imp|emen’ro’rion. This entailed de’rermining what
Wasworking{orfhem ondwhere’rheycou|o|improve.
Another motivation for them was to ensure that the
progression of their internal processes matches up
with the organization's overall growTh frajectory.
For RSG, the PMS maturity assessment helped
provide that much-needed o|ignmen’r, build «

competitive edge, and synchronize its opero’riono|


https://www.redseaglobal.com/en/

NEWS
strategies with best practices.
The Solution

Turning RSG's goals into reality was accomplished
with the help of the GPA Unit, a division established
by TKI to provide integrated performance maturity
assessment solutions ’rhrough rigorous research,
education, and diagnosis. With over 10 years
of experience and a combination of academic
and commissioned research in performance
management, the GPA Unit developed a unique

set of frameworks for assessing the maturity level

of a PMS.

In RSG's the GPA Unit

Integrated Performance Maturity Framework to

case, applied the
assess five capabilities: Performance Improvement,

Employee Performance Management,
Performance Measurement, Performance Culture,
and Strategic Planning. The assessment involved
over 300 statements representing best practices
to assess the different capabilities and adopted
three perspectives: evidence-based assessment
(75% of the total maturity assessment score),
perception-based assessment (25% of the total
maturity assessment score), and interview-based
assessment (used to interpret data and deve|op
recommendations).

courtesy of Red Sea Global -

Tuae KPI INnsTITUTE

The Outcome

RSGcamethroughthe PMSmaturity assessment
with flying colors. Their determination to go
beyond compliance was rooted in their integrity.
They submitted more than 100 documents for
assessment, inc|uo|ing policies and procedures,
performance reports, and

process maps,

communication materials.  The  maturity
assessment report brough‘r to |igh’r several
accomplishments, such as adept utilization
alignment

of key performance indicators;

of behoviors, processes, and initiatives of
individuals and teams with the strategic goals;
and emphasis on empowering employees with
autonomy in an objective setting. Moreover,
the assessment’s output came with an executive
dashboard and a roadmap for how RSG can

further s‘rreng’rhen and sustain its opprooch fo
performance management.

RSG's remarkable narrative also shows that
a PMS audit can serve as a strategic tool
for optimization, a catalyst for embedding
continuous improvement within a company’s
culture, and a driving force for effective
stakeholder engagement.
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Transtorming Potential:

NEWS

Tourism

Development Fund’s Journey to
Exceptional Performance

Len Cristobal

When the Tourism Development Fund (TDF) of
Saudi Arabia decided to take its orgonizo’riono|
performonce to the next level, it didn't settle for
simple, surface adjustments. TDF sought the
expertise of the Global Performance Audit (GPA)
Unit, the strategy and performonce audit division
of The KPI Institute (TKI) that provides integrated
strategy and performonce assessment solutions
’rhrough rigorous research, education, and ono|ysis.

TDF participated in a comprehensive performance
management system (PMS) maturity assessment
fo s’rreng‘rhen the o|ignmen’r of its performonce
management practices with indusfry standards.
The GPA Unit's evaluation covers five capabilities:
strategic p|onning, performonce measurement,
performance improvement, employee performance
management, and orgonizoﬂono| culture. The
imp|emen’ro’rion of the |n‘regrcﬁeo| Performance
Maturity Model involves a review of formal
procedures and documents, o|ong with surveys
and interviews with key stakeholders to go’rher
additional insigh‘rs.

10

Photo courtesy of TDF

TDF adeptly navigated the entire PMS maturity
assessment process and achieved a
372, positioning it on maturity level IV out of V.
TDF's achievement reflects its role in enhancing
the Kingdom'’s flourishing tourism sector through
investments and private sector deve|opmen’r while

driving the Saudi Vision 2030.

SCore Olc

Strengths and Challenges

TDF's strategy and performance management
practices were adapting to the organization's
growth. With almost 200 employees, TDF runs
a division focused on managing strategy and
performonce‘ It governs specialized departments
overseeing key processes like strategic planning,
corporate performance management, strategic
portfolio, organizational
and insights. Moreover,

teams  dedicated  to
performance and organizational culture.

initiatives exce||ence,

reseorch, there are

specialized people's


https://www.tdf.gov.sa/content/TDF/TDF/en/Home.html
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According to Cristina Mihgiloaie, the lead
consultant on the mafturity assessment project
for TDF and the chief operating officer of TKI's
Research Division, this milestone marks TDF's
strong foundational practices: "The level of maturity

Fund

regcrding reseorching and invo|ving stakeholders

encountered in  Tourism Development
in strategy formulation and p|onning, as well as
their obi|i‘ry tfo convey effec‘rive|y the essence of
corporate strategy and KPls, prove that advanced
performonce management systems can be built
in the eor|y years of an organization. More than
that, ’rhey are Fos’rering a sustained growfh and
evolution of the business.”

The agency's drive for business excellence and
visionary leadership prompted its Strategy Division
to deve|op a benchmark that shcpes optimization
opportunities and paves the way for a detailed
action plan. The GPA Unit's assessment revealed
valuable opportunities for odvcmcing o|ignmen’r
between employee performance management
and corporate strategy. In this regord, the Human
Copi’ro| Division engcged in the assessment
to examine the structure and cohesion of the
objectives and key performance indicators (KPls)

across all levels of the organization.

TaE KPI INnsTITUTEI

TDF has the potential to intensify stakeholder
participation in strategy planning, improve the
alignment of objectives across departments,
and  boost emp|oyee
feedback culture. Moreover, this allows them

engagement in ifs

to further exp|ore the impact of strategic
initiatives while addressing the dynamic needs
of the organization.

Beyond Measurement

TDF's accomplishment was not just defined
by measurement but also by meoningfu|
transformation. In a statement, TDF's CEO
Qusay bin Abdullah Al Fakhri commended
the resolute team spirit that has allowed
their organization fo achieve high quo|i’ry
standards in organiza’rion0| performcmce.
“This achievement is a direct result of the
unwavering dedication of our team, led by the
Strategy and Organizational Excellence team,
in addition to the Performance and Talent
Management team of the Fund. It emphasizes
the significonce of our ongoing efforts and
determination to fulfill our promises and goals.”

1
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Organizational Maturity - Strategy and Performance Management

Maturity Assessment
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AT THE CORE iy

The Five Levels
of Organizational
Maturity From

a Performance
Management
Perspective

The concept of organizational maturity generally
refers to the evolutionary process of an organization
building its people, processes, and technology
readiness and capability through the adoption of
quality practices.

13
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With regord to performonce management

practices in the organization, maturity relates

to the odopfion level of dedicated performonce

management tools, the shoping of internal
performance management processes, the
mechanisms, processes, and relations ‘rhrough

which performonce management systems are run
and administered, the build of the performonce
management architecture itself, and the degree of
the performomce management system’s integration.

provide a
transitional set of common characteristics against

Orgonizo’rion0| mafturity models

which maturity can be assessed. The performonce

AT THE CORE

maturity provides us with five levels of evo|u’rionory
growth: Initial, Emergent, Structured, Integrated,
and Optimized. Each maturity level is characterized
by a common opprooch towards the organization’s
operational Tools,  Processes,
Governance, Architecture, and Integration.

main levers:

I1st Level of Maturity: Initial

The initial or inceptive organization, although
curious about per{ormonce management practices,
is not generally familiar with or is completely
unaware of the tools that can support the
imp|emen’ro’rion of the performomce management

management

Tools

Initial

Limited

Emergent

Structured Defined

Integrated Cascaded

Optimized Perfected

perspective  on

Not present

Automated

Processes

Inconsistent
Unconnected

Focus on immediate
outcomes

No process-oriented
approac

Activities overlap

Unstandardized
Uncoordinated
Process improvement
Initiatives

Activities planned
Expectations defined

Controlled
Well-coordinated
Structured

Defined process flows

Upgraded process
activities

Dynamic
Cross-Functional
Streamlined
Efficient
Waste-reducing

Integrated support and
operofioncl| processes

Re-engineered
Re-oriented
Transparent

SMART initiatives
Dynamic process review

Use of root-cause
analysis

orgonizo’riono|

Governance Architecture

Simple and vertical
organizational chart

Informal control system
Initial

No explicit strategy implementation

Informally engaged
responsibih’ries

No accountability

Internally oriented structure
Task-oriented individuals
Task-oriented Working groups
No policies and procedures Transitional
Ambiguous process flows

Paternalistic mentality

Decentralized decisionfmoking

Strategic goals and direction

Input for targets and
objectives

Flexible initiatives
Written procedures Inconsistent
Well-articulated policies

System manuals

Solid team structured

Decision-making committees

Interactive control systems

Active monitoring of results
Homogenous
Mapped processes

GOVQYHOHCQ fromework

Internalized mission, vision,
and values

Flexible interfaces
Sustained
A|ignec|

Multi-disciplinary skills
Autonomous structures

Empowered teams and
individuals

De|egoﬂng |eodership sfy\e

Figure 1. Organizational Maturity Levels and Main Operational Levers
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system in the organization.

Integration

Not supported
No knowledge

Limited or no software
use

Ad-hoc structures

Ad-hoc use of software
applications

Misalignment

Documented and
standardized software
practices

Supported
Assisted

Controlled software
processes

Achieved
Strive for excellence
Innovative technologies
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While the organization is vivio||y trying to |oy the
foundations of the performonce management
system itself, its processes are too inconsistent.
Despite the disconnect between internal processes
and over|op of activities, the organization is over|y
focused on immediate outcomes.

In this stage, the performonce architecture is itself
incipient, with strategic |o|onr1ing practices that are
mos’r|yinformo|ono| moin|y re|yonTop management
experience. Performance measurement is not a
common practice in the organization, being either
nonexistent or very limited. KPls are vaguely defined
for the organization with no formal consensus
regarding the KPI calculation methodology, nor is
there any monitoring of centralized evidence of

these KPls.

The organization’s identity is poor and its direction
is unc|eor, which translates into limited awareness
of emp|oyees in regord to what matters for
the organization and limited fransparency in
actions and performcmce levels. The outputs of
orgonizo‘riono| initiatives are unidentifiable as
occounmbih‘ry is unclear, and there is limited
visibi|i‘ry info the manner in which projects are
linked to orgonizo‘riono| objecfives.

At this maturity level, a lack of active involvement
support the
architecture is

from  senior management  fo

performance management
common|y encountered. Internal communication
systems are not yet well structured and there is a
poor overall know|eo|ge level with regords to what
performance

measurement and management

systems genero”y imp|y.

Usuo||y, this generates a weak ocknow|edgmen’r
towards the importance of using KPls. There
are no initiatives used to motivate or increase
engagement levels among emp|oyees. Innovation
is not facilitated in any way and individual
performance is not measured or rewarded.

2nd Level of Maturity: Emergent
The emergent organization will  have begun
to discover and experiment with performonce
management tools. While internal processes are
still uncoordinated and performonce management
tools still uns’randordized, the

are need l(OI’
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improvement is s‘rrong|y enunciated.

Activities for conso|io|ofing performonce
management practices in the organization are
p|onneo| and expectations defined. In the case
of emergent organizations, the
management architecture can be perceived as
transitional. The strategy at this maturity level is
a formal documentation that does not provide the

added value expec‘red of it.

performomce

There s poor formulation  of orgonizo‘riono|

objecﬁves and miso|ignmen‘r between different
levels of the organization, moin|y due to ineffective
communication. Some of the basic performonce
measurement practices such as KP| selection and
KPl documentation are slowly employed by the
organization.
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PERFORMANCE LEVEL5
TRANFORMED OPTIMIZED
PERFORMANCE LEVEL 4
DRIVEN INTEGRATED
PERFORMANCE LEVEL 3
INFORMED STRUCTURED
PERFORMANCE LEVEL 2
AWARE EMERGENT
PERFORMANCE LEVEL1
EXPLORING INITIAL Figure 2.

The KPI selection process is exercised without
minding designo‘red criteriq, rne’rnodo|ogy, or
techniques. Some of the KPls selected are also
documented, o|ihougn there is no standardized
approach towards the use of KPl documentation
forms/’rempbies. Data collection is becoming more
s‘rruciured, and in some areas of activity, visual

representation tools are used to track the progress

of KPls.

A|’rnougn there is a formal process of reviewing
and reporting on performonce, performonce review
meetings do not deliver the much-needed insign’r
intfo decision-moking that the organization rnign’r
Additionally,
culture exists but is not suppor’red by consistent
communication initiatives from |eoo|ersnip.

require. performonce-orienied

Senior management is aware of the importance of
measuring performance and has a basic knowledge
in this area, but there is a certain formo|iiy with
the efforts submitted in this direction. Monogerio|
positions are accountable in terms of performonce
results, but measuring individual performonce is
not a wide|y used practice in the organization.

3rd Level of Maturity: Structured
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The Five Levels of Organizational Maturity |
Source: The GPA Unit

The structured organization will have 0|reoo|y
selected and defined the most suitable performonce
management tools for the organization. Such an
organization will have 0|reoo|y goined control of
its main pencorrncince management processes.
There is a well-coordinated effort in siondordizing
performonce management practices across the
organization, with  defined process flows and
upgroded process activities.

The opproocn towards odop‘ring the performance
management still
inconsistent. Strategy monitoring tools, such as
scorecords, dosnboords, and por’rfo|io of initiatives

architecture is, nowever,

are used, but ’rney are not cascaded to the lower
levels of the organization.

A more structured Opproocn towards se|ec‘ring
KPls is observed. The KPI selection criteria is clearly
defined and cornrnon|y ogreed upon by internal
stakeholders. Moreover, KPI selection tools and
’recnniques are groduo”y enhoncing this process.

documentation

A streamlined KP]

is ernp|oyeo| based on a

process
standardized  KPI
documentation form. The process of sefting targets
for KPls becomes increasingly comprehensive by
means of data sourcing, market data comparison,
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and benchmorking. The reporting process relies on
standardized ‘remp|o’res and guidonce to create
the final report.
take p|c1ce at the end of each performonce
management cyc|e and are we||-orgonizec|. As
|eorning and improvement is not yef formalized
in organizations with this mafturity level, progress
seems to hoppen rather no’ruro”y‘

Performance review meetings

Moreover, the performcmce culture is suppor‘red by
a strong business case for measuring performonce
across the organization which is communicated
across the organization.

Awareness level among emp|oyees is moderate to
high in relation to orgonizo‘riono| main objecfives
and performance levels. Templates and procedures
are deve|oped tfo support the performonce
management cyc|e. The system’s governance is
well defined. In most cases, employee performance
is ‘rrocked, and it involves the assessment of
individual objectives and KPls. Rewards are offered
to emp|oyees in addition to fraining opportunities
for performonce improvement.

4th Level of Maturity: Integrated

The

dynamic process of continuous chonge. There is

infegrated  organization carries out a
an overall effort to increase efficiency through
waste reduction, while performance management

Cil’]d

streamlined. The main focus of the organization

processes are becoming cross-functional
revolves around cascading and alignment. There
is a genero| ocknow|edgemen’r of the benefits that

such tools bring to the organization.

At this level, the cascading of the performance
management system s c|ose|y monitored, and
the wider purpose is now ochieving homogenei’ry.
During this endeavor, performance measurement
adds value to the organization through the
effective use of performance management tools
and odequo’re system governance.

An integrated KPI selection process is observed,
and a streamlined KPl documentation process
is already employed. The KPI target setting
process is increasingly complex. Data gathering is
suppor‘red by a standard software solution, and
most of the KPls are monitored in scorecards and

TaE KPI INnsTITUTEI

dashboards. Business intelligence (Bl) tools are
also common|y used for reporting, which makes
the process re|0’rive|y fast and accurate.

In  addition, performonce management s
structured as  an orgcmizo’riono| copobi|i‘ry.
While the performcmce culture relies on effective
and
external stakeholders, performonce measurement
is in’regro‘red in all activities at all orgonizo‘riono|
levels and enables a certain level of autonomy in
the working environment.

communication that reaches all internal

At this stage, there exists @ strong culture of
|eorning and improvement which fosters innovative
ideas. Emp|oyee performcmce evaluations are
o|igneo| to the entity’s strategy, and performonce
is stimulated Through a combination of financial
and non-financial rewards. Investments are made
fo cons’ronﬂy improve the quo|i‘ry of the working
environment and boost emp|oyee engagement.

L4
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5th Level of Maturity: Optimized

The op‘rimized organization will have used standard
performonce management Temp|oTes and
perfecfed and/or automated them. Performance
management processes
tested. There is a whole process of re-engineering
and re-positioning them for the better benefit of
the organization. The system is fransparent, and
SMART initiatives enable continuous performance

have been tried and

improvement.

At this stage, the organization sees strategic
|o|orming as an important process that is well
inTegro’red with other |<ey processes. The strategy
itself relies on simp|e and clear tools, moking it
easier to cascade and o|ign across the entire
organization. Awareness on what the organization
desires to achieve is high even among front-line
employees.

Opﬂmized orgonizo‘rionso|soconsio|er performonce
measurement an important orgonizo’riono| process
that is well infegro’red with other key processes.lo
facilitate this, KPls rely on simple and clear tools to
collect data. At this maturity |eve|, in most cases,
there is a state-of-the-art selection process for
KPls. All monitored KPls—whether operational or
individual—are o|ignec| to the corporate strategic
objectives. A centralized KPI library consolidates
the internal know-how on how these metrics are
calculated and reporfed in the organization.

Usuo||y, the tfarget sefting process involves
es’rob|ishing meaningfu| performonce levels, which
frigger positive behaviors from emp|oyees. The
process is comp|e’re|y automated and systems are
integrated, relying on the latest Bl technology.
All KPI results are displayed in dashboards and

scorecards comp|ionf with data visualization best

practices.

Modehng and other advanced data ono|ysis
Techniques are common|y used by organizations
with op‘rimized performonce management
systems. These organizations usually rely on Bl
tools to report on performonce and track progress
of orgonizo‘riono| initiatives. It is characteristic
of organizations at this level to have a flexible
performonce management system able to eosi|y
odopf fo chonges.
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The performonce management system is Wide|y
used within the organization, and stakeholders are
oc‘rive|y engoged fo improve current processes.
The organization monoged to translate
performonce management into everyone's job.
The role of each emp|oyee is clear, enob|ing staff
members to make consistent decisions o|igneo| with
what the organization aims to achieve.

has

At this stage, organizations invest in Techno|ogy
and the we||-beir1g of their emp|oyees. The
Working environment is s‘rimu|oﬂng and manages
fo |everoge individual talent. High|y motivated
emp|oyees benefit from considerable aufonomy,
which nurtures innovation within the enfity.

Gamification is a common practice within
the entfity to engage and deve|op emp|oyees'
skills. To supplement this, the bonus system is
comprehensive|y rewording and based on mu|‘rip|e
performonce components (i.e. individual, team,

and orgonizoﬂono|).
Final Thoughts

The organizational maturity model detailed in this
article highlights the main stages an organization
traverses when frying to success?u“y imp|emen’r
its strategy and perFormonce management
system. Many organizations tend to overlook
the complexity of implementing a performance
management system as well as how it ties into

o|reoo|y—esfc1b|isheo| orgonizofiono| processes.

By obsorbing other systems and processes in
the organization, the per{ormonce management
system also imp|ici+|y per{orms a health check on
operations.

The five stages of performcmce management
system maturity provide a valuable view of a
performonce management system imp|emen’ro’rion
project. All change comes with growing pains, which
is Why we must pay attention to the orgonizo’riono|
processes it impacts along its trajectory.

Editor's Note: This article is adapted from an
origino/ piece wriften by Marcela Presecan for the
Performance Magazine website.
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How to Conduct a Strategy and
Performance Management Maturity

Assessment

Organizations change forms. They either do so in response to the external environment or as a result
of orgonizo’riono| chonge. Too often thrown around and bandied about, chonge is no |onger the

buzzword in performonce management. The word we have been faced with more {requenﬂy these doys
is transformation.

Organizational transformation refers to such activities as re-engineering, redesigning, and redefining
organizational systems. It can involve operational refinement, strategic reconfiguration, or corporate
self-renewal.
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Of most interest in regords to the performonce
management discip|ine, strategic transformation
can be defined as the process of redefining
business objec‘rives, deve|oping new competencies
and hornessing
sustainable competitive odvon’roge and meet

internal copobih’ries to drive
market opportunities.

Major Challenges Encountered in the
Strategic Transformation Process

In a world oHos’r—poced chcmge,’rhe requirerrierih(or
swift adaptability is the most difficult to fulfill. Not
only do organizations today seek transformation,
but ’rriey expect a speedy comp|e’riori cyc|e fo
come with it. This requires a level of alignment
and integration that most organizations are not
yet prepored to handle.

Major transformational challenges also come with
the following:

A. Mapping the transformation process
Despite the

transformation process, most organizations fail to

being involved in leading

dive into the end-to-end roadmap and experiences

AT THE CORE

that come with the transformation process itself,
’rhereby increasing the po‘ren’rio| for risk or failure.

B. Shaping a clear strategic identity

With most organizations, the importance of an
orgonizo‘riono| idenii’ry is genero“y perceived from
a morkeiing perspective and seldom from a more
infrinsic perspective, which requires engaging the
organization’s internal and external stakeholders.

C. Employing the right framework and tools
The main reason orgonizo‘riono| transformation
does not often deliver the value sough‘r is because
it does not follow ’rhrough on a solid framework and
comprehensive set of tools that link orgonizo’riono|
strategy fo transformational ambition and strategy
execution.

D. Strengthening internal capabilities

Most organizations fail to engage and drive
focus on the copobih’ries required to achieve
transformational chonge. While pivoting on the

preservation of their resources, many organizations
tend to save on the most important cost of
transformation: the cost of know|edge acquisition
’rhrough fraining.
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E. Adding communication best practices

For most organizations, the transformation process
does not manage fo instill shared perspectives
and ogreed-upon objeciives. This is moin|y due to
fou|’ry or absent communication, that consequenﬂy
leads to lack of fransparency and common vision.

Managing Strategic Transformation
With a Strategic Maturity Assessment

In  the transformation

assessment

process, a maturity

provides a means to overcome

cno“enges Trodi’riono”y, a pen(orrnonce maturity

assessment refers to the examination of internal
programs, management systems, and procedures
to assess whether the organization is achieving
economic efiiciency and effectiveness with its
available resources.

Oi’id

maturity assessment is more specific in the sense

A strategy periorn’ionce management
that it assesses the design and application of the
performance management system (PMS) within
an organization by ono|yzing several or all of its

components.

Some of the main reasons the strategy and
periorn’ionce management maturity assessment
can be a valuable tool for managing strategic
transformation are as follows:

e Provides a solid framework that guides an
organization ’rnrough the transformation process

e Enables comparison between the design of the

PMS as it is and the PMS as it should be

e |dentifies the gaps in the current design of
the Performance Management System while
providing best practice recommendations on
how to close them for full integration

e Maximizes the added value generated through
transformation by elevating current pen(orrnonce
management practices to best pen(orrnonce
management practices in terms of design and
Funciiono|ify

the
transformation process by providing a roodmop

e Ensures sustainable progress in
for successful strategy imp|emenioiion and

confinuous improvement thereon
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embroce

Cli'id

e Educates stakeholders to

communication, continuous |eorning,

improvement

e Justifies further investments in peop|e fraining,

process improvement, and ’recnno|ogico|
infrastructure to successfully conduct strategic
transformation ’rnroughou’r the whole

transformation cyc|e

The GPA Unit and lts Strategy and

Performance Management Audit

Under its Global Performance Audit Unit (GPA
Unit), The KPI (TKI)

orgonizoiiono| transformation

Institute is addressing
ihrougn its

Integrated Maturity Model Frameworks.

The framework s built on maturity models that cover
five components of a strategy and pen(ormonce
management system with the ultimate purpose of
ochieving full infegration among these components:
Strategic Planning, Performance Measurement,

Performance Management, Performance Culture,

and Employee Performance Management.

The purpose of the mafturity assessment is to
indicate the s’rreng‘rhs and weaknesses of the
existing strategy and pen(ormonce management
system within an organization, as well as improve
current periormonce management practices to the
point where infegration is achieved.

The GPA Unit provides a maturity assessment
report that relies on insighis collected from three
sources: evidence-based assessment, perception-
based ono|ysis, and interview-based ono|ysi34

The methodology used includes primary research—
both (survey) and

(interviews)—as secondory
(document analysis). These three perspectives
provide a the
maturity level of the organization’s strategy and

quantitative quo|iio‘rive

WQ” as I’QSQOFCl’i

comprehensive overview on

peri(ormonce management system.

« Evidence-Based Assessment
The evidence-based assessment relies on the
submission and review of a comprenensive set
of internal documents collected and submitted
by the client organization.
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These documents are examined based on a set
of 112 statements that reflect best practices on
strategy and performonce management and
capture the main characteristics of the existing
strategy and performonce management system
as scored by the performance assessor on a
scale of 110 5.

* Perception-Based Analysis

The percepﬁon-bosed ono|ysis is based on
a survey designed to reflect the opinion of
employees on strategy- and performance-
related practices within the organization. The
survey contains 160 statements that reflect on
best practices and are rated on a scale of 110 5
based on the extent to which ‘rhey are opp|ieo|
in the organization.

* Interview-Based Analysis

The interview-based ono|ysis is performed
using an interview guide which reflects both the
evidence- and percep‘rion-bosed cmo|yses fo
ensure consistency in results and gain a better
undersfonding of the maturity assessment
findings‘ The existence, use, and characteristics
of relevant internal documents are validated
during the interviews. Meanwhile, statements
with the highes‘r variation in the perception-
based survey are further discussed for the sake
of c|ori’ry.

The Strategy and Performance
Management Maturity Model
Framework

The maturity level of the organization’s strategy and
performonce management system is determined
by the overall scores of both the evidence- and
percepﬁon-bosed assessments.

Statements in both the evidence- and perception-
based assessments are rated on a scale of 1to 5
(1 - to a very small extent, 2 - to a small extent, 3
- to a moderate extent, 4 - to a |orge extent, and
5 - to a very |orge extent), based on the extent to
which ’rhey opp|y in the organization.

Strategically Transforming Emergent
Organizations

An
22

emergent  strategy and performance
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management system is one that does not benefit

from formally recognized and well-articulated
|o|onning and
Emergent organizations genero”y make random,

strategic execufion processes.
ad-hoc use of performonce measurement practices,
while also using little data in the decision—moking

process to ensure performonce improvement.

So, perhops the most important question fo answer
here is: "How does one successfully transform an
emergent organization?”

Here are some recommendations from a
strategy and performonce management maturity

assessment perspective:

1. Connectstrategicobjectivestoorganizational
KPls.
In many organizations, strategy fails to deliver
on its promises.The most common reason for this
is the miso|ignmen’r between the strategic p|on
and the KPls or the metrics the organization
tracks.

2. Enable the use of performance management
tools to drive strategy implementation.
KPls make objectives quantifiable, providing
visibility into the performance of individuals,

teams, depor’rmenfs, and organizations and
enabling decision-makers to achieve desired


https://www.performancemagazine.org/kpi-three-mystery-letters-behind-performance/
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outcomes. An orggnizg’riong| scorecard draws
together the most relevant KPls selected for
the organization and groups them under
strategic objec‘rives. The major s‘rrengrh of

the balanced scorecard (BSC) is it articulates
business vision and strategy while ensuring
compgny-wide acceptance of the perforrngnce
measures enacted to achieve the overall desired

perforrngnce for the organization.

Dashboards are used to egsi|y grasp the pu|se
of the organization’s dgy fo dgy operations and
take actions based on KPI results. The benefit of
the dashboard is that it invgrigb|y cornp|ernenis
the orggnizgriong| scorecard by moniftoring
KPI data on a more granular level, with direct
insigh‘r info the efficiency and effectiveness of
operafions.

The por’rfo|io of initiatives can be used both at
the orgonizo’riono| and depgr’rmenrg| levels to
improve the management of projects and track
the performgnce of each initiative.

. Cascade the main performance management
tools to all organizational levels.

Once defined, designed, and deve|oped, the
main performgnce management tools should
be cascaded to the organization’s lower levels.
In this case, worksnops are recommended
as ’rney provide the ideal format to ensure
that the objectives and KPls selected for the
orggnizg‘riong| scorecard and dashboard are
gccuro’re|y cascaded down to the deporirnen‘rcﬂ,
divisional, and emp|oyee levels.

. Ensure alignment between the different
levels and components of the performance
management architecture.

Considering the strong vo|gri|iry of the
corporate environment, organizations are
required to dedicate time and resources in
ensuring g|ignmenr between the strategic
direction intended to be pursued with selected
KPls and associated initiatives. In  many
organizations, strategy fails to deliver due to
the rnisg|ignmen’r between the strategic |o|gn
and KPIs tracked by the organization. For this
reason, it is high|y recommended to review
and ensure reg|ignmenr at least once during a
performance management cycle.

Tuae KPI INnsTITUTE

5. Document and map all key processes related
to performance management.
The first step in creating internal cgpgbi|i‘ries
that support the deve|oprnen’r and consolidation
of an organization’s strategy and performgnce
management system is fo rngp/docurnen‘r all the
key processes related to strategy, performgnce
measurement,  performance  management,
employee performance management, and
perforrngnce culture within the organization.

6. Include all the key organizational

performance improvement procedures and
tools in the performance management
manual.
The manual should include: the benefits of
the performonce improvement process for the
organization, presentation of the performgnce
improvement tools and recnniques, descriprions
of performance improvement  processes,
opprogcn fo engaging stakeholders in different
processes, and the roles and responsibi|i‘ries
of all stakeholders involved in perforrngnce
improvement.

Armed with all this useful |<now|edge, you are
now better prepgred to face a strategy and
perforrngnce management maturity assessment.

Get in touch with the GPA Unit to take the next

step into gcnieving measurable performgnce
improvement for your organization.

Editor's Note: This article is adapted from an
original piece written by Marcela Presecan for the
Performance Magazine website.
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Bridging Gaps and Goals Through

Interview by Kimberly Tilar

and
Techno|ogico| advancements significonﬂy shope
the |ondscope, efficient strategy and performonce
management are crucial to maintaining high
odopfobihfy and a competitive edge. This holds
true in the oil and gas sector, but occording fo
Franklin Rodriguez, a seasoned leader with over 21
years of experience in the field, there's still a gap
to be closed.

In industries where market fluctuations

Rodriguez, who is currently the Planning Deputy
Manager at Andes Petroleum Ecuador, specio|izes
in corporate strategy, performonce management,
and |eoo|ing multicultural teams. In this interview,
he shares his expertise and insighfs on o|igning
orgonizo’riono| goo|s, navigating indus’rry
cho”enges, and imp|emenﬂng performonce
metrics that ensure sustainable grow’rh.

How do you perceive the current maturity
of your industry regarding strategy and
performance management practices in

Breakthrough Strategies

organizations? In which areas do you see
significant room for improvement?

In Ecuador's oil and gas sector, strategy and
performance management have advanced but
still  face cha”enges. While many companies
have imp|emen’red formalized frameworks, there
remains a gap in cross-functional collaboration,
oil ’rechno|ogy infegration, and real-time data
ono|y’rics. Significon’r room for improvement exists
in o|igning strategic initiatives with sus’roinobi|i’ry
goo|s, operc’rion0| ogi|i’ry, and
|everoging digifo| solutions to optimize processes
and make more data-driven decisions to improve

improving

effectiveness and eﬁiciency.

What are the secret ingredients that
differentiate an effective strategy planning
process from a redundant one?

The key difference between an effective and a
redundant strategy lies in c|c1ri’ry, odop’robih’ry, and
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o|ignmen’r. Successful strategies stem from clear
goo|s, data support, and Odapfobihfy to internal
and external changes. They are also aligned across
all levels of the organization, ensuring that every
area contributes to the comprehensive objec’rivesi
On the other hand, redundant strategies often
fail to evo|ve, lack ownership, and do not consider
indus’rry dynomics.

Why does strategy fail so often in
organizations? Could you share some lessons
learned from your organization/experience?

Strategy often fails due to a disconnection between
|o|orming and execution. From my experience, lack of
stakeholder buy-in and im(requen’r strategy reviews
in response to uncertainties affect imp|emen’ro’rion
and results. In our company, it was essential to
foster a culture of occounfobihfy and incremental
improvement, set clear and measurable KPIs linked
to the strategic goo|s, and present results quor’rer|y
to allow for more ’rime|y decisions. Strong support
from senior management was also important in
driving these initiatives forward.

What role does performance management
play in managing an organization nowadays?

the backbone

management. |t

Performance management s

of modern orgonizo‘riono|

guarantees the translation of strategic goo|s info
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actionable |o|ons and their effective ’rrocking. In
the oil indus’rry, it p|0ys a critical role in enhoncing
operoﬂono| efficiency. By measuring and odjus’ring
internal processes, performance management
ensures that results o|ign with financial objec’rives
and targets across all areas. It ensures that every
part of the organization contributes to overall
strategic success.

How can business leaders make better
decisions when confronted with so much data
and information?

Leaders must focus on |everoging the most relevant
data, rather than simp|y occumu|ofing more. This
requires not on|y sefting clear objec’rives but also
u’ri|izing advanced data 0no|y’rics tools to combine
and filter critical information while promoting a
decision-moking culture that values insighfs over
intuition. In our indus’rry, the cho”enge is idenfifying
key technical and economic trends and guiding
strategic decisions based on Torgefed predic’rive
ono|y’rics Togefher with scenario p|onningi

What practices can senior leadership adopt to
develop a culture of performance excellence
in organizations?

Senior management can foster a culture
of performomce excellence by |eoo|ing with
fransparency, seffing clear expectations, and
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ce|ebro‘ring milestones of success. Encouraging
continuous |eorning, providing regu|or review and
feedback, and o|igning goo|s at all levels in the
organization are essential to promote a culture
cnonge. Addi‘riono”y, immersing perforrnonce
management intfo the company’s doi|y operations
ensures that excellence becomes a routine practice
and not on|y an additional statement in the
corporate culture guide|ines.

Where should organizations focus more
of their attention to achieve performance
excellence? Is it in optimizing the performance
management system (doing things right at
the framework level) or the business results
(performance  outcomes generated by
different processes)?

Acnieving pericormonce excellence requires a
While optimizing the perforrnonce
management framework is crucial for providing
structure and organizations
also ensure that their focus extends to the actual

bo|once.

consistency, must
outcomes considering their business limitations. By
o|igning intfernal areas with strategic objeciives
and reiining
companies can drive beftter results while ensuring
that performonce excellence evolves with the
business..

con‘rinuous|y internal processes,

What triggered your decision to undertake
the Strategy and Performance Management
Maturity Assessment?

We recognized the need forodeeper undersionding
strategy and perforrnonce
management processes stood compored fo
indus’rry best practices. This assessment identified
gaps in framework odopiion, internal o|ignrnen‘r,
and opportunities for innovation. It also nign|ighied
our strengths and areas where we could enhance
our processes to achieve better outcomes while
considering business constraints and corporate
culture. It was an important decision that prornoied

OiC Wl’iel’e our

an improvement process.
How did you find the assessment process?
The assessment process was both intuitive and

transformative. It provided us with a clear and
objeciive view of our current copobi|i’ries, s’rreng’rns,

Tuae KPI INnsTITUTE

and that  required The
validation process combined supporting document
evidence and perceptions within the company. This
opproocn provided us with a holistic unders’ronding
that prompied discussions about opportunities
related to internal communication, opero‘riono|
efficiencies, strategic o|ignmeni, and odop’robi|i’ry
to a ropid|y cnonging indus‘rry |ondscope.

areas improvement.

How did the Strategy and Performance
Management Maturity Assessment contribute
to the progress of the organization?

The assessment's recommendations served as
a roodrnop that guided the improvement of
our organization’s strategy and performonce
management process. |t hign|ign‘red specific areas
where we need to enhance our strategic p|onning
and  performance  management
and better o|ign our opero’riono| outcomes with
our strategic goo|s. As a result of the previous
maturity assessments,
irnp|ernen‘r cnonges that increased our strategic
communication and o|ignmen’r, opero’riono| ogi|i’ry,
opiimized resource allocation, and improved
overall business performance.

iromework

we have been able to
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Innovating Excellence Through
Strategic Alighment and a Shared

Vision

Interview by Len Cristobal

Pushing boundaries in business excellence goes
beyond processes and princip|es. It also highhghfs
people’s capabilities and alignment with an
overorching strategy and performonce standards.
This means ce|ebro’ring unique s’rrengfhs while
championing a shared vision. At Red Sea Global

(RSG), this paradox serves as their compass for
excellence.

RSG, a vertically integrated real estate developer
with a diverse porhco|io across tourism, residenfio|,
experiences, imcros’rrucfure, fransport, hea|’rhcore,
and services, seeks to lead the world toward a
more sustainable future. They strive to bring about
responsib|e deve|opmen+ that up|if’rs communities,
drives economies, and enhances the environment,
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as demonstrated by notable undertakings, such
as The Red Sea, AMAALA, and Thuwal Private

Retreat.

RSG's guiding vision is exemplified by three key
leaders who have been instrumental in setfing
the bar high for the organization’s strategy and
performance management processes:

Mohammed Sulieman AlMoh'd is a seasoned
business management professioncﬂ who leads the
Enterprise Project Management Office (EPMQO)
at RSG. He led several transformation projects
across the region as a consultant for PwC and
established one of the most advanced PMO
practices in the Kingdom.


https://www.linkedin.com/company/red-sea-global/
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Talal Almalki is the Senior Director of Corporate
Planning & Performance at RSG. With a Master's
in Business Process Management (BPM) from
the Queensland University of Technology, he is

recognized for his o|ee|o curiosity and innovative
contributions to business frameworks.

Adrian Alcantara Martinez specializes in
deve|oping strategic gpprogches for the tourism,

hospi‘rcﬂify, and leisure strategy sectors. Having
earned a Master's in Internal Management
from ESADE Business School, he currently leads
Corporate Projects Excellence practices at RSG,
fecﬂruring a distinct in-house gdvisory function.

In  this interview, ’rhey offer a collective
understanding of how RSG achieves business
excellence ’rhrough excep‘riong| performgnce

management and strategy imp|emen+g‘rion.

How do you perceive the current maturity
of your industry regarding strategy and
performance management practices in
organizations? In which areas do you see
significant room for improvement?

The mafturity of performgnce management in our
indus’rry is re|ngive|y high. It is driven by young,

\i alal Almalki | Photo courtesy of RSG
- y
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high-profile entities like PIF-backed companies
and projects and effective o|ignmen’r with the
Saudi Vision 2030. The ecosystem benefits from
tfop-tier resources and world-class talent, resu|‘ring
in state-of-the-art systems. We are improving our
benchmgrking copgbih’ries against other indus’rry
players since many companies, such as ourselves,
are pioneers entering the g|obg| market.

What are the secret ingredients that
differentiate an effective strategy planning
process from a redundant one?

An effective strategy process requires ensuring
that the company'’s strategy cascades to divisions,
depgr‘rmenfs, and teams. Everyone needs to c|eor|y
understand their roles and how ‘rhey contribute to
the bigger picture. This c|ori’ry allows teams to
turn their mandates into actionable annual p|ons
with relevant KPIs and specific targets, all tied to
projects that must meet certain performomce levels.

Why does strategy fail so often in
organizations? Could you share some lessons
learned from your organization/experience?

Strategy often fails because it's seen as too

and disconnected from business

theoretical
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Mohammed Sulieman AlMoh'd | Photo courtesy of RSG
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realities. At RSG, we
proc’rico| by odop‘ring the balanced scorecard and

made strategy more
adding a fifth dimension for sustainability. Our
approach combines long- and short-term thinking
and emphasizes collaboration. This ensures that
than
making it more practical and relevant to our needs.

planning is co-created rather imposed,

What role does performance management
play in managing an organization nowadays?

Performance management is key to ensuring
that teams focus on what rec1||y matters and are
held accountable. It he|ps us frack our progress
compared to our goals, balancing immediate and
|ong—‘rerm indicators. The latest ‘rechno|ogy makes
it easier to see how activities and outcomes are
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linked, enob|ing effective decision-moking.

How can business leaders make better
decisions when confronted with so much data
and information?

Moking sense of all the data can be cho||enging,
but at RSG, we approach it as an art, especially
in data visualization. Our EPMO has a business
in’re||igence team that customizes dashboards
for different audiences. We are also exp|oring
mobile apps with real-time data to keep up with
busy C-suite schedules. However, we still value
traditional methods like periodic performonce
reviews with focused ogendos and let experts
handle the data deep dives.

What practices can senior leadership adopt to
develop a culture of performance excellence
in organizations?

Senior |eoo|ership should set and communicate
ambitions c|eor|y and consis’renﬂy across mu|‘rip|e
channels. However, words can on|y go so far, so it
is important to embed performonce excellence into
the company’s culture. Top management should
demonstrate how these expectations translate
into behaviors and empower teams to take these
exomp|es into their doy-fo-doy work. Recognizing
and rewording individuals and teams exemp|ifying
performonce excellence creates a se|f-reinforcing
cycle.

Where should organizations focus more of
their attention to achieve performance
excellence? Is it in optimizing the performance
management system (doing things right at
the framework level) or the business results
(performance  outcomes generated by
different processes)?

A performance management system (PMS) is
crucial for driving business results as it impacts
various dimensions like po|icies, processes, and
governance. However, optimizing this system must
be corefu”y p|omneo| to avoid disfrocﬂng from
ochieving actual results. To gain |eoo|ership support
and stakeholder buy-in for chonges, organizations
must demonstrate how the
system lead to Tongib|e enhancements in business

improvements in

outcomes.
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Adrian Alcantara Martinez | Photo courtesy of RSG

What triggered your decision to undertake
the Strategy and Performance Management
Maturity Assessment?

After four years of growth—since our EPMO team
was established in 2019—we felt it was the right
fime to get an external perspective fo ensure our
practices o|igneo| with indus’rry best practices and
the highest standards. Confident in our tailored
approach and comprehensive PMS, we saw this
as an opportunity to celebrate our achievements
and iden’rify areas for improvement, enob|ing us fo
continue to set new benchmarks

How did you find the assessment process?

Our experience with The KPI Institute (TKI) was
very positive, starting with the discovery sessions.
We were already familiar with TKl's frameworks
since many of our team members have been
trained as balanced scorecard practitioners. The
maturity assessment was well-coordinated, even

Tuae KPI INnsTITUTE

’rhough it was demonding. It also genero’red
high levels of interest from all stakeholders. The
endeavor strengthened our relationships with
other divisions and provided valuable insights into
how our contributions are perceived across the
business.

How did the Integrated Maturity Assessment
contribute to the progress of the organization?

The Maturity Assessment provided us with «a
clear roodmop for improvement, oHering sound,
actionable recommendations that were translated
with  the
respective owners. The overall program is a two- to

info action |o|ons in  collaboration
’rhree—yeor p|on, and we are o|i|igen’r|y monitoring
its imp|emen+ofion. We are currenHy opprooching
50% completion, with the goal of achieving 70%
by yeor—end. No’rob|y, the maturity assessment
legitimized our practice and gave us the confidence

to pursue even more ambitious goals.

31



I Tue KPI INSTITUTE

INTERVIEWS

Public Investment Fund: Achieving
Continuous Growth Through
Assessing Organizational Maturity

Saudi Arabia’s Vision 2030 is an ambitious
undertaking, one wherein the Public Investment
Fund (PIF) plays a vital part. As the country’s
investment arm, PIF is in a unique position to
shape the future of the Saudi economy—and

beyond. At the helm is Ahmed Bin Shuail, Head
of the Strategy and Planning Department at PIF.

A seasoned strategy management and business
transformation leader with a successful de|ivery
record of corporate strategies and business
transformation initiatives, Ahmed has extensive
experience in sfrategy management, business
|o|onning, corporate performcmce, and investments.
As PIF looks to build strategic alliances and
por’rnerships with several no’rewor’rhy international
institutions and organizations, the organization'’s
maturity will p|oy a vital role in ensuring these

pa r’rnerships bear fruit.

How do you perceive the current maturity
of your industry regarding strategy and
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Interview by Paolo Ordufia
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performance management practices in
organizations? In which areas do you see
significant room for improvement?

With Vision 2030 programs, there has been an
increasing need to have well-structured strategy
and performance management practices. PIF's
corporate strategy is curren’r|y attuned to |eoo|ing
strategic practices and to |everoging top-tier
expertise. This op’rimized level of maturity enhances
PIF'sinternal strategic effectiveness and contributes
to influencing PIF's ecosystem. However, at PIF
we are driven by confinuous improvement in our
strategy and performonce practices fo maintain
excellence.

What are the secret ingredients that
differentiate an effective strategy planning

process from a redundant one?

There are many ingredien’rs that contribute to
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an effective strategy p|onning process. These
ingredien’rs fop management
involvement, consistent stakeholder engagement,
continuous enhancements to strategic p|cmning
and performance processes and frameworks,
|everoging innovation, automation of all strategy
processes and u‘ri|izing the data for more strategic
insigh‘rs, adherence to corporate priorities, and
fino||y a clear and dynomic p|cmning process.

main include:

Why does strategy fail so often in
organizations? Could you share some lessons
learned from your organization/experience?

Strategy fails in some organizations due to lack of
ownership, lack of internal o|ignmen+ and lack of
clarity on strategic direction.

At PIF, we are always seeking ways to enhance
current practices. We have open communication
for feedback. For exomp|e, we distributed a
survey to co||eogues which revealed cho”enges in
strategy awareness with the po’renﬂo| tfo impact
our strategic excellence score. In response, we
imp|emen’reo| initiatives to address these gaps and
improve our approach.

What role does performance management
play in managing an organization nowadays?

Performance management is the essential practice
that acts as the compass for strategy direction and

n VESTNE g
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execution. It contributes to a performonce-driven
culture and ensures proper coscoding of strategy
and imp|emen+o‘rion ‘rhrough effective moniforing
of progress, which allows organizations to assess
whether their progress towards targets is on track
or needs attention in order to intervene and act
prooc’rive|y.

How can business leaders make better
decisions when confronted with so much data
and information?

Business leaders can make informed decisions
despi’re being confronted by overwhe|ming data
by prioritizing key elements and providing the
righT information at the righ‘r fime ‘rhrough the
righT channels. In addition, leaders can make
better decisions with abundant data ‘rhrough
u‘ri|izing advanced ono|yﬂcs and visualization tools,
Focusing on key performonce indicators, fosfering
a data-driven culture, and consuHing with data
experts to interpret comp|e>< information.

What practices can senior leadership adopt to
develop a culture of performance excellence
in organizations?

Leodership must first odopf a proactive mindset.
Meaning that they should shift their focus to
proactive interventions and preventive ono|yses tfo
ensure performonce excellence. In addition, it is also
essential to encourage continuous improvement,
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recognize and reward achievements, and provide
necessary resources and support to colleagues.
Finally, leading by
open

example,
and es’rob|ishing
performonce metrics  will o|ign goo|s, monitor

encouraging

communication, clear

progress and enhance overall performance across
the organization.

Where should organizations focus more
of their attention to achieve performance
excellence? Is it in optimizing the performance
management system (doing things right at
the framework level) or the business results
(performance generated by
different processes)?

outcomes

Optimizing the performonce management system
and con’rinuous|y updo’ring frameworks to drive
performonce oufcomes across processes is essential
for ensuring the sus’roinobi|i’ry of performonce
any organization. In addition,
|everoging ’rechno|ogy is essential, as it has become

exce||ence ]EOI’

a key success factor to opfimize performonce,
efficiency and produciivi’ry‘

Having copob|e peop|e and the resources to

increase improve
imp|emen’r p|ons and |everoge Techno|ogy is what
makes the difference.

What triggered your decision to undertake
the Strategy and Performance Management
Maturity Assessment?

f GLOBAL
PERFORMANCE
AUDIT UNIT

A=
Photo courtesy of PIF
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At PIF, we act as a benchmark in the way we
do business: We lead by example. Therefore, the
assessment was driven by the need to evaluate
PIF's current performance and explore areas
for improvement. This assessment also allows
us to reflect on our progress, and provide top
management with a clear, objec‘rive view of our
performonce practices, ensuring ’rhey meet indus’rry
standards and support PIF's strategic objectives

effec’rive|y.
How did you find the assessment process?

The assessment was thorough and comprehensive,
as it examined and evaluated our strategy execution
practices across three pillars: strategy planning,
and performance

performonce measurement,

improvement.

How did the Strategy and Performance
Management Maturity Assessment contribute
to the progress of the organization?

It provided an excellent baseline for our current
practices and and
understand our current position in terms of strategy

outputs, allowed us to
planning, performance measurement, performance
Improvement, and the areas of enhancements we
need to focus on. In oddi’rion, the assessment will
he|p us achieve a performonce-driven culture and

will act as a structure for coscoding our practices
all the way ihrough to the individual level.
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A Closer Look at Maturity Assessments:
Laying the Foundation for Long-Term

Success

Interview by Paolo Ordufia

A company’s level is an excellent
indicator of the quo|iTy of its operations. Thus,
maturity assessments are an in’regro| aspect of
a company’s grow’rh and o|eve|opmen’r as They
provide a comprehensive look at orgonizo’rioncﬂ
s‘rrengfhs and areas for improvemen‘r—some’rhing

that Doina Popovici knows all too well.

maturity

As the Head of Performance Assessment Services
at The KPI Institute, Doina coordinates the Global
Performance Audit Unit (GPA Unit), the institute’s
strategy and performonce assessment division. Her
work as a performonce assessor involves conduc’ring
Thorough performcmce management
maturity assessments to provio|e organizations
with that
continuous enhancement and strategic o|ignmen‘r.
Her experience as a management consultant has
allowed her to deliver impoc’rfu| services to a wide
array of clients from different continents.

system

actionable recommendations drive

In  addition, Doina has contributed to the
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development and refinement of The KPI Institute's
service offerings. She has been instrumental
in creating the Certified Performance Audit
Practitioner Portfolio, an advanced certification
that validates the skills and opp|ieo| |<now|eo|ge
of professiono|s in the field. In this interview,
Doina takes us on a deep dive into the world
of performcmce management system maturity
assessments, Touching on various aspects of the
process such as ro|es, best practices, benefi’rs,
failure, success, and more.

How do you perceive the current maturity of
organizations regarding their strategy and
performance management practices? In which
areas do you see substantial opportunities for
improvement?
Organizations are increosing|y focused on
improvement, recognizing its importance for |ong-
term success. This commitment is evident even

among younger companies, which can achieve high
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maturity levels by focusing on effective strategic
|o|onr1ing and robust performonce management
practices. With the righ‘r dedication and resources,
these organizations can enhance their copobi|i’ries
and drive meoningfu| progress, demons’rro’ring
that a commitment to improvement transcends
experience and age.

What are the secret ingredients that
differentiate an effective strategy planning
process from a redundant one?

The

|o|onr1ing process and a redundant one lies not

difference between an effective strategy
in secret ingredien‘rs, but in fo||owing consistent
steps. Successful strategy p|onning involves c|eor|y
defining objecﬂves, ensuring that the strategy
direcﬂy supports the mission and vision, conduc‘ring
Thorough ono|ysis, engaging stakeholders, and
regu|or|y reviewing progress. By odhering to these
structured steps, organizations can ensure their
strategy remains relevant and impoc‘rfu|, rather
than fo||ing
execution and a commitment to odopfing based

info redundoncy. Consistency in

on insighfs are key to ochieving mecmingfu| results
in strategic p|omning.

Why does strategy fail so often in
organizations? Could you share some lessons
learned from your organization/experience?

When teams are not on the same page regording
goo|s or when there’'s a disconnect between
|ec|o|ership and
Addi’riono”y, strategies may be over|y comp|e><
or too rigio| to odopf to chonging circumstances,

emp|oyees, execution falters.

|ec|o|ir1g to frustration and failure.

In my experience, lI've learned the importance
of regu|or check-ins and fosfering a culture that
embraces feedback. Engaging emp|oyees in the
|o|onr1ing process and ensuring transparency he|ps
build commitment and odop’robﬂi’ry, significonﬂy
increasing the chances of successful strategy
imp|emen’ro’rion.

What role does performance management
play in managing an organization nowadays?

Performance management p|oys a critical role
in Todoy's organizations by o|igning individual

Tuae KPI INnsTITUTE
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and team objectives with overall business goals.
Effective provides
valuable insigh#s ’rhrough regu|or feedback and

performance management
assessment, he|ping iden’rify erreng’rhs and areas
for grow’rh. It also supports emp|oyee engagement
and deve|opmen+, ensuring that talent is nurtured
and o|igneo| with orgonizoﬂono| goa|s. In a
dynomic business environment, robust perl(ormcmce
management facilitates  data-driven  decision-
making, allowing organizations to craft and adapt

their strategies based on performonce insighTs.

How can business leaders make better
decisions when confronted with so much data
and information?

Business leaders can make better decisions in a
data-rich environment by odopﬂng a structured
opprooch to data on0|ysis and prioritization.
First, ’rhey should define clear objec’rives to focus
on relevant data that o|igns with strategic goa|s.
U+i|izing data visualization tools can he|p distill
information into actionable

comp|ex insigh’rs.
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Finally, applying data analysis techniques can
help predict trends and simulate various scenarios,
enabling informed decision-making.

What practices can senior leadership adopt to
develop a culture of performance excellence in
organizations?

Senior leadership can cultivate a culture of
performance excellence by modeling desired
behaviors and setting clear expectations. They

should

encouroging Feedbockond CliCI|OgU€ OCI’OSSO“ |€V€|S‘

also  prioritize open communication,
Implementing regular performance reviews and
recognition programs will reinforce accountability
and motivate employees. Providing training and
deve|opmen’r opporfunities empowers staff to
enhance their skills and contribute meaningfully to
the organization. Leadership should also establish
measurable goals aligned with the organization’s

vision to foster a unified sense of purpose.

Where should organizations focus more
of their attention to achieve performance
excellence? Is it in optimizing the performance
management system (doing things right at
the framework level) or the business results
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Organizations should focus on both optimizing the
performance management system and improving
business results, as fhey are interrelated. A well-
structured performonce management system
ensures that processes are aligned with strategic
goals, providing a solid framework for achieving
desired outcomes. However, it's equally important
to concentrate on the performonce oufcomes
genero‘red by these processes, as ’rhey reflect the
effectiveness of the system in delivering tangible
results. By striking a balance between enhancing
the framework and measuring business outcomes,
organizations can achieve performance excellence

that is both sustainable and impactful.

What are the short-term and long-term
benefits that organizations can gain from
participating in the Performance Management
System Maturity Assessment?

In the short term, organizations gain a clear
and detailed

performonce

understanding of their current
This
identify

management practices.

immediate insight allows them to
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specific s’rreng‘rhs and weaknesses within their
existing framework, Foci|iio‘ring quick, iorgeied
improvements. These eor|y actions often result in
enhanced opero’riono| efficiency, better o|ignmen’r
of resources with strategic goo|s, and improved
emp|oyee engagement as the organization begins
to address identified gaps.

In the |ong term, the benefits extend beyond
these initial gains. As organizations imp|emen’r
the provided ’rnrough the
maturity assessment, ‘rney embark on a continuous

recommendations

improvement journey that groduo”y elevates
their performonce management processes to an
opiimized state. This leads to sustained growih
and resilience, as the organization
more odep’r at anticipating cno”enges, odop’ring
to chonges in the business environment, and

becomes

maintaining a strong o|ignmeni between strategy
and execution. By participating in the maturity
assessment, organizations set the foundation
for long-term success and ensure they are well-
equipped tfo navigate future cno”enges while

consis‘ren’r|y ocnieving their strategic objeciives.

How can an organization prepare to success-
fully undertake the maturity assessment?

To successfu”y undertake @ maturity assessment,

§ .
At the Public Investment Fund's Awarding Ceremony | Photo cour

o W Bl s
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an organization should start by securing |eodersnip
support and o|igning teams on the assessment's
purpose. Gather relevant documentation, such as
po|icies and procedures, fo provide a clear view of
current practices. Engage key stakeholders eor|y,
ensuring ihey understand the assessment’s goo|s
and their roles in the process. Addiiiono“y, prepare
for fransparent communication, and ensure that
stakeholders are encouroged to oc’rive|y participate
in the surveys for a high response rate as well as to
provide honest feedback during inferviews. Los’r|y,
be open fo the findings by odopiing a mindset
focused on continuous improvement and |ong-
ferm grow‘rn.

What actions can organizations take to fully
leverage the insights and maximize the value
gained from your assessment approach?

Organizations can fu||y |everoge insign’rs from
assessments by prioritizing  open
communication of the findings with all stakeholders.

mafturity

|mp|emeniing a structured action p|on based
on the assessment recommendations is crucio|,
o|ong with setfting clear goo|s and timelines for
improvement. Regu|or|y moniforing progress and
goihering feedback ensures that odjus’rmen‘rs can
be made as needed.
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Closing the Strategy-Execution Gap: A
Fundamental Step for Business Excellence

Cristina Mihdiloaie

The legend of the Elephant Graveyard says that

when an e|ephon’r senses death opprooching,
it leaves the group and goes fo a specio| p|oce
to avoid becoming a burden to the herd. With
strategy failure rates that can go all the way fo
90%, the |egend serves as A gooo| ono|ogy for
business management: Is execution the p|oce
where all brilliant strategies go to die?

Data from the State of Strategy Management

Report 2024 reveals that 61% of professionals in
the MENA region disagree or are neutral to the
statement, "My organization is highly successful
in executing strategy.” Only 4% of respondents
s’rrong|y ogreed with this statement. In addition,
research from the Project Management Institute
shows that 70% of strategic projects fail during

implementation or face serious difficulties.

Given this challenge, how can organizations close
the strategy-execution gap and successfu“y bring
their strategy to life?

Strategy Clarity

strategy s the brain (critical

decision-making) and execution is the hands (plan

Traditionally,

imp|emen’ro’rion). However, corporate strategy
may appedar as a collection of projects, goo|s,
and targets in a fancy PPT or PDF format but
rore|y addresses imp|emen‘ro’rion issues. In reo|i’ry,
strategy imp|emen+o’rion is o|woys confronted
with big decisions, with teams often left to sort
out operoﬂono| details on their own and make
decisions that impact the strategy’s outcomes.

for a 11

Another the need

in’rerdependency between a strategic initiative and

challenge s

a corporate objec’rive, which requires teamwork
among several departments. This is true in MENA
organizations where cross-collaboration is found
to be the main reason for strategy failure. How
should management solve this?
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Action Item 1: Demystify Concepts

Strategic c|orier can be achieved by bui|o|ing a
common |onguoge. A simp|e step is progressing
from a comcusing collection of projects, goo|s, and
targets fo c|eor|y defined terms and a hierorchy of
concepts used in strategy p|0nning (see Figures 1

and 2).

Action Item 2: Cross-Functional Alignment
Functional areas must be suppor’red fo o|eve|op
strategy maps and performonce scorecards o|igneo|
with corporate strategy and across depor’rmenfsi
This 0|ignmen‘r process has to facilitate cross-
functional discussions to synchronize priorities.
At this level, the Strategy Office must moderate
different trade-offs in terms of KPI targets and
resource allocation to ensure the best outcomes for
the organization overall.

Strategy Planning as a Continuum
Rather Than a Linear Process

Traditional Five-yeor plans, often broken down
into annual priorities, limit leaders and hardly

2.1 VALUE DRIVERS

Activities, capabilities or characteristics
of the organization that add value to

the end service/product

2.2 STRATEGIC DIRECTION

Larger strategic area clustering specific

objectives

2.3 OBJECTIVES

What we want to achieve as part of

Core
Strategy
our journey to the desired state 3.1 KPls
Measurement of the achievement of

objec‘rives

4.1 PROGRAMS

Clustering tool for projects linked

around the same major project

4.2 INITIATIVES
Shows how the desired state will be

achieved through specific projects

Action

aligned to objectives and KPlIs
4.3 MILESTONES

Main tasks/stages within an initiative

0 Destination

Measurement

COVER STORY

reflect doi|y business needs. The strategy |o|onning
framework should leave room for odopmbih‘ry and
new opportunities. It is important to note that the
degree of F|exibi|i‘ry varies among organizations
and industries. For instance, start-ups tend to carry
out ‘strategy planning on the go” unlike mature
companies.

Action Item 1: Analyze Data

To OdopT to the o|eve|opmen’rs in the market,
organizations must be able to collect datq, cmo|yze
trends, and foresee trends within the indus‘rry. This
involves assigning a team or a staff member to
regu|or|y (quor’rer|y, bionnuo“y) research and
submit reports for executive review.

Action Item 2: Test Ideas

Orgonizo‘rions that test their ideos, foi|, and learn
fast are much more |il<e|y to succeed. Goog|e's
20-percent time po|icy enables emp|oyees fo use
work time for new ideas, and Amazon's ‘Day 1"

menfo|i’ry promotes experiments for incubo’ring new
copobih‘ries and embrocing failures for |eorning.

1.1 MISSION
Why we exist

1.2 VISION
Where do we want to be

1.3 CORPORATE VALUES

Desires and expected behaviors

from employees

3.1 KPIs

Measurement of the achievement of

objectives

3.2 TARGETS

Specific level of performance for

each KPI
3.3 METRICS

Other measurements to analyze the

operations/processes

Figure 1. Strategy and Performance Management Concepts | Source: The KPI Institute
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Action Item 3: Prepare a Fallback Strategy

Scenario p|onning and contfingency p|ons provide
the necessary ogi|i’ry fo overcome cho||enges and
thrive in an uncertain business environment. This
opprooch can provide an organization with @
buffer when the initial strategy fails. A case s‘rudy
to look at is Caterpillar, whose CEQO insisted that
all divisions have contingency p|ons in the case of
a recession, and it served them well when recession

hit in 2007.

Governance and Management System

An organization has to establish a clear operating
model, especio||y when a new strategy requires
significonr chomges in operations. The operating
model must define the responsibi|i’ries of each
business unit and depor’rmenr and indicate how
services and producrs are produced, marketed,
so|d, and delivered to the beneficiaries.

Action Item 1: Assign Owners

Strategic objectives, KPls, and initiatives must
have ossigned owners. Even with shared objectives
(by tfwo or more depor’rmenrs), one stakeholder
should be oppoinred owner. |t is also desirable to
define occounrobihry and responsibihry and assign
them to the peop|e closer to the action to make
sure that executives are not burdened with too
many opero’riono| issues.

Action Item 2: Encourage Collaboration

The strategy office can engage with the human
resources depor’rmenr to create collaboration
mechanisms and engage stakeholders in executing

Strategy planning

1. DESIRED STATE OF
EVOLUTION

Mission | Vision | Corporate Values | Values

Drivers | Strategic Directions

Strategy execution

4. PORTFOLIO OF
INITIATIVES

Programs/Initiatives | Milestones

Tuae KPI INnsTITUTE

strategy. In addition to routine performomce
reporting meetings, ‘communication bridges” must
be built between functional areas, such as mixed
project teams, cross-functional initiatives, internal
of practice, and
problem-solving workshops.

communities compony-wide

Action Item 3: Align Talent

C|orify the and responsibi|i‘ries for all
posifions and imp|emen’r structures that maintain
occounrobihry while f|exibi|iry and
empowerment, ovoiding unnecessary bureoucrocyi
Assign the righ‘r peop|e to the righr roles or
invest in upski”ing them or acquiring new talent.
Fill orgonizoriono| |oyers with leaders who have
focused mindsets and odequo’re discip|ine to follow
’rhings ‘rhrough.

I’OlQS

o||owing

Optimized Reporting

With thousands of hours lost in meetings every
year at the orgonizoﬂono| level, performonce
review meetings can be optimized by using a
structured reporting framework and focusing on
the most relevant KPls.

Action Item 1: Structure Meetings

Meetings should have clear distinctions and scopes.
For exomp|e, the corporate performonce office
can have a 40-minute meeting for scorecards and
initiatives every month. Then, the quor’rer|y meeting
can focus on strategic discussions. Lastly, the
annual meeting can be about the organization's
resu|’rs, omo|yzed to o|ign with the medium-term
tfargets and expectations for next year.

Strategy planning

2. STRATEGY MAP

Strategic Directions | Objectives

Performcmce measurement

3. PERFORMANCE
SCORECARD
KPIs | Actual Results | Targets

Figure 2. Strategy and Performance Management Tools | Source: The KPI Institute
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Action Item 2: Choose the Right KPIs

should KPIs and
shift the focus from financial outcomes to other
indicators that can drive the rign’r behavior. For

Organizations select fewer

example, since its inception, Amazon has focused
on KPls such as # Online reviews per product,
# Affiliates selling on the platform, and # Prime
members joining the program [sic]. Meanwhile,
their competition concentrated on $ Year-over-
year same-store sales, approaching e-commerce
similar to a brick-and-mortar store. Experimenting
with new KPls, as opposed to indicators that are
popu|or or easy fo measure, can bring a fresh
perspective fo the business.

Stakeholder Engagement

When strategy moves from the CEQO's desk into
execution, resistance among the peop|e arises, as

if all ’rney can see are the roadblocks and risks. The

COVER STORY

brilliance of the strategy is rdre|y ocknow|edged,
and the two sides become defensive, pusning their
opposite perspectives against one another either
out in the open or in silence. True ownership can
on|y be achieved Through participation.

Action Item 1: Identify Stakeholders

The organization must idenrify and map ifs
stakeholders based on their importance, impact,
and expectations. This crpp|ies to both external
and internal stakeholders.

Action Item 2: Engage Internal Stakeholders

In drofring a strategy, top executives should be
direc‘r|y engoged, and feedback should be collected
from the lower levels of the organization. Middle
management may provide written observations or
a diverse strategy review committee can revise and
comment on proposo|s. Listening sessions, surveys,
or one-to-one inferviews can also be conducted
depending on the target audience. This opproocn
is done at BL Companies, an architecture and
engineering organization that is 100% employee-

owned. An annual survey is conducted among
ernp|oyees fo go’rner insign’rs for strategy p|onning.

Action Item 3: Design Communication Flows
Engaging stakeholders in strategy p|onning is
important, but it is equo||y important fo maintain
effective bo‘r’rom-up and ‘rop-down communication
during the execution stage. Througn a structured
reporting process, discip|ined rituals to follow up
on decisions, and communication bridges (vertical
and horizontal), the organization can successfu”y
irnp|ernen‘r its strategy p|on‘

Turning Strategy Into Reality

Strategy execution does not have to be the
groveyord of brilliant straftegies. With the rign’r
opproocn, it can instead be the iCOICfOI’y that turns
dreams into reo|iry. To achieve this, organizations
must Ocknow|edge that the prob|ern ’rney are
aiming to tackle is twofold—systems and people.
Both aspects have to be addressed proper|y by
c|0rifying strategy, p|onning as a confinuum,
bui|ding the rign’r governance and management
and  properly
’rnrougnour the entire

systems,

engaging
process.

optimizing reporting,
stakeholders


https://medium.com/@The_teller7/the-rise-of-amazon-from-online-bookstore-to-global-empire-15ae6055748d
https://www.blcompanies.com/employee-ownership/

GLOBAL
PERFORMANCE
AUDIT UNIT

Chart Your Path To
Success With A
Customized
Roadmap

2.1 Create a process map
for monthly reporting;

2.2 Optimize decision
making;

2.3 Apply root cause
analysis;

2.4 Focus on projects
documentation and
reporting.

2. Performance
Management

ROADMAP FOR
CONTINUOUS
IMPROVEMENT

Follow a structured
path to overcome
obstaces and
reach your full
potential with a
tailored improved
strategy

1. Performance
Measurement

1.1 Deploy KPI
selection workshops;

o 00000000066

1.2 Simplify the KPI
documentation form;

1.3 Consolidate the
organizational KPI library;

A DIVISION OF

THE KPI INSTITUTE

4. Create a strategic
planning process map;

4.2 Align strategic
planning with other key
processes;

4.3 Internalize new tools
introduced;

4.4 Establish a Strategy
Management Office;

4.5 Recalibrate KPI when
strategy is reviewed;

4.6 Enhance strategy
communication;

4.7 Cascade the
Performance
Management System to
I employee level.
|

4. Strategic
Planning

3. Performance

Culture

3.1 Develop a

Performance

1.4 Create a change log;

1.5 Use internal and

Management Manual;

external research for

3.2 Create Communities
of Practice;

target setting;

1.6 Increase awareness on
data visualization;

1.7 Implement a software

solution.

[=]

[=]

A0

ET

3.3 Reward performance
financially and
non-financially;

3.4 Follow up after
appraisals;

3.5 Design career plans
and empower employees;

3.6 Employ gamification
initiatives.

Contact us today to find out

s how we can support your
organization’s success!
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Become a member and commit to
professional excellence!

82,000+ professionals already trust The KPI Institute for their business performance solutions!

Gain first-hand access to our knowledge and expertisel Become a member of The KPI Institute and

benefit from published content, event discounts, analyst insigh’rs and customized research!

BENEFITS

EDUCATION &
EVENTS

PRACTICE DOMAIN

NETWORKING

PROFESSIONAL
CONFIRMATION

RESEARCH
HELPDESK

RESEARCH
ANALYST SUPPORT

The KPI Institute
Membership

$100 off early bird rate

2 KPI dictionaries of your
choice

2 Top KPI reports of your
choice

2 Performance
Management toolkits of
your choice

2 Webinars of your choice
Preview to research studies’
executive summaries

Network with peers within
our members’ group

Electronic certificate
of membership,
demonsfroﬂng
commitment to
professiono| excellence

Online guidance on our
knowledge platforms

®

The KPI Institute
Insight Membership

$2,900/year

$100 off 2 or more

participants rate

All available KPI

dictionaries

All available Top KPI

reports
All available toolkits
All available webinars

All available research
studies

Network with peers within
our members’ group

Electronic certificate
of membership,
demonsfro’ring
commitment to
professiono| excellence

Online guidance on our
knowledge platforms

4 hours of support from @
TKI reserach analyst

*HOUI’S to be OCC@SS@d Wheﬂ needed by schedu|ing as per member preference

JOIN TODAY!

office@kpiinstitute.org

Www‘kpiinsﬂ‘rufe.org

The KPI Institute

Insight Plus Membership

>

>

$4,900/yeqr

1 full certification course or
conference of your choice
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dictionaries

All available Top KPI

reports

» All available toolkits

>

>

All available webinars

All available research
studies

Network with peers within
our members’ group

Electronic certificate
of membership,
demonsfro’ring
commitment to
professional excellence

Phone guidance on our
knowledge platforms

4 hours of support from a
TKI reserach analyst

+61 3 9028 2223
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From Compliance to Excellence:
The Role of Maturity Models

Bori Péntek

narrative
moving from rigid,
hierarchical structures to more dyngrnic, f|e><ib|e,
and strategic This
mirrored in the deve|opmen‘r of maturity models.

The nis‘rory of management is a
of increasing cornp|exi’ry,

gpprogches. evolution s

A maturity model is a structured framework
used to assess and guide the improvement of an
organization's processes, cgpobi|i’ries, or practices.
levels—each
representing a nigher degree of maturity—to ne|p

It ’rypicg”y involves a series of
organizations evaluate their current perforrngnce
and iden’rify steps for enhancement. |ni‘rio||y, these
models were designed tfo ensure comp|ionce with
indus’rry-specific standards.

As the field and

perforrngnce monggemen‘r becgme more OHCI

of management evolved
more recognized, the evolution from cornp|ionce-
driven frameworks to excellence-driven models has
become por’ricu|dr|y significgn’r. This means snif’ring
from mere|y gdnering fo predefined standards

48

fo con‘rinuous|y improving and innovating within
those standards. This transition reflects the need
for a proactive gpproocn fo managing risk,
Fos’rering
growth.  Therefore,

and driving sustainable
the

efficiency, process optimization, and cost reduction

innovation,
traditional focus on
will benefit from evo|ving info a more ggi|e and
odop’rive Gpprooch.

Despite the nature of modern maturity models,
’rney still serve as stable frameworks in a world
where ddi|y realities are cons’ronHy shifiing. This
he||os organizations address aspects
of perforrngnce, but the key is not fo rep|gce
predefined standards
unigque pcr’rh toward innovation and growih. This

diverse

with an organization’s
exponded scope of mafturity models is por’ricu|or|y
evident in two critical areas: the role of iechno|ogy
as a sfrategic driver and the infegration of
Environmental, Social, and Governance (ESG)
occounigbihiy.
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Technology as a Strategic Driver

Digitalization, once a support function, has
evolved into a core component of any business
strategy. This transformation reflects the broader
shift in how organizations perceive and leverage
technology, from viewing it as an operational tool
to recognizing it as a strategic driver of growth,

innovation, and competitive advantage. This shift is

evidentin the evolution of models like the Capability

Maturity Model Integration (CMMI). Originally

focused on software o|eve|opmer1’r processes in ifs

earlier versions, CMMI has expanded significantly
in its 2.0 iteration to include areas such as agile
practices, cybersecuriry, and data management.

Other maturity models experienced the same
expansion due to rapid technological evolution.
For example, the ITIL Maturity Model, initially
developed in the late 1980s, used to focus on

optimizing |IT service management as a support
funcrion, but over time, has evolved to incorporate
continuous improvement and digital integration
odopring to the demands of modern environments
where ’rechno|ogy |o|crys a more strategic role.

Maturity Models as Pathways to ESG
Accountability

Initially, ESG was treated as a compliance issue
where companies meft basic standards to avoid

pencr|ries or repu’ro’riono| harm. This opproach

TaE KPI INnsTITUTEI

was reactive, more focused on meeting minimum
requirements rather than integrating ESG into
core strategies.

As ESG's significance became clearer, a shift
towards a more strategic, inregro’red opprooch
emerged. ESG moved from mere compliance
fo occoun‘robih’ry and |ong-’rerm value creation.
Organizations began to see that strong ESG
performoncecou|o|enhonce’rheirriskmonogemen‘r,
operoriono| efficiency, and reputation. They begon
to embed those princip|es into their overall business
strategies and even performonce management
systems.

Reﬂec’ring this redirection is the evolution of
maturity models like the Baldrige Criteria, which
have progressively integrated ESG elements to
promote a more holistic view of orgonizo‘riono|
excellence. The Baldrige Excellence Framework,
once focused primori|y on quo|i’ry and process
improvement, odqpred fo
values such as societal con’rriburions, e’rhics, and

has include core
transparency. For instance, organizations are now
required to consider their environmental impact,
social responsibi|i‘ries, and governance practices
in their strategic p|cmning processes. This means
’rhey are encouroged fo deve|op strategies that
not on|y focus on short-term financial performonce
but also on |ong-‘rerm sus’roinobih‘ry and societal

contributions.

Navigating Maturity Models with
Purpose

As  maturity models evolve from external
benchmarks into tools for guiding organizational
excellence, it's essential to chcmge focus from the
scores rhey produce to the strategic roodmop ’rhey
offer. In today's world of overflowing information
and rapidly shifting demands, external expectations
have become less relevant than the organization’s
own internal purpose and values. Nowadays, an
internal compass defines what success means on
one’s own terms. Rather than viewing maturity
models as judges of your progress, consider them
advisors that provide direction on your journey. Use
the insigh’rs to chart a porh forward that resonates
with your vision, empowering your organization to

grow, innovate, and lead with intention.
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Enhancing Organizational Success:

Best Practices for Strategic Planning

A winning strategy goes beyond mere innovation or Techno|ogy. It relies on effective strategic p|onning
processes that drive orgonizo’riono| success. Strategic p|onning is defined by the United Nations as a
forword—|ooking process that o|igns an organization’s priorities with future trends. This o|ignmen’r fosters
focus, occoun’robih’ry, and measurable results to ensure that all divisions work toward overorching
orgonizofiono| goo|s.
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Strategic Planning in the MENA
Region

In spite of the dynomic nature of the g|obo|
marketplace, companies in the Middle East and
North Africa (MENA) region are still relying
significonﬂy on traditional, annual p|onning cyc|es,
as evidenced by the latest sTudy conducted by
The KPI Institute (TKI). Insights from the State
of Strategy Management Practice - 2024 MENA
Region Report show that a significant 76% of

professiono|s o|ep|oy a formal and systematic
strategy planning process with 56% of them taking
part in annual or triennial reviews. When asked
what their number one cho||enge wdas, responden‘rs
mentioned that creating a methodical strategy
p|onning process is the main s’rrugg|e, followed by
choosing the right KPls, and conducting a proper
external environment ono|ysis.

How to Enhance Strategic Planning

In |igh’r of these insigh’rs, here are three best
practices, as recommended by the report, to
enhance orgonizo’riono| effectiveness in strategic
|o|onning.

STRATEGY

GOVERNANCE &

COMMUNICATION

TaE KPI INnsTITUTEI

Embrace emergent strategies without
neglecting deliberate strategic planning.

While their

organization’s strategic planning as deliberate

most profession0|s perceive
(ie. formal and systematic), this rigidity can
inhibit adaptability and

change. A deliberate strategy provides a clear

responsiveness fo

roadmap for the future, yet it is essential to
recognize the limitations of focusing solely on
such an approach. By embracing emergent
organizations adapt  to
unforeseen opportunities and threats, Fos’rering

strategies, can
innovation and agility.

As the featured speakers of the webinar
Navigating the Landscape of Strategy Planning

and Execution in the Age of Transformation

suggest, "Deliberate strategic planning can
successfu”y work along with a strong capability
to embed emergent
organizations to strike a balance between
structure and Hexibih’ry.

strategies," allowing

Implement futures thinking and scenario
planning.

STRATEGY

ENVISIONING

STRATEGIC
STRATEGY PLANNING STRATEGY
REVIEW MATURITY MODEL [g=liioll o yle] ]
FRAMEWORKV2.0

STRATEGY

ARTICULATION

Figure 1. Strategic Planning Maturity Model Framework V2.0 | Source: The GPA Unit
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In a world marked by vo|o’ri|i’ry and uncertainty,
organizations must odop’r proactive strategic
|o|onning to stay competitive. Survey data
reveals that 78% of responden‘rs iden’rify g|obo|
and local market instabilities as the main drivers
of strategy odjusfmen’rs, highhghﬂng the need
tfo anticipate future trends and disrupﬂons.

By embrocing futures ’rhinking and scenario

|o|onning, organizations can prooc’rive|y iden‘rify
emerging opportunities and threats, deve|op
robust confingency p|cms, and make informed
that withstand  unforeseen

decisions can

challenges.
3. Streamline strategic planning processes.

Survey respondenfs indicated diffictu
undersfonding the in’rerdependence between
objec‘rives and initiatives in their organization’s
strategic |o|on. This cho”enge is |il<e|y worsened
by the Tendency fo overcomp|ico‘re the strategy

| |
|
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with an excessive number of projects, and
key performance indicators (KPls) sometimes
taken over as |egocy from previous years. Such
comp|e><i’ry can cause confusion and hinder
strategic o|ignmen+.

To maintain c|ori’ry in the |o|onning process,
businesses must resort to a specific framework
of operating sftrategy |o|onning and providing
tools for strategy alignment (e.g Strategy Map,
Portfolio of Initiatives) and prioritization (e.g.
MoSCoW).Organizationscanreduce complexity
by focusing on a few key transformative aims.
A simp|ified strategy will not on|y increase
o|ignmen‘r with strategic objecﬂves, but will
also speed up decision-moking and execution,
resu|’ring in better business outcomes.

Leveraging the Strategy Planning
Maturity Model for Success

The Strategy Planning Maturity Model (SPMM)
is a best practices blueprint used as an evaluation
tool for the complexity of this key orgonizo’riono|
function (see Figure 1). This tool is a registered
trademark of The Global Performance Audit Unit
(GPA Unit) and The KPI Institute, and has been
used successfully across industries to design the
roadmap for improvement in strategy p|onning for
organizations. The SPMM assesses aspects such
as orgonizo’riono| identity; approach to business
planning; planning horizon; tools used (strategy
p|0n, strategy map etc); link between strategic-
operational-individual priorities; strategy review
cycles; strategy communication; and governance.

Combining an expert scoring system along with
internal stakeholders’ perception on the process
results in a comprehensive list of recommendations
to address the issues that can transform strategy
p|0rming and result in a corporate strategy more
effectively embedded into the realities of the
market and the strengths of the organization.

Oftentimes, in the pursuit of excellence, the key
lies in the details. These process details can make
business planning faster and more effective, ensure
a clear strategy and o|ignmen’r at the operational
level, and boost the commitment and engagement
of internal stakeholders to successfu”y imp|emen’r
projects.


https://www.dpmc.govt.nz/our-programmes/policy-project/policy-methods-toolbox/futures-thinking
https://www.performancemagazine.org/practitioner-interview-exploring-trends-and-best-practices-for-organizational-excellence/
https://www.performancemagazine.org/practitioner-interview-exploring-trends-and-best-practices-for-organizational-excellence/
https://www.productplan.com/glossary/moscow-prioritization/
https://youtu.be/RheFOaBm1BQ
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Performance

Measurement:
The Core Pillar

of Performance

Management

A strong performance management framework
is the backbone of any organization’s strategy
execution. Proper performonce monitoring and
evaluation inform decision-making and enable the
entity to odop’r fo chonges and foresee the correct
next steps.
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According to The KPI Institute (TKI) CEO
Aurel Brudan, performonce management is the
overorching human activity that is concerned with
Qchieving desired results, thus demonsfroﬂring and
Qchieving performonce. It reflects the opprooch one
enftity has towards performonce and it infegrates
both

domains of administrative science or monogerio|
discip|ines‘

upstream and downstream with other

TKl outlines a distinction between the two key pillars
that support this field: performonce measurement
and performcmce improvement. While the first
one is focused on co||ecﬂng data, the latter is
concerned with decision-moking and ‘roking the
correct actions to close the performonce gap.
This article will focus on how to address current
challenges in performance measurement.

The Performance Measurement Maturity Model
is a proprietary tool created by the Global
Performance Audit Unit (GPA Unit), a division
of TKI focused on assessing the maturity of
performonce management systems (see Figure
1). The model is used as a diognosﬂc tool to
iden‘rify improvement areas for organizations. This
instrument outlines six bui|o|ing blocks, among
which a few of them over|op upstream with
activities specific fo strategic |o|orming due to the
need to ensure o|ignmen’r between measurement
and strategy. These are:

KPI Selection

KPIl Documentation

Target Setting

Data Collection

Data Visualization

KPIl Governance

KPI Selection

According to TKl's State of Strategy Management
Practice Report - 2024, KP| selection is among
the fop concerns of professioncﬂs in the Middle

East and North Africa (MENA) region. This is an

important stage of the strategy p|cmning process

as well as a key prerequisite for a successful

TaE KPI INnsTITUTEI

performonce measurement system.

Looking further into 2024 research data, it can
be concluded that there is a moderate level of
confidence in selecting the right KPlIs, indicated by
a rating of 32 occompcmied by a moderate level
of satisfaction with the relevance of orgonizo’riono|
KPls (31) based on the survey respondents’
perception. In both cases, the rating scale used is
from 1 (very low) to 5 (very high).

KPl selection can be leveraged by combining
the righ’r research with insigh’rs from key internal
stakeholders.  Combining
about current KPls being monitored with industry

internal  information
best practices can provide a sound unders’ronding
of po’ren’rio| measurements. Furthermore, engaging
stakeholders in a dedicated workshop and using
a framework for the conversation will enable the

group to identify the most meaningful KPls.

e

\ Sana'a
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KPl Documentation

This is the process of formo|izing the measurement
process for each KPI through documentation. This
is also an important stage as part of KPI selection
since it can work as a second filter to validate KPls.
Some KPls may be great to report, but their data
collection cost may exceed the benefits, leading to
the decision to not activate the KPI. While most
organizations have a minimal documentation
form containing the calculation formula and
targets, very often KPl documentation forms are
missing information such as the strategic objective
of the KPI, interdependent KPls, data sources,
data limitations, data custodian, KPI owner, data

collection, and reporting frequencies.

Target Setting

The cho”enges in this area vary from one
organization to another. Less mature organizations
s’rrugg|e with putting ‘rogefher historical data or
accessing market data. At the next maturity stage,
there are difficulties related to data ono|ysis and
extracting meoningfu| business insighfs for future
projections. Losﬂy, even mature organizations
sometimes face cho”enges in engaging internal
stakeholders to propose and support targefts
outside their comfort zone.
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Figure 1. Performance Measurement Maturity Model

Framework V2.0 | Source: The GPA Unit
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a two-fold

Improving target setting
strategy. Firsﬂy, the actual process itself can be
optimized by a detailed mapping of the “what” and
"how”. The Strategy Office and KPI owners will play
important roles in defining KPI targets. Position
the Strategy Office as the process facilitator and
quo|i’ry assurer, and involve business leaders to
drive target ono|ysis and propose desired levels.
Introduce @ tfarget setting form for documentation
based on data to both understand the KPI's data
patfterns and jus‘rify proposed tfargets.

Secondly, support KPl owners with adequate
fraining to raise data |i‘rerocy and the obi|i’ry
to work with KPls. Revise the extent to which
the compensation pockoge and
performonce is linked to corporate targets and
how this system could be odjus’red to reduce the
risk of sondbogging to secure individual financial
benefits.

requires

employee

Data Collection

TKlI's data from the MENA region shows that 51%
of organizations have not proper|y automated
their performomce measurement systems, which
negoﬂve|y impacts data accuracy, eﬁciciency in
providing corporate reports, and the obi|i’ry fo
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trust and deve|op a data-driven decision-moking
process. While noving a dedicated software solution
can solve many of the data collection issues,
organizations must first streamline the process.
KPls must be properly documented, data sources
must be identified, data check pro’roco|s should be
seft, and data custodians must be allocated and
trained across the organization. Where most of
the data is centralized monuo||y from the bottom
to the top of the organization, using a standard
iemp|o‘re is mondo’rory to ensure faster processing
and deve|opmen’r of the periorrnonce report.

Data Visualization

This activity is included as part of the Performance

Measurement Maturity Model to indicate the

obi|i’ry of the organization to use data proper|y.
Data-driven decision—moking is facilitated by strong
data  visualization tools. Mature organizations
know how to |everoge software solutions to create
a story around data and make it easy for everyone
to understand the message behind the numbers.
Furihermore, even with the lack of automated
reporting solutions, smart visual design done in
spreodsnee’r opp|icoiions like Microsoft Excel can
make the difference in the way data is in’rerpreied
and used by business leaders.
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KPl Governance

KPIs

Measurement System, and accountability must be
defined for each corporate KPI. The Corporate

are at the core of any Performance

Performance Office usually oversees the system
and ensures all processes and tools are set in place
according to best practices. Meeting KPI targets
falls under the responsibility of top management.
Mature organizations designated  KP|
owners and a strong collaboration between them

hOVQ

and the Corporate Performance Office monitors
pen(orrnonce, reports results, and supports business
leaders to idenfify root causes for underperi[orrning
KPls and address them properly.

Why Measuring Maturity Matters

The  Performance  Measurement  Maturity
Assessment takes organizations info a deep dive
to discover their formal and informal practices
in the six aforementioned areas to prepare the
proper groundwork for system optimization. [t
precise|y identifies how current processes and tools
must be improved fo design a state-of-the-art
performance measurement system and address
specific cno”enges. By doing so, organizations are
better equipped fo navigate the ever-evo|ving

terrain of the business |ondscope.

/
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The Role of Maturity

Assessments and the
GPA Unit’s Proprietary

Framework

In an ever-evolving business landscape, organizations must
continually refine their capabilities to stay competitive and
achieve sustainable success. Among these, performance
improvement stands out as a cornerstone for driving
organizational growth, Fosfering innovation, and enhancing
overall performance. The Global Performance Audit Unit's
(GPA  Unit) Performance Improvement Maturity Model
Framework provides a structured and strategic approach to

assess and elevate this critical capability (see Figure 1).
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What Is a Maturity Model?

A maturity model is a structured framework that

evaluates an organization’s capabilities within a
specific area, such as performance improvement,
against a set of best practices by analysing
the
management tools used by organizations within

processes, procedures, and performance
the Performance Management System. It helps
identify  their

maturity and compare it against best practices,

organizations current level of
uncover strengths and weaknesses, and develop
a roodmop for improvement. Maturity models
are typically measured on a scale—ranging from
basic/rudimentary or non-existing practices at the
lower levels to advanced and optimized practices

at the highest levels.

The Performance Improvement
Maturity Model Framework

The GPA  Unit's
Maturity Model

tool designed to evaluate the maturity level of

Performance Improvement

Framework is a proprietary

an  organization’s performonce improvement
capabi|i’ry. This framework examines six critical

dimensions:

¢ Data Analysis - This evaluates the organization's
capability to process and derive actionable

PERFORMANCE :
SYSTEM e,
GOVERNANCE .

PERFORMANCE
IMPROVEMENT
MATURITY MODEL
FRAMEWORK V2.0

LEARNING &
IMPROVEMENT

PERFORMANCE
REVIEW

INITIATIVE

MANAGEMENT

Figure 1. Performance Improvement Maturity Model

Framework V2.0 | Source: The GPA Unit
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insights from data. It includes the techniques
employed to interpret KPIl results and the
infegration of an enterprise resource planning
(ERP) system for collecting and processing KPI
data efficienﬂy.

e Reporting - This assesses the quality assurance
process which takes p|oce prior to compi|ing
per{ormonce reports as well as de’rermining
whether
genero’red using specialized business infe”igence

these reports are ou’romo’rico”y

(BI) software solutions.

¢ Performance Review - This the
effectiveness of conduc’ring regu|or performonce
reviews with the purpose of supporting informed
decision-moking.

measures

Management - This
whether organizational projects designed to

e |nitiative assesses
support strategic objectives are consolidated
into a Portfolio of Initiatives, with comprehensive
documentation stored in a centralized Library
of Initiatives.

¢ Learning and Improvement - These evaluate
whether the organization has an established
Innovation Management Framework and a

reward system fo recognize the best ideas.

¢ Performance System Governance - This
investigates the presence of all performonce
improvement processes being mapped and
documented in a procedure or manual with
clearly defined roles and responsibilities of
stakeholders as well as the organization’s
strategy for engaging stakeholders in various

processes.

Organizations are classified into five maturity
levels based on their alignment with best practices.
At the lowest maturity level, organizations struggle
to operate with a basic reporting process where
data analysis is conducted without a standardized
methodology, and reporting occurs informally.
Performance review meetings are sporadic,
lacking proper structure and focus. Accountability
for initiative outcomes is often unc|eo|r, and there
is limited fransparency on how projects align with
organizational objectives. Typically, performance
improvement at this stage is inconsistent and
does not effectively drive progress due to irregular

reporting and the limited relevance of KPls.
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efforts
and minimal integration of feedback make it
challenging for the organization to enhance its

Additionally,  uncoordinated

learning

current practices.

On the highest maturity level, organizations often
utilize advanced data analysis techniques (e.g.
modeling) and leverage Bl tools for performance
reporting and tracking project implementation
progress. It is typical for organizations on this
level to have a highly adaptable performonce
management capable of responding
eﬁ[ec’rive|y to changes. The system is deeply
embedded the  organization,  with
stakeholders actively participating in efforts to

system
across
enhance existing processes. A robust culture of

learning and continuous improvement is a defining
characteristic of these organizations.

The Benefits of Evaluating
Performance Improvement Maturity

the
improvement copobihfies provides several benefits:

Evo|uo’ring maturity of performonce

¢ Clear Status Quo: Organizations gain a precise
unders‘ronding of their current sTreng’rhs and
areas for improvement.

e Strategic Focus: Leadership can

resource allocation and initiatives where they

prioritize

are most needed.

¢ Enhanced Decision-Making: Insights from the
assessment enable data-driven decisions and

60

targeted interventions.

Tracking:
The results serve as a benchmark for future

e Benchmarking and  Progress
assessments, o||owing organizations to track

progress over time.

e Cultural Shift: Higher maturity levels often
correspond tfo a sftronger culture of continuous
|eorning and improvement.

Regular Reassessments: A Path to
Continuous Growth

Maturity assessments are not one-time exercises.
Regu|or reassessments are critical to ensure
and
business environments. By periodically evaluating
their
organizations can refine their strategies, embrace

sustained progress adapt to changing

performance  improvement  capability,
innovation, and move closer to achieving the

highest maturity level.

The Performance Improvement Maturity Model
Framework offered by the GPA Unit is a powerful
tool for organizations seeking to evaluate and
elevate their performance improvement capability.
By leveraging this framework, organizations can
build a robust foundation for sustained growth,
align practices with strategic objectives, and foster
a culture of excellence. Whether your organization
is just starting ifs maturity journey or aiming to
reach the highest level, this service provides the
insights and support needed to navigate the path
to success.
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Building a Performance-Driven
Culture: The Silent Forces Behind
Meaningtul Results

Andra-Teodora Gorski

Organizational culture forms the foundation of
behavior, shoping how individuals act and how
organizations respond fo cho”enges. Rooted in
shared v0|ues, norms, and be|iefs, it influences
o’rfi’rudes, mindse’rs, and choices, often operating
beneath the surface. For culture to be meoningFuL
its values must be clearly defined, embedded

in practices, and consis’renﬂy communicated. A
strong orgonizo’riono| culture ensures 0|ignmen’r
between strategy and values, fos‘rering resilience,
odopfobihfy, and innovation.

A performance culture builds on this foundation
by empowering emp|oyees with occounfobihfy, the
tools to succeed, and the autonomy fo achieve
It thrives
where |eorning and experimentation are oc’rive|y
encouraged and modeled by leadership. As Jack
Welch noted, “An organization’s ability to learn

meoningfu| results. in environments

and translate that |eorning into action rapidly is
the ultimate competitive advantage.” Developing a
performance culture requires a phased approach—
starting with targeted initiatives and scaling
successes across the organization. Transparent
feedback systems, inclusive |eodership, and «a
focus on curiosity and collaboration align personal
contributions with orgonizo’riono| goo|s.

A strong culture is not just a byproduct of
When culture s
deep|y rooted in purpose and values, it doesn't
just support strategy; it transforms it into |os‘ring
impact, guiding organizations toward success and

strategy—it's what drives it

meaningful progress.
g prog

For organizations aiming for |ong—’rerm success,
cu|’rivoﬂng a solid performonce culture grounded
in a common purpose, innovation, and open
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communication is essential. When these elements
are in |o|oce, culture becomes the driving force that
furns strategy info sustained achievement.

Performance

The Culture  Maturity  Model

Framework, developed by the Global Performance

Audit Unit (GPA Unit), provides a comprehensive
and structured opprooch fo enhoncing |<ey aspects
of a performonce—driven culture (see Figure 1).
It enables organizations fo assess and improve
critical effective governance,
open engaged
innovation, continuous |eorning, recognition, and
employee well-being. By focusing on these areas,

areads SUCh as

communication, |eoo|ership,

organizations can empower their emp|oyees, foster
a resilient culture, and achieve |os+ing excellence
over the long term.

Governance and Systems Integration

Embedding orgonizo’riono| culture requires systems
that o|ign values with actions, where a well-defined
performonce management infegrates
corporate strategy with emp|oyee performomce.

system

By ensuring clear ownership of results at all levels
and |everoging ’rechno|ogy, organizations foster
efficiency, occounfobihfy, and fransparency in
ochieving their goo|s.
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To ensure the continued relevance of the
performonce management system, it is essential
to conduct continuous assessment and refinemen’r,
creating a culture of continuous improvement.
Leadership plays «
these systems, ensuring their evolution o|igns
with orgonizo’riono| and emp|oyee
expectations while promoting occoun’robihfy and

strategic coherence.

key role in clirec’ring

objectives

Communication, Leadership, and Buy-In

Leodershig and communication are essential
for bui|o|ing and maintaining o|ignmen+ and
commitment within organizations. A well-crafted
p|on that
objecﬂves, performonce updo’res, and emp|oyee
deve|opmen‘r initiatives are c|eor|y understood
by both and stakeholders. Effective
communication channels, backed by strategic
awareness programs, foster a culture of clarity

communication ensures strategic

teams

OﬂCI SI’]OI’@CI purpose.

It is through active engagement that leaders
establish the foundation for a performgnce-driven
change management
in major projects and investing in |eoc|ership
deve|opmen‘r, ’rhey pave the way for emp|oyees
to embrace their roles. This cultivates comcidence,

culture. By supporting
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motivation, and a sense of connection to the |orger
organizational context, empowering organizations
tfo navigate cho”enges and seize opportunities
with purpose.

Innovation

To drive innovation and engagement, organizations

should seek to create an environment in

which creativity can flourish, and employees
are empowered to contribute meoningFtu
to organizational objectives. An innovation

management framework can provide the structure
and direction required fo exp|ore new ideas,
while gomifico’rion can transform routine tasks
info opportunities for collaboration and creative
such as internal

prob|em—so|ving. Initiatives

hdckd’rhons, idea mororhons, or leaderboard
challenges can encourage employees to address
comp|e>< organiza’riond| chd”enges or present

innovative concepts.

Engagement

Emp|oyee engagement remains a cho”enge, with

only one-third of employees feeling energized
and connected to their work. A key issue is the
perceived inaction on feedback, which undermines
trust and engagement. Many strategies focus on
adding programs but fail to address real concerns,
such as everyday work challenges. A meaningful
employee engagement strategy should focus on
simp|ifying workflows, improving processes, and
equipping managers to ’rhough’rfu”y
to feedback. By Fos’rering open communication

respond

and oddressing em|o|oyeesI needs in a sincere
manner, organizations can create a supportive
and inclusive environment where individuals feel
heard, valued, and inspired to contribute. This
human-centric opprooch not on|y builds trust, but
also ignites motivation and strengthens alignment
with a shared purpose.

Learning and Knowledge Sharing

the
know|edge

that
advancement  of

precedence fo
and

dissemination are able to facilitate the personal

Organizations give

|eorning

and professional development of their employees,
while concurren‘r|y maintaining d|ignmenr with
their organizational values. The implementation
of structured talent development, meoningfu|

TaE KPI INnsTITUTEI

fraining programs, and the use of rechno|ogy for
learning demonstrates a tangible dedication to
the advancement of emp|oyee success. Menrorship
and collaborative learning facilitate the formation

of connections, encourage the exchonge of ideas,
and enhance the cohesion of teams.

The fosrermg of curiosity and an openness to
new ideas creates an environment conducive to
innovation, wherein mistakes are regorded as
opportunities for |eorning and grow’rh. Hybrid
|eorning models and persono|ized deve|opmen’r

p|ons ensure that |eorning is o|igned with both
individual goals and the goals of the organization.

Performance Recognition

Recognizing performance through non-monetary
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means is a profound way to connect with emp|oyees
on a more meaningful level. Providing opportunities
for grow’rh, such as tailored |eorning programs,
mentoring, or dedicated time for personal
projects, turns recognition into an investment in
the individual. These gestures affirm the value of
contributions while fosfering intrinsic motivation, a
sense of purpose, and a deeper connection to the
organization's mission. By embrocing non-monetary
recognition, organizations create a culture where
achievements are celebrated not just with rewards,
but with opportunities to thrive and grow.

Happiness and Well-Being

A fru|y Workp|oce environment
transcends being mere|y a location where tasks
are performed; it becomes a cornerstone of
|oyo|’ry, engagement, and sustained success. By
embedding care into the orgonizoﬂono| culture,

companies demonstrate a genuine commitment

supportive

to their emp|oyees. Prioritizing mental health,
offering ﬂexibi|i+y, and recognizing achievements
empower employees to feel valued and perform
at their best.

However, despite the growing investment in
workplace wellness—set to exceed $94.6 billion
globally by 2026 —the persistence of burnout and

mental health cho”enges reveals a critical gap
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EDUCATION &
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Figure 1. Performance Culture Maturity Model
Framework V2.0 | Source: The GPA Unit
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between effort and impact. To bridge this gap,
forward-thinking
opprooches that ’rru|y address emp|oyeesI needs.
Initiatives such as mental health subscriptions,
on-demand ’rheropy apps, and wellness s’ripends
for personalized self-care are reshaping how
companies foster well-being.

organizations must embrace

Bringing It All Together

Thecu|’rureofomorgonizo’rionisfhefoundo’rion’rho’r
shopes its success, guiding both individual purpose
and collective performdnce. Just as perception
shopes reo|i+y, an organization’s culture defines
how performance is understood and achieved.
When
priori’rized, growﬂq is nurtured, and creativity is
ce|ebro‘red, it creates a shared vision that unites
individuals and the organization. This alignment
drives performonce, continuous innovation, and

engagement s fostered, well-being s

ensures |os’ring success.
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Understanding the
Impact of Continuous
Engagement on
Employee Performance
Management

In 2024, as workplace trends like "quiet quitting"
and "bare minimum Mondays" reflect a growing

desire among emp|oyees to detach from their
roles, addressing disengagement has become
a top priority for organizations. With 44% of
employees globally reporting high levels of stress,
engagement efforts are crucial in preventing
burnout and improving performance. Gallup
estimates low employee engagement costs the

global economy 89 trillion US. dollars or 9% of
the global GDP.
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these circumstances, continuous

Under

engagement becomes essential for sustaining

a high-performing workforce, especio“y given
the
environments.

remote and hybrid work
this
emp|oyee performomce? Examining this ’rhrough

cho”enges O]C

How does practice impact

the lens of a systemic opprooch, the Emp|oyee

Performance Maturity Model

Management

Framework developed by the Global Performance
Audit Unit (GPA Unit) structured,

comprehensive guide for addressing the growing

OHQI’S a

concerns of emp|oyee disengogemen’r (see Figure
1). This framework allows organizations to assess
and improve critical aspects of their performance
practices, on|y oddressing
disengagement but also building a more resilient,
high-performing workforce.

management not

Employee Performance Planning

The trend of {os’rering continuous engagement
promotes a shift from static, annual performonce
planning to a more agile, responsive approach.

In the State of the Global Workplace 2024, Gallup

reveals that 70% of team engagement variance is

attributed to managers, highlighting their critical
role in effective employee performance planning.
Managers drive engagement by setting clear
individual objectives for all job categories with
clear measurements ossigned to them, fos’rering

These

structured framework for emp|oyees to o|ign their

accountability. objectives  provide a

efforts with organizational goals.

Additionally,implementing acorporate competency
model focused on shaping cultural capabilities
further enhances planning by embedding the
organization’s values and behavioral expectations
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intfo doi|y operations. Through this structured
yet flexible p|onning process, managers enable
emp|oyees to contribute meoningfu“y while
ensuring orgonizo‘riono| priorities are addressed
effec’rive|y. By fos‘rering c|ori+y, o|ignmenf, and
occounfobihfy, such p|onning strategies |oy the
groundwork  for engagement and

produc‘rivi’ry.

sustained

Employee Performance Measurement

Emp|oyee perFormonce measurement is deep|y
connected to engagement by capturing both
tangible outputs (traditional KPIs) and intangible
factors like emp|oyee morale and presenteeism.
Presenteeism—a state wherein emp|oyees are
physico”y present but not fu||y produc’rive due
to illness, stress, or disengogemen#—presen’rs an
ongoing challenge that affects both individual
effectiveness and orgonizo’riono| cosfts.

To address ’rhis, organizations can track metrics
like the % Presenteeism, along with # Employee
Engagement Index.. This dual focus creates a more
holistic performonce measurement framework and
highlights not only how well employees are meeting
their objectives, but also the quo|i’ry of their work
experience and their mental and physico| readiness
to perform.

By integrating presenteeism and engagement
metrics into performance measurement systems,
companies gain insigh’rs info the root causes
This

improving

of underperformonce. enables forgeTed

interventions—such  as Workp|oce
wellness programs, fos’rering open communication,
or oddressing s’rress—inducing processes—’rho’r
boost morale and create an environment where

emp|oyees can thrive.
Employee Performance Review

The traditional annual review is shif’ring to o|ign
with  continuous engagement trends, fovoring
regu|or weeHy or monTHy check-ins  between
managers and employees over intense, annual
evaluations. This opprooch emphosizes ‘rime|y,
feedback and
According to Go||up, frequen’r feedback that
centers on recognition, collaboration, goo|-se+‘ring,
and |everoging s’rreng‘rhs is significonﬂy more

constructive ongoing support.


https://gpaunit.org/practice-domains/employee-performance-management.html
https://gpaunit.org/practice-domains/employee-performance-management.html
https://gpaunit.org/practice-domains/employee-performance-management.html
https://www.gallup.com/workplace/349484/state-of-the-global-workplace.aspx
https://www.gallup.com/workplace/388685/2024-guide-employee-engagement.aspx
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effective in fos‘rering emp|oyee engagement. By
imp|emen’ring this model, performonce reviews
can evolve into proactive tools for grow‘rh and
deve|opmeri‘r rather than sirigu|or, high-pressure
events.

Employee Performance Improvement

Emp|oyee performonce improvement is deep|y
with engaging
engagement fosters @

employees, as
proactive
approach to growth and development. Gallup's

State of the Global Workplace 2024 shows that
organizations with high engagement levels excel

intertwined
continuous

by cultivating strong leadership and prioritizing
the selection and deve|opmenr of managers who
oc’rive|y connect with their teams and deliver
tailored, constructive feedback.

emp|oyee engagement

Organizations nurfure

by integrating continuous development—both
professiono| and persono|—in’ro every stage of
the emp|oyee life cyc|e. From recruiting and
onboarding to establishing individual objectives
and o|igning doi|y efforts, this holistic opprooch
fosters a culture of ongoing growrh and success.
Employee engagement drives improved
performonce by motivating emp|oyees fo bring
their best efforts to their roles. When emp|oyees
feel valued ’rhrough opportunities for professiona|
and persono| deve|opmen’r, their connection to the
organization grows stronger, fosrering a culture of
confinuous improvement that posirive|y impacts

both individual and organizational performance.

Employee Performance Recognition

Additionally,

critical

employee recognition plays a

role in  bolstering engagement by
directly contributing to individual resilience and
organizational strength. By integrating mental

health

|oy the grouridwork for |ong—’rerrri engagement.

and financial resources, organizations

Meanwhile, timely recognition transforms
performance acknowledgment from an isolated
event to an ongoing practice. When managers
They

reinforce positive behaviors and foster a culture

recognize  achievements in  real-time,
of appreciation. This approach boosts motivation
and satisfaction—especially in high-stress settings—

proving that regu|or, small ocknow|edgmenrs can

TaE KPI INnsTITUTEI

profound|y influence both emp|oyee engagement
and orgonizoiiono| performonce.

Employee Performance Governance

Continuous engagement also necessitates
updo’res fo governance po|icies fo support and
sustain meoningru|, frequen’r monoger—emp|oyee
interactions. Organizations need to build structures
that provide managers with  the time, ski||s,
and resources required fo engage their teams
effectively. This could involve formalizing feedback
proroco|s and equipping managers with fraining

to deliver constructive, s’rreng’rh—focused feedback.

Embedding Employee Engagement
Practices

The shift towards continuous engagement is a
powerfu| strategy for oddressing the growing
cha“enges of emp|oyee disengogemenr and stress.
Organizations can use this Qpprooch to foster a
more connected, motivated, and high-performing
workforce. By embedding engagement into every
aspect of employee performance management,
from |o|onr1irig tfo governance, companies can create
a resilient culture where emp|oyees feel valued and
o|igned with their roles and orgonizo‘riono| goo|s.

EMPLOYEE EMPLOYEE ....' ° .
PERFORMANCE | PERFORMANCE ®e, .
GOVERNANCE PLANNING e, .

L] ® o
- "
‘e
.,
[ ]
EMPLOYEE @, .
EMPLOYEE PERFORMANCE EMPLOYEE O, =
PERFORMANCE MANAGEMENT IRl N Og °,
®g
- - : -
*
. L
L ] » o * .
L ] % ® .

EMPLOYEE EMPLOYEE | . Wi
PERFORMANCE | PERFORMANCE [Pl AL
IMPROVEMENT REVIEW - " i

Figure 1. Employee Performance Management
Maturity Model Framework V2.0 | Source: The GPA
Unit
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Redefining Leadership for a Complex
World: Leading Organizational
Culture Transtormation and Maturity

Andra-Teodora Gorski

The business world is undergoing a significon’r
characterized by
odvoncemen’rs,

transformation rapid

’rechno|ogico| climate chonge,
shif‘ring societal expectations, and a g|obc1| talent
shortage. These converging forces require a new
type of leader who can navigate comp|exi’ry,

inspire chonge, and drive sustainable growTh.

To thrive in this dynomic environment, leaders
must expond their horizons, cultivate diverse
networks, and embrace a new mindset. By stepping
outside their comfort zones and experimenting
with new Opprooches, ‘rhey can drive innovation
and enhance resilience. However, the challenges
extend beyond the remit of individual |eodership.
It is also essential that organizations adapt in
order to foster co||oboro’rion, ogi|i’ry, and a culture
of continuous |eorning.

A key aspect of this transformation is the
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development of new leadership skills. In |igh’r of
the global shortage of holistic leaders, there is
an unpreceden‘red opportunity for those who can
redefine their traditional roles and extend their
reach within their respective networks. By embrocing
the cho||enges of this new erq, prospective leaders
can position themselves for significcm’r growfh and
impact.

In order to overcome these challenges, leaders
must embody a blend of different traits:

*Transformational: Leaders are responsible for
inspiring and motivating their teams by creating
a compe||ing vision of the future that encourages
and cho”enges the status

innovation quo.

Transformational leaders drive change and foster

a culture of continuous improvement, enabling
organizations to odop’r to and thrive in an ever-
evolving landscape.


https://doi.org/10.2478/bsaft-2024-0006
https://doi.org/10.2478/bsaft-2024-0006
https://doi.org/10.1016/j.jclepro.2022.134600
http://economice.ulbsibiu.ro/revista.economica/articol.php?id=1356
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Ethical: In today's business environment, where
tfransparency and integrity are increosing|y valued,
leaders must prioritize ethical decision—moking. By
upholding robust moral standards and ensuring
that their actions o|ign with the organization'’s
values, ethical leaders foster trust and credibility,
both within their teams and among external
stakeholders.

Servant: Effective leaders are committed to the
personal and professional growth of theiremployees
and to ensuring their We||—being in the Workp|0ce.
Servant leaders prioritize the needs of their teams,
empowering individuals, fos’rering collaboration,
and creating an environment where emp|oyees
feel supporfed and valued. This opprooch not on|y
improves emp|oyee engagement but also increases
the likelihood of collective success.

+Sustainable: The challenges facing leaders
Todoy also include ochieving orgonizo’riono|
success while maintaining social and environmental

responsibih‘ry. Sustainable leaders infegrate |ong-
ferm Thinking into their strategies, ensuring that
their organizations contribute posi’rive|y to society
and the environment while remaining resilient and
0d0p‘rob|e in the face of future cho”enges.

TaE KPI INnsTITUTEI

*Transactional:  While visionary leadership
is undoub‘red|y crucial, the importance of
transactional leadership should not be overlooked.
Leaders must ensure that doy—’ro—doy operations
run smoo’rh|y by setting clear expectations and
providing rewards for meeting performonce
results. Transactional |eoo|ershi|o ensures that the
organization remains efficient and effective, with a
strong focus on achieving short-term results.

To support this holistic leadership approach,
organizations must cultivate a performonce-driven

culture that emphasizes open communication,

encourages innovation, prioritizes continuous
learning, and recognizes both individual and
collective achievements. This culture should also
focus on well-being and ethical practices, ensuring
employees are engaged, supported, and aligned
with the organization’s long-term objectives. By
embedding these values into the organizational
DNA, leaders can foster an environment that not
only drives sustainable growth but also enhances

overall resilience and adaptability.

Leaders who embody a harmonious integration

of ’rronsformeﬁond, efhiccﬂ, servant, susfoinob|e,



https://doi.org/10.1007/s12144-022-02925-2
https://doi.org/10.1007/s10672-021-09381-3
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and transactional |eodership fraits can effec’rive|y
support and enhance the core components of the
performance culture across several key areas, as
outlined by the Global Performance Audit Unit:

1. Communication and Leadership
Support

¢ Transformational: Inspire teams with visionary
and Forword—’rhinking messages.

e Ethical: Build trust through transparent, honest
dialogue.

e Servant: Foster

encourage a supporfive environment.

OHCI

open communication

e Sustainable: Align communication and support
with |ong-‘rerm goo|s and responsibih’ry.

e Transactional: Provide clear expectations and
feedback for opero’riono| efficiency.

2. Creativity and Innovation

¢ Transformational: Encourage innovation by
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cho”enging the status quo.

¢ Ethical: Guide creativity with integrity and
responsibility.

¢ Servant: Empower teams to innovate ’rhrough
support and collaboration.

e Sustainable: Promote innovation that also

meets social and environmental objectives.

e Transactional: Reward innovative solutions that
meet performance goals.

3. Education and Knowledge

e Transformational: Promote continuous |eorning
and grow’rh.

e Ethical:

opportunities.

Ensure fair access to learning

e Servant: Provide resources and men’rorship for
team development.

¢ Sustainable: Integrate  sustainability into

learning initiatives.



https://gpaunit.org/practice-domains/performance-culture.html
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e Transactional: Link education to performance
incentives.
4. Benefits and Recognition

¢ Transformational: Recognize contributions to
objectives and KPls achievement.

¢ Ethical: Ensure fair and fransparent recognition.

¢ Servant: Offer meoningfuL personalized benefits
and recognition.

e Sustainable: Align rewards with sustainability

objec’rives.

¢ Transactional:  Tie recognition to clear
performcmce meftrics.

5. Happiness and Well-being

¢ Transformational:  Foster  purpose  and
engagement for well-being.

e Ethical: Promote a {oir, respechcu| work

environment.

e Servant: Prioritize emp|oyee we||-being and
work-life balance.

TaE KPI INnsTITUTEI

e Sustainable: Support well-being with socially
responsible practices.

e Transactional: Provide stability and resources
for a positive work environment.

As the business |cmc|scope confinues fo chonge,
there is an urgent need for a new type of leader.

The

servant, sus’roinob|e, and transactional |e0c|ership

infegration of TronsformoﬂonoL e’rhico|,
traits is not just a strategy. It is a necessity for those
who wish to guide their organizations through the
comp|exi’ries of the modern era. These leaders are
the driving force behind the development of a
mature and resilient orgonizoﬂono| culture—one
that is built on innovation, infegrity, and the well-

being of its people.

Embrocing this holistic opprooch allows leaders
to drive sustainable growﬂ'\, foster a culture of
confinuous improvement, cmcl, u|+imo+e|y, lead
their organizations to not only survive but flourish
in the face of future challenges. The journey to
’rronsForming orgonizo’riono| culture begins with
the leader's commitment to evo|ving themselves,
their teams, and their impact into the broader
business environment.
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Micro-credentials in Maturity Assessments

A micro-certification is a niche course, tfargeting the deve|opmen+ of one skill or competency in a
specific area of expertise. These training courses offered by The KPI Institute are different from its
Certifications Programs from several perspectives:

+ No pre-course and post-course assignments;

«  Shorter course duration;

«  No Certification Exam;

«  The micro-credentials obtained can be used when enro||ing to a Certification Program in our
porhco|io.

P ica Certificate in Strategic Planning Maturity Assessment

m
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This course will help professionals identify the weaknesses and strengths of

strategy p|onning frameworks using a maturity model assessment. Participants
will deve|op the necessary skills to act as advisors for improving strategy
formulation practices in organizations.

Certificate in Performance Measurement Maturity Assessment
Q}T‘FICAT@
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PERFORMANCE
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THE KPI INSTITUTE |§
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The micro-certification is focused on building the skills to assess KPIl usage
practices and enhance the performonce measurement framework in
organizations. Professionals will be able to conduct a maturity assessment and

propose improvement recommendations.

Certificate in Performance Improvement Maturity Assessment

SIFICAT,

2

* *
PERFORMANCE

IMPROVEMENT This training course looks info the assessment of processes specific to

strategy execution like performance reporting, decision-making and initiatives

§ management. The learning experience is developed around a performance
& & . . . h .
‘?e,TYASsﬁs%" management maturity model, which managers will get fo use to identify the

maturity of their practices and the best ways to move forward.

Certificate in Employee Performance Management Maturity Assessment T
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PERFORMANCE
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Human Resources 5peci0|is’rs involved in managing emp|oyee performcmce will

find this fraining useful as it captures the specific characteristics of Emp|oyee T KPL Instrrute |

9
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Performance Management Systems on a 5-level maturity scale. Professionals %7’?,

Q’Ty Assg‘éﬁ’

will be able to drive chonges in current emp|oyee performonce review practices
by deve|oping exp|iciJr roodmops for improvement.

For more details and inquiries, email Bogdan Ciobanu, Customer Support Specialist at The KP]
Institute, at bogdan.ciobanu@kpiinstitute.com
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Experts

Send your quesfions fo pentormonce@kpiinsﬂfufe.org

How crucial do you perceive
Q: leadership's role in fostering a culture
of performance excellence within an
organization?
Leadership plays an essential role in

° cu|+iv0’ring a culture of performonce
excellence within any organization. Leaders are
responsible for setting the tone and vision of how
the organization should be. They demonstrate and
promote the values and behaviors that shape the

overall culture of the organization.

All that being said, I've seen before how fear
can hinder progress. Some leaders shy away
from change and worry about resistance, as if
there is a magic wand that could instantly bring
about pen(ormonce excellence without upsetting
the status quo. Performance exce||ence, Tru|y,
is a culture. It is continuous, not a one-time act.
Fostering this culture consists of:

e clear goo|s that guide orgonizo’rioncﬂ direction

® open communication and transparency within the
organization

L ernp|oyees' ownership of their work

Clﬂd

® recognition of achievements support for

continuous |eorning
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® holistic feedback, promo‘red ’rnrougn systems like the
360-degree feedback cycle

In a previous article for Performance Magazine, |
wrote that periodic performance reviews and regu|0r
check-ins encourage ongoing conversations between
managers and employees, facilitate growth discussions,
and idenfify areas that need improvement.

Moreover, it is important to note that  effective

simp|y
counting numbers, as it needs a comprehensive

performance measurement goes beyond
unders’ronding of an emp|oyee's contributions  and
their influence on the expansion of the business. This
is made possib|e by incorporating quo|i’ro’rive elements
like engagement, collaboration, and innovation.

U|‘rimoJre|y, leaders must be role models for
occounfobihTy and fransparency to demonstrate that
excellence is a shared responsibih‘ry. Strong |eodersnip
that strives for tangible results is the catalyst that ushers

in performonce QXCQHQHCQ.

Muhammad Ali Moustafa

Business Management

Consultant,

The KPI Institute

About the Expert

e Muhammad is a management consultant
at The KPI Institute who has been involved
in multiple projects related to designing,
imp|emen’ring, and assessing performonce
management systems.

e He holds an MBA in Small & Medium
Enterprises Management from AASTMT

in Egypt.

eHe is a Certified Strategy Business
Planning Professional, a Certified KPI
Professional and Practitioner, a Certified
Performance  Management  Systems

Audit Professional, and a Certified BSC

Professional.
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Q e How can organizations effectively

® harmonize the need for standardized
performance metrics with the growing

importance of personalized and agile

performance management approaches?

A. All performonce starts with c|ori’ry and radical
e honesty around what truly matters. KPls,

therefore, must be rooted in ogreed-upon
priorities or interests and should reflect the uniqueness
of an organization.

The c1|ignmen’r between the standards and wants
of key stakeholders is what inherenﬂy personohzes
a performonce management system. Metrics on|y
become true KPls when they accurately reflect the
desired state of your organization in a specific area.
So using standard, popular KPIs is fine, but only if
They fit your specific goo|s.

Take the KPI of % Employee satisfaction with
fraining. If the strategic gocl| is to enhance emp|oyee
skills, measuring satisfaction with fraining could be
mis|eoo|ing.

An emp|oyee migh’r be hclppy with their fraining, but
if their skills aren't improving, that KPI fails to provide
insigh‘rs into the objec’rive. However, for the trainer
who facilitated the fraining, this metric is ’rru|y key, as
it directly reflects their success. This is why KPls need

Tuae KPI INnsTITUTE

to be customized.

If someone offers a one-size-fits-all solution that
doesn't O|ign with your priorities, moybe think twice
about ’roking their advice.

When it comes to ogi|i‘ry, | see it as comp|emen+0ry fo
s’robih’ry and consistency. Agi|e practices, like Week|y
sprints and frequent feedback loops, are vital but don't
rep|0ce the need for consistent priorities and values.

The key is to decide what is stable in your strategy
by iden‘rifying your core values and |ong-’rerm vision.
Measure this consistently and with stability, and let the
rest be ogi|e, odop+ob|e, and responsive fo chonge.
Use quick feedback and embrace trial and error.

Keep it straightforward: Define your non-negotiables
and measure them with precision, but let go of
standardization when it hinders your progress more
than it he||os.

Bori Péntek
Management Consultant,

Systaems

About the Expert

e Bori is a management consultant in the field

of Performance Management and Human
Resource (HR) Management.

e She has over seven vyears of experience
managing peop|e and operations in different
industries, ranging non-profi’rs fo
sustainable construction and research and

from

deve|opmen’r.

strategy  involves
p|orming and
management at the orgonizo‘riono| level with

e Her consulting merging

strategic performonce
responsib|e HR strategies and practices at the
depor’rmen’ro| and individual levels to achieve
sustainable success.

e Her passion lies in fcci|i+oﬁng emp|oyee well-
being through conscious leadership and internal
corporate social responsibility.
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Q e What opportunities for efficiency
® enhancements might arise from
undergoing a performance management
system maturity assessment?

A. | would like us to look at maturity assessments
e as diagnostic tools for a healthy and efficient
performance management system (PMS), which
is vital for operating a high-performing business.
Business leaders rely heavily on meaningful KPIs for
decision-moking and on effective strategy p|cmning
to clarify the organization’s direction and manage
resources.

A well-structured  PMS  will set standards for
Trons|ofing the strategy info spechcic objectives,
KPls, and initiatives. It creates the rules and proper
environment for business unit heads to identify
their contribution to strategy and design o|igneo|
functional area business plans. Moreover, it links the
WHAT (objectives) to the HOW (initiatives) for
consistency between strategy and the actual work
done in the trenches of the organization.

While there are a variety of reasons Why strategy fails,
it is critical to provide decision-makers with a reliable
per{ormonce measurement and reporting system.
Furthermore, foci|i’r0’ring regu|c|r processes to discuss
performonce, initiative implementation status, and
to take corrective actions are fundamental bui|o|ing
blocks for effective strategy execution.
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What if all the unproduc‘rive hours emp|oyees spend
in meetings could be turned into focused discussions
around strategic or operofiono| objectives? What if
the PMS can increase the strategy awareness level
in the organization and provide reliable and timely
performance data? How much efficiency would the
company gain if employees' autonomy is increased
by access to data and |<now|eo|ge to address issues
on the spot and lessen escalation? What if executives
had more time for strategic thinking and spent less
energy on fire—fighﬂng operational problems?

The Integrated Performance Maturity Model can

scan five key capabilities intertwined to business
performonce and he|p you design the sound
framework upon which successful operations and
strategy execution can take |o|oce.

Cristina Mihiiloaie
Strategy and Performance
Management Expert

and Chief Operating Officer,
The KPI Institute (TKI)

About the Expert

e Her professional experience embeds research

skills — with
consultingand practical strategy development
and execution for TKl's Research Division.

performance  management

In the last 12 years, Cristina has contributed
to the o|eve|opmen’r of best practices and
standards on how to use and leverage KPls
that are ’rough’r in the premium certifications

of TKI worldwide.

She assisted |orge organizations in industries
like oil and gas, the financial sector,
’re|ecommunico’rions, monufoc’ruring, and

utilities.

e She maturity assessments for
performance management systems and
facilitated over 1,000 hours of training and
Workshops for executives, who get first-hand
experience with the most stringent issues
organizations face.

conducts
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A Profession on the Rise: The
Performance Management System
Assessor

Len Cristobal

Conducting a performance management system
(PMS) maturity assessment is like mapping out a
constellation. Each star represents a data point. It
could be an existing process, a tool, or the reasoning
behind current practices in the organization. A
PMS assessor connects different points and makes
sense of their pattern. Like astronomical discoveries
that spark scientific, iechno|ogic0|, or phi|osophico|
developments, a PMS maturity assessment can
transform an orgonizoiion's direciion, cu|’rure, and
processes.

If leading transformations like that excites you,
then the role of a PMS assessor might be for you.

What Is a PMS Assessor?

within

A PMS assessor

organizations fo assess the maturity of periormonce

conducts assessments

management practices. Using the proprietary
framework of The KPI Institute (TKI) and its
Global Performance Audit Unit (GPA Unit), a
PMS assessor identifies system strengths and flaws
and compi|es i(indings info an assessment report.
The report is o|w0ys comp|emen’reo| by a roodmop
for continuous improvement and im(ogrophics
that show the chonges required to advance to
the ultimate maturity level. The PMS assessor
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can be employed by a company, work for a PMS

mafturity assessment provider, or offer freelance

consultation.

This is a unique opportunity for professionals
to break intfo a new niche. The role of a PMS
assessor was first intfroduced and formalized by
TKI, a global leader in key performance indicators
(KPIs) research and education for over 20 years.
lts Certified Performance Management Systems
Audit Professional program is the first in the

world to offer certification for a role dedicated
to diagnosing and assessing the maturity of an

The
program deve|ops skills to opp|y the |n‘regr0ieo|

organization’s periormonce architectures.

Performance Maturity Model.

The niche is becoming increosing|y important as
trends chonge how businesses operate, execute

strategy, and manage workforces.  With this,
strategy and performonce management practices
have been crucial for steering orgonizo’riono|
success. Hence, the job of a PMS assessor doesn't
stop at mere|y omo|yzing data.

Key Competencies of a PMS Assessor

What skills should a stellar PMS assessor possess?

ad
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https://www.gpaunit.org/
https://www.gpaunit.org/
https://www.youtube.com/watch?v=JbgWOrJkn7c
https://www.youtube.com/watch?v=JbgWOrJkn7c
https://www.youtube.com/watch?time_continue=12&v=RheFOaBm1BQ&embeds_referring_euri=https%3A%2F%2Fgpaunit.org%2F&source_ve_path=Mjg2NjY
https://www.youtube.com/watch?time_continue=12&v=RheFOaBm1BQ&embeds_referring_euri=https%3A%2F%2Fgpaunit.org%2F&source_ve_path=Mjg2NjY
https://marketplace.kpiinstitute.org/2024-global-trends-brief.html
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Domain Knowledge: his competency is primarily
about imp|emen‘ring a opprooch,
specifico”y using a maturity assessment framework
to evaluate a PMS. The PMS assessor is in charge
of opp|ying a documentation me’rhodo|ogy and
assessment criteria to the maturity assessment

structured

process.

Analytical Skills: When an organization struggles
with strategic misalignment, the PMS assessor
determines gaps between goo|s and existing
processes occording fo specific standards. The
assessment requires data ga’rhering, ono|ysis, and
interpretation.

Critical Thinking: The output of the maturity
assessment should present proc‘rico| insighfs fo
ensure the progression of the organization fo
the next maturity level. A PMS assessor must
come up with strategic advice and customized
recommendations for c|osing gaps, improving
systems, and encouraging participation at all
orgonizo‘riono| levels.

Solution Design: PMS assessors analyze and turn
current practices info new standards of excellence.
Their
strategies under’rakings,
which are reflected in the roodmop for continuous
improvement that ’rhey design for organizations.

observations can be used to devise

and drive innovative

PMS

effective communicators as

Communication: assessors  must  be

assessments often
involve interviews to goﬁrher more data about
the organization. PMS
deliver maturity assessment reports and present

information and outcomes in a clear and efficient

assessors  must O|SO

manner fo win organiza’rion0| support.

A PMS Assessor's Career Roadmap

So, how do you build a career in this speciohzed
field that also requires versoﬂ|i+y? You can start
by pursuing an academic bockground in business

Then,

proc’ric0| experience by Working in strategy or

administration  or management. gain

corporate performonce management offices.

To become a PMS assessor, enroll in The KPI
Institute’s Certified Performance Management

Tuae KPI INnsTITUTE

will equip you with the know|eo|ge and skills to
properly conduct a PMS maturity assessment
process using the Integrated Performance Maturity
Model Framework and to perform evaluation for
pub|ic and private organizations while supporting
them to achieve business excellence.

To establish yourseH as an expert in this field, you
must master the different o|isci|o|ines included in
the Integrated Performance Maturity Model. Thus,
one must shorpen their know|eo|ge and experience
in strategic p|orming, performonce measurement,
performonceimprovemen‘r,ond furtherin emp|oyee

performonce, if this area is also of interest for the

future assessor. With this, you're not just learning
the ropes but also opening yourseH: up to future
opportunities, connecting with peers, and meeting
po’renficﬂ mentors.

As you now know, PMS assessors illuminate the
best po’rhs an organization can take and advocate
for cu|’rivo‘ring a culture of continuous improvement.
If you see yoursehE in this role, the next steps are
clear: so|io|ify your foundational credentials and
deve|op key competencies.

Have a passion not on|y for uncovering issues
but also for de|ivering proc’rico| solutions that
drive meaningful change. See the GPA Unit's
with c|ien’r-orgonizo‘rions
Organizational Performance Management

success stories here:

System Maturity Assessment - Case Studies &

Clients Insights

Systems Audit Professional course. The program



https://kpiinstitute.org/performance-management-systems-audit-certification-presentation/
https://kpiinstitute.org/performance-management-systems-audit-certification-presentation/
https://kpiinstitute.org/strategy-and-business-planning-professional-certification-presentation/
https://kpiinstitute.org/kpi-certification-presentation/
https://kpiinstitute.org/performance-management-certification-presentation/
https://kpiinstitute.org/certified-employee-performance-management/
https://kpiinstitute.org/certified-employee-performance-management/
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The KPI Institute is an Accredited Provider of the CPD Standards
Office, a Continuing Professional Development global assessor.

Key business benefits:

> Ensure you have the right tools, processes, and people, in the right place, for

your Performance Management System. O

DIPLOMA
> ldentify the weaknesses of your current Performance Management Framework STRATEGY &

and learn how to shift from one maturity level to the next one. iy

> Maximize the added value generated by your Performance Management System,
by elevating current practices to best practices.

>Educate stakeholders to be oriented towards continuous learning and
improvement.

> Assess your organization’'s maturity level using the full audit methodology
developed by The KPI Institute in collaboration with GPA Unit.

> Eligible for Executive Program in Strategy & Performance Postgraduate Diploma.

-@ office@kpiinstitute.org @ AU: +613 7050 2557 | UAE: +971 55 787 6427 | MY: +60 327 421357 | RO: +40 774 698 693
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RECOMMENDED RESOURCES

Statistics

15% 9%

The percentage increase in awareness of The percentage of business

Business Excellence (BE) among CEOs and excellence organizations that perform

organizational heads over the past three assessments annually, compared to

years, from an initial 11%-20%. 22% that conduct these assessments in
real time.

Source: Taylor and Francis

Source: Center for Research on Organizational Excellence

Over
of leadership development professionals of CEOs and CFOs remarked that corporate
estimate that less than half of what they culture and values influence productivity,
train gets applied on the job. creativity, profitability, and the value of the
company.

Source: LEADx

Source: Forbes

4% 1%

of organizations fail to meet user acceptance intend to reduce transformation initiatives
and customer satisfaction criteria for owing to global uncertainties.

transformation programs.
Source: Business Transformation Index 2023
Source: Business Transformation Index 2023
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Publications

THE KPI InsTrTuTe

MASTERING i R
BUSINESS STATE OF STRATEGY MANAGEMENT PRACTICE
EXCELLENCE Adapt and thrive in the

SECRETS TO WIN IN TODAY'S age of transformation:

MARKET

Insights into strategy planning, measurement,
and excoution in ofganizations

Selected
Case Studies

M coM 2024 REPORT
- SIMON MALCD! A AREGION

Selected Case Studies on Mastering Business Excellence:  State of Strategy Management
Performance Management Secrets to Win in Today's Practice Report 2024 - MENA
System Maturity Assessment Market Region
by the Global Performance by Simon Malcom by The KPI Institute
Audit Unit
Podcasts

;eeople‘
managing
pe#ple

PODCAST

LEADING FOR

)

\ .

PODCAST

~i With _ _
David Rice hosted by 2> PV
The Business Excellence Podcast People Managing People Leading for Business Excellence
hosted by James Vincent hosted by David Rice hosted by Rich Seddon
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https://books.google.com.ph/books/about/Mastering_Business_Excellence.html?id=3vTR0AEACAAJ&redir_esc=y
https://books.google.com.ph/books/about/Mastering_Business_Excellence.html?id=3vTR0AEACAAJ&redir_esc=y
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https://gpaunit.org/Selected-Case-Studies-Extended.pdf
https://gpaunit.org/Selected-Case-Studies-Extended.pdf
https://gpaunit.org/Selected-Case-Studies-Extended.pdf
https://marketplace.kpiinstitute.org/state-of-strategy-management-practice-mena-region-report-2024.html
https://marketplace.kpiinstitute.org/state-of-strategy-management-practice-mena-region-report-2024.html
https://marketplace.kpiinstitute.org/state-of-strategy-management-practice-mena-region-report-2024.html
https://podcasts.apple.com/us/podcast/the-business-excellence-podcast/id1683102859
https://podcasts.apple.com/ca/podcast/people-managing-people/id1494538739
https://podcasts.apple.com/us/podcast/leading-for-business-excellence/id1579717678

CAREER INSIGHTS Tuae KPI INnsTITUTE

Software

Spid
Sfllcggies CORPORATER m |3|: R

Spider Impact Corporater Business QPR ProcessAnalyzer
Utilized to develop, execute, Management Platform (BMP) Provides flexible applications
oversee, and continuously Useful for holistic for process mining: intelligent
enhance your strategy and management of governance, automation, KPI reporting,
performance performance, risk, and procurement and many more

compliance (GPRC)

Online Events

THe KPI INSTITUTE Y WebJunction'

Navigating the Landscape Towards Business Excellence Leadership Strategies Webinar
of Strategy Planning and through Quality & Management by WebJunction
Execution in the Age of of Waste (COPQ)
Transformation by NSF

by The KPI Institute

Academic Literature

Brudan, A, Gorski, T, Mihailoaie, C., & Pentek, B. (2023). Towards Effective Performance

W Management Systems: A Case study on Integrated Performance Management
Maturity Model Deployment. Timisoara Journal of Economics and Business, 16(2), 119-
— 140. https://doi.org/10.2478/tjeb-2023-0007
S’ Aguinis, H, & Burgi-Tian, J. (2023). Performance management around the world:
:@: solving the standardization vs adaptation dilemma. [IM Ranchi Journal of Management
Studies 2(2), 159-170. https://doi.org/10.1108/irjms-09-2022-0091

) Cunha, F, Dinis-Carvalho, ], & Sousa, R. M. (2023). Performance measurement systems

@ in continuous improvement environments: obstacles to their effectiveness. Susfoinobilify,
15(1), 867. https://doi.org/10.3390/su15010867

Tawse, A, & Tabesh, P. (2022). Thirty years with the balanced scorecard: What we have

0\ learned. Business Horizons, 66(1), 123-132. https://doi.org/10.1016/jbushor2022.03.005
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https://www.youtube.com/watch?v=https://www.youtube.com/watch?v=j8ASn0ECUo0UB-d_Zp-qa8&ab_channel=InstituteforLocalGovernment
https://www.youtube.com/watch?v=https://www.youtube.com/watch?v=j8ASn0ECUo0UB-d_Zp-qa8&ab_channel=InstituteforLocalGovernment
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https://www.youtube.com/watch?v=Tw36hzEItwM
https://www.youtube.com/watch?v=Tw36hzEItwM
https://www.youtube.com/watch?v=Tw36hzEItwM
https://corporater.com/platform/
https://corporater.com/platform/
https://learn.webjunction.org/enrol/index.php?id=764
https://www.qpr.com/process-mining/qpr-processanalyzer#pa-demo
https://doi.org/10.2478/tjeb-2023-0007
https://doi.org/10.1108/irjms-09-2022-0091
https://doi.org/10.3390/su15010867
https://doi.org/10.1016/j.bushor.2022.03.005
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How Do You Stay Ahead of the
Game?

Sign up for The KPI Institute’s World-Class Certification Courses in 2024
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| Certified Strategy and Business Planning Professional

The course will help improve an organization’s business planning process and long-
tferm orgonizofiono| performcmce, Through the use of strategic p|cmning tools that will

ultimately lead to smarter and quicker strategic decisions.

| Certified KPI Professional and Practitioner

This program is meant to improve the practical skills in working with KPls and
deve|oping instruments like scorecards and dashboards. Participants will acquire a
sound framework to measure KPls, starting from the moment they are selected, until

results are collected in performance reports.

| Certified Agile Strategy Execution Professional

The Certified Agile Strategy Execution Professional reflects the best

me+hoo|o|ogies fo |everoge the benefits of o|e|o|oying an in‘regro+eo| strategy and

course

pen(ormonce management framework within organizational settings.
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| Certified Performance Management Professional

This course offers insights and best practices for improving performance in
different scenarios, from data analysis and reporting, decision making and initiative

management, to bui|ding a performance culture.

| Certified Employee Performance Management Professional

Attendees will gain exposure o best practices and key concepts, and will learn how
to establish and use criteria for performance evaluations, from the implementation
stage, to the improvement and maintenance of the company'’s emp|oyee performonce
management system.

Certified Performance Management Systems Audit Professional

This educational program presents a rigorous opprooch to diognosing and oudifing
the maturity of performonce architectures across 5 copobihﬁes: strategic p|c|nning,
performance measurement, performance management, performance culture, and

employee performance management.

Certified Balanced Scorecard Management System Professional

This course focuses on delivering all the information needed to fully comprehend the
value of the Balanced Scorecard, as well as on developing the necessary skills for its

successful imp|emenfoﬂon4

| Certified OKR Professional

This course teaches participants how to set and work with OKRs and offers them the
opportunity to get certified on the ability to deploy and use OKRs in accordance with
The KPI Institute’'s standards, developed through extensive research and practical
know|eo|ge in the field of Performance Management and Objecﬂve Setting.

| Certified Data Analysis Professional

Attendants will understand +hrough procﬂco| |eorning how to eFFec’rive|y collect,
analyze, and interpret data by enabling managers/analysts to draw insights from both

quantitative and quo|i‘roﬂve data, based on historical statistics and trend cmo|ysis.

| Certified Data Visualization Professional

An exclusive framework that provides insights on effective visual communication,
through a rigorous approach to creating visual representations of vast information,

techniques of standardization, and tailored data visualization tools.

Certified Benchmarking Professional

Benchmarking's methodological uniqueness is represented by the identification and
ono|ysis of the processes that lead to a company ochieving superior performonce,
offering the opportunity to compare an organization’s performonce against industry

competitors.
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ADVISORY SERVICES

&

STRATEGY AND BUSINESS PLANNING

Organizational and  Environment Analysis | Corporate
Identity | Objective Setting - Corporate OKRs | Objective
- Strategy Map | KPI Selection for Objectives |

Initiative Mapping \ Strategy Alignment - Balanced Scorecard

Setting

or OKRs | Strategy Review | Strategy Communication

PERFORMANCE MEASUREMENT
KPI Documentation | Target Setting | KPl or OKRs Selection/
Review in operational contexts | Healthogram | Sustainogram

STRATEGY EXECUTION

Strategic/Performance Analysis | Reporting | Business
performance review meeting/decision making | Initiative
portfolio management | Strategy/system recalibration |

Performance Management Culture and Buy-in

OPERATIONAL PERFORMANCE
MANAGEMENT IN CONTEXT

Performance |

Board

Performance | Innovation Performance | Supplier Performance

Project Process Performance |

©

&

&

Elevate your organization’s performance!

Contact us for tailored consulting services.

EMPLOYEE PERFORMANCE
MANAGEMENT

Employee Performance Management System Design |
Organizational Competency Models | Customized Employee
Performance Review Form (Automated) | Performance Bonus

SCthQS

AUDIT

Strategy and Performance Management System Audit |
Capability Development Audit | Governance Audit

ENABLERS

Performance  Management/Strategy

Office

Customized Coaching Program | PM system components

Setup |

review | Project Management Office Setup | Performance

Management Software Implementation

DATA SERVICES

Data Gathering | Data Quality | Data Visualization | Data
Analysis | Data Management

For inquiries, contact Cristina Mihdiloaie, Business Unit Manager - Research

Division: +61 (390) 282 223 | +40 (749) 424 517 | c.mihailoaie@kpiinstitute.com.

Global partner
organizations



PERFORMANCE MAGAZINE

Performancemagazineorg is the online edition of PERFORMANCE
Magazine, the official publication of The KPI Institute, a leading global
research institute specializing in business performance. As an integrated
performancemanagementresource, performancemagazine.orgdeliversindustry
news and updates, insightful editorials, and multimedia content on strategy
and performonce management. Each section features recommendations and
solutions for formulating frameworks, strategies, objectives, and templates.

Performance management specialists get access to comprehensive analyses,
actionable case studies, and top-quality resources produced by industry leaders,

subjec’r matter experts, research ono|ysfs, seasoned consultants, experienced
practitioners, and senior corporate executives across various business sectors.

Visit performancemagazine.org today

www.kpiinstitute.org


https://performancemagazine.org



