MIND YOUR

CULTURE GAP
TO KEEP YOUR TOP TALENT

Senior business leaders are increasingly concerned about finding and keeping top talent.1 Curb recruiting costs
and boost retention by shifting your workplace culture2 to better fit what high-potential women and men want.

WORKPLACE CULTURE

The behavior required to fit in and
be successful in an organization.

CULTURE GAP

The difference between the current and preferred workplace cultures—
that is, the culture high potentials have vs. the culture they say they want.

THE NARROWER THE CULTURE GAP3
The More Likely High Potentials Are to Stay.
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A narrower culture gap and greater
employee satisfaction combine to predict
high potentials’ intention to stay.6

23%

WOMEN AND MEN AGREE ON THE CULTURE GAP
CONSTRUCTIVE
BEHAVIORS

Emphasize integrity,
collaboration,
achieving one’s
potential, and
supporting others.

AGGRESSIVE
BEHAVIORS

Emphasize
perfectionism,
power, competition,
and opposition.

Both high potential
women and men
would prefer to work
in cultures that are
more constructive and
less aggressive.7
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AGGRESSIVE
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Both agree that the
biggest gap in their
workplace cultures
is that they are not
constructive enough.8
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HOW YOU CAN CLOSE THE CULTURE GAP
A constructive workplace culture is better for women, men, and organizations.9 Companies that
close the culture gap have an edge when it comes to retaining top talent—especially women.10

Encourage ongoing
dialogue across the
organization about how
a constructive culture
aligns with and supports
your organization’s vision,
mission, and values.11

Ensure transparency
in your performance
management systems
so that employees
understand how to
engage in and role model
constructive behavior.

Recognize and reward
employees who
model and champion
inclusive, constructive
behavior.12

ABOUT THIS SAMPLE
The sample included 148 women (30%) and 344 men (70%) who were working full time in one of 43 countries at the time of the survey and who earned their MBA degrees
at premier business schools from around the globe over a span of about ten years. Of all respondents: 88% worked in for-profit corporations or professional services
organizations; 12% worked for not-for-profit, government, or educational institutions; 67% worked for global organizations; 21% worked for national organizations; and the
remainder worked in regional or local firms. At the time of the survey, 40% held C-suite or senior-executive positions.
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(2014), “63% of CEOs said availability of skills was a serious concern, an increase of 5% on 2013.” In PwC’s 18th Annual Global CEO Survey (2015), the percentage of
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