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“It’s not what you do, 
but what you achieve”

About

PeopleEconomics® is a 12-point
framework designed by Wall Street that
captures the effects of psychological,
cognitive, emotional, cultural, and
workplace factors that impact the
mindset & decisions of individuals and
ultimately the performance of the
business.

Unlock the full potential of your people.

People are the most valuable asset your
business has. The PeopleEconomics® 12-
point framework is designed to enable them
to perform to their absolute highest
potential.

Understand the power of PeopleEconomics®
to grow your business taking the learnings
from successful businesses to SME’s.
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Understanding the "why" of a business
refers to having a clear and well-defined
purpose or mission that goes beyond just
making profits. It is often referred to as the
company's "purpose". Knowing and
understanding your why is important for
several reasons:

Guides Decision-Making: Having a clear
sense of purpose helps business leaders make
better decisions that align with their values
and long-term vision. It serves as a guiding
principle for all aspects of the business, from
product development to marketing strategies.
Motivates Employees: Employees are more
engaged and motivated when they understand
the bigger purpose of their work. When a
company has a compelling why, it creates a
sense of belonging and meaning for
employees, leading to increased job
satisfaction and productivity.
Builds Brand Loyalty: Customers are more
likely to connect with and remain loyal to a
brand that stands for something beyond just
selling products or services. A strong sense of
purpose can foster a deeper emotional
connection with customers, leading to
increased brand loyalty.
Resilience in Challenging Times: During
difficult times or periods of uncertainty, a
strong sense of purpose can help a business
stay focused and resilient. Understanding their
why provides a North Star to guide the
company through tough decisions and
challenges.

Understand
your why

Attracts Investors and Partners: Investors
and partners often seek businesses that have
a clear and compelling purpose. A strong why
can attract like-minded investors and partners
who share the same values and are more
willing to support the business.
Differentiation in the Market: In competitive
markets, a well-defined purpose can set a
business apart from its competitors. It gives
the company a unique selling proposition that
goes beyond features and benefits, making it
more memorable and distinctive.
Impact on Society and Environment:
Businesses that understand their why are
more likely to consider their impact on society
and the environment. They are more inclined
to adopt sustainable and socially responsible
practices, which can lead to positive
contributions to the world.

Overall, understanding the why of a business
creates a sense of direction, inspires
stakeholders, and fosters a culture that is
focused on a shared vision and values. It is not
just about what a company does or how it does
it but, more importantly, why it does what it
does.

“People don't buy what
you do, they buy why
you do it"
Simon Sinek
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Embedding purpose into a business
involves integrating the company's mission
and values into its culture, operations, and
decision-making processes. Here are some
ways business leaders can achieve this:

Craft a Clear Purpose Statement: Develop a
concise and compelling purpose statement that
reflects the company's core values and long-
term vision. This statement should be
communicated to all employees and
stakeholders to create a shared sense of
purpose.

Lead by Example: Business leaders should
embody the company's purpose and values in
their actions and decision-making. When leaders
demonstrate a strong commitment to the
purpose, it inspires employees to do the same.

Align Organisational Goals: Ensure that the
company's goals and objectives align with its
purpose. Evaluate all business strategies,
projects, and initiatives against the purpose
statement to ensure consistency.

Integrate Purpose into Hiring: During the
hiring process, look for individuals who align
with the company's purpose and values. Hiring
employees who believe in the purpose
enhances the likelihood of a purpose-driven
culture.

How to embed your 
Why into the business
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How to embed your 
Why into the business
Empower Employees: Give employees the
autonomy and resources to contribute to the
company's purpose. Encourage and support
initiatives that align with the purpose and allow
employees to have a positive impact on the
organisation and beyond.

Communicate Purpose Internally and
Externally: Regularly communicate the
company's purpose to employees and
stakeholders through various channels, such as
meetings, newsletters, social media, and
marketing materials. Consistent communication
helps reinforce the purpose and its importance.
Incorporate Purpose in Performance
Management: Include purpose-related goals and
metrics in performance evaluations. Recognise
and reward employees who actively contribute
to the company's purpose.

Social and Environmental Responsibility:
Integrate social and environmental responsibility
into business practices. Implement sustainable
and ethical policies that align with the company's
purpose.

Engage with the Community: Engage with the
local community and participate in charitable
activities that align with the company's purpose.
Building meaningful connections with the
community reinforces the purpose externally.
Regularly Reassess and Refine: Businesses
evolve, and so may their purpose. Regularly
reassess the purpose to ensure it remains 

 relevant and aligned with the changing needs
and aspirations of the organisation and its
stakeholders.

Collaborate with Purpose-Driven Partners:
Collaborate with other purpose-driven
organisations and partners to amplify the
impact and drive positive change collectively.
By embedding purpose into the core of the
business, leaders can create a sense of meaning
and direction for their organisation, fostering a
purpose-driven culture that benefits employees,
customers, and society at large.
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Embracing the company vision and goals is of
significant value for both the organisation and
its employees. When individuals at all levels of
the company fully understand and align with
the company's vision and goals, several
benefits emerge:

Shared Direction: Embracing the company's vision
and goals ensures that everyone within the
organisation is moving in the same direction. It
creates a unified sense of purpose and prevents
fragmented efforts that could hinder progress.

Increased Motivation and Engagement: When
employees connect with the company's vision, they
find meaning in their work beyond just earning a
paycheck. This increased sense of purpose leads to
higher motivation and engagement levels.

Improved Decision-Making: A clear vision and
well-defined goals provide a framework for decision-
making. Employees can evaluate their actions and
choices based on how well they align with the
organisation's objectives.

Enhanced Collaboration: Embracing the
company's vision encourages collaboration and
teamwork. Employees work together towards a
common goal, breaking down silos and fostering a
positive work environment.

Innovation and Creativity: A shared vision and
goals stimulate innovation and creativity. Employees
are more likely to come up with novel solutions to
achieve objectives and drive the company forward.

Higher Performance and Productivity:
Employees who are passionate about the company's
vision tend to be more dedicated and productive

Own the business
vision and goals

They are willing to go the extra mile to contribute
to the organisation's success.

Talent Attraction and Retention: A compelling
company vision and meaningful goals attract top
talent who want to be part of something larger
than themselves. It also aids in retaining
employees who feel connected to the
organisation's purpose.

Positive Company Culture: Embracing the
company's vision fosters a positive company
culture based on shared values and a common
mission. This culture, in turn, attracts like-minded
individuals who fit well within the organisation.

Adaptability to Change: When employees
understand the company's vision, they are more
adaptable to change. They can see the bigger
picture and are more likely to embrace necessary
transformations.

Customer Satisfaction: A workforce aligned with
the company's vision is better equipped to
understand and fulfil customer needs. This
alignment leads to better products, services, and
customer experiences.

Long-Term Success: A strong vision and well-
defined goals provide a roadmap for the
organisation's long-term success. This helps stay
focused and achieve sustainable growth.

In summary, embracing the company vision and
goals creates a sense of purpose, motivation, and
alignment among employees. It serves as a guiding
force for decision-making, drives innovation, and
enhances overall performance, contributing to the
organisation's success and positive impact on both
employees and customers.
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How to embed the business
vision and goals
Embedding the business vision and goals
into the organisation requires a concerted
effort from leaders at all levels. Here are
some effective strategies to achieve this:

Communicate Clearly and Consistently:
Leaders should articulate the business vision
and goals in a clear and compelling manner.
Regularly communicate this information through
various channels, such as town hall meetings,
emails, company intranet, and team meetings.
Repetition helps reinforce the message and
ensures everyone is aware of the vision and
goals.

Lead by Example: Leaders must embody the
values and behaviours that align with the
business vision and goals. Their actions should
consistently reflect the organisation's purpose,
inspiring employees to follow suit.

Cascade the Vision and Goals: Ensure the
business vision and goals are cascaded down
throughout the organisation. Break down high-
level goals into smaller, actionable objectives for
each department and team. This creates a sense
of ownership and responsibility at all levels.

Align Performance Management: Integrate
the business vision and goals into the
performance management process. Tie
employee performance evaluations and
incentives to the achievement of specific
objectives related to the vision and goals.

Provide Resources and Support: Offer the
necessary resources and support to help
employees work towards the vision and goals.
This includes providing training, mentoring,
and access to technology or tools that facilitate
goal attainment.

Create a Culture of Accountability: Foster a
culture where individuals feel accountable for
contributing to the business vision and goals.
Encourage employees to take ownership of
their roles in the larger organisational context.
Celebrate Successes: Recognise and celebrate
milestones and achievements related to the
business vision and goals. Acknowledging
progress reinforces the importance of the vision
and motivates employees to keep pushing
forward.
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How to embed the business
vision and goals
Encourage Feedback and Input: Invite
feedback and suggestions from employees
regarding the vision and goals. Creating an
open and inclusive dialogue allows for
continuous improvement and helps
employees feel invested in the process.

Integrate Vision and Goals into Training:
Incorporate the business vision and goals into
employee training programs. New hires
should be introduced to the company's
purpose and objectives from the outset.

Use Visual Aids: Utilise visual aids, such as
posters, screensavers, and infographics, to
display the business vision and goals throughout
the workplace. This serves as a constant
reminder and reinforcement of the
organisation's direction.

Promote Cross-Functional Collaboration:
Foster collaboration between different
departments and teams to work towards shared
objectives. This helps break down departmental
silos and promotes a unified effort towards the
vision and goals.

Review and Realign Regularly: Periodically
review progress towards the vision and goals
and, if necessary, realign strategies to adapt to
changing circumstances or market conditions.
By incorporating these strategies, leaders can
effectively embed the business vision and goals

into the fabric of the organisation, ensuring that
every employee understands their role in
achieving the larger purpose and objectives of
the company.

www.hrbox.com.au



KNOW
YOUR
PEOPLE

03

www.hrbox.com.au



Knowing your people in business is crucial for
growth and success for several compelling
reasons:

Tailored Leadership and Management:
Understanding the strengths, weaknesses, and
motivations of individual team members allows
leaders to provide personalised guidance and
support. Tailoring leadership and management styles
to each person's needs maximises their potential
and fosters a more productive work environment.

Effective Communication: Knowing your people
helps leaders communicate more effectively.
Different individuals may require different
communication styles or prefer specific channels.
Understanding their preferences enables clearer and
more impactful communication.

Employee Engagement and Retention: When
employees feel seen and valued, they become more
engaged and committed to the organisation.
Knowing your people allows you to create a positive
work culture where employees feel appreciated and
are more likely to stay with the company long-term.

Identification of Potential Leaders: Recognising
the skills and potential of individual team members
helps in identifying future leaders within the
organisation. Nurturing and developing these talents
can lead to a strong and sustainable leadership
pipeline.

Building Trust and Loyalty: Demonstrating a
genuine interest in your people builds trust and
loyalty. Employees are more likely to remain loyal to
a leader who understands and supports their
professional and personal growth.

Effective Team-Building: Understanding the
dynamics and personalities within a team helps

Know your people
leaders build cohesive and high-performing teams.
Leveraging individual strengths and managing
potential conflicts effectively contributes to team
success.

Efficient Talent Allocation: Knowing the
capabilities of your team members enables efficient
talent allocation. Assigning tasks and projects based
on individuals' skills ensures that the right people are
working on the right initiatives.

Adapting to Change: When leaders know their
people well, they can better anticipate how
individuals might react to change. This insight allows
for more effective change management strategies
and reduces resistance during times of transition.

Innovation and Creativity: A deeper
understanding of employees encourages an
environment where diverse perspectives are
welcomed. Employees are more likely to share their
ideas and contribute to innovation and creativity
when they feel valued and respected.

Customer Satisfaction: Happy and engaged
employees are more likely to provide excellent
customer service. Satisfied employees create a
positive customer experience, leading to increased
customer loyalty and business growth.

Health and Well-being: Knowing your people also
involves recognising their well-being and stress
levels. Addressing their needs and ensuring a healthy
work-life balance promotes overall well-being and
reduces burnout.

Knowing your people is fundamental to building a
thriving and successful business. By understanding
and supporting your employees, leaders can foster a
positive work culture, boost productivity, and create
a more resilient organisation capable of navigating
challenges and achieving long-term growth.
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How to appropriately get to
know your people
Getting to know your people in a
professional and relevant way involves
actively engaging with your employees
while respecting their boundaries and
maintaining a professional environment.
Here are some strategies for leaders to
accomplish this:

Regular One-on-One Meetings: Schedule
regular one-on-one meetings with each team
member. These meetings provide an
opportunity to discuss their goals, challenges,
and aspirations. Actively listen during these
sessions to understand their perspectives.

Open-Door Policy: Encourage an open-door
policy where employees feel comfortable
approaching you with their concerns,
questions, or ideas. Make yourself accessible
and approachable to foster open
communication.
Employee Surveys: Conduct anonymous surveys
to gather feedback from employees. Surveys can
cover various topics, such as job satisfaction,
work-life balance, and suggestions for
improvement. Analyse the survey results to
identify trends and areas for growth.

Team-Building Activities: Organise team-
building activities and events that allow team
members to interact in a more relaxed and
informal setting. This fosters camaraderie and
helps you observe how they interact with each
other.
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How to appropriately get to
know your people
Recognise Achievements: Acknowledge and
celebrate individual and team
accomplishments. Recognising their efforts
demonstrates that you value their
contributions.

Ask for Input: Seek employees' input on
important decisions or projects that directly
impact their roles. This demonstrates trust
and shows that their opinions matter.
Performance Reviews and Development Plans:
During performance reviews, discuss career
aspirations and development opportunities with
each employee. Understand their long-term
goals and how the organisation can support
their growth.

Observe and Learn: Pay attention to how
employees work, interact with colleagues, and
handle challenges. Observe their
communication styles and work preferences to
better understand their needs.

Volunteer for Work: Occasionally work
alongside your team members, especially
during busy or critical periods. This hands-on
experience allows you to better understand
their roles and the challenges they face.

Stay Informed about Personal Milestones:
Show genuine interest in your employees'
personal lives by acknowledging important
milestones such as birthdays, work
anniversaries, or life events. Remembering
these occasions adds a personal touch to your
professional relationship
.

Professional Development Support: Provide
opportunities for skill development and
continuous learning. Offer training programs
or workshops that align with their career
aspirations.

Networking and Social Events: Attend
networking events and social gatherings
organised within the company. These events
offer informal settings to connect with
employees on a more personal level.

Maintain Confidentiality: When employees
share personal information or concerns,
respect their privacy and maintain
confidentiality.
Appreciate Diversity: Recognise and appreciate
the diverse backgrounds and experiences of
your team members. Be sensitive to different
cultures, perspectives, and communication
styles.

Remember that building meaningful
relationships with employees takes time and
consistent effort. The goal is to create an
environment where employees feel valued,
understood, and supported, which ultimately
contributes to a more engaged and productive
workforce
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Allowing workers to make mistakes in a high-
performance business can lead to several
significant benefits:

Fosters a Culture of Innovation: Allowing
employees to make mistakes encourages
experimentation and innovation. When workers feel
safe to try new approaches, they are more likely to
come up with creative solutions and push the
boundaries of what's possible.

Learning and Growth Opportunities: Mistakes
offer valuable learning experiences. When
employees make errors, they can analyse what went
wrong, identify areas for improvement, and develop
new skills to prevent similar mistakes in the future.

Increased Risk-Taking: A culture that accepts
mistakes promotes calculated risk-taking. Employees
are more willing to take on challenging projects or
propose unconventional ideas, knowing they won't
be punished for honest errors.

Boosts Confidence and Initiative: When workers
know that mistakes are tolerated, they feel more
confident in taking the initiative and exploring new
possibilities. This increased autonomy can lead to
greater job satisfaction and a sense of ownership
over their work.

Problem-Solving Skills: Dealing with mistakes
requires problem-solving skills. Allowing workers to
handle their errors independently can enhance their
ability to think critically and find effective solutions.

Adaptability to Change: In high-performance
businesses, change is often constant. Allowing
mistakes helps employees become more adaptable
and resilient in the face of uncertainties and
unforeseen challenges.

Make it OK to make
a mistake

Transparency and Honesty: Embracing mistakes
promotes a culture of transparency and honesty.
Employees are more likely to admit their errors
and seek help when needed, which fosters a
supportive and collaborative work environment.

Continuous Improvement: Recognising and
addressing mistakes leads to continuous
improvement. Regularly evaluating and refining
processes based on lessons learned enables the
business to optimise efficiency and effectiveness.

Innovation: Often, breakthrough innovations
emerge from trying new things and learning from
failures. Allowing mistakes can lead to
groundbreaking discoveries and advancements in
products or services.

Trust and Employee Engagement: When
employees feel supported even in moments of
failure, they develop a deeper sense of trust in
their leaders and the organisation. This trust
fosters higher employee engagement and
commitment to the company's goals.

Reduces Fear of Failure: Fear of failure can inhibit
creativity and risk-taking. By accepting mistakes,
the fear of failure diminishes, and employees
become more willing to explore bold ideas and
initiatives.

Leadership Development: Allowing workers to
make mistakes provides leaders with opportunities
to mentor, coach and guide their teams to grow.

It is essential to strike a balance between
encouraging risk-taking and maintaining
accountability. Repeated or negligent errors that
harm the business should be addressed
constructively.
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How to make it safe to make
a mistake
Creating a safe environment where employees
feel comfortable making mistakes requires
intentional efforts from business leaders. Here
are some strategies to foster a culture that
embraces mistakes as learning opportunities:

Lead by Example: Demonstrate that it is
acceptable to make mistakes by openly
acknowledging your own errors and showing how
you learn from them. Share stories of failures that
led to valuable insights and improvements.

Encourage Open Communication: Establish open
and honest communication channels where
employees feel free to discuss mistakes without
fear of retribution. Encourage regular feedback
sessions and make it clear that mistakes will not be
met with harsh judgment.
Set Clear Expectations: Clearly communicate
performance expectations and let employees know
that while mistakes can happen, the focus should be
on learning and improvement.

Frame Mistakes as Learning Opportunities:
Emphasise that mistakes are valuable learning
experiences. Encourage employees to analyse the
root causes of their mistakes and identify ways to
avoid them in the future.

Provide Constructive Feedback: When mistakes
occur, provide constructive feedback rather than
blame. Focus on solutions and ways to prevent
similar errors in the future.

Implement Learning-oriented Policies:
Develop policies that encourage continuous
learning and improvement. For example,
consider establishing "innovation time" where
employees can explore new ideas without
immediate pressure for results.

Recognise Effort and Growth: Celebrate
efforts and improvements rather than solely
focusing on outcomes. Acknowledge
employees who take risks and demonstrate a
willingness to learn from their mistakes.

Establish a No-Blame Culture: Make it clear
that the focus is on solving problems, not on
assigning blame. Avoid a culture where
employees feel the need to cover up their
mistakes due to fear of punishment.

Provide Resources for Growth: Offer
resources such as training, mentorship, or
workshops to support employees in their
professional development and help them build
skills and knowledge.

Encourage Collaboration and Team
Support: Foster a collaborative environment
where team members support each other,
share knowledge, and collectively learn from
mistakes.
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How to make it safe to make
a mistake

Celebrate Failures and Learning Moments:
Organise forums or events where employees
can share their experiences, including
mistakes and lessons learned. Use these
opportunities to celebrate growth and
innovation.

Use Post-Mortem Reviews: Conduct post-
mortem reviews after significant projects or
initiatives. Analyse both successes and failures
to identify areas for improvement and
incorporate lessons learned into future
endeavours.

Offer Psychological Safety: Create a
psychologically safe environment where
employees feel comfortable taking risks and
expressing their opinions without fear of
negative consequences.

By implementing these strategies, business
leaders can cultivate a culture of psychological
safety, continuous learning, and growth.
Embracing mistakes as part of the learning
process can lead to increased innovation,
resilience, and overall success for the
organisation.
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Making business Key Performance Indicators
(KPIs) about outcomes rather than hours or
time spent offers several advantages that
contribute to the overall success and
effectiveness of the organisation:

Focus on Results: Outcome-based KPIs shift the
focus from the process to the end result. Employees
are motivated to achieve specific goals and produce
meaningful outcomes that align with the company's
objectives.

Encourages Efficiency: When KPIs are outcome-
driven, employees are encouraged to find more
efficient ways to achieve the desired results. This
promotes a culture of continuous improvement and
innovation.

Flexibility and Adaptability: Outcome-based KPIs
allow for greater flexibility in how employees
approach their work. They can adapt their methods
and strategies based on changing circumstances to
achieve the desired outcomes.

Aligns with Business Objectives: Outcome-
focused KPIs are directly tied to the organisation's
overall goals and vision. They ensure that employees'
efforts are aligned with the company's strategic
priorities.

Promotes Accountability: Outcome-based KPIs
make it clear what employees are accountable for.
This clarity encourages ownership and responsibility
for achieving the desired outcomes.

Encourages Collaboration: When employees are
measured on outcomes rather than individual tasks
or time spent, they are more likely to collaborate and
support each other to achieve shared goals.

Redefine
productivity

Customer-Centric Approach: Outcome-based
KPIs often reflect the impact on customers and
stakeholders. This ensures that the organisation
remains customer-centric and delivers value that
meets their needs.

Employee Engagement and Satisfaction:
Employees tend to find greater satisfaction and
purpose in their work when they can see the direct
impact of their efforts on achieving meaningful
outcomes.

Measures Effectiveness: Outcome-based KPIs
provide a more accurate measure of the
effectiveness of employees and processes. The
focus is on achieving results that matter, rather
than just completing tasks.
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Redefine
productivity

Adapts to Remote Work and Flexibility: In an
increasingly flexible and remote work
environment, outcome-based KPIs are more
adaptable and relevant than traditional time-based
measures.

Encourages a Growth Mindset: Outcome-focused
KPIs foster a growth mindset, where employees
view challenges as opportunities to learn and
improve rather than fearing potential failures.

Supports Data-Driven Decision-Making: By
measuring outcomes, leaders can make data-
driven decisions based on the actual impact of
initiatives and strategies.

Efficient Resource Allocation: Outcome-based
KPIs help leaders allocate resources effectively,
directing them towards initiatives that generate
the most significant impact.

Sustainability and Long-Term Focus: Outcome-
driven KPIs often encourage a long-term
perspective. Employees are motivated to work on
initiatives that contribute to sustainable growth
and success.

Overall, focusing on outcomes rather than hours or
time spent empowers employees to contribute to
the organisation's success in a more purposeful and
impactful way. It creates a results-oriented culture
that drives performance, innovation, and continuous
improvement.

www.hrbox.com.au



How to change your
productivity mindset
Changing a leader's productivity mindset in
their business involves a deliberate shift in
how they approach work and productivity.
Here are some steps a leader can take to make
this change:

Reflect on Current Mindset: Begin by reflecting
on your current productivity mindset. Identify any
limiting beliefs or habits that might be hindering
your effectiveness as a leader.

Clarify Priorities and Goals: Clearly define your
business priorities and long-term goals.
Understanding what truly matters allows you to
focus your efforts on activities that align with these
objectives.

Embrace a Growth Mindset: Adopt a growth
mindset that sees challenges and failures as
opportunities for learning and improvement.
Embrace the idea that productivity can be
developed and refined over time.

Set Realistic Expectations: Set realistic
expectations for yourself and your team. Avoid
overloading yourself with an excessive workload,
which can lead to burnout and reduced
productivity.

Prioritise Time Management: Develop effective
time management strategies, such as creating to-
do lists, setting time limits for tasks, and using
productivity tools to stay organised.

Delegate Effectively: Delegate tasks better suited
for others, allowing you to focus on high-priority
responsibilities that align with your expertise.
Encourage a Productive Culture: Foster a culture of
productivity within the organisation. Recognise and 

reward employees for their efforts in achieving
meaningful outcomes.

Celebrate Progress: Celebrate both individual and
team progress towards achieving goals. Recognise
milestones and acknowledge hard work to keep
motivation high.

Learn from Productive Individuals: Surround
yourself with productive individuals and leaders
who inspire you. Observe their habits and
approaches to productivity and learn from them.
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How to change your
productivity mindset
Invest in Skill Development: Continuously invest
in your skill development. Attend workshops,
seminars, or online courses to enhance your
productivity-related knowledge and skills.

Implement Feedback Loops: Establish feedback
loops to gather input from team members on how
to improve productivity in the business. Act on this
feedback to drive positive change.

Promote Flexibility and Adaptability: Encourage
flexibility and adaptability in the workplace.
Embrace new tools, technologies, and strategies
that can enhance productivity.

Measure Progress: Use relevant metrics and key
performance indicators (KPIs) to track progress
toward productivity goals. Regularly review
performance and adjust strategies as needed.

Practice Self-Compassion: Be compassionate
with yourself during the process of changing your
productivity mindset. Recognise that change takes
time and effort, and it's okay to make adjustments
along the way.

Remember that changing a mindset is a gradual
process that requires consistent effort and self-
awareness. By taking intentional steps to shift your
productivity mindset, you can become a more
effective leader and drive positive change within your
business.
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Reward the right
behaviour

Rewarding the right behaviours is crucial for
business leaders because it directly impacts
employee motivation, performance, and
overall organisational culture. Here are the
reasons why it's important:

Reinforces Company Values: Rewarding
behaviours that align with the company's core
values helps reinforce the organisation's culture
and mission. It sends a clear message about what
the company stands for and what it expects from
its employees.

Motivates Desired Actions: When leaders
recognise and reward positive behaviours,
employees are more motivated to repeat those
actions. Positive reinforcement incentivises  
employees to go above and beyond and contribute
to the company's success.

Promotes a Positive Work Environment:
Rewarding the right behaviours creates a positive
and supportive work environment. Employees feel
appreciated and valued, which enhances job
satisfaction and employee morale.

Encourages Collaboration and Teamwork:
Recognising behaviours that promote
collaboration and teamwork fosters a cooperative
work atmosphere. Employees are more likely to
work together effectively, leading to improved
productivity and problem-solving.

Sets Performance Standards: By rewarding
desired behaviours, leaders establish clear
performance standards and expectations. This
clarity helps employees understand what is valued
and what they should strive for in their roles.
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Reward the right
behaviour
Improves Employee Engagement: When
employees see their efforts acknowledged and
appreciated, they become more engaged with
their work and the organisation. Engaged
employees are more committed and dedicated to
achieving their goals.

Reduces Unwanted Behaviours: Rewarding
positive behaviours also helps discourage
unwanted or negative actions. When the focus is
on recognising and rewarding the right behaviours,
employees are less likely to engage in
counterproductive activities.

Enhances Employee Retention: Employees who
feel valued and recognised for their contributions
are more likely to stay with the company.
Recognising the right behaviours improves
employee retention and reduces turnover.

Drives Performance and Results: Rewarding the
right behaviours motivates employees to excel in
their roles, driving improved individual and team
performance. This, in turn, leads to better business
results and outcomes.

Boosts Employee Loyalty: When leaders reward
the right behaviours, they build trust and loyalty
among employees. Loyalty contributes to a stable
and committed workforce, essential for long-term
success.

Builds a Culture of Excellence: Recognising and
rewarding the right behaviours fosters a culture of
excellence. It encourages employees to strive for
continuous improvement and excellence in their
work.

Inspires Innovation: Rewarding behaviours that
encourage creativity and innovation fuels a culture
of innovation. Employees feel empowered to think
outside the box and suggest new ideas, leading to
innovative solutions and products.

In summary, rewarding the right behaviours is a
powerful tool for business leaders to shape their
organisation's culture, drive performance, and create
a positive and engaging work environment. It aligns
employees' actions with the company's values and
objectives, contributing to the long-term success of
the business.
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How to identify and reward
the right behaviours
To identify and reward the right behaviours in
business for optimising growth, leaders can
follow these steps:

Define Key Performance Indicators (KPIs):
Clearly define the KPIs that align with the
company's growth objectives. These KPIs should
measure the behaviours and outcomes that drive
growth and success.

Observe and Monitor Performance: Regularly
monitor employee performance and behaviour to
identify those who consistently exhibit the desired
behaviours. Pay attention to both individual and
team contributions.

Seek Input from Team Members: Involve team
members in identifying and recognising positive
behaviours that contribute to growth. Encourage
employees to provide feedback on their
colleagues' contributions.

Establish a Recognition Program: Develop a
formal recognition program that rewards
employees for displaying the right behaviours. This
can include monetary rewards, public recognition,
certificates, or other meaningful gestures.

Tie Rewards to Specific Achievements: Link
rewards directly to specific achievements related
to growth objectives. Make the connection
between the recognised behaviours and the
impact on the company's success clear to
employees.

Promote Peer-to-Peer Recognition: Encourage
peer-to-peer recognition to create a positive
feedback loop within the organisation. This fosters
a culture where employees appreciate and
acknowledge each other's contributions.

Provide Opportunities for Growth: Offer
professional development opportunities to
employees who consistently display the desired
behaviours. Investing in their growth shows their
efforts are valued and supports their continued
success.

Celebrate Milestones and Achievements:
Celebrate milestones and successes related to
growth objectives. Publicly acknowledge and
reward individuals and teams who contributed to
reaching these milestones.

Promote Collaboration and Teamwork:
Recognise and reward behaviours that promote
collaboration and teamwork. Highlight instances
where employees worked together to achieve
common goals.
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How to identify and reward
the right behaviours
Be Specific with Feedback: When providing
feedback, be specific about the behaviors that led
to positive outcomes. This helps employees
understand what is valued and what they should
continue to do.

Stay Transparent: Be transparent about the
criteria for recognition and rewards. Avoid
favouritism and ensure that the process is fair and
consistent.

Encourage Continuous Improvement: Recognise
employees who demonstrate a commitment to
continuous improvement and learning.
Acknowledge their efforts to grow and develop
professionally.

Align Recognition with Company Values: Ensure  
the recognised behaviours align with the
company's core values. Use recognition to
reinforce and promote these values throughout
the organisation.

Regularly Review and Adjust: Continuously
review the effectiveness of the recognition
program and adjust as needed. Solicit feedback
from employees to make improvements and
ensure it remains relevant and impactful.

By implementing these strategies, leaders can create
a culture where the right behaviours are identified,
recognized, and rewarded, leading to optimised
growth and a motivated and engaged workforce.
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Awaken the
potential

Awakening the potential that lies dormant in
workers at every level of business is of
paramount importance for several compelling
reasons:

Untapped Talent Pool: Employees at all levels
possess diverse skills, knowledge, and experiences
that may go unnoticed or under-utilised.
Awakening their potential unlocks this talent pool,
leading to greater creativity and innovation within
the organisation.

Increased Productivity: When employees' full
potential is realised, their productivity and
efficiency improve. Motivated and engaged
employees are more likely to go above and beyond
to contribute to the organisation's success.

Enhanced Problem-Solving: Unleashing dormant
potential encourages employees to think critically
and offer unique perspectives. This fosters
effective problem-solving and leads to better
decision-making.

Adaptability and Resilience: Employees with
awakened potential are more adaptable and
resilient in the face of challenges and change. They
are willing to embrace new responsibilities and
tasks, making the organisation more agile.

Employee Satisfaction and Retention:
Recognising and developing employees' potential
increases job satisfaction and fosters a sense of
purpose and fulfilment. Satisfied employees are
more likely to stay with the company long-term.

Innovation and Creativity: When employees are
encouraged to explore their potential, it stimulates
innovation and creativity. They are more willing to
propose new ideas and contribute to the
organisation's growth.
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Awaken the
potential
Positive Work Culture: Awakening potential
promotes a positive work culture where
employees feel valued and empowered. This
fosters a supportive and collaborative
environment.

Leadership Development: Identifying and
nurturing potential in your employees can lead to
the development of future leaders within the
organisation. This creates a strong leadership
pipeline for long-term success.

Diverse Perspectives and Inclusion: Awakening
potential brings diverse perspectives to the
forefront. Embracing diverse talents and
experiences promotes inclusion and diversity
within the organisation.

Competitive Advantage: Organisations that
awaken and harness the potential of their
workforce gain a competitive advantage. They can
innovate faster, adapt to market changes more
effectively, and attract top talent.

Maximising Resources: Utilising the full potential
of employees maximises the organisation's
resources. It ensures that the skills and abilities of
each employee are put to the best use for
achieving business goals.

Positive Impact on the Bottom Line: Employee
potential that is awakened and utilised efficiently
contributes to improved performance and
business outcomes, positively impacting the
organisation's bottom line.

Fostering Growth Mindset: Emphasising
potential and development encourages a growth
mindset among employees. They become more
willing to learn and grow, leading to continuous
improvement.

Social Responsibility: Embracing the potential of
workers at all levels aligns with the social
responsibility of organisations to support the well-
being and development of their workforce.

In summary, awakening the potential that lies
dormant in workers at every level in business leads
to a thriving and dynamic workforce. It drives
innovation, fosters a positive work culture, and
ultimately contributes to the organisation's
sustainable growth and success.
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How to identify and awaken the
hidden potential in your people
Identifying and awakening the hidden
potential in a team requires proactive
leadership and a genuine interest in the growth
and development of employees. Here are some
strategies for business leaders to achieve this:

Observe and Listen: Pay close attention to your
team members' behaviours, skills, and interests.
Listen to their ideas, feedback, and aspirations to
identify hidden talents or untapped potential.

Encourage Self-Assessment: Encourage team
members to reflect on their strengths,
weaknesses, and career goals. Self-assessment can
help individuals recognise their hidden potential
and areas for improvement.

Provide Opportunities for Growth: Offer various
opportunities for learning and development, such
as training programs, workshops, seminars, and
mentorship. These experiences can help team
members discover and nurture their potential.

Assign Challenging Projects: Assign team
members to projects that align with their strengths
and interests, even if they are slightly outside their
current roles. Challenging assignments can help
unearth hidden talents.

Promote a Growth Mindset: Create a culture that
embraces a growth mindset, where mistakes are
seen as learning opportunities, and continuous
improvement is encouraged. This mindset inspires
team members to explore their potential.
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How to identify and awaken the
hidden potential in your people
Encourage Cross-Functional Collaboration:
Encourage team members to collaborate with
colleagues from different departments. Cross-
functional interactions can help them discover new
skills and interests.

Provide Constructive Feedback: Regularly
provide constructive feedback to team members,
highlighting their strengths and areas for
improvement. Guidance and support can
encourage them to leverage their potential
effectively.

Offer Support and Resources: Ensure team
members have the necessary resources and
support to explore and develop their potential.
This could include access to training materials,
mentorship, or career counselling.

Create a Safe Environment: Foster a
psychologically safe environment where team
members feel comfortable taking calculated risks
and stepping outside their comfort zones. This
safety encourages them to explore their hidden
potential.

Lead by Example: Demonstrate your commitment
to continuous learning and growth as a leader. Share
your own experiences of discovering and developing
your potential to inspire your team.

Use Strengths-Based Approaches: Focus on
leveraging team members' strengths rather than
solely focusing on their weaknesses. Capitalising
on strengths can lead to exceptional performance.

Promote Peer Recognition: Encourage team
members to recognise and appreciate each other's
efforts and contributions. Peer recognition fosters
a supportive and collaborative environment.

Set Stretch Goals: Set challenging but achievable
goals for team members. Stretch goals can
motivate individuals to push beyond their
perceived limitations and discover new
capabilities.

By implementing these strategies, business leaders
can identify and awaken the hidden potential in their
team members. Nurturing this potential not only
benefits individual employees but also contributes to
the overall growth and success of the organisation.
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Anticipate Change
Anticipating changes in their business and
teams is crucial for a business leader for
several reasons:

Proactive Decision-Making: Anticipation allows
leaders to make proactive decisions rather than
merely reacting to changes. Being ahead of the
curve enables them to prepare and strategise
effectively.

Navigating Uncertainty: Anticipating changes
helps leaders navigate uncertain situations with
more confidence. They can develop contingency
plans and be better prepared for potential
challenges.

Seizing Opportunities: By anticipating changes,
leaders can identify emerging opportunities and
capitalise on them before competitors do. This can
lead to a competitive advantage in the market.

Adapting to Market Shifts: Markets and
industries are constantly evolving. Leaders
anticipating change can adapt their business
strategies to stay relevant and competitive.

Staying Agile: Anticipating changes allows leaders
to foster an agile and flexible organisation. Being
prepared for shifts in the business environment
helps the company respond quickly and efficiently.

Employee Engagement and Morale: Anticipating
changes and communicating them transparently
to the team fosters a sense of trust and stability.
This can positively impact employee engagement
and morale.

Effective Resource Allocation: Leaders who
anticipate changes can allocate resources more
effectively. They can allocate funds, time, and talent
where they are needed most to meet future
demands.

Risk Mitigation: Anticipating potential risks and
challenges helps leaders develop risk mitigation
strategies. This reduces the likelihood of negative
impacts on the business.

Strategic Planning: Anticipation is essential for
strategic planning. Leaders can set long-term goals
and develop roadmaps to achieve them while
considering potential changes that may occur.

Change Management: Anticipating changes
allows leaders to plan and execute change
management processes more smoothly.
Employees are better prepared for transitions,
reducing resistance.

Customer-Centric Approach: Anticipating
changes in customer needs and preferences allows
leaders to maintain a customer-centric approach.
The business can proactively tailor products and
services to meet evolving demands.

Innovation and Creativity: Anticipating changes
encourages a culture of innovation and creativity.
Leaders and teams are encouraged to think
outside the box and develop solutions for future
challenges.

Building Resilience: Anticipating changes builds
resilience in the organisation. The ability to foresee
and adapt to change strengthens the company's
ability to withstand external disruptions.

Maintaining Business Continuity: Anticipating
changes helps leaders ensure business continuity
during transitions or unforeseen events. The
company can continue operations with minimal
disruptions.

Anticipation is a critical skill for business leaders. It
enables them to lead with foresight, respond to
challenges effectively, seize opportunities, and
maintain a competitive edge.
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How to keep ahead and
anticipate changes
To more effectively anticipate changes in the
business and teams, a business leader can
follow these strategies:

Stay Informed: Regularly gather and stay updated
on industry news, market trends, and economic
indicators. Being well-informed helps identify
potential shifts that may impact the business.

Conduct Environmental Scanning: Engage in
environmental scanning to assess the external
factors that could influence the business. This
includes analysing competitors, regulatory
changes, and emerging technologies.

Encourage Open Communication: Foster a
culture of open communication within the
organisation. Encourage employees to share their
insights, concerns, and ideas about potential
changes they foresee.

Network and Collaborate: Build a strong network
of industry peers, experts, and mentors.
Collaborating with others can provide diverse
perspectives and help identify trends early on.

Analyse Data and Metrics: Analyse relevant data
and key performance indicators (KPIs) to identify
patterns and trends that may indicate future
changes or opportunities.

Scenario Planning: Conduct scenario planning
exercises with key stakeholders to explore various
potential future scenarios. This can help the team
prepare for different outcomes.

Engage in Strategic Planning: Develop a robust
strategic planning process that includes anticipating
changes in the industry and market. Align the
business strategy with the potential future
landscape.

Seek Customer Feedback: Gather feedback from
customers to understand their changing needs
and preferences. Customer insights can guide
business adaptations.

Monitor Social and Cultural Trends: Keep an eye
on social and cultural trends that may impact
consumer behaviour or workforce dynamics.

Develop a Learning Culture: Cultivate a learning
culture within the organisation. Encourage
employees to continually develop their skills and
knowledge to adapt to future changes.
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How to keep ahead and
anticipate changes
Encourage Innovation: Foster innovation
throughout the organisation. Encourage
employees to experiment with new ideas and
solutions to address future challenges.

Regularly Assess Team Dynamics: Assess team
dynamics and performance regularly. Understand
team strengths and areas for improvement to
better respond to changes.

Stay Agile: Develop agile processes and structures
that respond quickly to changes. Embrace
flexibility in decision-making and resource
allocation. 

Leadership Development: Invest in leadership
development for yourself and your team. Strong
leadership skills are crucial for effectively
navigating change.

Monitor Employee Engagement: Monitor
employee engagement and morale regularly.
Engaged employees are more likely to be proactive
and adapt to changes positively.

Encourage Cross-Functional Collaboration:
Promote collaboration across departments to
ensure a holistic understanding of potential
changes.

Learn from Past Experiences: Reflect on past
experiences and how the business handled
changes. Identify lessons learned to apply in future
scenarios.

By incorporating these strategies into their
leadership approach, business leaders can improve
their ability to anticipate changes, make informed
decisions, and proactively prepare their business
and teams for the future.
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Make it Ok to be authentic
Allowing employees to be their authentic
selves is essential for business growth for
several compelling reasons:

Enhanced Employee Engagement: When
employees can be their authentic selves, they feel
more engaged and connected to their work. This
emotional investment in their roles leads to higher
productivity and commitment to the company's
success.

Fosters Creativity and Innovation: Embracing
individuality and diverse perspectives encourages
creativity and innovation within the organisation.
Authenticity brings fresh ideas and approaches,
leading to new solutions and products.

Inclusive Work Culture: An inclusive work culture
that values authenticity attracts and retains top
talent. Employees from diverse backgrounds feel
valued and respected, leading to a more diverse
and capable workforce.

Improved Team Collaboration: When employees
are encouraged to be authentic, they are more
likely to communicate openly and honestly. This
transparency enhances team collaboration and
problem-solving.

Higher Job Satisfaction: Allowing employees to
bring their whole selves to work leads to greater
job satisfaction. When employees feel valued for
who they are, they are more likely to stay with the
company and be committed to its success.

Positive Impact on Employee Well-being: An
authentic work environment reduces the pressure
to conform and suppress one's identity. This
positively impacts employee mental and emotional
well-being.

Empowerment and Autonomy: Embracing
authenticity empowers employees to make
decisions based on their unique perspectives and
strengths. This autonomy leads to more
responsible and creative decision-making.

Stronger Employer Brand: A company that
celebrates authenticity and diversity becomes an
attractive employer brand. It draws in talent who
seek a supportive and inclusive work environment.

Customer Connection: Employees who can be
authentic are more relatable to customers. This
leads to stronger customer relationships and
loyalty.
Conflict Resolution: Authenticity fosters open
communication, making it easier to address conflicts
and challenges constructively.

Adaptability to Change: Authentic employees are
more adaptable to change and can readily
embrace new strategies and opportunities.

Alignment with Company Values: An authentic
work culture reinforces the company's core values.
Employees who can be themselves align more
closely with these values.

Encourages Growth Mindset: Embracing
authenticity supports a growth mindset, where
employees are more open to learning and
developing their skills.

Inspires Leadership: Authentic leaders serve as
role models, encouraging others to be authentic and
promoting a positive work culture.

Overall, creating an environment where employees
can be their authentic selves nurtures a culture of
trust, respect, and inclusivity. This positive work
culture drives employee satisfaction, innovation, and
collaboration, all of which are critical for business
growth and success.
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How to encourage authenticity
in the workplace
Encouraging and role modelling authenticity in
the workplace is essential for a business leader
to foster a culture of trust, openness, and
inclusivity. Here are some ways a leader can
promote authenticity among employees:

Lead by Example: Be authentic and genuine in
your interactions with employees and colleagues.
Share your own experiences, both successes, and
challenges, to demonstrate vulnerability and build
trust.

Encourage Open Communication: Create an
environment where open and honest
communication is valued. Welcome feedback and
ideas from employees and actively listen to their
concerns.

Promote Diversity and Inclusion: Embrace
diversity and inclusion in all aspects of the
organisation. Celebrate the unique backgrounds
and perspectives of employees.

Recognise and Value Individuality: Recognise
and appreciate the individual strengths and talents
of employees. Encourage them to bring their
unique skills and personalities to their roles.

Celebrate Authenticity: Recognise and celebrate
instances where employees demonstrated
authenticity, transparency, and integrity in their
actions and communications.

Provide Opportunities for Growth: Offer
professional development opportunities that allow
employees to explore their authentic selves and
develop their skills and interests.

Empower Decision-Making: Empower employees
to make decisions and take ownership of their
work. Encourage them to express their ideas and
make contributions based on their authentic
perspectives.

Support Work-Life Balance: Encourage a healthy
work-life balance that allows employees to be true
to themselves both inside and outside the
workplace.

Address Bias and Stereotypes: Be proactive in
addressing bias and stereotypes within the
organisation. Create an inclusive environment that
rejects discriminatory attitudes and behaviours.

Be Accessible and Approachable: Make yourself
approachable to employees at all levels. Be
available to listen to their concerns and ideas
without judgment.

Promote Team Collaboration: Foster a
collaborative environment where employees can
contribute their unique strengths to achieve
common goals.

Recognise Vulnerability as Strength:
Demonstrate that vulnerability is a strength, not a
weakness. Share your own learning experiences
and setbacks to show that growth comes from
embracing challenges.

Provide Mentorship and Support: Offer
mentorship and support to employees who are
exploring their authentic selves or facing
challenges related to authenticity.

Avoid Micromanagement: Trust your employees
to perform their tasks and respect their autonomy.
Micromanaging can stifle authenticity and
creativity.
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How to encourage authenticity
in the workplace
Offer Flexibility: Provide flexible work
arrangements when possible to accommodate
employees' individual needs and preferences.

Address Workplace Stress: Address workplace
stress and create a culture that prioritises
employee well-being. High-stress environments
can inhibit authenticity.

Create Safe Spaces: Establish safe spaces where
employees can express themselves without fear
of judgment or repercussions.

Communicate Organisational Values: Clearly
communicate the organisation's values and
expectations regarding authenticity and
inclusivity.

By embodying authenticity and promoting it within
the workplace, a business leader can create a
positive and supportive work culture that
encourages employees to be their true selves. This
leads to increased employee engagement,
creativity, and collaboration, ultimately driving the
business toward growth and success.
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Everybody is an ambassador
Treating every employee and every step of the
work processes in a company like they are
brand ambassadors is crucial for several
reasons:

Consistent Business Representation: Every
interaction an employee has with customers,
suppliers, or stakeholders reflects the company's
brand. Treating employees as brand ambassadors
ensures a consistent representation of the brand
values and identity.

Positive Customer Experience: Employees who
embody the brand values and act as brand
ambassadors create a positive and memorable
customer experience. This enhances customer
satisfaction and loyalty.

Reputation Management: Business ambassadors
act as advocates for the company. They are more
likely to handle challenges and conflicts in a way
that preserves the company's reputation.

Brand Loyalty and Advocacy: Employees who
feel valued as brand ambassadors are more likely
to develop strong brand loyalty. They become
natural advocates for the brand in their personal
and professional networks.

Internal Brand Alignment: Treating every step of
the work processes as a brand ambassador
reinforces the importance of aligning internal
practices with the company's brand identity.

Enhanced Employee Engagement: Recognising
every employee as a brand ambassador fosters a
sense of pride and ownership. Engaged employees
are more committed to their work and the success
of the company.

Business Authenticity: Authentic business
ambassadors genuinely believe in the brand and
its values. This authenticity resonates with
customers and stakeholders, building trust in the
brand.

Value-driven Decision-Making: Employees who
see themselves as brand ambassadors are more
likely to make decisions aligned with the
company's values and long-term objectives.

Improved Team Collaboration: The collective
effort of employees acting as brand ambassadors
enhances teamwork and collaboration. Team
members work together to uphold the brand
image.

Attracting Top Talent: A company with a
reputation for treating employees as brand
ambassadors becomes an attractive employer for
top talent. Potential hires are drawn to
organisations that prioritise brand culture. 
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Everybody is an ambassador
Crisis Management: In times of crisis, brand
ambassadors can serve as the company's first line
of defence offering support and communicating
the brand's response.

Internal Brand Advocacy: Brand ambassadors
actively promote the brand within the company.
This leads to increased employee referrals and a
positive impact on the company's employer brand.

Customer Acquisition: Satisfied customers who
experience the positive impact of brand
ambassadors are more likely to refer new
customers to the company.

Alignment with Brand Promise: Viewing every
step of the work processes as a brand ambassador
reinforces the company's commitment to
delivering on its brand promise.

Long-term Sustainability: Cultivating a culture
where every employee is a brand ambassador
contributes to the long-term sustainability and
success of the company.

In summary, treating every employee and every step
of the work processes as brand ambassadors
strengthens the company's brand identity,
reputation, and customer loyalty. It fosters a positive
work culture and aligns internal practices with the
company's brand values, ultimately contributing to
the company's growth and success.
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Identifying your ambassadors
To identify the people who are doing the best
at representing your business internally and to
customers, a leader can take the following
steps:

Observe Interactions: Pay attention to how
employees interact with colleagues, customers,
and stakeholders. Observe their communication
style, professionalism, and level of engagement.

Gather Feedback: Seek feedback from customers,
colleagues, and team members regarding their
experiences with different employees. Feedback
can provide valuable insights into how well
individuals represent the business.

Monitor Customer Reviews: Monitor customer
reviews, testimonials, and feedback about specific
employees. Positive reviews often highlight
exceptional representation of the business.

Assess Customer Satisfaction: Analyse customer
satisfaction surveys to identify employees who
consistently receive positive feedback from
customers.

Track Sales Performance: For customer-facing
roles, track sales performance and customer
acquisition rates. High-performing employees
often excel at representing the business to
customers.

Evaluate Employee Engagement: Engaged
employees are more likely to represent the
business positively. Assess employee engagement
levels to identify those who are more committed to
their roles.

Review Customer Complaints: Pay attention to
customer complaints and how employees handle
them. Those who effectively address issues while
maintaining a positive image of the business are
valuable representatives.

Recognise Employee Advocacy: Identify
employees who actively advocate for the business
both inside and outside the workplace. They may
participate in company events, engage on social
media, or refer potential customers.

Assess Brand Alignment: Evaluate how well
employees align with the company's brand values
and messaging. Those who embody the brand
identity are strong representatives.

Track Employee Referrals: Employees who refer
potential customers or top talent are often strong
brand advocates.

Consider Leadership Influence: Assess how
leaders and managers influence their teams to
represent the business positively. Leaders who set a
strong example often have a cascading effect on
their team members.

Use Performance Reviews: Incorporate criteria
related to representing the business into employee
performance reviews.
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Identifying your ambassadors
Solicit Input from Colleagues: Gather input from
colleagues who work closely with each other. They
may have valuable insights into each other's
representation of the business.

Organise Team Discussions: Conduct team
discussions or meetings to discuss the importance
of representing the business and share success
stories of employees who excel in this area.

Provide Training and Development: Offer
training and development opportunities that focus
on effective communication, customer service, and
representing the business.

By using these strategies, a leader can identify
employees who consistently excel at representing
the business both internally and to customers.
Recognising and celebrating these individuals can
encourage others to follow suit and contribute to a
positive and authentic representation of the
business.
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Make doing business simple
Automating and simplifying systems in
business is essential for various reasons that
contribute to overall efficiency, productivity,
and success. Here's why it's important:

Increased Efficiency: Automation streamlines
repetitive tasks, reducing the time and effort
required to complete them. This allows employees
to focus on more strategic and value-added
activities, increasing overall efficiency.

Reduced Human Error: Automated systems are
less prone to human error compared to manual
processes. This minimises the risk of mistakes,
data inaccuracies, and potential financial losses.

Consistency and Standardisation: Automation
ensures consistency and standardisation in
processes. This leads to reliable outcomes and
improves the quality of products or services
delivered to customers.

Faster Turnaround Times: Automated systems
can perform tasks at a much faster pace than
manual processes, leading to quicker turnaround
times for customers and internal operations.

Cost Savings: Automating tasks reduces the need
for extensive manual labor, leading to cost savings
in the long run. It optimises resource allocation
and makes the business more cost-efficient.

Scalability: Automated systems can scale easily to
handle increased workloads without significant
additional effort or resources, making them
suitable for business growth.

Improved Customer Experience: Simplifying
processes and automating customer-facing tasks
can lead to a smoother and more pleasant
customer experience.

Data Accessibility and Analysis: Automation
facilitates data collection and analysis, providing

valuable insights for making informed business
decisions.

Real-Time Monitoring and Reporting:
Automated systems often come with real-time
monitoring and reporting capabilities, allowing
leaders to track performance metrics and make
timely adjustments.

Adaptability to Change: Automated systems are
generally more adaptable to changes in business
requirements, making it easier to adjust processes
in response to evolving market demands.

Enhanced Collaboration: Simplified and
automated systems promote better collaboration
among teams and departments, as tasks can be
easily tracked and shared.

Focus on Innovation: By simplifying routine tasks
through automation, employees can focus on
innovation, creative problem-solving, and driving
business growth.

Competitive Advantage: Businesses that
embrace automation and simplicity gain a
competitive advantage by being more agile,
responsive, and efficient in their operations.

Compliance and Risk Management: Automated
systems can help ensure compliance with
regulations and reduce the risk of non-compliance
issues.

Employee Satisfaction: Simplified and automated
systems reduce the burden of mundane tasks,
leading to higher employee satisfaction and
engagement.

Overall, automation and simplicity in business
processes create a more streamlined and effective
operation. It empowers employees to focus on
strategic initiatives, improve customer experience,
and stay competitive in a rapidly changing business
landscape.

www.hrbox.com.au



Identifying system automations
In a growing business, various systems can be
automated and streamlined to enhance
efficiency and support scalability. Here are
some types of systems commonly automated
to aid a growing business:

Customer Relationship Management (CRM)
System: Automating CRM processes helps manage
customer interactions, sales leads, and customer
data. It streamlines sales and marketing efforts,
allowing for better customer engagement and
relationship management.

Email Marketing and Automation: Automated
email marketing campaigns can nurture leads,
welcome new customers, and send personalised
content based on customer behaviour, improving
customer retention and conversion rates.

Inventory Management System: Automating
inventory management helps track stock levels,
reorder products automatically when inventory is
low, and optimise inventory turnover, reducing stock-
outs and overstocking.

Accounting and Finance Systems: Automating
financial processes, such as invoicing, expense
tracking, and financial reporting, ensures accuracy,
reduces manual errors, and streamlines financial
management.

Human Resources Information System (HRIS):
HRIS automates employee data management,
payroll processing, performance reviews, and
time-off tracking, making HR processes more
efficient and accurate.

Project Management Software: Automating
project management tasks, such as task
assignments, progress tracking, and resource
allocation, helps manage projects more effectively
and ensures timely completion.

Marketing Automation Platform: A marketing
automation platform helps streamline marketing
campaigns, lead nurturing, social media
management, and performance analytics,
maximising marketing ROI.

Customer Support and Help Desk System:
Automating customer support tasks, such as ticket
management and automated responses, improves
response times and customer satisfaction.

E-commerce and Online Sales Platform:
Automating the e-commerce platform can handle
online sales, order processing, and customer data
management, improving the overall online
shopping experience.

Supply Chain Management System: Automating
supply chain processes, including procurement,
order fulfilment, and logistics, enhances supply
chain visibility and reduces lead times.
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Identifying system automations
Data Analytics and Business Intelligence Tools:
Automated data analytics and BI tools help
businesses collect, analyse, and visualise data,
enabling data-driven decision-making and
performance tracking.

Social Media Management Tools: Automating
social media posting, scheduling, and monitoring
enables businesses to maintain a consistent online
presence and engage with their audience
effectively.

Employee Onboarding and Training Systems:
Automating onboarding processes and training
programs ensures a smooth transition for new
hires and ongoing skill development for
employees.

Internal Communication Platforms: Automated
internal communication tools streamline company-
wide announcements, collaboration, and
information sharing, improving team efficiency
and transparency.

Customer Feedback and Surveys: Automated
customer feedback systems help gather valuable
insights to enhance products, services, and
customer satisfaction.

By automating and streamlining these systems, a
growing business can optimise its operations, reduce
manual errors, and free up resources to focus on
strategic initiatives and expansion. It allows the
business to scale efficiently and deliver a better
experience to customers and employees alike.
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Measure successes 
and constantly evolve
Measuring your people's success and
continually evolving in business is vital for
several reasons:

Performance Evaluation: Measuring employee
success allows you to assess individual and team
performance objectively. This helps identify areas
of strength and areas that may need
improvement.

Goal Alignment: Tracking success metrics ensures
that individual and team goals are aligned with the
overall business objectives. It keeps everyone
focused on achieving outcomes that contribute to
the company's growth.

Identifying High Performers: Measuring success
helps identify high-performing employees who
excel in their roles. Recognising and rewarding
these individuals can motivate them and
encourage others to strive for excellence.

Employee Development: Regular evaluation of
performance provides valuable feedback for
employee development. It helps identify training
needs and areas where individuals can grow and
develop their skills.

Incentive and Compensation: Performance
measurement forms the basis for incentive
programs and compensation decisions. Rewarding
high performers appropriately can boost
motivation and engagement.

Continuous Improvement: Continually evolving
and improving in business is essential for staying
competitive and meeting changing market
demands. Measuring success helps identify
opportunities for improvement and innovation.
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Measure successes 
and constantly evolve
Adaptability to Change: Measuring success
enables businesses to be more adaptable to
changes in the market or industry. By understanding
performance metrics, leaders can respond promptly
to challenges and opportunities.

Data-Driven Decision-Making: Data-driven
decision-making is more reliable and objective.
Measuring success provides the data needed to
make informed choices about strategies and
resource allocation.

Employee Engagement and Satisfaction:
Focusing on measuring success and continuous
improvement shows employees that their
contributions are valued. This can lead to higher
employee engagement and job satisfaction.

Enhanced Accountability: Measuring success
holds individuals and teams accountable for their
performance. It encourages a culture of
responsibility and ownership within the
organisation
.
Benchmarking: Performance measurement
allows businesses to compare their success against
industry benchmarks and best practices. This
information helps identify areas where they may
need to catch up or excel.

Customer Satisfaction: Successful employees and
teams often contribute to better customer
satisfaction. Positive customer experiences lead to
customer loyalty and repeat business.

Team Collaboration: Measuring success can
foster healthy competition among teams, leading
to increased collaboration and knowledge-sharing
to achieve better results.

Risk Management: Evaluating performance and
continually evolving helps identify and mitigate
potential risks before they become significant
issues
.
Long-Term Sustainability: Businesses that
consistently measure success and adapt to
changing circumstances are better positioned for
long-term sustainability and growth.

In conclusion, measuring your people's success and
embracing continuous evolution is critical for driving
growth, engaging employees, and ensuring long-
term success in a dynamic business environment. It
supports strategic decision-making, employee
development, and a culture of accountability and
improvement.
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How to measure your people
performance 

Customer Feedback: Customer satisfaction surveys
and feedback ratings provide insights into how well
employees are meeting customer needs.

Time Management: Monitoring time
management metrics helps ensure employees are
using their time effectively and prioritising tasks
appropriately. Remember it isn't always about the
hours they spend but the outcomes they achieve.

Leadership and Management Effectiveness: For
managers, metrics may include team performance,
employee satisfaction within the team, and
turnover rates.

Revenue per Employee: Calculating the revenue
generated by each employee helps gauge their
contribution to the organisation's financial success.

Employee Turnover Rate: Employee turnover
rate measures the percentage of employees who
leave the company within a specific period. A high
turnover rate may indicate potential issues.

It's important to note that while metrics can be
valuable tools, they should be used judiciously and in
the context of the organisation's specific goals and
values. Measuring employee performance is not just
about quantifying numbers but also understanding
the individual's contributions, growth, and potential.
Regular feedback and open communication play a
crucial role in employee development and
motivation.
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Getting the best 
out of your people
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Meet 
Leah
Akoka

About

At Wall Street, we believe that a strong
corporate culture is the foundation for
ongoing business success. Our
PeopleEconomics® framework can help
any organisation, big or small, to grow
their people and strengthen their culture.

Wall Street was founded in 2001 by Leah
Akoka, formerly a highly respected people
leader at Dodo Internet. As time went on,
Wall Street has evolved into a leading
Human Resources supplier, with clients
across more than 15 industries.

Leah has pioneered the HR outsource
model including developing our
proprietary HRIS system to enable
automation and simplification of all
aspects of the HR process. 

What sets apart Wall Street is the way
the team is able to assist with
compliance and administration
efficiencies but with advice that has a
commercial mind focused on business
growth and performance. 

Founder of Wall Street HR
Systems and Services

“I believe every person 
is capable of greatness"
Leah Akoka
Wall Street
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Contact us to see how we 
can embed PeopleEconomics   
into your business 

®

www.wallst.com.au

Head Office 
Level 13, 10 Queens Road
Melbourne, VIC 3004
P: 03 9868 9950
F: 03 9868 9951

We service regions
nationally across Australia
and New Zealand.

OUTSOURCE SERVICES:

Human Resources Advice
HR Administration

Compliance
Proprietary HRIS: CentralStation™

Templates & Resources
Payroll Services

Conciliation Representation
Training

Recruitment Services
Internal Communications

Culture Change 

Small
Business
Packages
Available

Call our HR experts to see how we can help
you manage and empower your people  

Ask us for a demo 
of our HRIS system
CentralStation™
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