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Insync Surveys chief executive Nicholas Barnett says high performance is hard to achieve but possible with the right leadership

1 Thev are: be ‘What if we develop our 6. Listen and adapt to
lgn ore the ?bVlOllS 1. Live an inspiring vision. people and they leave?' but customer needs. High-
at your perll, and Hanging a vision statement on ‘What if we don’t developthem  performance organisations take
the wall won’tdo. and thev stay?' " a long-term view about
watch them walk 2. Communicate clear strat- 4. Go out of your way to customers and are more likely to
egies and goals. The more you recognise your people. It often partner with them on programs
THERE are seven things that say, the less people hear, says costs very little to thank the of mutual benefit.
separate the best organisations Barnett. People may remember  employees and recognise their 7. Continually improve your
from those that want to be the thevision statement alot better  efforts. systems. Inadequate systems can
best without putting in the ifit is three carefully chosen 5. Genuinely care for your be a hindrance.
required effort. words, rather than a 50-page people. Insync Surveys The first six of the seven
They underscore everyday decumant emphasises the notion of the habits are about soft skills, says
activities, weekly planning and 3. Develop your people. The unwritten psychological Barnett.
big-picture strategic views,says  Insync Surveys study observes contract between employers and Despite this, 80 per cent of
Nicholas Barnett, chief that many executives are employees. “If employees organisational training is about
executive of Insync Surveys, reluctant to develop their ive that this contract has the harder skills, which explains
which has developed theseven-  employeesas they believe the en broken, theirtrustin—and  how easily organisations can
habits compass for high investment will be wasted if they itment to — their ignore the self-evident.
performance. leave. “ The concern should not loyer will be diminished.” PADMA IYER
proach that they use for a major angle at the bottom of everyday e triangle. It is about the vi- need the best cathedral in the
technology change program.” activities,” Barnett says. “You sion,theauthenticity,thepurpose, land.” The organisational values
Cultural change is about the move up through weekly and the meaning. The bottom of the  havetoseep through the everyday
soft stuff, the intangibles that in-  quarterly plans and at the top is activities to get the best out of the

volve engagement and relation-
ships. “It’s about what I call the tri-

the vision and values of the organ-
isation. The soft stuff is at the top

tyi?‘glq is all about putting one
rick on top of another, and the
op of th? triangle is about ‘we

workforce. “If people are more en-
gaged and believe there is mean-






