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			Additional praise for

			Take Care of your People

			“Job one for any leader is to take great care of the people in the company. In this comprehensive book devoted to a company’s most precious asset, Paul Sarvadi offers piercing insights derived from years of dedication to the topic in an engaging and readable style.”

			Gary Kelly, CEO and Chairman, Southwest Airlines

			“Paul Sarvadi created a new business from scratch, and took it public within a decade on the merits of consistent double-digit growth. So when he writes a book on the lessons he learned about success on that journey, I want those lessons in my head, don’t you? But before opening your copy of Take Care of Your People: An Enlightened CEO’s Guide to Success, be sure a highlighter is handy. You’ll need it.”

			Jim Blasingame, Author, The 3rd Ingredient

			“Take Care of Your People is a must-read.  In an age of Artificial Intelligence and Robotics, Paul Sarvadi reminds organizations of the importance of human capital management. People are the most critical asset to any business, and Paul shares his vast knowledge of how to build an organization based on this most fundamental truth.”

			Dr. Eli Jones, Speaker, Author, Professor of Marketing, 
and Dean of Business Education

			“Paul is living proof that you can be wildly successful in business while leading by inspiration, not intimidation. It’s refreshing to see the magic tools to success start with the simple act of taking care of your people.”

			Jim Nantz, Commentator and Sports Personality

			“Paul has captured the subtle yet complex interplay between strategy and systematic execution in a practical and impactful way. His incredible vision, deep understanding of organizations and people and lessons learned from experience have given us a great playbook for developing impeccable organizational hygiene. I deeply respect the grit and determination that has led the Insperity senior team to build not only a world class company but also pioneer an entire industry.  BoyarMiller is a much better organization because of our relationship with Insperity and I am blessed to call Paul a friend.  We will be even better as we apply the lessons and guidance so humbly shared in Take Care of Your People.”

			Bill Boyar, Founding Shareholder, BoyarMiller

			“Do you know what your ‘people policy’ is—Paul Sarvadi’s book is a valuable read on what matters most in an organization viz. the strength of its human capital.  Offering words of wisdom infused with a common sense approach that comes from leading a company that has repeatedly demonstrated its ability to be a ‘top 100 workplace’, the book offers valuable suggestions on growing a sustainable organizational culture, goal setting, building trust and an actionable approach to the idea of servant leadership.”

			Latha Ramchand, Provost and Executive Vice Chancellor for Academic Affairs, University of Missouri
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Foreword

			I’ve worked for several organizations of different sizes and types, and in many different roles. As I look back on my journey, I’ve come to realize there’s one common thread that separates the great businesses from the good ones: the people behind them. 

			That’s why I was thrilled when my friend Paul Sarvadi shared his book, Take Care of Your People: An Enlightened CEO’s Guide to Success, with me. This book embodies all the things I value and put into practice when I was chairman and CEO of Yum! Brands, Inc., one of the world’s largest restaurant companies, featuring Taco Bell, KFC, and Pizza Hut.

			Like Paul, I’ve come to realize the power that people—employees—have over the success of a business. You have to build your people capability first. Only then can you satisfy customers and make money. 

			When Paul started Insperity, the well-being of his people was top of mind. He had a clear mission and vision for the culture he aspired to create. He saw the return that could come from investing in and supporting the people in his business, the businesses he served and the communities these businesses shaped. He didn’t do it solely for personal success. He did it because he truly wanted to make a difference in the lives of his employees, clients, and community as a whole.

			I wish more business owners started with this same approach. There is an absolute urgent need for more positive leadership, like Paul’s, in the world.

			Leadership is a privilege. As a leader, you have been given the ability to change lives. You were chosen to lead because at some point you demonstrated the skill, ability, and potential to guide and influence others. Your people are looking to you to help them succeed. It’s your responsibility to coach them to be the best they can be.

			In this book, Paul gives you a clear-cut road map—not just a general overview—of how to become a genuinely influential leader and build a people-first company. His ten strategies provide a true play-by-play of what you should know or do at every turn.  

			Since retiring from Yum! Brands, I have recently founded a leadership development company, OGOLead, based on teaching these very strategies. Like Insperity, we are mission driven: make the world a better place by developing better leaders. Servant leadership is at the core of what we believe. Our leaders are taught to engage, equip, and elevate their people, so they can rise to their full potential and consistently make a positive impact on the organization.

			If you’re like me, you have a million ideas for improving your business and developing your people. Great ideas, but putting them into action isn’t always as straightforward. In this compelling read, Paul teaches you how to think strategically as well as systematically, to help you finally get your ideas off the ground. 

			It’s not every day that you get clear, practical, proven advice like this, from someone who’s been right where you are. There’s a reason why his company has been voted among the best places to work nationwide more than 146 times—and the number-one best place to work in Houston, the fourth largest city in the country, four years in a row.

			I would be remiss if I didn’t say, even with lots of inspiration and determination, there were times when I wasn’t sure about my journey to success. After all, I was just a kid who grew up in a trailer park (many trailer parks, actually) and worked his way up the ranks one job at a time. 

			The leadership hat can be a heavy one to bear, and it made me weary—especially since I had a group of people counting on me to make game-changing decisions and lead the way. I often questioned if I was doing the right thing, making the right choices. Was I good enough? 

			That’s why Paul’s tenth “bonus” strategy hit me the hardest. He hones in on the relentless conviction and faith you have to have in yourself, your mission, and your vision in order to succeed. This chapter is real. It’s raw. It’s Paul’s heart and soul on paper. 

			I was incredibly moved. It really touched the core of how I felt so many times when my convictions were challenged and I had nothing but my faith to see me through. When it seems impossible to persevere (and it will at some point, trust me), cling to the advice in this chapter. It’ll give you the power to push through even in the toughest times.

			Use this book as your “North Star” or guiding light. Take Care of Your People will transform the way you look at your current business or shape the way you start a new one. Instead of focusing solely on areas such as sales and marketing, technology, finance, etc., you’ll learn to focus on your people first. And that is, without a doubt, what matters most.

			Everybody makes a difference. As business leaders, it’s our duty to design a culture within our companies where everyone can be appreciated and recognized for the value they bring to the organization.

			—David C. Novak
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Chapter One

			
Take Care of Your People

			As a small- or medium-sized business (SMB), you face many obstacles. Some days, it probably seems like the minute one problem is solved, another rears its ugly head. And as the captain of the ship, all the responsibility falls on you. 

			I know, because I was there too once—contending with a never-ending string of crises, challenges, setbacks, and upheavals as I worked to get my incipient business off the ground. But from the very start, I always knew there was one thing, above all else, that we would have to get right in order to thrive: our staff—our human capital. I have been at the helm from the startup phase to CEO of a publicly traded company with several thousand employees. The common thread through every stage is, the people make the difference. That’s your guiding light, your North Star that will keep propelling you toward greatness, even when nothing else seems to be going your way.

			This book will teach you how to take care of your people, because when you get that right, everything else falls into place.

			At Insperity, the company I co-founded in 1986, we understand the demands of human capital management better than anyone; after all, we practically invented the HR-outsourcing industry to help SMB owners like yourself. Payroll, hiring, terminating employees, performance management, benefits, legal compliance: the administrative tasks a business owner must contend with are numerous, varied, and constantly in flux. It’s a full-time job to keep up with all of it; in fact, it’s much more than a single full-time job. You need a dedicated team of professionals to really handle it. For a small- or medium-sized business owner—whether you’re an upstart first-time entrepreneur or a decades-long veteran—dealing with all this stuff can leave you feeling overwhelmed, drowning in an alphabet soup of acronymic regulations, personnel paperwork, and administrivia.

			The velocity of business has changed. Information zips around at the speed of light. In days gone by, we could control messaging more easily, framing it carefully as it cascaded down layer by layer within an organization. Now, information seems to move along one flat and frenetic plane, where a thousand people already know about a new development or change in the market before you even have a chance to respond to it. That’s not a problem in and of itself; it just means we need a more innovative, thoughtful approach to HR that keeps us ahead of the curve.

			Our approach is simple: we allow companies to succeed by taking care of the things that might distract you from the bigger picture, helping you control expenses, minimize risk exposure, and maximize your opportunities for revenue generation. But nobody can really take care of your people if you’re not doing everything you can do to take care of them in the first place. I know how hard it can be. It’s taken me decades to learn the secrets of how to do it right.

			And now I want to share those secrets with you.

			The Human Capital Strategy Multiplier 

			There are five major strategic areas that are key to any organization’s success: sales, finance, operations, technology, and human capital. Most companies effectively address only a few of these areas, but the most successful organizations manage all five. 

			In working with thousands of SMBs over the years, I’ve found that the most frequently neglected area is human capital—and that’s unfortunate, because your people as a group are the most critical asset of your business. 

			It’s understandable why this gets sidelined. Most business leaders are naturally inclined to focus on the other areas, like sales and finance, that fall more in their entrepreneurial wheelhouse. The day-to-day demands of running a company; the urgency of resolving problems in sales, finance, operations, and technology; and the strategic precedence of the sexier, flashier, and more engaging strategic areas divert attention from HR concerns. For entrepreneurs, human capital sometimes seems like the fifth wheel or the ugly stepchild of commerce; everyone knows it’s there, but no one quite knows what to do with it. Or even wants to deal with it.

			But relegating human capital management to the back burner can be detrimental to a company’s success, since a well-rounded human capital strategy is not just an administrative necessity; it’s central to growth. It allows a company to run better, grow faster and make more money. It enables you to attract and hire the right people, retain and develop key talent, reward and maintain top performers, and effectively lead them.

			Furthermore, a strong human capital strategy elevates each of the other four elements, a fact that underscores its dynamic and pivotal role within a smoothly running enterprise. Sales, finance, operations, and technology all need human capital to thrive. They all depend on having the right people in the right places doing the right things.

			There’s a wealth of empirical data that supports this claim, too. The following chart contains information from a study conducted over several years by three college professors and published in The HR Scorecard: Linking People, Strategy, and Performance. This chart measures the performance of 429 public companies. The companies in the top 10 percent of strategic HR practices perform better (in terms of sales per employee and market value) than those in the bottom 10 percent of HR rankings. This shows the dramatic impact of a sound human capital strategy. 

			[image: ] 

			Source: Brian E. Becker, Mark A. Huselid, and Dave Ulrich, The HR Scorecard: Linking People, Strategy, and Performance (Boston: Harvard Business Press, 2001), 16-17.

			Some of the most successful companies (or those that are in their prime growth phase), such as Google, Apple, Marriott International, Southwest Airlines, and General Mills, have been led by visionary leaders who understand the important role that people play in the success of the organization. Companies included on Fortune magazine’s “100 Best Companies to Work For” list typically have one common denominator—a strong human capital strategy.1 That strategy provides a firm with an organizational cohesion that is flexible enough to allow for evolution and change, but strong and sturdy enough to provide long-term consistency, reliability, and guidance. 

			Put simply, people will make—or break—an organization. And if you as the company head can’t understand what makes people tick, you won’t be able to get a handle on things, even when enlisting outside help from a company like ours. The CEO wears many hats, and one of the most important is the “behavioral scientist” hat. You must have an intuitive understanding of what motivates people. What compels them to do well—or causes them to fail. How to inspire them to work for a common cause, day in, day out, with a clear understanding of their roles within the organization. 

			This is perhaps the hardest part of the job. Human relations are complicated because human nature is complicated. Even after all these years in the business, people continue to surprise me. Each day, I learn something new about human nature, encounter new challenges in human capital management that I haven’t dealt with before. People are complex and dynamic beings. You can try to fight it—or you can understand it and use it to your advantage.

			When you finally get it, you’ll find that everything clicks into place. Your people will work for you because they enjoy it. They’ll fulfill their responsibilities not because they “have” to, but because they “get to.” They’ll produce “discretionary effort,” that coveted going-above-and-beyond kind of performance that eludes so many workplaces where the CEO doesn’t know his people, doesn’t understand what lights a fire inside them.

			What we’re talking about here is alignment. One of the most important hats the entrepreneur puts on each day (and I do mean each day) is the “alignment hat.” It underpins everything you do as part of your human capital strategy.  

			As we help business leaders assess their companies, we often find that the goals are misaligned. For example, although the CEO and executive team may have a clear understanding of the company’s culture, the rest of the company—key leaders and employees—do not have the same perception. Alignment is essential for all aspects of the human capital strategy, including the company’s mission, goals, and objectives; job roles and expectations—everything. When one or several areas are disconnected, the entire organization is at risk. 

			And speaking of risk, the risk associated with personnel issues is enormous. Each employee—from the moment an application is completed until seven years after a termination—represents a level of employment risk under the laws and regulations with which every business owner must comply. Failure to meet the myriad and mercurial legal obligations can lead to fines, penalties, bankruptcy, and even, in extreme cases, litigation or criminal prosecution. Handling all that is a tall order for anyone, much less a busy executive juggling a hundred other tasks at once to keep the ship on course.

			I have stood where you stand. I know the pressures you face, the time you lack, and the fear you have of making changes that might result in lost productivity or the departure of valued employees. This book will help you take a closer look at your company in order to uncover which components of your human capital strategy are missing or broken, and how you can improve them. It will allow you to assess the strengths and weaknesses of your strategy, pinpointing what you’re doing right while identifying areas for improvement, en route to building your own comprehensive human capital strategy custom to your business.
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Chapter Two

			
Ten Strategies (and Decades of Wisdom)

			In 1986, my business partner Jerry McIntosh and I started a company with three clients, two desks, and one phone with a really long cord. We weathered many trials and tribulations, picked ourselves back up when we were knocked down, learned what to do (and what not to do), and were fortunate to enjoy many successes along the way. As a result, I have great respect and appreciation for those who choose to take the entrepreneurial journey, because I know what it’s like to start your own business. I’ve endured the difficult sacrifices that owning a business requires: taking everything you have saved, borrowing all you can, and dumping everything, including yourself, into your vision. In return, you get to work sixteen-hour days, reinvest every nickel and dime you make over the next few years, and contend with a perpetual, nagging fear that maybe none of this is going to work out.

			But take it from me—eventually (hopefully), your commitment and perseverance will pay off. Today, I smile when I reminisce about our early struggles. Since then, Insperity has grown to an internationally respected powerhouse, employing 3,100 people in more than 70 locations across the United States. We serve more than 100,000 clients with a combined workforce of two million employees. As a trusted advisor to America’s best businesses, Insperity provides administrative relief, better benefits, reduced liabilities, a state-of-the-art HR-technology infrastructure, and a customized service plan for maximizing productivity and profitability—in short, big-business benefits for small- and medium-sized firms. Our business performance solutions help you better manage expenses and employee performance, control time and attendance costs, recruit and retain key talent, provide round-the-clock access to dependable technology, affordably insure the business, improve workforce alignment and productivity, and more. 

			With revenues of $3.3 billion, Insperity has continued to grow at a compound annual growth rate of more than 15 percent since its 1997 debut on the New York Stock Exchange (NYSE: NSP). We have also received over a hundred workplace-related awards throughout the country, including “Best Places to Work,” “Best Places to Work For,” and “Top 100 Workplaces.” This includes four years in a row as the number one best place to work in Houston, Texas—the nation’s fourth largest city and our hometown. Many of these awards are determined in large part by surveys of Insperity employees themselves. We don’t just assist other companies with their human capital needs—we walk the walk too, providing a model for what a good “people policy” looks like.

			If It Doesn’t Exist, Create It Yourself

			Imagine starting a company without an industry. When Insperity began, the concept of “HR outsourcing” was so novel, it was a challenge to even explain to people (including creditors and investors!) what we were doing. There was no successful competitor to learn from, no trade association to provide guidance—we didn’t even know the right category in which to list ourselves in the phone book! Soon, we realized that we weren’t merely founding a company, we were creating a new industry. Now that’s a startup! 

			Jerry and I had to figure it all out by ourselves. Blazing a new trail all on our own was as exciting as it was daunting. But we never wavered. We knew how powerful Insperity’s service offering was and the positive impact it could have on small- and medium-sized businesses. 

			We also knew that after our first attempt, working for another firm (prior to starting Insperity), went bankrupt, we had to take a different approach the next time—one that was more philosophical in nature, that really considered the foundational values of the company, not just how it would make money. Therefore, the development of Insperity’s first business plan did not begin, as most business plans do, with cold, hard economics. Instead, it revolved around people and values:  

			What kind of company do we want to build?

			How would we want employees to describe our company?

			How can we turn a profit while living out our values every day?

			Just before Christmas in 1985, Jerry and I sat down one evening and talked through these questions. That conversation permanently altered the course of our lives. That night, the seed of a multibillion-dollar company was planted. Insperity was born out of the belief that regardless of how good our business ideas might be, or how hard we worked, the kind of company we’d create would be determined by our human capital strategy. Insperity’s eventual success would be inextricably linked to the success of our people. 

			With that guiding principle in mind, our focus shifted to fine-tuning our human capital approach: 

			What kind of employees do we want to hire? 

			How will we treat them?  

			How do we expect employees to treat each other?  

			What are our expectations about the way we treat our clients, vendors, and stakeholders? 

			The answers to these simple questions formed the philosophical foundation of the multibillion-dollar company that thrives today. And those questions are as relevant to us now as they were at the beginning. Everything starts, and ends, with your people.

			Strategic vs. Systematic

			Developing an effective human capital strategy requires both a strategic and a systematic approach to planning and implementation. What’s the difference between the two? The strategic side is more creative and subjective, and it focuses on the big picture, whereas the systematic side is more logical and objective, emphasizing the parts or the details. Strategic thinking is chiefly concerned with “concept,” whereas systematic thinking centers on “execution.” For example, strategic thinking might produce a great idea for a new business, product, or service, while systematic thinking generates the technical and logistical processes to realize it. Both approaches work hand in hand to produce great things.

			Naturally, most people prefer one style of thinking over the other. But a successful human capital plan includes a mix of both styles. You can come up with a visionary new idea, but if it lacks the processes or systems to implement it, nothing will come of it. The same can happen when a systematic process or technology is developed independent of strategy; if that process or technology is disconnected from a broader goal or vision, it simply does not serve a purpose. 

			Engaging in strategic and systematic thinking together produces a more complete, more effective human capital plan, one where the strategic and systematic elements function symbiotically, strengthening and reinforcing each other. This is not just theoretical verbiage that sounds nice in a business book; it’s a proven and practical approach that has strengthened our organization and the thousands of businesses we’ve supported for more than thirty years, and it’s a theme we’ll come back to many times in the following chapters.

			A Common Language 

			An effective HR strategy that really takes care of your people covers all three levels of HR activity. The base level of HR is the administration layer, which is transaction driven. This layer includes meeting responsibility for the sensitive data and information you keep on your staff, and compliance with laws and regulations required as an employer. Complexity is the enemy in this layer coupled with the ongoing repetitive nature of payroll and government reporting.

			The second level of HR is the process layer, which is event driven. Hiring, firing, enrolling in benefits, changes to employees’ pay, benefits or job functions—all of these carry risk if processes are not properly identified and followed. For small- and medium-sized companies, this layer is the most problematic because of the wide variety of events driving this layer of HR activity happen randomly and consistent process management is seldom a strong point in small business.

			The third level of HR is the strategic layer, which is outcome driven. This is when a company wants to achieve a specific outcome like lower turnover or increased sales or service results. This layer is where the highest level of understanding of HR practices and behavioral science meet to help a business achieve strategic objectives.

			Three Levels of an Effective HR Strategy
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			An effective HR strategy will address all three layers with strategic and systematic thinking combining HR technology and HR expertise in a “software with a service” model. Each specific HR strategy will be developed and executed with the one overarching goal of demonstrating to your people you really care about them.

			Ten Strategies to Launch You into the Stratosphere

			In each of the following chapters, I’m going to show you specific solutions you can implement today—ten core human capital strategies that will enable you to soar past your competitors: 

			Strategy #1 is “Getting your culture right.” Whether your corporate culture is created by design or evolves naturally on its own, it’s really the foundation for everything else. 

			Strategy #2 concerns “Finding, hiring, and keeping the best”—techniques for recruiting and retention that turn your workforce into a team of all-stars who gel with one another and support the organization’s culture. 

			Strategy #3 deals with the thorny issue of compensation and rewards—how to keep your people happy with their salary and benefits and figuring out who should be paid what so that you can attract top talent without busting your budget. 

			Strategy #4 is a “playing-defense” strategy—protecting yourself and the company from damaging lawsuits and legal claims while ensuring compliance with an ever-changing bevy of regulations. 

			Strategy #5 is about “knowledge rightly applied”—getting the most out of your workforce by optimizing performance reviews, training, and professional development. 

			Strategy #6 teaches how to “turn bureaucracy into high performance” by harnessing the right HR technology in the right way. 

			Strategy #7 concerns an important but often-overlooked issue: if you’re buying or selling a company, what do you need to know about the “people” issues before making the transaction? 

			Strategy #8 addresses organization and leadership strategy—even the best employees need a leader at the helm who can direct the company and ensure all the moving parts are running together.

			Strategy #9 discusses communication strategies. 

			Strategy #10 is about “entrepreneurial conviction”—the value of having faith in yourself and what you’re doing as you work to build something great. 
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Chapter Three

			
Strategy #1: Getting Your Culture Right

			Corporate culture is like the oil in an engine. It’s not a mechanical component or moving part of the engine, but rather the lubricant that allows it to run smoothly and effectively. The culture sets the tone for the company, and it defines how the organization treats employees and how employees should act toward each other, the customers, vendors, and other stakeholders. Corporate culture affects every component of a human capital strategy, from the company’s recruiting and selection of employees to performance management, compensation, and employer liability management. 

			Corporate culture—the organization’s unique personality that influences behaviors and attitudes—is not just a touchy-feely concept about how good or bad employees feel, but rather a powerful driver of corporate success. 

			Every company has a corporate culture, whether it’s by accident or by design. The culture is either purposefully and strategically developed by the leadership to support the company’s mission, or it’s left to chance and naturally evolves on its own. Whatever the case, the culture is a living, breathing thing that strongly impacts individual and corporate performance. 

			Your People Define Your Corporate Culture

			At Insperity, we custom-built our corporate culture based on certain values that we wanted to embody—values that would not only be the foundation of a profitable business, but also create an environment that was pleasant to work in.

			Though our culture was methodically designed by the leaders of the organization, it’s still a two-way street that runs “bottom-up” as much as “top-down.” Culture is not merely something executives create and then foist onto the workforce. It’s really employees who shape the culture; in fact, there would be no culture without them. Employees define a company’s culture by answering one simple question: “What is it like to work at this company?” If the answer isn’t good, you have a problem.

			Remember that corporate culture thrives on trust; after all, the culture is largely characterized by the relationship between the company and its people. A good culture encourages a deep level of confidence within each employee in knowing not just what to do, but also how and why to do it. This trust facilitates the alignment of personal goals with the vision of the company, allowing everyone to work together symbiotically.

			Corporate Culture and Individual Effort

			One reason corporate culture is so important is that it has a concrete impact on individual effort. When employees know what behaviors and actions are encouraged and rewarded by the organization, they develop a sense of emotional stability and feel comfortable to perform their roles without looking over their shoulders at every turn. In other words, a positive corporate culture enables employees to reach their full potential by cultivating confidence in themselves and their work. 

			Conversely, an emotionally draining or draconian culture has the opposite effect, making employees doubt themselves, mistrust their coworkers and supervisors, and go about their day unhappily or in fear of being reprimanded for the slightest oversight. That’s bad for business: unhappy employees tend to make unproductive employees. 

			But when employees understand the expectations and are rewarded for following them, they can move freely without one foot on the gas and the other on the brake. This certainly propels any engine to perform better and faster.

			Corporate Culture and Team Collaboration

			A positive, well-defined, and supported corporate culture can also dramatically affect team performance for the same reasons. Emotional stability is even more critical in a group collaboration due to the natural dynamics and perceived risks team members recognize in a collective setting. The same individual doubt about making decisions that stems from a negative corporate culture is multiplied many times over in a group situation. 

			A negative corporate culture can give rise to Machiavellian politics, backbiting gossip, and indecisiveness. When people are unsure how and why decisions should be made, they feel unsafe and are less likely to stick their neck out. But when a group of talented people is presented with clear expectations, know their mission, and possess a firm understanding of the values of the organization, their innovative capacity is unleashed—they’re free to do great things, knowing they’re acting within an organizational culture that supports them.

			An Extension of the Brand

			Your corporate culture extends beyond employee morale and productivity. Ultimately, it’s an extension of your brand; it affects your firm’s reputation in the marketplace and the community. In a sense, the culture is the interface between the company and the world at large—the thing that links the “internal” environment of the business itself and the “external” presence of the company in the eyes of clients, collaborators, competitors, and the general public. 

			In other words, as the culture goes, so goes the brand. You can’t put forward a good face to the world if your employees are miserable at work. Cultivating a healthy, positive culture “on the inside” will boost your organization’s public stature and status. And as we’ll discuss more in the following chapter, having a strong “employment brand”—being recognized as a great place to work—will draw top talent to your company.

			Consider, for example, the well-known example of Southwest Airlines, which has built a culture—and a brand—that emphasizes light-hearted humor and fun as a fundamental part of the employee and consumer experience. Humor and fun are also essential qualities of our culture at Insperity. I’d go so far as to say that I don’t think you can really build a positive and productive culture without making things fun on some level. We’re an HR company that deals with very serious matters, but that doesn’t mean that humor has no place. On the contrary—you need that jocularity in your culture to strike the right balance and keep people happy.

			I know this aspect of it can get lost or overlooked, especially if you’re at the top. Fun? Who has time for fun when you have half a dozen fires to put out by Tuesday. Everything falls on the shoulders of the CEO. Everyone’s livelihood depends on how well you do your job. It is, needless to say, a sobering undertaking. But you need to allow yourself to have a good time, too. To laugh. To crack jokes. Your people look to you as a leader, and that doesn’t just mean they take orders from you; it means they emulate your behavior as well. If they see you enjoying yourself at work, that enjoyment will be contagious. 

			Developing a Mission Statement and List of Core Values

			Before “corporate culture” and “work-life balance” became buzzwords in corporate America, Jerry and I were already focused on creating an environment that would encourage high-octane productivity while keeping our employees satisfied—the sort of rare environment that would make us the envy of the business world.

			If you’re pursuing the “culture by design” track, then it should start with creating a mission statement and list of foundational values. In our company’s early days, we toiled over and tweaked these statements until we felt they captured what we wanted to build. In the years since then, we have regularly revisited both our mission and values to assess the need for updates—but I guess we did it right the first time, since only twice have we altered the mission statement, and only once did we need to adjust the core values. 

			Insperity Mission Statement	

			Our mission is to help businesses succeed so communities prosper.

			Insperity Values

			
					Integrity as the cornerstone of personal and corporate conduct.

					Respect for the worth of the individual.

					Achieving goals through servant leadership and teamwork.

					Commitment to high standards and the pursuit of excellence.

					Accountability as a means to elevate individual and corporate performance.

					Innovation as a fundamental driver of long-term success.

					Embracing change as an opportunity to learn and improve.

					Contributing to the communities where we live and work.

					Perseverance through an abiding faith and optimism.

			

			Once these values were established, we focused on how to incorporate them into the culture and gain employee commitment. The goal was for employees to rely upon and reflect these principles in their daily actions and interactions with each other, our clients, prospects, vendors, and stakeholders. Today, each member of our management team is committed to communicating and demonstrating these values on a daily basis. We know that it is important to lead by example, which is consistent with our servant leadership style of management that I will discuss in chapter ten. 

			Long-Term Commitment

			Formulating a culture is not a “one and done” task; it’s something that you implement over the long haul, taking concrete actions to make it into something real. Practice what you preach, in other words. 
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