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What is Employee
" Engagement”

A 20.1'4 G,allup Poll 'de‘fines emp.loyee. engagementas being
-_involved in, enthusiastic about and committed to work and the
.-'workplace Gallup IS talkrng about a profound connectlon here.
How many of us can say that our employees feel anintense
connection to our busmess our products or services, and our:.
mission? Unfortunately the Gallup Poll found that only 31% of
_3employees do:.

I Irke to say employee engagement 5 happenrng when an .

~ employee- gives over their mind; body. and soul each day at
";work Mind refers to the decrsron that an employee makes

i every day,-every-minute, to be engaged Body refers to the
behavior or actions they take each-day to further your busrness
and.the mission. Soul refers to emotions and feelings that one -
"-.has towards Work —if employees feel happy, for example they
- wiill produce - o S

Bottom Irne is that lf your employees feel a profound
*,_connectlon to What your organization is doing, they will glve
~"over the mind, body and soul every day at work and that wrll
drive. your busrness success ‘

: There sa lot of other good thlngs that come out of employee
:iengagement to0. For example, a 2016 research study by

| Brandon Hall Group found that. organlzatlons that prioritize.

engagement and ll_n_l_< it to performance — hav_e_ employees _i~i'



who are. 62% more. I|ker to promote the organlzatlon |nternaIIy
and externally over those who do not. According to a 2016 -

~ study by the Aberdeen Group, companles with an employee
_.:engagement program see. 233% greater customer onalty, and
26%. greater annuaI mcrease in revenue over those '
organlzatlons that do not '

“In both of the's'e studies th'e' authors aresure to point out that
~ these numbers come from organlzatlons with clear. processes
for bundlng and measurlng engagement and tyrng it to o
performance. That means ad-hoc, once-in-awhile-we-do- - |
'":somethlng related to- engagement programs probably vvont

- dnve these numbers |

This. eBook will not’ glve you the tooIs to create a- .
*,comprehensrve program that-you can then tie to performance
x'customer serV|ce and sales revenue. '

What -it W_iII give you, however, is-a'place to start. | find that .-~
~many organizations ignore employee engagement because
it feels elusive;.and then it feels expensive. Rather than.get
caught up: in the fear and do noth|ng this eBook will help you
do somethlng Once you get started you can butld from there

The tips in here are free.

No excuses! Get started!




Seven Areas of Focus

And Actlon Items for Each

I'm the klnd of person who Iooks for patterns and in domg a
_ whole lot of research on bundmg engagement I notlced that

::-:no matter what list, article or book | read about engagement,
~ the conversation was always centered around the foIIowmg
seven areas '

1. Fee 1ng va ued
2. Connection to. work
- 3. Positive relatlonshlps

4. Work environment
5oTrust in leadershlp

6. Opportunities to grow-'

--_7 Recogmtlon o




Feeling valued is abput being appreciated understanding | |
‘ Why your role is |mportant and feelrng I|ke you're contrlbutlng '
.j-ito the organtzatlon o

For example when | was the D|rector of HR for a flnanC|aI |
| services company we. h|red f|Ie cIerks who came in after hlgh
";.;school each day to file. £ £

In my n'aivety when I'trained th‘em'fcr their jc'bs 1 told them,
“Here's the stack. of papers plck up.a paper, find the number

ot corresponds with, and file.it. Repeat i didn't make any

"'attempt to heIp them see why this was vaIuabIe partly
because | didn't really think it was all that valuable until
somethrng bad happened o

.:‘:One clerk toOk large chunks of paperwc‘rk and stuffedit into
random files in an effort to reduce the amount of flllng she ;
had to’ do She d|d th|s several tlmes because she didn’t '_i'?

thrnk it mattered

Clients were getting angry

that we'd lost their information -
and customer service: reaIIy
. suffered. Turns out, file

| ‘clerks are contrlbutlng to
custemer service, and of |
course good service means .-




more customers They weren t just f|Ie cIerks they were an.
extensmn of customer service! My file clerks didn’t see the -

value in thelr jObS because I'd failed to help them see it, but

Af'now I reallze every single. jOb in your company prowdes value
It's yourJob to heIp each person see: that.

9 Ways to Show Employees
o You Value Them

: ,"1 Look employees in the eye and say thank you
- | 2. Start all staff meetmgs off by openmg the ﬂoor
for people to thank each other. _ :
3. Cover a wall with paper so employees can
|| graffiti successes and thank you’s. B .
| 4. On social media, announce somethmg spec1ﬁc
| 'each employee has done i in the last week that you
apprec1ate ‘ - 4
5.Do somethmg an employee despises for an hour
/| to show them you apprec1ate them domg it -
| anyway. . - JR S |
6. Ensure your onboardmg program mcludes t1me i
to talk with everyone about why the new person is |
_'_w'valuable ‘ ‘ L
' 7. Ensure your onboardmg program shows the new ||
person his tasks tie into the oompany h1story and- | |-
current goals.- _ .
8. Ifan employee has an 1dea actually l1sten to 1t
" | Discuss it. If it will not work, talk about why
0. Let your employees be autonomous



To be engaged employees must feeI a connectlon to the '
work itself. They must also feel autonomous and erxrbIe in’

"-.._thelr work schedule, be challenged by their work, and

- understand the link between the|r jOb tasks and the
organrzatron S mlssron '

I once did a training for a company who had been set up by
“.the city government to kill mosquitos. The town hada-
mosqurto problem, and this agency was set up to soIve it. .
On a. break | asked one employee standing hear me to teII
me.more about the company She sald “We kil mosqurtos |
”,_,Thats aIIwe do o o

Another employee overheard her and Jumped in W|th “Is .
that all you think we do here? We are savmg the communlty"-.
~ from West NileVirus!” He saw a connhection with the
““mission, and | guarantee he was more engaged than the
first emponee ‘ ' ‘ ' ‘



| --S'W'ays to I-lélp Your'Emp'loyees Se'el
| Connectlon Between The1r Work and
the Mlssmn |

| 1.0n Frid'ays require the lights be t'u'rned off by S'pm i
(or require they turned off by 6 pm Monday through- |
Fr1day) . B :
| 2.If you have employees work1ng late buy them
‘|"dinner. - - o . |

3, Reward employees W1th half- days off

4, Offer the opportunlty to Work from home
. sometlmes R - |
|5, Talk about how each and every. employee is .

connected to the mission, and doit often. -~

6. Make stretch goals part of your performance
| management system R .
| 7. Determine if your work/ life balance programs really |

meet the needs of ‘your employees by d01ng a work/ llfe |

balance survey. . R | e
| 8.Be careful who you acknowledge as corporate
| heroes - if you say you have a culture of work/ l1fe |
balance for example don’t promote people who work |
80 hours a week | | |

.




To be engaged employees have to beI|eve that there is
strong teamwork and trust among the team. Employees must
l“-,recelve constructive feedback along Wlth posrtlve feedback

" receive effectlve and useful communlcatlon from peers and
managers, and belleve in the group S ab|I|ty to make good
decrsrons ‘

-"'Have you ever.worked with someone you didn't like, or that |
you percelved didn’t like you’7 Did it affect your work? | bet it
did. You spent t|me th|nk|ng about interactions wrth that

person after they were over. If you were headed to- a staff

~meeting where he was going to be in attendance, you were
distracted by him instead of fuIIy engaged in the meeting..
When-he sent you, ‘emails, you skimmed them and moved onZ:
 because you were trylng to stay focused, or if he was a buIIy |
':;.you deIeted them SO you could avoid belng harassed in that

moment ‘ ' ‘ ‘ '




10 Ways to Help Employees
Bu1ld Pos1t1ve Relat1onsh1ps

“"1. Take company field trips during the work day so

| - people can socialize and get to know each other. -

2. Train everyone on how to g1ve construct1ve
feedback. . . . . .
-3, Schedule time on your calendar to spec1f1cally g1ve

""-.pos1t1ve feedback so-you don't forget

4. Ensure your performance evaluat1on forms |
requ1re l1st1ng accompl1shments and pos1t1ve skills. -~
5. Serve asa role model by encourag1ng your staff to

1 give you feedback too. -

6. Doa commun1ty service prO]ect asa group |
7. Be transparent - there’s a lot of things'you don’ t o
~"share W1th your employees that you probably

" should.

8. Encourage your CEO to give state of the union” .
speeches at least once a quarter, if not once-a month.
- 9.Hold “show and tell” meetings, where employees

| -.can showcase the1r Work or even somethmg from

their personal life . o
10. Do somethmg crazy w1th your onboard1ng to
- celebrate your new employee like perform1ng an

1 eas1ly choreographed dance or s1ng1ng a song



Environment also matters when it comes to engagement. The
organizational culture has to be 'po'sitive and-promote thriving -

- employees.-I've written a book on my ten steps for changlng

i organlzatlonal culture, called SEEKING CIVILITY: How . ,
Leaders, Managers and HR Can Create a Workplace Free of."'
BuIIylng Check that out for |nformat|on on how to, change |
your culture |f you need. ' ' '

Beyond the organizatio'nal culture, the worksite itself hasto
promote productlon and engagement Of course, Google i is. a.
~ well-known example W|th |ts work pods steakhouse and
:i'sleek |nter|or desrgn : '

And \:/v-h:ile you mayjnot have the budget for anin-house

~ restaurant, you can certainly afford a.can of-paintto make"

";.your taupe walls more excmng I promlse taupe doesnt get
| people excrted about the|r work day ' ‘ -




7 Actlon Items For Creatmg a .
Pos1t1ve Work Env1ronment

_.-1 Redecorate' If ‘your Walls are gray, perhaps a
. new coat of br1ght pamt is in order If your -
~ cubicle walls are grav, perhaps an employee
"'compet1t1on for the most creat1ve cub1cle space
isin your future S Lo
~ 2.Hold monthlv d1scuss1ons about d1fferent
topics; such as what a positive Workplace means |
| to employees, or on topics such as N |
..-profess1onahsm civility, customer serV1ce etc.
3. Provide opportuinities for peopleto coll1de and
hang out, like throWi'ng a few be'an bags ina" "
'-des1gnated space, or offermg beer on Fr1dav
-afternoons in the kitchen R
4. Visit a local “best place to Work” award N
winner to find out: What tips you can borrow. ;
5. Ask each employee to create a 20 second
.-V1deo about how thev l1ve vour corporate
values. - o o ,
6.1f emplovees have no idea What you mean bv |
‘-l1v1ng the values, then revamp your values into
,-somethmg emplovees bel1eve in. |
7. Create a culture comm1ttee focused on dr1v1ng'
| vour culture




It makes sense that in order for an employee to be engaged '

they have to belleve in their management team and. in their

- leaders. Emplayees have to trust that the-leaders make good
decisions and that leaders are shanng what they know. They
have to. feeI supported by leaders; and they have to believe
~ that managers are giving them everythlng they need to do
:I'thelr jobs weII ' '

As an ejkample, let me tell you about my friend-and his bagel
- debacle.'Everyone received an email from the Director of HR
";.that she was. gomg to start bringing in bagels every Monday.

 The foIIowmg Monday he didn’t eat breakfast because he ,
thought there Would be a bageI wa|t|ng for him at work. There~"
wasn't, and there. never have been. BageI Monday has never“-
”-_.been mentloned again. | S

My friend sald he was reaIIy annoyed he now had to Work
Monday morn|ng W|thout any breakfast. The followmg L
Monday he got a little more annoyed and. every Monday fora

f'few months.the bagel debacle stuck with him. It wasn’t-that
there were no bagels it's that he d lost trust |n the Director of
HR. .- ' ' '

“If bagels can-damage engagement like that, think about how
much it is- damaged When somethlng that matters happens
(or doesn t, as the case may be)



7 Ideas to Bu11d Engagement |
1n ThlS Area -

1 1LA tra1n1ng program for managers on how to “do”

“performance management 1nclud1ng sett1ng clear
expectat1ons and coach1ng performance and
-”behaV1or | - - | |
- 2.Offer. mentor/ protege programs to prov1de the
"'opportumty for underhngs to ‘build relat1onsh1ps -
w1th leaders. . ' .
- 3.If Vou re go1ng through any b1g change send out'
~ a weekly email W1th updates, responses to
"'quest10ns and rumors and ask1ng for 1nput |
4.Create an employee counc1l who can serve as a _3 3
non- manager1al br1dge between execut1ves and |
~ employees. Encourage them to meet w1th the
"'execut1ve team monthly _ |
5. Ask employees if they have what they need to
~'do their job effect1vely ' ' .
6. Include leadersh1p in onboardmg much much
““morethan you are. |

7 Apolog1ze When you make a m1stake



@wsé,é/fwzl‘

"-._Plarn and srmple adults have to grow So part of buridlng

! employee engagement means offering opportunltres to get
training, to learn from each other and to be |nnovat|ve and
try new thlngs S S

-"‘Stagnant IS fun for no one, and it won't help your organlzatlon
increase- its market share. Unfortunately OfficeVibe, an
organrzatron burldrng apps and software to heIp you build

~ employee engagement, reports in the|r State of Employee

- Engagement report that 57% of emponees believe they don’t
have any career advancement opportunrtres

’ (Slde note: Their repoit i s “alive” s0°you can'see numbers in
:;.;real time — pretty cooI) ' L o




17 Act1on Items to Help Employees Get
| The1r Learn1ng F1x

1. Create a lunch n’ learn schedule for each

- _-'department Ask each. department to- pick a top1c and

|| “train the rest of the company on it. It could be -
customer service ‘a process 'that'department uses,
someth1ng related to your core values or someth1ng

- | “totally random.

|| -2.Createa book club and meet once a month to d1scuss
the book of the month. R '
3. Encourage employees to Work W1th non prof1ts to

- ,-ga1n exper1ence

|| “4.Charge each department with a goal thatisa l1ttle
outrageous and reward them if they ach1eve it.
5. Encourage employees to take web1nars there are

,.-free ones ALL OVER the internet.:

|| 6. Offer budget for profess1ona1 assoc1at1ons and even
personal courses too. ' ' ' '
7. Organ1ze matr1x teams for problem solv1ng -

-l a matrix- team is made up of one person from each "

' "-department At their meet1ngs each person can share

one problem or challenge their department.1s fac1ng, o '.

such as reaching a goal, or one problem or challenge -~

- || ‘they are facing personally, such as a difficult co- -~

| ~.worker or trouble 1mplement1ng anew process The
others can then, prov1de solut1ons and 1deas




F|naIIy of course rewards are part of bU|Id|ng employee ; |

engagement. Rewards could be anythlng from a thank you to 5

~ an.increase in compensation or a bonus. OfficeVibe’s State of
:iEmponee Engagement report finds that 65% of employees

~ don't feeI like they get enough pralse '

7 Ideas for Rewardmg Employees

1. Ask your employees how they Want to be rewarded soO
you can give them what they value A |
2. Write a handwritten thank you note. .
) '3,:3 Celebrate employee Work product 1f someone does

| someth1ng great make it a teachable moment at the. next
staff meet1ng Recogn1t1on and tra1n1ng alli in one. |
4. Make sure the connectlon between performance and
) ':,:the resu1t1ng rewards are crystal clear

~ 5.Send an email to the whole company about an
employee S success and do it often _
6. Take out an ad in the employee S profess1onal
"'._.assoc1at1on newsletter: orin your local newsletter and

'. 'share the- employee S success publlcly -
7. Create advancement opportun1t1es through g1v1ng '
more respons1b111ty So even if your company is too small' E
- tooffer promot1ons 1ncreas1ng respons1b1l1ty for-

“' Iemployees can feel hke a reward 1f the respons1b1l1ty is
mean1ngfu1 R
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