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Conversely, disengaged employees often drain
the team’s energy and productivity. According to
mounting research, highly disengaged employees
are 24% less likely to quit than engaged
employees. Think of your own organization. You
likely know a disengaged co-worker who fully
intends to stay. They’ve already quit, but they
just won’t leave.

Employees may be committed to the organization
because it fulfills a need to provide an income or
source of financial stability. An employee may
also be committed to a job because it serves a
long-term purpose related to career goals or
professional needs. However, emotional
commitment – gaining a sense of meaning and
joy – is where discretionary effort kicks in.
Emotional commitment has four times the power
to impact performance, yet only 11% of the work
force is committed at that level.

Trust: The Foundation

The damage may beyond repair. However, it’s never too
late to begin rebuilding trust. For starters, accepting
responsibility for mistakes can go a long way. People
make mistakes, and employees can be forgiving when
leaders come clean and show that they care enough to
fix the situation. Employees value authenticity and
honesty. Help your team move forward by meeting with
them and expressing your apologies for mistakes made
during the recession. Share what you have learned and
how you intend to correct the mistakes.

A Fresh Perspective for a New Workplace

Expectations about employment relationships have
shifted among employees during the peak of business
uncertainty. Ensure that the promises made to
employees during the tough times are aligned with
these shifts. Do your employees know they are a top
priority? Check the pulse and reach out to them first in
understanding their needs moving forward. Some
employees may welcome greater role flexibility or an
opportunity to work on key corporate projects rather
than take on a promotion. Staying tuned in and
proactive speaks volumes to employees.

Resist reactive behavior from leaders. Gain a holistic
perspective on the people-management aspects of
performance and understand your current engagement
spectrum and where targeted strategies can have
meaningful impact for all stakeholders. Ensuring
leaders have an actionable roadmap toward specific
improvements drives the needed focus and
accountability toward improving loyalty and retention of
great employees.

Survey data is not the prize. What an organization
decides to do with the data’s insights to turn them into
actionable steps will move your organization beyond
status quo.

Gaining an Edge From Engagement?

Standout organizations gain a significant advantage
over the competition with innovative engagement
strategies while remaining active talent spotters both
within their organizations and in the external
marketplace.

But for those companies still trying to recover from the
recession, a caution sign lies ahead. A recent article in
the Wall Street Journal (May 25, 2010) reported that an
alarming number of workers -- 60% -- intend to leave
their jobs when the market gets better, according to a
poll conducted at the end of 2009 by Right
Management. Additionally, research provided by Towers
Watson in 2009 reports that 85% of respondents
agreed there was turnover risk for high performers, with
38% deeming the risk as “high” as the economy
improves.

Many workers who were asked to juggle two or three
jobs during the recession for the same amount of pay
(or less) and longer hours are at risk of fleeing. While
many employees reported being grateful for having
maintained their jobs during the Great Recession, this
sentiment didn’t necessarily translate into engagement.
For many workplaces, the disruption of knowledgeable
and quality networks, increases in dysfunctional
behavior and disengaged co-workers, and desire for
greater flexibility has spurred top performers to consider
different employment options.
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Win Back Confidence

The road becomes wide open when an organization does decide to follow a path that inspires and motivates employees. Create a work environment where employees feel
valued, safe and secure in contributing ideas without the backlash of negative behavior by others. Educate the team on creating a new culture and organizational values
and establish new rules of engagement. Make clear the types of acceptable, respectful behavior the organization expects of everyone, including any new hires. Help
employees become better at what they do by encouraging healthy team discussions and behaviors.

Communicate Remarkable

At every moment, people and organizations are called to make a choice. The choice is between doing what is
expected of us (where 90% of the population goes) or to go far beyond what’s expected and do something
remarkable – something that creates conversational capital where employees and customers rave about your
company and the team they work on.

When was the last time you (or your employees) called home and said to your significant other: “Hey honey,
you’re never going to believe this. I’m really excited! Our team performed at average this month.” Let’s face
it. Nobody calls home to say they did what was in their job description. Leaders call home when they’ve done
something great, producing extraordinary results and really making somebody’s day!

Make the World A Better Place to Work

What inspires you and your team to move mountains? What is the one thing that, if your team really focused
on it, could make an incredible impact on your customers or your community?

Establish and communicate clear visions of personal success. Reinforce your availability to provide guidance,
remove barriers, and help employees find fulfilling work -- and then step back. Let employees take ownership.
Seek out and welcome every idea, regardless of how big or small, for making the plan a reality and delivering
more value for customers. Focus on better management of energy and outcomes and focus less on
controlling activities. Inspire the team to look at new ways of getting the work done and recognize efforts to
reduce internal conflicts. Reinforce a zero-tolerance policy toward any behaviors that break the new rules of
engagement and address violators swiftly. This can aid in energizing the team and provide more opportunities
for work/life balance.
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Goals
The purpose of goal-setting isn’t to help people achieve mediocre results; goals are supposed to help us achieve
extraordinary results. What would blow your customers away? Is this doable? How would this juice the team’s
energy? Leaders and workers at Chick-fil-A, for example, know that their work goes beyond making the best
chicken sandwiches; it’s about bringing families closer together. At HCL Technologies, Inc., they deliver
outstanding technical IT services, but they also excel at transforming the business of IT and how it works.

Hold “career check-ins” and challenge employees to create their own opportunities by meeting unmet needs.
Explore possible options of work assignments, rotations, key projects. Create everyday learning opportunities.

Feedback is a gift. Ensure leaders are providing the valuable feedback necessary to help employees succeed in
their roles and/or offer coaching to course correct and improve organizational performance. Identify leaders who do
this extremely well and invite them to mentor others in this key people management practice.

Confront gently, but firmly coach poor performers or those who display dysfunctional team behaviors. Never make
excuses for poor performance or bad behavior; it impacts the whole team and ultimately diminishes customer
success.

Tap Into the Power of Your Employees’ Best Thinking

Identifying expectations, and the benefits of meeting those expectations, also helps build commitment, even in
temporary or short-term employees. When supplementing work-force needs with temporary employees, ensure
everyone is moving in the same direction. Even though temporary workers will eventually leave, explain
expectations, encourage their best thinking, and help them achieve success. It benefits the entire organization and
adds value for your customers. How you treat temporary and contract workers also speaks volumes to the team and
can reinforce commitment.

Get Everyone Talking

Create a forum where ideas that are often invisible to the corporate boardroom can be voiced and encourage
broader participation. Schedule webcasts and teleconferences and leverage web-based forums that build
meaningful dialogue and reinforce the new workplace expectations and goals.
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