engagement

throwing more money at it
doesn’t buy true buy-in

Studies have shown that the drivers
of employee engagement have everything to do with how an employee
feels about work and feels at work. It
begins with the employee feeling connected and invested in the company’s
mission and direction, and continues

with the employee having trust in the
company’s leadership.

1. A Flexible Work
Environment Fosters
Productivity

If money is the only mechanism
to get people to stay, it leads to
bidding wars between current and
future employers.

3. Employee Independence is Necessary
One pervasive myth is that all
employees need autonomy and independence, and the more handsoff that management is, the better
the employee will perform.
The reality is that not everyone
values autonomy and independence. To one employee, being
left alone can be a true benefit and
they may thrive when left up to
their own devices. To others, it is
a recipe for feeling disconnected,
isolated and ignored.

2. Strong Paychecks =
Strong Loyalty

4. A Job is Just a Job

An air compressor is basically a utility. Like
electricity, the only time people notice it is
when it’s not working. Since 1927, Jenny
products have been making a living going
unnoticed. Made in the USA of the highest
quality materials, our compressors are the
most reliable on the market.
Sure, we’d love to get more credit. But as
long as we continue to be ignored, then we
know our customers are getting exactly what
they want — a compressor that just keeps
working. Isn’t it time a Jenny was hiding
on your jobsite?
www.jennyproductsinc.com

THE FIRST NAME IN COMPRESSORS
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Today’s workers, and human
beings in general, are much more
evolved and present to work life
fulfillment than ever before. Employees today fundamentally want
and need much more than a job for
a paycheck. A striking majority of
workers have said they want pur-
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While remote work opportunities
reduce the carbon footprint and avert
hours wasted in traffic, more often
than not companies do a poor job
of looping remote workers into the
day-to-day activities of the business.
A typical adverse impact of remote
work for the employee is “out of sight,
out of mind.” Research shows that
remote and flex time workers receive
less coaching and mentoring and
miss out on the institutional knowledge-sharing and socialization that
happens in a shared workspace.

Not all people are primarily motivated by money, and more often
than not, fair and sustainable pay is
not a motivator — it is a table stake.
For years, company leaders have
approached solving the employee
retention problem through monetary
rewards and incentives. While this
economic motivator works for 20
percent of the population, most organizations are finding that employee
spiffs and salary increases alone aren’t
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The other 40 percent of workers
want to feel emotionally connected
to the mission and service of the
organization and to the customers
they serve. Increasing customerfacing opportunities is more rewarding than a few extra bucks in the
paycheck or a gift card for coffee.

The first step in creating and inspiring engagement in the workforce is to
debunk the pervasive and misleading
myths about employee engagement.
There are six myths disrupting companies’ ability to keep people engaged.
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many companies. When employees
are disengaged or disenfranchised
with their work situation, performance
plateaus or greatly diminishes. When
there is awareness about what
causes unhappiness at work, a company can do something about it.

5. Employees Should
be Satisfied with Their
Current Position

High-performing people need to
see a pathway for themselves in their
role and in their company. Research
shows that when people see a pathway for their growth and development, they provide a higher level of
consistent results for the team. When
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ith today’s global ability
to produce carboncopy technology and
business models,
people truly are a company’s only competitive advantage.
Businesses that want to optimize their
competitive talent advantage focus on
employee engagement strategies that
improve overall workforce productivity
and return on staffing investments.
A major disruption to employee
engagement is the adverse impact
of the unhappiness epidemic across
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For 80 percent of the working
population, money is not a lever that
leads to engagement and buy-in. Forty
percent of people want workplace
rewards in terms of more educational
opportunities, rewarding and challenging projects and a sense that they
can further their knowledge and
career path as a result of working
with a specific company or in a
certain role.

pose and meaning in the work they
do, and that they feel happier when
they know that what they do matters
to the success of the organization.
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myths of employee

enough to reverse the turnover trend.
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employees feel that a company is
invested in their growth, they are
more committed to their role and
more connected to how they impact
the success of the company.

6. Your Company is
Enough to Keep them

by Magi Graziano

The sixth myth is that loyalty to
the company and brand is enough
to keep employees engaged and
retained. It has become painfully
apparent over the last decade that
people don’t leave companies —
they leave managers. When a good
employee does not have a strong
relationship with their manager, no
incentive or brand loyalty will keep
the employee fully engaged.
People need to feel appreciated,
respected, acknowledged and
important. When their manager does

not provide meaningful assignments,
regular feedback and mentoring,
engagement is thwarted.
While all of these perceived solutions are good ideas as components
of an effective employee engagement program, alone they are insufficient to drive employee connection
and engagement. When carrots
like money, time off, autonomy and
career path are not coupled with
alignment and good people management, those incentives wind up costing companies millions and derive
little to no benefit in the long run.
A well thought out, conscious
employee engagement program considers who people are as individuals,
and allows for customization in the
approach to assigning work and
giving feedback. Individualization

Powerlink

™

is a 21st century shift from the onesize-fits-all management of the 80’s.
A main component of a well-built
employee engagement program includes a highly competent management team who embraces coaching
and mentoring their people.

Your link to the future of bolt cutters.
■ Double Compound Action

More efficient for superior cutting power

When a manager takes the time
to offer professional development
opportunities, communicate how the
employee’s role contributes to the
organization’s success and provide
rewards for great performance,
employees feel valued and appreciated and engagement soars.

■ Induction-hardened center cut blades
Precision ground for extended edge life

■ High Performance Handles

Heavy tubular steel for exceptional strength

■ Greater Capacity

Cuts harder, larger diameter
materials

Magi Graziano, CEO of Conscious
Hiring and Development,
has 20 years of experience
helping firms create highperformance teams. Visit
www.KeenAlignment.com.

Dual forged Powerlink
provides more power and a
30% effort reduction
for easier cutting.
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www.apexhandtools.com/brands/hkporter

More Innovation from
®

Single-Ring Shop Shears
Power and Control Perfected.

• Spring-loaded,
stainless steel blades
• Full-length steel blades
extend through handles
for strength to cut heavy
materials
• Titanium-coated blades
3X harder than steel

MaxxLock™ Hammers and Sledges
Maximum impact. Locked in.
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• MAXXLOCK™ head-to-handle
locking system
• Superior resistance to
overstrike damage
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