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Culture Change for Engagement & Results  
Creating an organisational culture that engages and inspires loyalty, 
engagement and performance is not easy – but whilst some have believed for 
some time that it pays dividends – strong research now supports that.  The only 
issue is that if you want to get those results, you need to work at it 
determinedly, with integrity and consistently for some time. 

Does engagement really make that much difference? 
Engagement has recently become a big buzz word in organisational 
development.  Why?  Because it is finally being more properly recognised 
everywhere that an engaged workforce is more productive (bigger and better 
results), nicer (better customer service and higher morale), more loyal (retains 
expertise, reduces recruitment costs) and great for brand and marketing. 

• “Research has…proved the direct link between employee engagement, 
customer satisfaction and revenue growth” (Harvard Business Review, 2000) 

• “Engaged employees are more profitable, more customer-focused and more 
loyal than those who are not engaged.” (Gallup, 2009) 

• “High-engagement firms experienced earnings-per-share (EPS) growth of 
28%...[versus] 11.2% decline for low-engagement firms.” 1 

Ok - so what drives engagement? What do we need to work on? 
A CEO of a large global organisation was asked once, “How have you created 
such a fantastic diverse and effective global management team across so many 
cultures, businesses and countries?”  “It’s easy,” he said, “decide how you want 
to be, your values, aims and how people should be treated to make them loyal 
and effective, including leadership and performance systems that reinforce the 
behaviours required…and then work hard at it for some years!” 

According to research, the top five drivers of sustainable engagement1 are: 

• Leadership – growth, cares about employees, trust, consistency 
• Stress, balance, workload – work-life balance, flexibility, enough people 
• Goals and objectives – understand goals, steps to take, value of their role 
• Supervisors – delegate appropriately, respect & coach people, walk the talk 
• Organisation’s image: high regard with public, honesty & integrity in action 

Beyond great external brand, the importance of aligning internal and external 
offers is important - “great” for customers but only “ok” to employees will not 
support your engagement plan – people know and feel the difference! 

And…so? 
So, if you are committed to building a greater brand, higher than average 
growth, to a great culture with engaged and loyal people in it and to a great 
future legacy…how do you plan to start working on it? 

If a conversation might be a good starting place – please contact me – 
hilarygee@me.com / 07966-444-383 
                                                
1 According to research published in 2012 by Towers Watson, a global services provider 


