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GALLUP EMPLOYEE 
ENGAGEMENT 

REPORT

Employee Engagement Insights for 
Business Leaders Worldwide, 2013.

New 2017 report coming! Get yours at: 
http://news.gallup.com/reports/220313
/state-global-workplace-2017.aspx



GALLUP EMPLOYEE ENGAGEMENT 
CATEGORIES

Engaged employees work with passion and feel a profound connection to 
their company. They drive innovation and move the organization forward.

Not Engaged employees are essentially “checked out.” They’re sleepwalking 
through their workday, putting time — but not energy or passion — into their 
work.

Actively Disengaged employees aren’t just unhappy at work; they’re busy 
acting out their unhappiness. Every day, these workers undermine what their 
engaged coworkers accomplish.



WHICH ARE YOU?

A. Engaged

B. Not Engaged

C. Actively Disengaged
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ACCORDING TO GALLUP (2013), ON WHICH CONTINENT 
IS THE COUNTRY WITH THE HIGHEST PERCENTAGE OF 

ENGAGED EMPLOYEES?
A. Africa
B. Asia
C. Australia
D. Europe
E. North America
F. South America
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ACCORDING TO GALLUP (2013), ON WHICH 
CONTINENT IS THE COUNTRY WITH THE HIGHEST 

PERCENTAGE OF ENGAGED EMPLOYEES?

1. South America 

2. North America 

3. Asia higher

4. Australia lower 

5. Europe

6. Africa



WHICH SOUTH AMERICAN COUNTRY HAS THE 
HIGHEST PERCENTAGE OF ENGAGED EMPLOYEES?

A. Brazil
B. Colombia
C. Costa Rica
D. Guatemala
E. Panama
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ACCORDING TO GALLUP (2013), ON WHICH 
CONTINENT IS THE COUNTRY WITH THE HIGHEST 

PERCENTAGE OF ENGAGED EMPLOYEES?

1. Panama

2. Costa Rica

3. Brazil higher

4. Colombia lower 

5. Guatemala



WHICH NORTH AMERICAN COUNTRY HAS THE 
HIGHEST PERCENTAGE OF ENGAGED EMPLOYEES?

A. Canada
B. Mexico
C. United States
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ACCORDING TO GALLUP (2013), ON WHICH 
CONTINENT IS THE COUNTRY WITH THE HIGHEST 

PERCENTAGE OF ENGAGED EMPLOYEES?

A. United States

B. Canada

C. Mexico



WHAT IS THE PERCENTAGE OF ENGAGED EMPLOYEES 
IN THE UNITED STATES?

A. 0 to 20
B. 21 to 40
C. 41 to 60
D. 61 to 80
E. 81 to 100
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WHAT IS THE PERCENTAGE OF ENGAGED EMPLOYEES 
IN THE CANADA?

A. 0 to 10
B. 11 to 20
C. 21 to 30

0 to
 1

0

11 to
 2

0

21 to
 3

0

39%

16%

45%



ACCORDING TO GALLUP (2013), THE COUNTRIES 
WITH THE HIGHEST PERCENTAGE OF ENGAGED 

EMPLOYEES ARE:

1. Panama 37

2. Costa Rica 33 

3. United States 30

4. Philippines 29

5. Qatar 28

6. Brazil 27

7. Colombia 26

8. Guatemala 26

9. United Arab Emirates 26

10. Australia, Chile, El Salvador 24



• https://hbr.org/web/infographic/2013/11/workplace-engagement-
around-the-world

https://hbr.org/web/infographic/2013/11/workplace-engagement-around-the-world


LEARNING GOALS:

OVERVIEW:

• Human Resource strategies and tactics for Administrators 
New to A & CE

• Build a team of engaged staff in order to achieve better 
student outcomes

• Leadership/advice/expertise



ED’S LEARNING GOAL:

•Frame a mindset / approach that will help 
more people achieve their goals.

(either make you uncomfortable

or make you cheer!)



BUSINESS
MODEL REVIEW

Deloitte, 2011



BUSINESS
MODEL REVIEW

2 Executive Summary

2.5 Valuable Practices and Supporting 

Recommendations 

1. Leadership

2. Partnerships – Internal and External

3. Annual and Strategic Planning

4. Key Personnel 

5. Professional Development 



WHY AN 
OCTOPUS?

• Depends on how 
many programs 
you have!

• Plus ESL, LBS, 
PSW, Alt. Ed.?



WALT 
DISNEY

• Hand 
drawn 

business 
plan
(1957)



WALT 
DISNEY

• Hand 
drawn 

business 
plan
(1957)





ED’S BUSINESS
MODEL REVIEW

2 Executive Summary

2.5 Valuable Practices and Supporting 

Recommendations 

1. Put into place, know, and track your Key 

Performance Indicators (KPI)

• Financial

• Achievement

• Return on Investment (ratios of # 1 & 2)



WHAT IS THE DIFFERENCE?

Data Evidence



WHAT IS THE DIFFERENCE?

Data as a general concept refers to the fact that some 

existing information or knowledge is represented or coded in 

some form suitable for better usage or processing.

Evidence is the available body of facts or information 

indicating whether a belief or proposition is true or valid.



ED’S BUSINESS
MODEL REVIEW



ED’S BUSINESS
MODEL REVIEW

2 Executive Summary

2.5 Valuable Practices and Supporting 

Recommendations 

1. Put into place, know, and track your Key 

Performance Indicators (KPI)

• Financial

• Achievement

• Return on Investment (ratios of # 1 & 2)



WHAT ARE KEY STRATEGIES TO RUNNING
A BUSINESS SUCCESSFULLY?



MY INFLUENCES

Have you heard of the Pareto principle?



MY INFLUENCES

The Pareto principle (also known as the 80/20 rule, 

the law of the vital few, or the principle of factor 

sparsity) states that, for many events, roughly 80% of 

the effects come from 20% of the causes.





MY INFLUENCES

“Work 100 hours a day”

Unsourced Quote



SYSTEMS
THINKING

• a machine 
for which 

you are 
responsible 

and . . . 

runs by itself!



SYSTEMS THINKING
1991

How to “Work 100 

hours a day”!

• Leaders have the power

• Profound Knowledge

versus Tampering



SO . . . HOW DO YOU WRESTLE
WITH AN OCTOPUS?



SO . . . HOW DO YOU WRESTLE
WITH AN OCTOPUS?

1. Delegate!

2. Delegate!

3. Delegate!



DELEGATION

1. Would you consider yourself to be a good delegator?

2. If so, why?

3. If not, why not?



ED’S THOUGHTS ABOUT  DELEGATION

1. Be responsible for everything, but do nothing.

2. Push the decision making to the front line staff.

3. Facilitate good decision making. 

4. Always listen to staff (empathize) and ask why.

5. Take responsibility for mistakes / failures.

6. Support the staff in cleaning up mistakes (learning)

7. Praise the staff for all successes.



THE OPPOSITE

“They should be 

glad they have a 

job!”



REMEMBER THE TITANS (2000)

Julius: “I’m gonna look out for myself, 

and I’m gonna get mine.”



REMEMBER THE TITANS (2000)



REMEMBER THE TITANS (2000)

Julius: “Attitude reflect Leadership, . . .  

Captain.”



“EMPLOYEES WANT A LOT

MORE FROM THEIR MANAGERS” 

“A Gallup study of 7,272 U.S. adults revealed that one in two 

(50%) had left their job to get away from their manager to 

improve their overall life at some point in their career.”

Jim Harter and Amy Adkins, April 8, 2015

http://news.gallup.com/businessjournal/182321/employees-lot-managers.aspx



GALLUP, 2015

“one in 10 have the natural 

talent to manage”

“two in 10 people have some 

characteristics of functioning 

managerial talent ”



THE STATE OF THE AMERICAN MANAGER

“The majority of managers working in the U.S. today are 

wrong for their role. That’s not to say these people don’t have 

talent. On the contrary, their talent probably made them 

quite successful in their previous, non-managerial role. But the 

talent that makes someone a great salesperson, accountant 

or engineer is not the same talent that makes him or her a 

great manager. In fact, Gallup has found that only 10% of 

working people possess the talent to be a great manager.” 

(p. 6)



GALLUP, 2015

1. “successful 
in a 
previous 
role”

2. “a lot of 
experience”



GREAT MANAGERS

•Take five minutes to discuss the 
characteristics of great managers / 
leaders.

•What are they?



GALLUP, 2015



GALLUP, 2015



SUPERBOSSES, 2016

Sydney Finkelstein”



SUPERBOSSES, 2016

“What do football coach Bill Walsh, . . .

Television executive Lorne Michaels, . . . 

have in common?”



SUPERBOSSES, 2016

“as of 2015, Bill Walsh 
produced almost 
twice as many active 
NFL coaches (20) as 
the next most prolific 
talent spawner.” (p. 
16-17)



SUPER BOWL STUDY, 1966-2012

For the years in which we have data (1966 – 2012, 47 Super 

Bowls), there had been 237 head coaches. 

During that time there were 94 opportunities to appear in a 

Super Bowl (47 x 2 = 94)

• 51 / 237 = 21.5 % ever been

• 29 / 237 = 12.2 % ever won

• 22 / 237 = 9.3 % been multiple

• 13 / 237 = 5.6 % won multiple



DANIEL PINK

Drive: The Surprising Truth 

About What Motivates Us

(2010)



LORI’S LEARNING GOALS:





DANIEL PINK

3 factors lead to better performance and personal 
satisfaction . . . 

1.  Autonomy

2.  Mastery

3.  Purpose



HOW TO KEEP YOUR TEAM MOTIVATED

Motivating people:

• The freedom to choose when, where, and how they work

• The ability to perform at the highest levels, even beyond their own 
expectations

• Feeling connected to others

Demotivating people:

• Having to pretend they’re someone they’re not

• Working for a micromanaging boss

Amy Gallo, December 22, 2014

https://hbr.org/2014/12/how-to-keep-your-team-motivated/



Susan 
Sorenson, 

June 20, 
2013

http://news.
gallup.com
/businessjou
rnal/163130
/employee-
engageme

nt-drives-
growth.aspx

HOW EMPLOYEE ENGAGEMENT DRIVES 
GROWTH



Jim Harter, 
May 13, 

2016

http://news.g
allup.com/bu
sinessjournal/

191501/mone
yball-

business-
employee-

engagement
-meta-

analysis.aspx
?g_source=B

usiness+Journ
al&g_mediu
m=sidebotto

m&g_campai
gn=tiles



WHAT GREAT MANAGERS DO TO 
ENGAGE EMPLOYEES

1. Communicate Richly

2. Base Performance Management on Clear Goals

3. Focus on Strengths over Weaknesses

James Harter & Amy Adkins, April 2, 2015

https://hbr.org/2015/04/what-great-managers-do-to-engage-employees



SIGNS THAT YOU’RE A MICROMANAGER 

•Take five minutes to discuss the 
characteristics of a micromanager.

•What are they?



SIGNS THAT YOU’RE A MICROMANAGER 

If you’re like most micromanagers, you probably don’t even know that you’re doing it. 

Yet the signs are clear:

• You’re never quite satisfied with deliverables.

• You often feel frustrated because you would’ve gone about the task differently.

• You laser in on the details and take great pride and /or pain in making 

corrections.

• You constantly want to know where all your team members are and what 

they’re working on.

• You ask for frequent updates on where things stand.

• You prefer to be cc’d on emails.

Muriel Maignan Wilkins, November 11, 2014

https://hbr.org/2014/11/signs-that-youre-a-micromanager



SIGNS THAT YOU’RE A MICROMANAGER 

Four strategies if you want to stop micromanaging:

1. Get over yourself. We can all rationalize why we do what we do 

2. Let it go. At the core of moving away from micromanaging is letting 
go of the minutia.

3. Give the “what,” not the “how.” Articulate what you envision the final 
outcome to look like,

4. Expect to win (most of the time). Underlying your need to 
micromanage is a fear of failure. 

Muriel Maignan Wilkins, November 11, 2014

https://hbr.org/2014/11/signs-that-youre-a-micromanager



SIGNS THAT YOU’RE A MICROMANAGER 



Jack Zenger 
and Joseph 

Folkman,July
30, 2014

https://hbr.o
rg/2014/07/t

he-skills-
leaders-

need-at-
every-level



HOW DO WE GET EMPLOYEES EXCITED TO 
DO THEIR WORK?



GREAT CEOS

John Wilson, 2013



SEVEN IMPERATIVES

1. Be Connected – support & Knowledge of peers

2. Emotional Intelligence – yourself & others

3. Great Tools – best information to make decisions

4. Right People – find, keep and Inspire

5. Equilibrium – work / life balance

6. Ability to Inspire – Communicate a great vision

7. Take Responsibility – be accountable



EMPATHY

What advice would you give to someone on leadership?

I think one critical part is to try and understand the 

perspective of others. Henry Ford used to say that a lot of 

leadership and success is about looking at things from 

the point of your followers. About creating a culture of 

collaboration, of people trusting each other and building 

things bigger than them.

Dr. Vishal Sikka has been the CEO of Infosys, a $34 billion internet technology company

https://www.inc.com/brian-roberts/the-ceo-of-a-34-billion-company-gave-me-this-advice-on-how-to-be-a-better-leade.html



PRIMAL LEADERSHIP

Daniel Goleman ,

Richard Boyatzis,

& Annie McKee, 2013



PRIMAL LEADERSHIP

1. The Power of Emotional Intelligence
a. Primal Leadership

b. Resonant Leadership

c. The Neuroanatomy of Leadership

2. Making Leaders

3. Building Emotionally Intelligent Organizations



Kelly Decker 
and Ben 

Decker, MAY 
18, 2015

https://hbr.org
/2015/05/how-

to-get-
employees-

excited-to-do-
their-work



Kelly Decker 
and Ben 

Decker, MAY 
18, 2015

https://hbr.org
/2015/05/how-

to-get-
employees-

excited-to-do-
their-work



Claudio 
Feser, 

Fernanda 
Mayol, and 

Ramesh 
Srinivasan, 

January, 
2015

http://www.
mckinsey.c
om/global-
themes/lea
dership/de

coding-
leadership-

what-really-
matters



GOOD TO GREAT

Jim Collins, 2001



GOOD TO GREAT

1. Level 5 Leadership

2. First Who . . . Then What

3. Confront the Brutal Facts

4. The Hedgehog Concept

5. A Culture of Discipline

6. Technology Accelerators

7. The Flywheel and the Doom Loop







WILLIAM N.
THORNDIKE, 2012 

Eight Unconventional 
CEOs and Their Radically 

Rational Blueprint for 
Success



THE OUTSIDERS

1. Humble, Unassuming, and Frugal Leaders

2. Exceptional talent for allocating Capital 

and Human Resources

3. Cash Flow is King

4. Set Clear goals and Expectations

5. Decentralized Organizational Model



TEAM WORK

Patrick Lencioni, 2002



TEAM WORK



START WITH WHY

Simon Sinek, 2011



SIMON SINEK:

The Golden 

Circle
WHY

HOW

WHAT



SIMON SINEK’S START WITH WHY RELATED 
TO DANIEL PINK’S THREE DRIVERS 

Why? Purpose

How? Autonomy

Mastery

What? Goals



LEADERS EAT LAST

Simon Sinek, 2014



CIRCLE OF SAFETY – THE VALUE OF EMPATHY

1. So goes the culture, so goes the company

2. So goes the leader, so goes the culture

3. Integrity matters

4. Friends matter

5. Lead the people, Not the numbers



SIMON SINEK

Empathy & 
Perspective

Live2Lead 2016



ED’S METHODS - FACILITATION:

1. Ask your people why are you / we here.

2. Ask them what we need to do to be better at doing the why.

3. Do what they say (how)

4. Set goals

5. Set up measuring tools

6. Review the progress (data)

7. Repeat



ED’S CONCLUSIONS:

1. Only do anything after first considering the 
EMOTIONS of your people.            (empathy)

2. It’s not what you do . . . It’s how you do it!!                         
(golden rule)

3. Do what others do . . . and you will get the 
results that they get!!                         (physics)



CONCLUSION TO THE DAY

1. Self regulated mentorship

2. Questions

3. Feedback form



THANK YOU!

Ed.Stavnitzky@dsbn.org


