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Welcome	to	the	first	issue	of	the	summer	(if	you	are	in	the	Northern	
Hemisphere).		
	
Some	thoughts	for	giving	feedback	and	about	how	to	enhance	the	
learning	potential	of	the	brain	are	the	support	articles	this	time	to	the	
main	article	on	employee	engagement.	They	provided	me	with	some	
great	insights	and	opportunities	for	reflection,	so	I	hope	that	they	will	
also	be	of	interest	and	help	to	you	
		
Enjoy...	
	

Geof Cox 

In	this	editionIn	this	edition	
The	 state	of	 employee	engagement	 -	
a	new	survey	on	engagement.	
	
The	brain	 is	always	 learning...	 -	some	
cautionary	 notes	 on	 the	 impact	 of	
digital	media.	
	
Dealing	 with	 disappointment	 -	
creating	opportunities	for	coaching.		
	
Plus	 details	 of	 Public	 Courses	 and	
Book	 Sales,	 and	 Snippets	 to	 further	
provoke	your	thinking	and	reflection.	

The	State	of	Employee	The	State	of	Employee	
EngagementEngagement 		

	
A	recent	report	by	Smith+Henderson	and	Halogen	Software	published	
in	HRZone	found	that	the	vast	majority	of	organisations	in	the	UK,	and	
from	 my	 own	 observations	 elsewhere	 in	 the	 world,	 are	 focusing	on	
improving	 employee	 engagement.	More	 interestingly,	 this	 new	 report	
outlined	 that	 those	 organisations	 who	 have	 successful	
engagement	programmes	 in	 place	 tend	 to	 have	 high	 levels	 of	
understanding	 and	 buy-in	 from	 senior	management	 and	 a	 robust	
strategy	in	place	to	improve	engagement.	The	research	findings:	
	
1.	There	has	been	a	slight	decline	in	the	number	of	organisations	
focussed	on	improving	employee	engagement	
70%	 of	 organisations	 are	 currently	 focused	 on	 improving	 employee	
engagement	 and	 the	primary	 motivators	 remain	 similar	 to	 motivate	
employees	 to	 give	 their	 best,	 retain	 talented	employees	 and	 improve	
morale.	 Out	 of	 those	 currently	 running	 an	 employee	
engagement	survey	 only	 50%	 are	 now	 satisfied	 with	 the	 impact	 on	
performance,	a	seven	percent	reduction	compared	to	2014.	This	might	
shed	some	light	on	the	some	of	the	reasons	behind	the	slight	decline	in	
organisations	focusing	on	engagement	since	2014.	
	
2.	 Companies	 that	 have	 a	 leadership	 team	 that	 fully	 understand	
and	support	engagement	are	now	over	three	times	more	likely	to	
have	 a	 successful	 programme	 that	makes	 a	 positive	 impact	 on	
engagement	
The	number	of	 line	managers	and	senior	leaders	who	have	a	 ‘good’	or	

SnippetsSnippets 	
A	collection	of	thought	provokers	
and	quotations…		
	
"Learn	to	get	in	touch	with	the	
silence	within	yourself	and	know	
that	everything	in	this	life	has	a	
purpose."	

Elizabeth	Kübler	Ross	
	

"Life	can	only	be	understood	
backwards,	but	it	must	be	lived	
forwards.”		

Soren	Kierkegaard	
	

"Laughter	is	the	sun	that	drives	
winter	from	the	human	face.”		

Victor	Hugo	
	

"Nothing	happens	unless	first	we	
dream.”		

Carl	Sandburg	
	

"I	am	not	afraid	of	storms,	for	I	am	
learning	how	to	sail	my	ship.”		

Louisa	May	Alcott	
	

"The	proper	use	of	our	intelligence	
and	knowledge	is	to	effect	changes	
from	within	to	develop	a	good	



‘excellent’	 understanding	on	 engagement	 has	 declined	 slightly.	
However,	 the	 impact	 of	 having	 senior	 leaders	 and	managers	 who	
understand	 engagement	 has	 a	 significant	 impact	 on	 the	 success	 of	
your	employee	 engagement	 efforts.	 Companies	 are	 now	 three	 times	
more	likely	to	have	a	successful	programme	when	senior	 leaders	have	
an	excellent	understanding	of	employee	engagement.	
	
3.	Businesses	that	are	satisfied	with	their	engagement	efforts	have	
a	robust	strategy	in	place	and	are	able	to	access	data	which	shows	
the	impact	on	performance	
The	amount	of	organisations	that	now	have	a	defined	business	case	has	
improved	 since	 our	last	 piece	 of	 research,	 with	 15%	 now	 having	 a	
defined	 business	 case	 which	 describes	 the	benefits	 of	 improving	
employee	 engagement	 for	 their	 organisation.	 Those	 that	 are	
most	satisfied	are	able	to	extract	HR	analytics	with	more	ease,	allowing	
them	to	show	the	impact	on	performance.	
	
4.	 The	 top	 three	 priorities	 for	 engagement	 activities	 have	
remained	the	same,	however,	there	has	been	a	significant	increase	
in	companies	focussed	on	management	development	
Among	 organisations	 focussed	 on	 employee	 engagement,	 there	 has	
been	 a	 slight	 increase	in	 the	 number	 running	 a	 survey	 from	 79%	 to	
83%,	 Over	 50%	 are	 doing	 surveys	 annually,	however,	 the	 number	 of	
organisations	 running	 either	 real-time	 or	 frequent	 ‘pulse’	 checks	has	
doubled	 since	 2014.	 Following	 their	 survey,	 the	 top	 four	 areas	which	
they	 focus	on	 improving	 have	 remained	 as;	 communication	 (33%),	
employee	 development	 (26%),	performance	 management	 (19%)	 and	
career	development	(18%).	
	
5.	 Budget,	 lack	 of	 internal	 support	 and	 process	 remain	 the	main	
barriers	to	engagement	
17%	 of	 organisations	 now	 feel	 that	 budget	 constraints	 are	 providing	
barriers	 to	 success,	whilst	 22%	 are	 quoting	 infrastructure.	 Similar	 to	
our	 previous	 survey	 though,	 the	 largest	barrier	 is	 something	 which,	
when	resolved,	will	break	down	other	barriers,	insufficient	buy-in	from	
senior	leaders	within	the	organisation.	
		
So,	employee	engagement	is	still	a	big	focus	for	organisations	looking	to	
get	 that	extra	 edge,	 no	 matter	 what	 industry	 they	 operate	 within.	
However,	there	 are	 even	 more	 organisations	 who	 are	 becoming	 less	
satisfied	with	 their	 efforts.	 The	 good	 news	 is	 that	 there	 are	
commonalities	 and	consistencies	 in	 the	 organisations	 who	 are	
effectively	focusing	on	engagement	and	are	satisfied	with	their	results.	
	
Successful	organisations	are	establishing	a	business	case,	setting	a	clear	
agenda	 and	strategy	 whilst	 using	 an	 effective	 and	 fit-for-purpose	
engagement	survey	to	check	and	test	the	progress	of	their	engagement	
programmes.	 Having	 outlined	 this	 in	 2014	 it	 is	 not	 surprising	 to	see	
that	 the	number	of	organisations	 focused	on	meeting	these	conditions	
has	increased.	
	
Those	 organisations	 who	 have	 high	 levels	 of	 engagement	 and	 are	
consistently	succeeding	are	those	who	not	only	do	all	of	the	above,	but	
have	systems	in	place	that	allows	them	to	access	data	which	shows	the	

heart.”		
HH	Dalai	Lama	

	
"It's	not	stress	that	kills	us,	it	is	our	
reaction	to	it.”		

Hans	Selye	
	

"The	greatest	strength	is	
gentleness.”		

	Iroquois	Proverb	
	

"Celebrate	what	you	want	to	see	
more	of.”		

Thomas	J.	Peters	
	

"Perfection	is	not	when	there	is	no	
more	to	add,	but	no	more	to	take	
away.”		

Antoine	De	Saint-Exupery	
	

"Besides	the	noble	art	of	getting	
things	done,	there	is	the	noble	art	of	
leaving	things	undone.	The	wisdom	
of	life	consists	in	the	elimination	of	
non-essentials.”		

Lin	Yutang	
	

"We	must	not	allow	the	clock	and	
the	calendar	to	blind	us	to	the	fact	
that	each	moment	of	life	is	a	miracle	
and	mystery.”		

H.G.	Wells	
	
	

"All	human	beings	have	an	inner	
sense	of	the	invisible.	Even	those	
who	deny	the	invisible	seek	the	
invisible."	

Marcel	Jousse	
	

"Quality	begins	on	the	inside...	and	
then	works	its	way	out.”		

Bob	Mouawad	
	

"Focus	on	the	journey,	not	the	
destination.	Joy	is	found	not	in	
finishing	an	activity,	but	in	doing	it.”		

Greg	Anderson	
	

"Optimism	is	the	faith	that	leads	to	
achievement.	Nothing	can	be	done	
without	hope	and	confidence.”		

Helen	Keller	
	



link	between	engagement	activity	and	their	core	success	metrics.	
	
The	business	case	
Engagement	 needs	 to	 be	 seen	 to	 be	 worthwhile	 from	 a	 business	
perspective	 -	 creating	 the	‘red	 thread’	 that	 connects	 engagement	 to	
business	 goals	 is	 vital	 to	 give	 the	 edge	 to	 implementation.	 So,	 if	the	
number	 one	 priority	 is	 customer	 experience,	 make	the	 link	 between	
employee	 engagement	 and	 customer	 satisfaction.	If	 its	 recruitment	
and	retention,	 show	the	benefits	 that	an	engagement	organisation	can	
have	on	time-to-hire	or	quality	of	hire.	
	
Make	the	most	of	the	surveys	
For	too	many	organisations	an	engagement	survey	can	quickly	become	
just	 another	box	 to	 tick.	 Those	 organisations	 that	 run	effective	
engagement	programmes	do	several	 things	 to	 ensure	 that	 this	 part	 of	
the	programme	provides	maximum	value.	
	
Firstly,	 run	 the	 survey	 on	 a	 cycle	which	 works	 for	 you.	52%	
of	organisations	 who	 run	 a	 survey	 run	 one	annually.	However,	 there	
has	been	a	threefold	increase	in	the	number	of	organisations	running	a	
programme	 which	 includes	 a	process	 of	 continuous	 feedback	
throughout	the	 year.	 This	 includes	 real-time	 feedback	which	 is	
becoming	 ever	 more	 crucial	 as	 employees	 increasingly	 show	 a	
preference	 for	regular	 feedback.	It	 would	 seem	 that	 using	 a	
combination	of	annual	and	real-time	surveys	to	create	an	environment	
of	continuous	feedback	appears	to	confer	an	advantage.	
	
Once	 the	 survey	 is	 complete	and	results	 received,	making	 the	most	of	
this	 wealth	 of	 information	 is	 important	 to	 help	 inform	 the	 future	
direction	 of	 engagement	 programmes.	 The	 evidence	 suggests	 that	 the	
most	 effective	 action	 planning	 involves	 all	 employees	 with	 a	 dual	
approach	-	a	centralised	action	plan	complimented	with	a	localised	plan	
to	support	local	initiatives.	
	
Demonstrate	the	return	on	investment	
Linking	 employee	 survey	 results	 to	 business	 results	 can	 help	 build	
confidence	 in	 an	 engagement	 programme	 and	 help	 build	 momentum	
and	 keep	 interest	 throughout	 the	 organisation.	 The	 number	 of	
organisations	linking	engagement	results	back	to	key	business	metrics	
is	36%.	However,	those	that	do	are	63%	more	likely	to	be	satisfied	with	
the	results	of	their	programme.	
	
So	in	summary,	this	new	research	shows	the	importance	of	proving	the	
impact	 of	 engagement,	 especially	 in	making	 small	 improvements	 that	
have	a	positive	effect	on	the	organisation.	This	allowed	organisations	to	
be	able	 to	start	building	 the	case	 for	engagement	and	begin	 to	embed	
this	within	their	organisation.	Linking	the	impact	of	engagement	on	key	
business	metrics	for	all	key	stakeholders	makes	sure	that	the	whole	of	
the	organisation	is	along	for	the	journey.		
	
Those	organisations	that	have	been	able	to	access	the	right	HR	data	to	
show	 the	 return	on	 investment	 to	 key	 stakeholders	 are	 over	 twice	 as	
likely	to	be	satisfied	with	the	results	of	their	engagement	programme.	
	

"Certain	things	catch	your	eye,	but	
pursue	only	those	that	capture	the	
heart.”		

Native	American	Proverb	
	

"For	every	minute	you	are	angry	you	
lose	sixty	seconds	of	happiness.”		

Ralph	Waldo	Emerson	
	

"The	things	you	do	for	yourself	are	
gone	when	you	are	gone,	but	the	
things	you	do	for	others	remain	as	
your	legacy.”		

Kalu	Kalu	
	

"Promise	yourself	to	live	your	life	as	
a	revolution	and	not	just	a	process	of	
evolution.”		

Anthony	J.	D’Angelo	
	

"If	things	go	wrong,	don't	go	with	
them.”		

Roger	Babson	
	

"The	way	is	not	in	the	sky.	The	way	
is	in	the	heart.”		

Buddha	
	

"Judge	not	by	the	eye	but	by	the	
heart.”		

Native	American	Saying	
	

"Come,	seek,	for	search	is	the	
foundation	of	fortune:	every	success	
depends	upon	focusing	the	heart.”		

Rumi	
	

"We	make	a	living	by	what	we	get,	
but	we	make	a	life	by	what	we	give."	

Winston	Churchill	
	

"When	pure	sincerity	forms	within,	
it	is	outwardly	realized	in	other	
people's	hearts.”		

Lao	Tzu	
	

"Self-conquest	is	the	greatest	of	
victories.”		

Plato	
	

"To	exist	is	to	change,	to	change	is	to	
mature,	to	mature	is	to	go	on	
creating	oneself	endlessly.”		

Henri	Bergson	



If	 your	 people	 are	 sufficiently	 bought-in	 to	 your	 programme,	 your	
engagement	 efforts	will	 be	 far	more	 successful.	 But	 it	 is	 important	 to	
remember	that	this	process	of	achieving	buy-in	is	not	a	one-off	activity.	
Initial	buy-in	must	be	maintained	through	regular	updates	and	linking	
engagement	initiatives	to	core	business	metrics.	
	
USEFUL	LINKS		
Click	here	to	read	the	complete	report	on	HRZone.	
	
New	 Directions	 offer	 workshops	 and	 consultancy	 on	 employee	
engagement	 and	 linking	 it	 to	 business	 metrics.		 For	 more	
information	Click	here	.	

	
"A	little	consideration,	a	little	
thought	for	others,	makes	all	the	
difference.”		

	A.	A.	Milne	
	

"Life	is	short,	but	there	is	always	
time	enough	for	courtesy.”		

Ralph	Waldo	Emerson	

The	brain	is	always	learning...	
...It	cannot	function	any	other	way,	according	to	neuroscientist	Manfred	
Spitzer,	which	is	also	why	it	is	so	important	to	give	it	time.	
	
Both	children	and	adults	alike	learn	holistically	with	their	“heart,	mind	
and	 hands”,	 as	 the	early	 19th	 century	Swiss	 educationalist	 Johann	
Heinrich	Pestalozzi	once	put	it.	As	a	third	of	the	brain	is	responsible	for	
the	 planning,	 coordination	 and	 implementation	 of	 movement,	
knowledge	 acquired	 can	 be	 understood	 much	 better	 if	 a	 movement	
connected	to	the	subject	matter	 is	also	made	rather	than	 just	 learning	
through	 observation	 and	 demonstration.	 These	 findings	 point	 to	 the	
following	conclusion	–	the	word	“grasp”	in	the	sense	of	“understand”	is	
often	to	be	taken	quite	literally.	
	
A	second	important	finding	of	brain	research	is	that	“the	brain	is	always	
learning".	In	short,	what	concerns	us	and	what	we	perceive	-	our	life	-	
leaves	 traces	 in	 our	 brain.	 It	 shapes	 our	 thinking	 and	 our	
understanding.	 And	 this	 is	 not	 a	 completed	 process	 –	 variation	 and	
change	are	a	vibrant	part	of	our	reality.	
	
In	light	of	these	two	findings	in	the	field	of	brain	research,	Spitzer	takes	
a	 critical	 view	 of	 the	 dominance	 of	 digital	 media	 in	 our	 lives.	 Digital	
media	 put	 great	 emphasis	 on	 the	 visual,	 observation	 and	
demonstration.	But	they	do	not	provide	holistic	experiences	and	this,	of	
course,	 leaves	 traces	 over	 time.	 Just	 like	 eating	 habits,	 consumer	
behaviour	and	general	lifestyle	have	an	impact	on	the	body,	our	use	of	
digital	 media	 and	 its	 contents	 have	 an	 effect	 on	 our	 mind	 and	 our	
thinking.	
	
His	 criticism	 is	 not	 aimed	 at	 digital	 technologies	 per	 se,	 but	 rather	 at	
our	use	 of	 them	and	 the	pattern	of	 behaviour	 and	 the	 “realities”	 they	
expose	 us	 to.	 Research	 results	 indicate	 that	 people	 are	 seemingly	 not	
well	 suited	 to	media	multitasking.	 Studies	 conducted	 in	 the	 world	 of	
employment	show	that	30%	of	work	time	is	lost	due	to	the	interruption	
of	tasks	and	having	to	refocus	on	them.	PowerPoint	and	online	research	
necessarily	 produces	 better	 lessons.	 Texts	 are	 skimmed	 -	 where	 the	
subject	 matter	 is	 superficially	 absorbed	 –	 and	 ideas	 are	 taken	 in	
through	 “copy	and	paste”	 rather	 than	active	writing.	Thinking	back	 to	
the	 relationship	 between	 content	 and	 perception	 and	 associated	
movement	 in	 order	 to	 understand	 concepts	 when	 learning	 and	
consolidate	 them	 in	our	memories,	 the	qualitative	difference	becomes	

Dealing	with	
disappointment	

How	 you	 handle	 your	
disappointment	 in	 a	 team	 member	
speaks	 volumes	 about	 your	
leadership	 style.	Far	 too	 many	
leaders	 react	 poorly,	often	
responding	with	 nothing	more	 than	
a	knee-jerk	reaction	—	and	a	missed	
opportunity.	The	 key	 is	 to	 use	 the	
situation	for	coaching.	
	
Manage	and	assess	yourself	
Be	clear	on	what	your	intention	is	of	
the	 conversation.	 You’re	 in	 a	
position	 of	 authority,	 so	 what	 you	
say	during	 these	moments	will	have	
a	ripple	effect.		
	
So	 before	 initiating	 a	 conversation,	
step	 back	 and	 get	 clear	 about	 what	
you	want	to	have	happen	as	a	result	
of	 the	 meeting.	 Are	 you	 simply	
looking	to	vent	your	anger	or	do	you	
really	 want	 to	 help	 the	 individual	
learn	and	grow	from	the	situation?	
	
And	 ask	 yourself,	 “What	 role	 did	 I	
play?”	 and	 “How	did	 I	 contribute	 to	
this	 disappointment?”	 Perhaps	 you	
didn’t	 give	 the	 employee	 enough	
training.	 Perhaps	 you	 didn’t	
adequately	prepare	them.	
	
Assume	good	intent	
When	 you	 take	 the	 stance	 that	 the	
team	 member	 didn’t	 intentionally	
cause	 the	 disappointment,	 it	
naturally	 takes	 the	 edge	 off	 of	 your	
approach	 and	 any	 anger	 you	 may	



clearly	apparent.	
	
It	is	not	just	that	there	seems	to	be	a	lack	of	time	for	reflection,	various	
brain	 research	studies	prove	 that	 “our	brain	needs	periods	of	 rest	 for	
consolidation.”	 In	 other	 words,	 periods	 when	 one	 is	 not	 subjected	 to	
stimulation,	times	during	which	one’s	thoughts	can	be	allowed	to	drift.	
Put	 simply,	 information	 recently	 absorbed	 is	 almost	 overwritten	with	
new	content	 in	 the	brain	before	 it	 is	 consolidated	and	 can	be	actively	
used	in	the	future.	
	
It	 is	 like	a	vicious	circle.	Due	to	a	 lack	of	 time	without	stimulation,	we	
no	longer	learn	to	deal	with	the	full	diversity	of	our	reality.	The	absence	
of	 this	capacity	means	 that	we	 increasingly	 focus	 less	on	 the	essential	
and	 integral	 correlations.	 Outlining	 the	 risks	 and	 consequences	 of	
permanent	 online	 presence,	 Spitzer	 remarked:	 “We	 are	 constantly	
connected	with	the	world	and	the	price	we	pay	is	that	we	interact	with	
it	less,	as	we	are	increasingly	less	able	to	do	so.”	
	
Spitzer	 therefore	 argues	 that	 time	 spent	 with	 media	 should	 be	
restricted	 according	 to	 age	 in	 order	 to	 create	 time	 for	 holistic	
experiences	and	learning.	He	says:	“If	they	were	never	used	to	replace	
contact	with	 adults	 or	 other	 children,	 digital	media	 could	 represent	 a	
blessing	 for	 our	 society.	 As	 long	 as	 this	 remains	 not	 the	 case,	 caution	
should	be	exercised.”	
	
USEFUL	LINKS	
Click	here	to	access	the	original	article	by	Manfred	Spitzer	

have.	 And	 in	 the	 majority	 of	 cases,	
that	 stance	 is	 absolutely	 accurate,	
they	simply	made	a	mistake	or	a	bad	
judgment	call.		
	
The	 person	 knows	 they	messed	 up,	
so,	 any	 anger	 you	 display	 will	 be	
mild	 compared	 to	 what	 they’ve	
already	dished	out	to	themselves.		
	
Focus	 on	 the	 outcome,	 not	 the	
person	
Even	if	the	disappointment	occurred	
because	the	individual	was	negligent	
in	 some	 way,	 you	 need	 to	 separate	
what	 happened	 from	 the	 person.	
State	 your	 disappointment	 in	 terms	
of	the	outcome,	and	then	explore	the	
cause	in	a		coaching	way	rather	than	
a	punitive	way.	Why?	Because	when	
people	 feel	 punished	 they	 become	
fearful,	 which	 decreases	 creativity	
and	 innovation	 —	 the	 exact	 things	
you	need	to	rectify	the	situation.	
	
You	won’t	 be	 disappointed	with	 the	
results.	
		
USEFUL	LINKS	
Click	here	to	read	the	the	article	by	
Alesia	Latson	

Public	Courses	2016Public	Courses	2016 	
	
New	Directions	runs	a	small	number	of	public	training	programmes	in	
association	with	partners.	2016	dates	are	below.		
	

Human	Human	Competency	and	Capability	DevelopmentCompetency	and	Capability	Development 		
A	4	day	course	in	strategic	human	resource	management	in	oil	and	gas	.		
Kuala	Lumpur	18-21	October	
	

International	Oil 	&	Gas	Executive	ProgrammeInternational	Oil 	&	Gas	Executive	Programme 	
An	5	day	workshop	in	strategic	management	for	the	Oil	and	Gas	industry.		
Kuala	Lumpur	24-28	October		
	
USEFUL	LINKS	
New	Directions	consultancy	and	training	services	

____________	

Book	sales	
Getting	Results	Without	Authority	is	available	at	the	special	price	of	
£10.00			

CuttingsCuttings 	
Cuttings	is	a	bi-monthly	collection	of	
ideas	and	comments	published	
elsewhere	which	have	attracted	my	
attention	over	the	past	couple	of	
months.	It	is	designed	for	readers	who	
are	interested	in	individual,	
organisation	and	management	
development	and	is	free.	It	has	been	
published	continuously	for	more	than	
20	years	by	New	Directions,	an	
international	network	of	consultants	
and	trainers	who	work	together	to	learn,	
research,	design	and	provide	consulting	
and	training	in	individual,	management,	
and	organisation	development.		
 
USEFUL	LINKS	
Past issues of Cuttings 
New Directions website 
Getting Results Without 
Authority 
 



Ready-Aim-Fire	Problem	Solving	is	priced	at	£7.00		
	
Bundle	both	titles	for	£15.00	
Price	includes	p&p	in	the	UK,	for	deliveries	outside	the	UK	add	£1.00.		
Click	here	to	go	to	the	secure	Online	Shop.	
		

Contact details 
T: +44 (0)117 968 1451 
M: +44 (0)7753 626284 
Skype: GeofCox.NewDirections 
E: geofcox@newdirections.uk.com 
P: 26a Downleaze, Bristol BS9 
1LZ, UK	
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