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My Plan Today 
• I will share concepts, ideas, best 

practices, and studies on why
‘boss’ engagement has dropped, and 
how to select, retain, and engage your 
‘people who manage people’

• …and will post this presentation and a 
few tools on the Summit cloud website TOOLS



2022

US Annual Averages

31

Overall, all workplace engagement is down

Gallup’s State of the US Workplace Report, June, 2023 

2023



Manager Engagement 
Dropped 7%*

*Gallup’s State of the US Workplace Report, January 7th, 2022, US Engagement Drops First Time in a Decade
** 6 Trends Leaders Need to Navigate This Year,  Gallup Workplace , January 31, 2023

State of the Workforce

**…and Hybrid Managers experienced the highest level of burnout in 2022**



Disengaged managers 
are 3 times more likely

 to have disengaged employees**

A Manager Impacts the Variance
in Engagement by 70%*

Gallup’s State of the US Workplace Report, June,  2023 



Scary Statistics
• According to a June 2023 Gallup data, 59% of of global 

workers say they're ‘checked out’ of their workplace.

• A recent SHRM study reveals that:
• 84% of American workers say poorly

trained people managers create a lot of unnecessary
work and stress

• 57% of American workers say managers in their workplace 
could benefit from training on how to be a better people
manager

•50% of employees feel their own performance would improve if their 
direct supervisor received additional training in people management per 
SHRM



What’s Going On?



6 Reasons Boss 
Engagement

is so low



1. Perception of the Boss



The Boston Globe





2. Today’s leaders are dealing with a lot



Covid and Beyond

Trump vs Biden 
AGAIN

Social Unrest 

A hybrid workforce is a 
handful to manage

Divided Country

Global Unrest  

Can’t find 
people 

DOL for March -
3.8% 

Insane Compensation 
Requirements 

AI will take my job



3. Hello, maybe they don’t want to 
manage people 









ENSR’s New      
Organizational Model

Kicked off 10/1/06

hi                     
..

hi                     
..Case Study – Organization Pressure 
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4. Management consumes EMOTION



Most leaders are left brain oriented



Empathy more natural with right brain types



It is not ‘Either / Or’  



Good managers and gender

• There are great male and female managers
• But….female managers tend to be more 

engaged (41% to 34%)
• Plus, employees working for female managers are 6% more 

engaged than those working for male managers
• Best combo? Females working for females (35% engaged)
• Worst combo? Males working for males (25% engaged)

*Gallup's The State of the American Manager Report of 2.5 million manager led teams



5. Management is lonely



Why so lonely?

• You now have fewer peers
• Need to be always ON
• Perception that you must have 

distance with your employees to 
remain objective

• Many tough decisions require 
independent thinking…



6. You might have to support decisions you don’t like



The Consequences of Bad Boss Selection



75% of people voluntarily leaving 
jobs say their boss is the reason*

* Gallup survey of 80,000 Global Employees



….one’s first line 
supervisor (the boss)

The #1 Driver of both
Employee Engagement and 
Employee Disengagement?

* Gallup survey of 80,000 Global Employees



8 Steps To Engage and show LOVE to the Boss



1. Treat them as employees first



“If you don’t do the people stuff 
well, you are going to screw up 

your company pretty badly’’
Zeynep Ton, professor at MIT Sloan School of 

Management, and author of The Case for Good Jobs  



2. Reduce their workload



Case Study – Reduce their workload



3. Pay Them



Good People Leaders are 
Your Most Important Employees    



BOSS

Leverage



4. Communicate to them FIRST





Between “My 
Job” and 

“Where is the 
Company 
Going?”

Communication and Line of Sight



Case Study - Communication and Line of Sight



Build a communication protocol

Using this template, begin 
to map out your 
communication protocol 
process by completing 
specifics on 
• Message (profit, growth, 

engagement, etc.)
• Deliverer
• Venue
• Audience
• Frequency

Communication Alignment 



5. Train and Develop Them



“I’m an 
Engineer, what 
do I know about 

managing 
people?”



“Green will Grow, 
Ripe will Rot” 

Anonymous

“I don’t want to train them 
and have them quit!”

“Would you rather they not be 
trained and stay? ”

Anonymous



How to Attract and Retain Top AEC Talent 
Anthony Fasano - President/CEO, Engineering Management Institute

Peter Atherton - President and Founder, ActionsProve, LLC



6. Empower and Trust Them  



ADP Research Institute, 2019  

Team members who strongly agree that 
they trust their team leader are 8 X as 

likely to be fully engaged as 
those who don’t.



TRUST AND INSPIRE 
How Truly Great Leaders Unleash Greatness in Others

Stephen M.R. Covey 



Senior Leader need to Trust those who LEAD People

Trustworthy 
+ Trusting = 

TRUST

You must be trusting, not just trustworthy. 
We are not trusting enough when trusting 

our people or our teams.
Stephen Covey 



7. Recognize and Appreciate Them 



What’s behind RECOGNITION?

We’re all driven to ACHIEVE





People are Motivated
by Recognition and 

Appreciation 

Generosity

Appreciation

Recognition

Kindness 

Simon Sinek



69% of employees say they'd work 
harder if they were

better appreciated**

**8 Employee Engagement Statistics you need to know, 
SMARP, December 2021



Sadly, we have some work to do

Dale Carnegie Global Leadership Study, December 2016 of over 3,300 employees



Career Lattice Model

Line
Project & 

Program Mgt.
Technical Sales & 

Marketing Administrative

8. Make other career options attractive 



Look to promote ‘people leaders’ IN or OUT



C

ONLY 10 % of people have 
the combination of attributes

that make a GREAT manager

* Gallup survey of 80,000 Global Employees



Quantitative 
Performance
(The WHAT 

you Do)

Qualitative performance
(The HOW You Do It)

Desired Behaviors and Traits – Empathy, Trust, Vulnerability, etc. 

Performer but needs 
coaching –

CAN’T STAY HERE

Transition Employee
Catch early & Train

Your 
Stars 

Train on the What, 
but strong in How 

Develop Skills

The Magic Matrix 



Look for (and avoid) the 7 9 deadly 
characteristics of terrible bosses.

X



1. They Lack Empathy



Include ‘Empathy’ as a Key Competency when evaluating 
candidates to hire or promote to ‘people leaders’



*Businessolver 2017 Survey of 
2,000 employees and CEO’s

Would change jobs 
to work for an 

empathic employer 

33%
40% 56%

33%
40%

Would work longer 
hours for an 

empathetic employer

56%

Would stay in their 
jobs if they felt 

valued and 
cared for



The Disconnect 

But only 49% of employees 
polled described their

organization as empathetic*

*Businessolver 2017 Survey of 
2,000 employees and CEO’s *2017 Workplace Empathy Monitor study 

92% of polled 
employees say 
that empathetic 
employers drive 

retention*



“Empathy is the most 
essential quality for a 

successful career”
Bob Bechek, Managing 
Director at Bain & Co

 99%  Approval Ranking and 
#1 rated Chief Executive on 

glassdoor.com

Case Study 



2. They Lack Humility and Vulnerability 

“…good leader combines both 
HUMILTY and fierce resolve. And for 
a leader to be seen as humble, they 

must be able to demonstrate 
VULNERABILITY….” 



“I have no idea how to do a 
5-year Strategic Plan”

Bob Weber, CEO of ENSR

Case Study - Vulnerability 



3. They Fill the Wrong Voids

• Negativity
• Cynicism
• Skepticism 



12 Needs a Leader Must Fill



4. They Hunt People to Blame



5. They don’t hold people accountable 



"My manager helps me set work priorities," 
- Among employees who disagree, only 4% are engaged.

"My manager holds me accountable for my performance,
- Among employees who disagree, only 6% are engaged.

Gallup, 2016 “State of The Workforce Report”
**2010 Kenexa Global HR Engagement Study

Accountability and Engagement  



Remember, seek respect, not friends



Case Study –

“They’re not 
your friends!" 



6. They are not Trusting   



Stephen M.R. Covey Leadership has moved from
Enlightened 

Command and 
Control

Trust and 
Inspire 

Command 
and Control



7. They don’t walk the talk   



Captain Abrashoff
and the USS Benfold 

Case Study – ‘Walking the Talk’



8. They are glass ‘half filled’ people   



Negative Emotions that drive Dis-engagement

–Disinterested
• Bored
• Lethargic

– Irritated
• Insulted
• Manipulated

–Uncomfortable
• Anxious
• Vulnerable
• Intimidated
• Fearful

Emotional Drivers of Employee Engagement – Dale Carnegie
and MSW Research groundbreaking study of 1,500 employees



Positive Emotions that drive Engagement

–Valued
–Confident
–Inspired
–Enthusiastic
–Empowered

Emotional Drivers of Employee Engagement – Dale Carnegie
and MSW Research groundbreaking study of 1,500 employees



Managers who feel NEGATIVE emotions are 
10 X more disengaged than managers who 

feel positive emotions. 

Why Care?

Negative emotions are more 
contagious than positive emotions 

and spread to other co-workers, 
customers, and future hires



9. They Are Not Achievement Driven  



The 7 Intrinsic 
Motivational 

Drivers





…and remember





.
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Bob Kelleher
The Employee Engagement Group

rkelleher@employeeengagement.com
 www.EmployeeEngagement.com 

Thank You 


