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A Lazy Boss’ Guide to 

Employee Engagement 
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We support small businesses to build the foundations 
of HR and business ensuring everything implemented 
contributes to their overall profitability and growth.  
 
We work with directors and business owners to launch 
established businesses into the next stage of their 
growth by improving their people, their brand, 
reputation and profitability.  
 
Utilising over a decade’s worth of experience, we have 
taken many large business people-practices and 
honed them for successful use in micro and small 
businesses. Combining HR, branding and wider 
business strategy, with your people at the centre, we 
support you to take your business to the next level.  
 
We take the experience I gained by working with 
hundreds of businesses and provide you with a step 
by step process including tried and tested techniques 
that will set your business apart from competitors, 
ensure you have the right people on board and 
support you towards growth and profitability. 
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What is Employee 
Engagement? 



Employee Engagement 

Defined … 

Here’s our definition:  

 

Employee Engagement is the 

discretionary effort that you 

don’t have to threaten 

someone to get. 

 

Lots of things go into creating an 

environment that creates 

discretionary effort.  

 

Hiring the right people is a start.  

Having emotionally intelligent 

managers who can have two-way 

conversations is a good follow up 

to that. 
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Clearly, our simple definition of 

employee engagement doesn’t 

give you a roadmap for what to 

do next in your company if you 

want more discretionary effort, 

(employee engagement). 

   

To help with that, we brought in 

an expert – Natalie Lewis, 

founder of Dynamic HR Services, 

a no-nonsense, practical, 

outcomes oriented expert on all 

things related to employee 

engagement.  

 
 

 

 



Natalie identifies the 5 biggest 

myths related to employee 

engagement as the following: 

 

Myth #1 - Employee engagement 

requires a large budget. Actually, 

you can spend a lot of money on 

engagement programs but if you don’t 

concentrate on the most important 

things, you will get no improvement in 

employee engagement. Conversely, 

you can spend very little and get great 

improvements – if you focus on the 

right things. 

 

Myth #2 - Employee engagement 

isn’t something to be focused on 

now. As some managers say, “people 

should be grateful just to have a job”. 

This is the worst kind of myth –you 

see, your high performers most likely 

to leave as they are most marketable, 

however, the people behind them are 

at risk as well if they aren’t happy. 

 

 

Myth #3 - Employee engagement is 

pink and fluffy and there aren’t 

statistics to back it up. Wrong! 

Plenty of stats show that the more 

engaged your workforce is, the more 

profitable your company becomes.  

 

Myth #4 - Employee engagement is 

a trend. Sure it is. Just like the 

Internet, Email and Facebook, right? 

 

Myth #5 - High pay equals good 

employee retention. People are not 

motivated primarily by money. Fair and 

equitable pay is not a motivation, it 

should be default. For a long time, 

companies solved their retention 

problem through money and rewards 

which worked just fine. These days, 

employees expect something more: 

recognition, flexible working, ability to 

work from home; the things that make 

their jobs easier to carry out and help 

them to keep the work–life balance. 

They also require help with self–

development, such as going to 

conferences or attending courses for 

which a company covers the costs. 

 

 

5 Biggest Myths 
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The Road Map … 

Here is your roadmap on what to do 

next to create more discretionary 

effort: 

 

When it comes to engagement, your 

company is only as good as your 

worst manager 

 

You can bring in consultants, you can 

do an engagement tracking survey but 

at the end of the day, your employee 

engagement levels are in direct 

correlation with the quality of you and 

your managers. 

 

As per our #1 biggest myths, money 

doesn’t buy engagement and as much 

as it kills us to say so, HR can’t make 

it happen alone. It takes quality 
managers.  
 

Quality managers:  

 

 They’ve got to be in tune.  

 

 They’ve got to show they care.  

 

 They’ve got to be able to have 

two-way conversations and listen 

rather than simply tell people what 

to do. 

 

It’s harder than it looks. So let’s give 

you a list of things you can build a 

training program around to drive 
engagement. 
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By understanding what your individual employees like and hate, you 

can then weave these into your daily conversations with them. This 

builds rapport which leads to trust. Do this naturally in conversation 

otherwise you’ll come across as creepy! If they love/hate different 

things to you, it doesn’t matter. Your job is to engage with them. Act as 

if you care! Neglect this and you may as well go home now. 

You and your managers should know what 

employees like and hate, both inside and outside of 

work 
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Managers have to make employees feel like they 

really care about their career and personal 

development, even at the expense of losing them 

You need to grow your talent even at the risk of them leaving and going 

elsewhere. You need to give them experience and training that is going 

to make them more valuable. You need to hope that they’ll stay with you 

for the long term. Treat them like the assets they are and they most 

likely will. 

 

You’ll get so much more discretionary effort from employees who feel 

they are being invested in. 

Remember that not all employees will want to stretch. They just want to 

turn up, do their job and go home at night. They are your ‘Steady Eddies’. 

They are your work horses. They are very useful to your business. Still, 

apply these strategies to them and you’ll see them thrive. 

 

Your top employees, when fully engaged, are worth many times an 

average employee so get on and implement this plan.  
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This is not rocket science! When you see innovation/great 

performance that goes above and beyond, recognise it publicly. 

Managers need to recognise the good behaviours 

and performance and recognise it publicly  

So you’ve spotted a performance issue with one of your employees. 

Bad managers will tell the employee what to do, no interaction, no 

discussion, no dialogue. Good managers make the observation, then 

shut up and let the employee talk. 

Good managers aim to get buy-in to whatever the solution turns out 

to be. Engagement increases when you stop telling people what to 

do and ask them to participate in the solution. 

Move away from the ‘command and control’ manager and move 

towards the ‘manager as coach’ model. 

Managers have to stop telling employees what to do, 

instead, support them to help determine the 

solutions 
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Bad performance reviews suck for everyone involved. Stop them! Stop 

them now. If you’re carrying out yearly or six-monthly appraisals then 

hang your archaic head in shame. 

 

Stop purely measuring performance on the number of widgets made or 

phone calls made or money made. Broaden your managerial game 

and add these three things to the mix: 

 

1. Tell your employees what great performance looks like 

2. Brainstorm on how your employees can make themselves more 

valuable and marketable while they chase those goals on behalf of 

the company 

3. Focus on outcomes (linked to what you want the business to 

achieve) and let the employee decide how to reach them 

Managers must stop focusing on gimmicks and 

focus on what great performance actually looks like 

and how it will help the employee build their career.  

If you don’t have a vision then you need one. This is what pulls 

everyone together and gets them working in the same direction. Now, 

don’t just go making up a vision, telling everyone like an excited 

puppy and then putting it away somewhere for it to fester. Your vision 

needs nurturing. It needs sharing. Often. Integrate your vision into all 

company communications.  

Managers have to stop telling employees what to do, 

instead, support them to help determine the 

solutions 



You’ve got two choices – either get engaged (pun intended) on making 

your managers better, or live with what you’ve got.  

 

Before you say that pushing yourself and/or your managers is “just too 

hard” then remember that attitude will only make your team work just hard 

enough not to get fired! 

  

If you want further support, why not join our free ‘Super Star Boss’ support 

groups on Facebook or Whatsapp. Click the links and join in the fun! 

 

Or if you’re ready to invest, take up our “10 Day Plan to Boost 

Engagement” kit with our unique engagement ‘recipes’ which you can 

easily implement into any business. Combine this with our HR support 

package and you’re on to a winner! 

 

www.dynamichrservices.co.uk 

Enquire Now! 

What Now? 

https://www.facebook.com/groups/superstarbusinessowners/
https://www.facebook.com/groups/superstarbusinessowners/
https://chat.whatsapp.com/KevBvg3DbAaAuFpohoJADI
https://www.dynamichrservices.co.uk/
https://www.dynamichrservices.co.uk/contact-us-2/

