
Has Your Employee  
Engagement Stalled? 
Break These 
Six Bad Habits



Every workplace has its peaks and valleys, but 
there are ways you can work toward sustainable 
improvements in employee engagement.

Let’s explore six common bad habits that can 
stall employee engagement—as well as some 
great ways to build a thriving workplace.

When it comes to creating 
a culture of engaged 
employees, are you on 
pace with today’s high-
performing organizations? 
Perhaps you, like many 
leaders, think your 
organization has room 
for improvement? 



BAD HABIT # 1 TRY THIS INSTEAD

Gathering employee  
feedback only annually.

Ask employees for feedback 
more frequently, and review 
results in real time. 

Steeped in habit or precedence, many organizations run 
lengthy annual employee engagement surveys. Some 
organizations survey their employees even less frequently.

What’s wrong with an infrequent employee engagement survey?  
In summary, it’s:

Disconnected from reality. 
There isn’t one right way to 
set a cadence for employee 
engagement surveys, but 
annual surveys tend not to 
capture an organization’s 
changing dynamics, 
responses to events and 
trends, and urgent needs.

Slow to make it back to 
the HR team and leaders. 
Post-survey momentum 
fades in the typical lag 
between the time employees 
take the annual survey and 
leaders see the results.

Cemented into static and 
heavily detailed reports. 
The overwhelming detail 
prevents leaders from 
understanding trends or 
hotspots in their employee 
population and extracting 
intelligent advice on demand.

It’s crucial that leaders look at real-time data and insights 
on their people just as they do other key performance 
indicators of their business. Frequent employee surveying 
allows organizations to use a “people dashboard” that offers 
comprehensive engagement data; unearths current statuses 
and trends; and empowers the HR team, leaders, and 
managers to track progress and course correct in real time.



Spectrum Health began its employee engagement program with 
an annual survey. But leaders quickly learned that this model 
didn’t support the organization’s goals, which were to ensure all 
of their employees, from administrative staff to physicians: 

With Glint, Spectrum Health now surveys employees four times 
a year. Leaders have relied heavily on the platform’s predictive 
analytics to help them understand where to focus, and to 
make action planning both easier and more effective.

With this new approach, employees said they felt heard 
and empowered once managers and leaders started 
implementing changes based directly on their feedback.

Response rates have increased since Spectrum Health’s first Glint 
survey. Spectrum Health’s culture has shifted because leaders are 
clearly making employee engagement part of their everyday practice.

As just one example, the attrition rate of Spectrum Health’s 
200-person coding department has dropped since partnering 
with Glint. After the department’s employees used the survey to 
express interest in working from home, director Leisa Kimbrough 
and other leaders got employees laptops to accommodate the 
request. In six months, roughly 90% of Leisa’s team had taken 
advantage of the work-from-home option. Engagement scores 
rose, and now 85% of the employees work remotely full time.

Due to Spectrum Health’s large size, diversity of employees, 
and multiple locations—not to mention the healthcare 
system’s market-driven need to always be evolving—leaders 
recognized that more frequent surveys would gather more 
relevant data and lead to effective change more quickly.

Challenges

Solution

Results

• Felt more belonging within the system
• Were included in the decision-making processes
• Understood why changes were happening

BREAKING THE HABIT

Spectrum Health increases survey 
frequency to effect change. 

INDUSTRY: Healthcare
31,000
Spectrum Health is an integrated 
health system that strives to deliver 
personalized health made simple, 
affordable, and exceptional.

NO. OF EMPLOYEES:

MISSION:



Josh Kooistra, DO
Senior Vice President and Chief Medical Officer 
Spectrum Health

“I wish I could have one-on-one 
conversations with all my 280 
direct reports, but unfortunately,  
I don’t have that time. Glint 
allows me to interact and get 
feedback from each and every 
one of them, and our employees 
have great feedback to give.”



Most organizations want to decrease their employee attrition 
rates, so it’s only natural that they look to exit interviews 
for insights. However this approach can be problematic 
because exiting employees have little incentive to provide 
constructive feedback. It’s important feedback to collect, 
but it’s more important to focus on understanding and 
taking action on the needs of current employees. 

According to Glint’s research, employee groups whose 
engagement scores trended down over two pulse surveys 
had a 50% higher attrition rate than groups whose scores 
held steady over the same time period. (This was true even for 
two pulse surveys that occurred within the span of a month.) 
Meanwhile, employee groups whose scores trended up had 
30% lower attrition rates. In other words, even your most 
engaged teams may be at risk when engagement scores drop. 

Falling scores in certain drivers of employee engagement, 
like Career Growth, have an outsize impact on turnover. 
Technology is capable of identifying trends like these before 
they become problems. Early warning systems, like alerts and 
automated insights, identify patterns, predict outcomes, and 
surface key improvement areas. With predictive analytics, 
organizations keep employee engagement problems from 
becoming employee retention and performance problems. 

Focusing on feedback  
from former employees.

Harness predictive analytics to 
identify issues before it’s too late.

BAD HABIT # 2 TRY THIS INSTEAD



We often talk about employee engagement broadly, making 
sweeping characterizations for a single organization. But the 
truth is that employee engagement is highly shaped by local 
factors, most notably an employee’s team and manager.
 
Within a single organization, every business unit, location, 
or other subgroup may have a different mix of drivers and 
motivational factors that influence their engagement. 
So a one-size-fits-all strategy for your employee 
engagement is almost guaranteed to miss the mark.

Today’s high-performance organizations embrace 
technology that allows them to identify what motivates 
each team. They can then take targeted action based 
on data that reveals a team’s unique challenges.

Artificial intelligence programs analyze team data and provide 
recommendations for improving engagement based on 
factors like high and low scores, correlations of drivers with 
key outcomes, benchmark data, and past trends. These 
programs then use industry best practices to recommend 
courses of action to improve engagement. With these systems, 
organizations have the tools and the resources to make an 
ongoing impact on their teams’ engagement and performance. 

Here’s an example of how engagement drivers can vary by team:

Relying on a one-size-fits-all strategy. Tailor insights and action to 
each team’s unique needs.

Finance Team
Purpose
Culture
Recognition

1.
2.
3.

HR Team
Culture
Career
Team

1.
2.
3.

Technology Team
Culture
Leadership
Career

1.
2.
3.

BAD HABIT #3 TRY THIS INSTEAD



In many organizations, HR partners and the C-suite are the 
only people who see engagement data, and managers 
are left on the sidelines. Yet managers are employees’ 
strongest link between their day-to-day activities and the 
organizational vision, and they’re the best equipped to 
understand employees’ motivations, goals, and challenges. 
An empowered manager is in the best position to work with 
their teams and take effective action to improve engagement.

High-performing organizations embrace the manager-
employee relationship. They give managers the tools—the 
data, the training, and the responsibility—to take ownership 
of employee engagement. These organizations empower 
managers to lead their team through the data and determine 
how they can jointly take action to improve engagement. 
With this shift, HR partners become the people development 
experts and the only team responsible for the entire 
organization—in essence, the champions and coaches. 

Guarding engagement data 
under lock and key.

Empower managers with the data 
so they can impact engagement.

BAD HABIT #4 TRY THIS INSTEAD



FICO embraces the philosophy that high-quality managers are  
critical in helping employees become more engaged.  
As the organization became more geographically dispersed, 
leaders knew that it would be critical to maintain a sense 
of cohesiveness and keep employees engaged. 

FICO had been working with a well-known consulting company 
to measure employee engagement through an annual survey. But 
the survey’s reporting process was both labor- and time-intensive, 
creating a lag that rendered the results irrelevant. What’s more, the 
consulting company provided managers only with static reports 
that didn’t equip them with the insights and ongoing support they 
needed to respond effectively to engagement challenges. 

FICO turned to Glint with the goal of providing managers 
and leaders with more frequent, actionable insights to 
increase employee engagement and performance across 
the organization. FICO now surveys employees quarterly 
and delivers results to managers immediately.

Glint’s frequent pulse surveys allow managers to access the most 
current insights into their teams, and FICO’s leaders rely on the results 
when setting priorities and communicating to all employees.

Managers and leaders have embraced employee feedback to 
make both local and organization-wide changes that have led to 
measurable improvements in overall engagement, specific drivers 
of engagement, and business outcomes. Notable results include:

Challenges

Solution

Results

BREAKING THE HABIT

FICO empowers managers 
with engagement data.

INDUSTRY: Financial technology
3,400
FICO provides analytics software and 
tools aimed at managing risk, fighting 
fraud, building more profitable customer 
relationships, optimizing operations, and 
meeting strict government regulations.

NO. OF EMPLOYEES:

MISSION:

• Five consecutive quarters of reduction in undesired attrition
• 12% increase in Communication score after FICO 

managers used employee feedback to re-engineer 
the organization’s internal communications

• 17% increase in Rewards score after leaders used 
employee feedback to redesign both incentive 
bonuses and long-term incentives

• An 11% increase in overall employee engagement



Rich Deal 
Executive Vice President and Chief HR Officer 
FICO

“Glint isn’t just a tool; it’s an 
integral part of the way we 
make decisions that impact 
our company. Glint allows us to 
create a dialogue with and about 
our people that I increasingly 
hear in leadership meetings and 
in the hallways every day.”



Employees, as consumers in today’s fast-paced world, 
now expect to be able to give feedback in their workplace 
and see real-time impacts from it. Yet traditional employee 
engagement surveys often limit opportunities for 
discussions among employees and leaders by setting the 
expectation that they only need to occur once a year.

Frequent conversations on engagement foster inclusion 
among employees, and they also provide opportunities 
for ongoing feedback at all levels of the organization. 

In high-performing organizations, the leadership and HR teams 
build enthusiasm for employee engagement initiatives and train 
the most important influencers—managers—to understand, 
communicate, and take action on engagement data. Managers 
equipped with data are in a better position to lead frequent 
discussions with their people about what motivates them and 
what action they can take to address feedback. They can then 
work with their teams to build action plans and track progress. 

When these conversations take place on a regular basis 
across the organization, employee engagement becomes 
a habit and a part of the culture. Taking action as a result 
of the data becomes an ongoing part of planning at every 
level of the organization and an integral component of the 
business strategy. Imagine a world where engagement 
results and subsequent actions are a standard part of 
monthly status reports, and the engagement and financial 
dashboards are integrated in executive team meetings. Leading 
organizations are using a regular dialogue with employees 
to create an environment where everyone can thrive.

Leaving the employee out of 
employee engagement.

Use engagement data to  
create an ongoing conversation 
organization-wide.

BAD HABIT #5 TRY THIS INSTEAD



Many organizations understand that employee engagement 
is linked to critical business outcomes—from retention and 
performance to customer satisfaction and profitability. Yet 
they don’t look for the linkage to other key performance 
indicators. It’s critical that organizational leaders give 
their people data the time and attention it deserves. 

High-performing organizations recognize that employees drive 
the business through their energy, focus, and commitment. For 
these organizations, engagement scores are reliable leading 
indicators of success for people (ex: performance), teams (ex: 
creative output), and business units (ex: operating margin).

Changes in engagement can have an impact on employee 
retention; individual and team performance; customer 
satisfaction; safety; and even profitability. High-performing 
organizations use technology to track engagement data 
alongside their other critical business metrics. That’s when 
engagement data becomes predictive, answering questions 
like: How does engagement impact customer satisfaction? What 
drives improved sales performance at the end of the quarter? 
How many people are likely to leave in the next six months, and 
what’s the likely recruiting and onboarding cost to replace them?

Employee engagement is much more than a report
card. HR executives recognize this, and now they have
the ability to prove it with real-time people data.

Neglecting the organization’s 
most important metric.

Identify the linkage between 
employee engagement and 
business performance.
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Employee engagement
Revenue

BAD HABIT #6 TRY THIS INSTEAD



Glint supports 
thriving 
organizations

Frequent measurement of employee 
engagement  
Monthly, quarterly, or on your schedule. 

Smart alerts and insights   
Surface retention, performance, and development 
risks using data to see business-impacting 
challenges before they come to a head.

Local-level responses 
Provide access to each employee group’s unique 
engagement DNA to help you prioritize action plans.

Team-specific dashboards for 
managers and leaders
Deliver recommended focus areas 
and team-specific action plans.

Visualization reports and report sharing 
Share and communicate results quickly among the 
HR team, managers, executives, and team leaders.

Integration of employee data 
and business metrics 
Illuminate the link between engagement 
and business outcomes with sophisticated 
diagnostics and recommendations.

Glint is built for high-performing organizations that 
know their future depends on engaged employees. 
These organizations are making engagement data an 
integral component of their success. Glint supports 
organizations in implementing and following the 
habits of agile, people-centric employee engagement 
by equipping HR partners, leaders, and managers 
with valuable features and functionality (at right):



Don’t let bad habits get in the way  
of happy, successful employees and 
their positive impact on your business.  

Your people at their best.

Let us show you how an employee engagement  
solution can work for your organization.  
 
Contact us today.


