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You’ve probably heard the statistics: 50.8% of employees are not engaged, and 17.2% 
are actively not engaged at work, which only leaves 32% of employees actively en-
gaged. 

Gallup defines engaged employees as those who are involved in, enthusiastic about, 
and committed to their work and workplace.  Not engaged employees may be generally 
satisfied but are not cognitively and emotionally connected to their work and workplace; 
they will usually show up to work and do the minimum required but will quickly leave 
their company for a slightly better offer. Actively disengaged are workers who have 
miserable work experiences.

What that means is you have 32% of employees who are conscious and intentional 
about the work they’re doing. They’re paying attention; they’re truly working toward the 
goals of the company. They believe they’re a needed part of the company. 
This is who we all want as employees.

But there are only 32% of them. 

Then you have 50.8% who are not engaged, and it just means they’re fairly lack luster 
one way or the other. They’re the ones who show up, they get a paycheck, they do what 
they do, and they go home. Work certainly isn’t a priority in any sense of the word.
Is that good enough?

Is it okay with you if half your employees or staff are not really engaged with your 
organization?  That they show up because they have to in order to get a paycheck?
Let’s look at it another way…. Do you think that people are most productive if they’re not 
engaged? 

No. 
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If they’re not actively engaged, your employees are not as fully productive as they could 
be, which means your company is losing money… because lowered productivity means 
higher expenses or less revenue. Which definitely affects your bottom line. 

Then let’s look at the 17.2% of employees who are actively not engaged. That means 
they really don’t want to be at their job. They’re looking for a different position with a 
different organization. They are looking for a way to get out of there fast. That turns into 
high employee turnover, which again sucks at the expenses side of the balance sheet in 
your company.

Bottom line: if your employees aren’t engaged, then your 
organization is losing money.

So why are people not engaged? We’ve identified the top five reasons why employees 
are not engaged at work. 

REASON #1 – Personal Life

Their personal life might be taking center stage. They have issues at home. Maybe they’re 
in an unhappy marriage, or they’ve got children, and they’re distracted. Maybe there’s a 
lot going on. They’re looking at colleges, so they have to set up college visits. There’s the 
soccer traveling tournament coming up this weekend, and they’ve got to leave Friday at 
5:00, which means they’re thinking about how quickly they can leave work in order to get 
everybody on the road and packed.

They’ve got a family member who’s sick. Maybe they’re part of the sandwich generation 
where they’re taking care of their parents or in-laws in the same household where they’re 
also raising their children. 

All those things are priorities, so that means that while they’re at work, they’re thinking 
about these other things. How can they manage it? How can they get Bobby to karate 
practice? Oh, they just got a call from school. Sally is sick again. 

All these things are taking up time, which is distracting them, pulling their attention away. 
They’re not focused in meetings. They’re paying attention to their cell phones for texts 
from family members. They may be making phone calls to the doctor’s office or making 
arrangements for childcare, pick-up, or whatever, so that they can take care of their 
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personal life - because that’s their priority.

 

REASON #2 - Purpose

They don’t have a really clear idea about how their role fits into the company. They know 
what their job description is, but they don’t really understand how that’s an important cog 
in the wheel of the company. They do what they do. They do it because they’re supposed 
to, what they’re told to do, but they don’t understand why that’s important.

They might even wonder if they didn’t show up if anyone would notice.  

Employees need to feel that what they do matters.  They need to understand how what 
they do fits into the organization.  This is necessary on a micro level (each person with 
regard to his or her role), mid level (why is this department necessary in the company), 
and to a macro level (what is this organization’s place in the community or the world).

All humans need purpose. It’s why we’re part of community groups, churches, and 
sometimes even movements.  The question is whether your employees have a sense 
of purpose at work, beyond just punching a time clock and bringing home a paycheck.

REASON #3 – Right Person in the Right Sea

If an employee is not engaged, it could be that you don’t have the right person in the right 
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seat. This could play out a few different ways. You might have the right person who is 
really a great person and in alignment with your company and your company’s values, 
but they’re in the wrong role.

Or you might have the person whose skills and experiences fit that seat and fit that role, 
but their values and what’s important to them are absolutely not in alignment with the 
company’s values. So you’ve got the wrong person in the right seat. 

When there’s a mismatch, you could have the right person in the wrong seat, the wrong 
person in the right seat, or the wrong person in the wrong seat… when what you really 
need is the right person in the right seat. And that is about alignment. 

Having the right person in the right seat means the person’s goals, values, skills, 
experiences are in alignment with what is needed for the company and for that particular 
role. 

Going back to that scenario where you might have the right person but in the wrong seat.  
Here’s how it starts out:  you’ve got somebody really good at what they do. They love it, 
they do a great job, they produce, they’re awesome. So what’s the next step? 

Promote them to management… except in some cases that move is not ideal for them.  
Management requires a different skill set, so them being a manager is the wrong seat.  

We see this all the time in engineering and sales, to name a couple of industries.  Someone 
is a great coder or a great salesperson, and because the only way up to climb up the 
ladder is to management, that coding engineer suddenly manages other engineers, or 
the sales person is in charge of other sales people.
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But what if that management role is not a good fit? Stress, anxiety, even conflicts, all rise, 
which causes engagement level to fall.

REASON #4 – Zone of Genius

In this case, your employee may not be operating in his Zone of Genius, the place where 
a person rocks! One of the reasons we call it the Zone of Genius is they just naturally do 
what seems like magic to others. There’s no effort. 

The whole definition of working in your Zone of Genius is that it energizes you. It’s 
something that you could do all day long, and at the end of the day you still have energy 
left over, or you have even more energy because it energized you to be rocking the world 
in your Zone of Genius. 

However, if someone’s role or position or even their daily communications with people 
in the company require them to work outside of their Zone of Genius (in the Zone of 
Excellence, the Zone of Competence, or the Zone of Incompetence), that’s going to 
cause them to not be engaged. That means that what they are doing could be a slow 
drain on their energy or could be a big drain on their energy, which is going to 

cause them to be not engaged.

REASON #5 - Acknowledgement

How many times did your mother say, “Nobody appreciates all the work I do around 
here!”? Now think about your employees and staff. They could be feeling the same way.
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There are some personality types where all you have to do is throw them a bone, a kind 
word here and there, and they will do anything for you! 

But regardless of personality types, everyone wants to be seen, heard, and acknowledged. 

Is acknowledgement part of your company culture? Do management and leadership 
make efforts to publicly acknowledge and appreciate staff’s efforts? Maybe someone’s 
salary even reflects that they’re seen as doing a great job, but if they’re not getting those 
kudos - even privately from a manager, the team lead, the boss, the CEO - they could 
quickly become disengaged and maybe even actively not engaged simply because they 
don’t feel appreciated. 

69% of employees say they would work harder if they felt their efforts 
were better recognized.

We’ve had some clients wonder if this means they have to go around patting everyone 
on the head for doing what they’re supposed to do.  It’s not quite that simple. Those 
times that others acknowledge the consistency, the going above-and-beyond, or the 
results based on someone’s fulfilling their job duties can make most of us feel on top of 
the world.

So what happens if someone rarely or never feels acknowledged?

How do you engage your employees?

The first step is to look at your employees.  Statistically speaking, you know 68% of 
them aren’t engaged.  So where does the disengagement come from?  With the top 5 
reasons we’ve identified, you can start to get some insight and clarity and perhaps make 
corrections.  While you can’t do anything about Reason #1 (their personal life), you can 
make adjustments and changes in other areas.

Even if someone’s personal life is drawing their attention away from work, making sure 
they understand the value of what they do and being acknowledged, for example, can 
level the engagement playing field.

You also may need to look at your organization’s core values to determine if you have 
the right people. You may need to focus on your company culture and intentionally create 
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the culture you want in your organization.

What about hiring the right people from the get-go? 

We run into many companies who think they need to hire based on skills first, and then 
see if they’re a fit for the culture and values. Honestly, that’s completely backward.  An 
employee can be perfectly skilled, but if they’re out of alignment with the company’s core 
values and mission, they will drag the company down, either quickly or over time.  

Then, look at how you onboard your new employees. Do you have a mentorship 
program? Do you check in with your employees and their goals?  How do you assess 
their performance? Is it once a year, or do you have ongoing conversations to motivate, 
inspire, and help them?

90% of leaders think an engagement strategy would help, but fewer than 25% 
have an engagement study done or a strategy in place.

How would more highly engaged employees benefit your organization?

• Less employee turnover
• Fewer sick days
• More than three times as likely to do something good for the company that  

       is not expected of them 
• Increased productivity
• Fewer safety incidents
• Higher customer retention (organizations that have over 50% employee engagement   

       retain over 80% of their customers)
• Increased sales

This is what we here at The Shuler Group do. We are passionate about the human side 
of business. We believe that employees and staff are an organization’s most precious 
resource, and if that resource is truly seen as precious, more strides toward short- and 
long-term goals can be made.  
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Imagine the power of everyone in a canoe rowing together IN THE SAME DIRECTION.

That’s what The Shuler Group does. We help make sure you have the right people in 
your boat and that they’re all rowing in the same direction.
What does that look like?

We custom-design all our People Thrive™ Programs based on your needs and desired 
outcomes. 

Our particular services and specialties include the following:

• Communication
• Relationships
• Leadership
• Team Building and Employee Engagement
• Sales Training

How do we offer our services? 

Company Climate Inventory – Our proprietary Inventory will allow us and you to get a 
sense of how employees view their role and the culture at your company, what they see 
as company challenges, what they consider to be their personal challenges, if they feel 
fulfilled, and more.  It will also give insight into the existing culture of your company.

Customized Trainings, Retreats, and Strategy Meetings –These trainings and retreats 
are customized to your needs and always include follow-up coaching, consulting, and 



9

even additional training for better retention and increased results.

6-month Manager or Employee Training Tracks – For managers, general staff, or 
both, we offer a series of trainings and support offered over a 6-month time period to 
improve communication, hiring, leadership, team building, engagement, and customer 
service.

Training Retainer – Let us be your training development and facilitation resource. If you 
don’t have the budget or need for a full-time Director of Training or Director of People 
Operations, we can fill those roles for you.  In addition, with our experience, knowledge, 
and resources, we can fill a void in your company to provide a wide array of trainings. 

We offer complimentary consultations on how The Shuler Group can meet the 
needs of your organization.

https://go.oncehub.com/TheShulerGroup
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About The Shuler Group, LLC

The Shuler Group, LLC, is an expanding consulting and training business specializing in 
custom-designed communication, employee engagement, leadership training, and team 
development programs, as well as sales and marketing training to improve communication 
and performance in all areas of a company.

We also provide personal development programs and training to help individuals grow, 
evolve, and maximize their gifts and strengths to become stronger leaders and team 
players.

We’ve custom-designed programs and consulted for government agencies, CPA firms, 
event coordinator departments, admissions staff departments, small retail businesses, 
and individuals.

We look at relationships (including management/employee, employee/employee, 
company/customer, and company/vendor) and help create tools and environments to 
make these relationships better, productivity soar, and employee engagement mount.

As a result, we foster a better understanding of how these different dynamics interact 
and how people and workplaces can benefit from these differences.

Many of our clients and companies we work with truly want to make the world a 
better place, through the products and services they offer, as well as caring for 

their employees and we help them do that.


