
Quality Control for Employee Engagement 

“Engagement is about creating opportunities for employees to connect with their colleagues, managers and 

wider organization. It is also about creating an environment where employees are motivated to connect with 

their work and really care about doing a good job. It is a concept that places flexibility, change and 

continuous improvement at the heart of what it means to be an employee and an employer in a twenty-first 

century workplace.”                                                                                                                                                                         

- (Professor Katie Truss) 

An engaged employee is aware of the business context, and works with colleagues to improve performance 

within the job for the benefit of the organization. The organization must work to develop and nurture 

engagement, which requires a two-way relationship between employee and employer. 

Considering the criticality of the engagement concept in an organization, a model for engagement that helps 

in keeping a constant check on the levels of engagement and how it can be improved would be of great help 

in keeping the employees happy at work. 

The Deming Cycle was created as a tool of continual improvement in manufacturing and quality control, but 

it is is a useful foundation for employee engagement because fundamentally, creating corporate culture is a 

process of construction and continual improvement. 

A corporate culture that engages is one that is always listening, continually improving, and never satisfied—

many of the same traits needed for success in using the Deming Cycle, or Kaizen or Six Sigma. Models serve 

one purpose, to simplify challenges and focus actions, and the Deming Cycle does this very well. 

DEMING CYCLE 

  

 



Plan: What is our desired end state? 
The most successful strategies are almost never established from high in ivory towers any more, but come 

about as the result of widespread engagement inside and outside an organization. 

As part of this process, it is critical to think of your employees as a talent and opinion pool. As the famous 

saying goes, “Culture eats strategy for breakfast,” so job number one is making sure that your strategy is seen 

as authentic within the culture of your organization. 

Authenticity is critical in both strategy and how it is manifested within organizations day to day. For example, 

do the organizational leaders “walk the talk”. Leaders are only leading when followers can see them. Planning 

and developing strategy are also the most critical step for employee engagement. 

As our leaders look across the operating environment and context for disruptive changes, opportunity, and 

performance gaps, they can create a strategic vision for the value employees really add to the company, its 

clients and the community—one that usually goes far beyond traditional definitions of employee value 

creation. These visions should be lofty, but once again, they need to resonate with staff and need to be 

consistent with the policies and practices of day-to-day life within the company. Most importantly, the 

culture that is created needs not only to be consistent, but one that employees value being part of. 

 Questions to consider: 

1. Where is the company right now in terms of engaging your staff? 

2. What goal or goals can be created to connect business, community, and individual value? 

3. People want to work for a successful, high-performing organization on projects that help them grow 

and in ways that connect them to something larger than themselves. Does your plan envision that? 

4. Take a simple test and ask yourself: If you were forced to cut salaries for a short period of time or 

forgo bonuses for a year, would your employees be supportive? Are they invested? 

 

Do: Execution 
Do: Pull the right levers Doing—implementation or execution— is the responsibility of managers who 

translate the leaders’ why and what into how, who, and when. The trick is to execute the plan in such a way 

that the varied pieces connect to form a holistic execution to avoid inconsistency and competing 

components. For example, do your incentive programs support the change you desire to make? Do the 

structures, policies and other enabling elements of your organization help or hinder your ability to make the 

changes you seek? 

This is the stuff of authenticity, where the daily actions of how business is conducted connect employees to 

the company’s mission. If there is consistency, it creates a harmony where individuals see shared value in the 

work that is being done, beyond simply earning compensation, and want to be part of the work. The better 

and more aligned this value is, the better the results for employees as well as for companies. 



An understanding of your company culture is critical to this step. A good place to start is to ask; if the 

company were a person, how would you describe him or her? The possible answers could range from 

collaborative, competitive, passionate, or complacent or defensive when asked to improve, or arrogant in a 

delusion that he or is she infallible? From there, identify ways to capitalize on that current state and think 

about what attributes you might want to change or disrupt. The point here is to determine a dominant set of 

traits upon which to focus, exploit and/or improve. 

 Questions to consider: 

1. What are ways to start engagement before your staff even join your organization? 

2. To what extent do you offer work that engages staff’s hearts and minds? 

3. To what extent is your internal structure promoting or inhibiting your success in meeting your goals? 

4. How well are the work processes supporting your plans to succeed? 

5. Often forgotten is the “who are we” question, which examines the entirety of your company. How 

happy are we with who we are? What parts of our culture do we want to keep; what parts do we want 

to change? 

 

Check: Conduct an honest assessment of your performance 
and what enables or impedes progress 
Leaders can’t be certain that their successors will share the same view about the value of employee 

engagement; therefore, in order to make their programs sustainable, a forward-thinking leader has to work 

to deeply ingrain these programs. One way to do so is to embed the measurement of employee engagement 

into the company’s measurement process. Simply put, you “manage what you measure. 

Perhaps most important, employees want to understand the impact they are making and the success of 

which they are a part. Telling the story about how each individual matters and the collective force of the 

program is a key component of any successful program that inspires the passions of its people. This step is 

not about only measuring, it is about communicating. Although leaders and managers are (rightly) hesitant to 

overload employees with communication, successful communication efforts are broad-based, with leaders 

using everything from performance evaluations to quarterly meetings to internal newsletters to consistently 

remind, discuss, and inspire the transformation at hand. It is a cliché, because it is so true— repeat, repeat, 

repeat. 

Perhaps most important, employees want to understand the impact they are making and the success of 

which they are a part. Telling the story about how each individual matters and the collective force of the 

program is a key component of any successful program that inspires the passions of its people. This step is 

not about only measuring, it is about communicating. Although leaders and managers are (rightly) hesitant to 

overload employees with communication, successful communication efforts are broad-based, with leaders 

using everything from performance evaluations to quarterly meetings to internal newsletters to consistently 

remind, discuss, and inspire the transformation at hand. It is a cliché, because it is so true— repeat, repeat, 

repeat. 



 Questions to consider: 

1. What KPIs can you create that connect business, community and individual value? 

2. How can you connect metrics within your company’s human resources and annual review process to 

the goals laid out in the plan stage?   How congruent are they with the culture, process, and structure? 

3. How flexible can those metrics be made in order to allow staff to create their adventure and tell their 

story of success and impact? 

4. If performance is not what was hoped for, what is the root cause? 

5. How are you communicating your goals, progress, and performance? Can your staff hear you? Can 

leaders in the firm that might be closer to your staff—in terms of both proximity and relationships— 

repeat that message? 

6. What means might be used to “speak” to staff? Social media? Dashboards? Info graphics? 

 

 Act: Work to move from business mission to individual 

significance 
Continually improving performance and scaling change is the final step of the process and the first step in 

going through the process again and again. Over time, the cycle rate becomes shorter, iteration a more 

natural part of the process and improvement speeds up. 

This is akin to getting the train to move, where it takes tremendous effort to get momentum started but the 

mass of change quickly starts to overcome any internal inertia. There are dozens of examples in which a 

company change effort seemed to take forever, followed by what seemed like overnight adoption of the 

change. During the long nights of building momentum, it is crucial to keep one’s eye on the goals, measure 

and celebrate small wins, and continue to paint the vision of the end state alongside the current reality. 

Bringing your business strategy in line with your employees’ passions is a win-win. Getting employees 

personally connected to the business success comes from connectivity, consistency, and continual 

improvement. By harnessing well-worn models of continual improvement— models that are likely already at 

work in your company—and creating a strategy that is connective, collaborative, innovative, and draws out 

the best in your staff, you will earn even more than you invested. In return for these efforts, your business 

will create a differentiated approach to employee engagement that builds lasting value for your business and, 

in the case of corporate responsibility change efforts, will achieve the proverbial “doing well by doing good.” 
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