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Renée Cormier has had a long-standing passion for business and for helping others be the best they can be. She is a 
certified coach who shows you how to move forward and achieve growth in business and all other areas of life. 
Renée happily shares her business and personal development expertise through a variety of training and coaching 
programs that create unsurpassed value for her clientele. Would you like some help setting goals and getting things 
done better and faster than ever before? Get access to unlimited coaching services for a flat fee! 
  
Renée is also a published author with additional expertise in public relations, marketing communications, adult 
education, sales, leadership, and employee engagement. Renée is able to leverage her varied experience to support 
her clients in multiple ways. There is nothing like being able to see clearly through multiple lenses.  
 Email: renee@reneecormier.com Web: www.reneecormier.com  
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Introduction: 
I like to work with businesses to help refine systems, increase productivity and elevate their 

public reputation. The object is to increase the overall value of a business so that it will be 

more attractive to potential buyers and investors. This e-booklet is meant to provide insight 

into the challenges faced by businesses in transition as well as offer some practical advice to 

guide such companies through each phase. In order to keep things simple, I have divided 

this e-booklet into three sections. As you read, you will have the opportunity to learn ways 

to add value to your business by increasing cash flow, elevating your public reputation, and 

engaging your employees. You will also learn some important techniques that will allow you 

to execute your strategic plan with ease and efficiency. 

 
I'm a pragmatist and a natural teacher, so it's not enough for me to simply provide insight. 

Indeed, the pragmatist in me wants to tackle problems and see them resolved, and the 

teacher inside me wants to show people how things are done. In other words, you will find 

the content in this e-booklet to be instructional, and hopefully very valuable. This e-booklet 

will provide you with a strong foundation to start the process of enhancing the value of your 

company as you transition to higher ground. 

 
Who should consider getting additional support through transitional phases? 

Any business which is actively seeking exponential growth or driving change is considered to 
be a business in transition. These include the following: 

• Businesses being sold 
• Recently purchased businesses 
• Businesses looking to merge 
• Recently merged businesses 
• Start-ups 
• Businesses wanting to build 

franchises 
• Businesses seeking exponential 

growth 
• Private businesses wanting to go 

public 
• Businesses looking for private 

investors 
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Part One: Adding Value and Increasing Cash Flow 
 
 
 
 
 
 

 
 

Enhancing the Value of Your Company 

When we look at what we can do to enhance the value of a company (a common reason for 
transition) we tend to look at increasing sales and decreasing costs, but there is also a thing 
called goodwill which needs to be considered. Goodwill encompasses the intangible assets 

of a company that increase its value to prospective buyers and investors. It can include 
things like the location of your business, but your company’s reputation, employee 

engagement levels, customer satisfaction and product quality are also part of the goodwill 
value of your company. Harnessing your communications vehicles to bring up the goodwill 
value of your company is a smart way to start the process. Here are a few things for you to 
keep in mind as you think about how to impact this valuable aspect of your business. 

Reputation: Much of your goodwill value can be positively influenced by your 

communications efforts. For example, your public reputation can be enhanced through 

common public relations tactics. Become known for the good things you do within your 

community by establishing corporate social responsibility programs. If you have a smaller 

business, doing something like donating computers to underprivileged kids or supporting 

social programs that are being run by local charities will help enhance your reputation both 

in the community and among your employees. 

Once you establish where to focus your charitable efforts, you will then be in a position to 

score some media attention. Accessing the media in order to create awareness of your 

charitable work means you are also letting the world know that your company has a human 
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side to it. When investors or business buyers look at the public reputation of a company they 

will check to see how you show up in the news. The more good you do, the better. 

Your web presence is another way goodwill gets measured. There are many tools that help 

you measure your web presence. Alexa is a tool that is widely used by people who are 

involved in analyzing the internet presence of businesses. What you are doing in social 

media, as well as the traffic on your website can affect the rating you get when someone 

researches your business on Alexa.com. If you don’t want to pay to see how your website is 

ranked worldwide, try SimilarWeb. It can be fun to use these tools to see whether your 

communications efforts are helping raise your public profile. 

Employee engagement: Building your employee engagement initiatives is critically 

important to all businesses, but if you are looking at trying to create a successful transition 

or trying to build the goodwill value of your company, then you need to realize that an 

engaged workforce means you are a desirable employer with access to top talent. It also 

means the quality of your products and customer service will be greater than if you are 

surrounded by disengaged employees. Engaged employees also tend to recommend your 

company to others (which also enhances your public reputation). If you are not making this 

a top priority, you are making a huge mistake. 

People seem to think creating an engaged workforce necessarily means you must pay high 

end trainers and consultants to come in and change everybody and everything. It doesn’t 

have to be that way at all, and I would recommend you avoid doing anything that will not be 

appreciated. The problem of having a disengaged workforce is one that stems from broken 

leadership. Your company wide communications are instrumental to the process of 

employee engagement, so it is actually a really practical place to start the process of 

changing the mindset that has broken the culture in your company. 

Use your company newsletters, intranet and all other internal communications vehicles to 

speak to the values of your company and educate your employees so that they have the 

opportunity to grow. Be sure to speak to the successes of your employees and make a big 

deal out of the proud moments when employees did extra work to help a customer or 

launch a new project. Keep it positive. 

I’ve written my share of newsletters for companies with content they provided. Everything 

was about sales figures and forecasts, expectations and misery. All they really managed to 

http://www.alexa.com/pro/dashboard/trial-offer
https://www.similarweb.com/
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do was keep the culture toxic. How many employees do you figure looked forward to the 

monthly newsletter? A little levity goes a long way and adding helpful content around 

leadership, customer service and interpersonal relations, makes your newsletter more of a 

resource than a reminder of the stress they are under. How your content will be interpreted 

really depends on how you frame it. If you want to know what your employees would like to 

read about in their newsletter, then put together a little online survey and get some 

answers. 

Customer satisfaction: This is a factor that is easy to control. The more engaged you are 

with your customers, the more they like you. Consider your customer base to be part of your 

company’s community or tribe. Keeping them in the fold means being willing to do more for 

them than just take and fill orders. The way you communicate with your customers, and the 

messages you send out, will let them know that that they are appreciated (or not). Also, any 

opportunities to create events that instill a sense of community among your customer base 

are worthwhile. Keep in mind that it is important for you to make your customers feel like 

they are more than a revenue source for you. If you are genuinely interested in your 

customers and their feelings about your business, then they will respond with plenty of 

support. beBee.com is a perfect example of a business where the administration supports 

its members who, in turn support the social network, but you don’t have to have a web 

based business to achieve this. You just need to have the right mindset and be willing to 

communicate the right messages through a variety of channels. 

Product quality: What does your communications department (or your freelance 

communications professional) have to do with product quality? It’s all in the messaging! 

Well, partly, anyway. Having a good quality product is necessary if you want to stay in 

business, but what people say about your product is important. Address any unfavourable 

feedback about your product in a way that is professional and shows genuine interest in the 

well-being of your customers. Remember Lululemon and the sheer yoga pants? How could 

anyone forget? That’s what happens when you sacrifice quality, don’t have a crisis plan in 

place and you don’t get advice and media training from a PR professional. In your external 

communications make sure you accentuate the positive things about your product, speaking 

to its benefits and unique features. If you goofed, then admit it quickly and do everything 

you can to rectify the situation. Sometimes you just have to take a loss on a bad decision 

before things get worse. 

https://www.bebee.com/
https://youtu.be/UVsEZHVzs4M


 

6 
 

 
 

 

The Fine Art of Money Hunting 
Many small to mid-sized companies are unaware of 
the abundance of lost revenue due to inefficiencies 
in operations. Finding and solving the problems 
that cause lost revenue is akin to finding cash 
hidden under the floor boards. It’s a wonderful 
treasure that’s been there all along. If you’d like to 
expand your bottom line, then you should check 
these places for hidden money. 

Sales: This may seem like a real no-brainer, but 
your sales funnel is the first place to look. Many small to mid-sized companies lack a strong 
sales process. Do your sales reps have a sales kit to work with? How are you capturing and 
delegating leads? Do you provide ongoing sales and customer service training to support 
your business? In most cases, the answer to these questions is, no. Taking steps to correct 
that could easily allow you to triple your sales revenue. 

 
Bridge the gap between sales, customer service and delivery. Here’s a scene that plays out 
often in businesses. An eager sales rep promises delivery of a product within a time frame 
the customer service team finds impossible because the stock is on back order and not in 
the warehouse. The customer is annoyed, and all other parties are annoyed with each other. 
Nobody ever seems to be in step. Usually we find this is an issue of communication 
hampered by an inefficient way of tracking customers, sales, orders and inventory. The 
solution here is relatively simple. Microsoft Dynamics offers a broad product line designed 
to help small to mid-sized companies streamline the way they communicate information 
between departments. Don’t imagine they are all out of reach in terms of price point. 
They’re not. Anyway, you’d be surprized at how much money you will recoup and how many 
customers you will save by using one of these systems. 

Vendor Rebates: It’s a little known secret but many credit card companies and other 
business to business vendors will negotiate rebates for a significant amount of spend. If you 
know from years of experience that you will spend a particular amount on a credit card or on 
an essential product / service for your business, then you may be able to negotiate a rebate. 
Every vendor will have a sweet spot that you need to hit to qualify, so do a little 
investigating and see what you can get back. If you don’t ask, you don’t get. 

Check the garbage. Manufacturing defects, wasted supplies and spoiled product can cost 
you a lot of money over the course of a year. Often, this kind of waste is the result of 

http://turnondynamics.com/
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employee apathy. Consider ways to engage your workforce and have a process in place that 
encourages employees to be conservative in their use of supplies. Don’t overstock items 
either for office, manufacturing or customer use. Buy only what you need and know what 
will be used in a quarter. As you conduct your operations planning, these are things you will 
need to consider, so write that plan and stick to it. 

Don’t overstock inventory. Consider that every square inch of space costs you money. The 
longer stock sits on a shelf, the less valuable it becomes because you must consider the 
value of the real estate it occupies. That’s why it is so important to keep stock moving. If you 
can predict the demand for a product with a reasonable degree of accuracy, then you will 
have an idea of how much you really need to have. Holding on to a big pile of product that 
nobody wants is disastrous. If that happens, call in a liquidator or do whatever you need to 
do to get rid of it. 

Receivables: While you were out, somebody forgot to check the accounts that are 120 days 
or more past due. An automated accounting system can help you with that, but eventually, 
someone has to make a phone call. “Perhaps you lost our invoice. Would you like me to 
resend that?” There are many ways to make sure your receivables are looked after. One of 
them is to make sure your sales people don’t get paid until you do. You can also, make 
reducing receivables part of the performance objectives of your book keeping staff. Having 
clearly defined performance objectives is another way of making sure money isn’t flying out 
the window, but that’s a lesson for another day. 

Absenteeism and turnover: Every time your employees call in sick, leave early, arrive late or 
quit, it costs you money. In fact, replacing an employee can easily cost you three times their 
salary due to hiring fees, errors, frustrated customers, missed opportunities, etc. Invest in 
your employees, manage them properly, train them, give them goals and clear expectations 
and you will see a positive effect on your bottom line. 

Talent: Consider the difference between having a body in place to do a job versus having the 
right person for the job. When people are working within their skill set they are far less 
efficient than those who are skilled and working within their sphere of talent. Employees 
working within their sphere of talent are energized by what they do. Those working within 
their skillset (that is skill, minus talent) will have their energy depleted at work, making them 
less efficient and less likely to spot opportunities and errors. That costs you quite a lot of 
money in the long run. Take the time to make sure your employees are placed in positions 
they really have a knack for. 

Services and service fees: Many business owners pay fees for services they are not using to 
the fullest. It is a good habit to review your banking and other fees at least quarterly to see if 

http://www.gallup.com/topic/employee_engagement.aspx
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the expenditures are justified. Are you paying for a web designer to maintain a site that 
seldom needs updating? Do you have memberships that you neither need nor use but find 
yourself paying for, anyway? These are things to consider. A lot of small stuff can turn into 
big stuff over the course of a year. 

As you can see, much of the money slipping from your hands in business can be recouped 
through process improvement and effective operations planning. Once you plan, however, 
be sure to execute effectively. Otherwise, you’ll end up with a really nice pile of paper stuck 
in a drawer somewhere. 

Part Two: Executing and Managing Change 
 
 

 
Working the Plan for Successful Execution 

In business, plans to implement growth or change often fail due to poor execution. In fact, 

90% of businesses fail to execute their strategic plans. That’s because it’s one thing to know 

what needs to be done to improve your business and quite another thing to actually get 

yourself there. Bridging the gap between knowing what to do and actually getting things 

done, doesn’t have to be an exercise in frustration, however. Through my years in business, 

I’ve discovered there are a few important things you need to do in order to successfully 

execute new initiatives. Try these and let me know how they work for you. 

 
Gain willing co-operation: You will never get anyone in your company on board with making 

changes for you if you don’t first secure buy-in. If there was company-wide participation in 

the development of your new strategic plan, then it will be an easier sell than if there wasn’t. 

I know that not all companies have a tendency to involve employees in the planning process, 

 
 

https://blogs.oracle.com/epm/entry/are_90_of_companies_still
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however. No matter how your new plan came about, it will still need to be sold to your 

employees if you want to be able to successfully execute it. Start at the managerial level, 

making sure that everyone understands why the changes are important and what the 

benefits will be. Consider exactly what your key messages should be and use those phrases 

consistently. Make sure your managers commit to and understand the importance of 

interdepartmental co-operation in executing the plan. Have those managers sell the 

commitment and changes to their teams using those key messages and go right down the 

organization speaking to the advantages and benefits of the plan all the way. Be sure to 

maximize all of your internal communications vehicles in speaking about the changes and 

talk up the advantages. 

Identify a process and establish goals: The next thing you need to do when implementing 

your plan is figure out the best way to proceed. Identify which actions should come first, 

second, third, etc. Once you’ve done that, you can further grind down each action item into 

smaller steps. Each of these steps will become your goals, so be sure to make them SMART 

(Specific, Measurable, Attainable, Relevant & Time-based). 

Assign responsibility for each task: One of the reasons execution fails is because the wrong 

people get assigned to tasks. Before you begin to assign activities to execute your plan, 

think about whose talents meet the required activities. Never heap a ton of work on people 

just because they are willing to take it on. Willingness doesn’t equal talent or efficiency. 

Every work place has someone who willingly takes on the burden of doing nearly everything. 

These workhorses are great to have around, but they are not always the best people for the 

job and their burden ends up resulting in delays and inefficiencies. Many hands make light 

work. Assign tasks equally and according to strengths. If you’re not sure what people’s 

strengths really are, there are many online tests to determine this. They are well worth the 

investment. 

Use a project planner: One of my favourite tools to help me get things done in a timely 

manner is a project planner. It’s a simple Excel spread sheet with spaces that name activities, 

who they are assigned to, start time, end time and progress. Using a project planner will 

help you stay organized and on task. The planner can be sorted according to due date or any 

other pertinent value. It might look something like this: 

https://www.gallupstrengthscenter.com/?gclid=CN6bsq6jrc8CFQEuaQodIPQBZg
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Avoid holding aimless meetings: I hate meetings that waste my time and I know for a fact 

that nearly everyone who has ever worked for someone else has had to sit through tedious 

meetings that produced nothing meaningful. Make sure all of your meetings have an 

agenda, a purpose and accountability built into them. Every person assigned a task needs to 

be entered into the project planner (like the one above) and given a timeline to work with. 

You also need to use your meetings as an opportunity to make sure everyone understands 

how each initiative is aligned with the larger strategy and vision. Failing to do so will 

negatively affect your ability to get things done. 

Follow up on progress: Once tasks are assigned, follow up on progress either in a weekly 

one-on-one or in a group meeting. Nothing changes unless commitment to action and 

accountability are established. Being diligent in following up will ensure your plan is 

executed flawlessly and that all goals are met. It will also give you the opportunity to make 

adjustments and avoid potential disasters. 

Establish timelines for each activity and work to a final completion date: This is a critical 

part of executing your plan. People tend to put off things that don’t seem particularly 

urgent or important. If you are in charge of getting things done, then it is your responsibility 
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to create a sense of importance and urgency around each activity and the completion of the 

larger goal. 

Never fear failure: Did you know that fear of failure undermines execution? Managers who 

are afraid to implement changes for fear of failure actually sabotage the growth of a 

company. Change requires a willingness to take a chance and a willingness to make 

mistakes. Mistakes happen. No plan is fool proof, but be sure that no fool follows a plan. 

Mistakes are learning opportunities, and should not be seen as an indication of a person’s 

ineptitude. 

Many companies pay consultants a lot of money to develop plans for them with the hope 

that they will be given the direction they need to kick things up to the next level. Nothing 

happens without successful execution, however. Consider the value of following these 

suggestions and let me know if you need any support in that regard. I work with companies 

in transition as well as those wanting to achieve exponential growth. 

Battling Change 
 

Nothing new happens without change yet people are often slaves to sameness, and even 

after embracing change, they will revert to their old patterns of behaviour and thinking. Why 

is this? 

According to scientists, the reason we resist change is because our brains are hardwired to 

detect life threatening changes and engage in fight or flight behaviour. When we experience 

dramatic changes from an external source, we are naturally programmed to first feel fear 

and then to go on high alert and make a quick lifesaving decision. Our resistance to sudden 

 
 



 

12 
 

 

change is an innate reaction to our environment. But what about when we choose to make 

changes in our lives? Why do we embrace those changes and fear change brought to us from 

an external source? 

We embrace change more easily when it is our idea and when it doesn’t negatively affect 

our well-being. Humans seek out stability. For example, change in employment is perceived 

to be an exciting opportunity when it’s a promotion with better pay, but tragic when we are 

fired. 

We are moved forward by positive outcomes and deterred by negative outcomes, so our 

perception of the outcome must be more comfortable than the place we are in. Divorce is a 

great example of how humans perceive change. When we are miserable at home, and our 

stability is negatively affected, we get up and leave, but only if we believe there is something 

better waiting for us on the other side. Many people will stay miserably married because the 

prospect of risking their financial stability, upsetting family members and being single for the 

rest of their life is unappealing. People who imagine they would in some way be better off 

after divorce, are more likely to make that change and will do it quite happily. Change, in this 

case, is much harder for the spouse who didn’t want the divorce. 
 

May your hands always be busy 

May your feet always be swift 

May you have a strong foundation 

When the winds of changes shift - Bob Dylan 
 

The hidden message in the above quote is that if you are in a position where you must force 

change upon others, then make sure in advance that the perception of continued stability 

remains untainted. Business consultants and change managers have a way of inadvertently 

instilling fear among employees. They put together a long list of things that must change 

and make rapid and sweeping improvements that scare the heck out of everybody, disrupt 

the flow of business and cause people to quit, call in sick, and spread discontent around the 

office. Consider using the Japanese business philosophy of Kaizen to create change while 

maintaining stability. With Kaizen, you can have a large positive impact simply by committing 

to continuous improvement and making small steady changes over a longer period of time. 

Kaizen makes employees feel empowered and less intimidated by the process of continuous 

improvement. It allows them to become active contributors, thereby making it easier 

https://en.wikipedia.org/wiki/Kaizen
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to embrace changes. You can also use this philosophy to make small, yet powerful changes 

in your personal life as well. 

So why do we fall back into old patterns? Sometimes it is because we take comfort in 

repeating behaviours that we know. Some studies suggest our tendency to revert to old 

patterns stems from overestimating our own ability to resist temptation. That makes good 

sense to me. If you are watching your weight for example, you will be setting yourself up for 

failure if you continue to keep unhealthy foods in the house, or if you think that having just 

one cupcake won’t be a problem. For most people, that kind of thing is always a problem, 

because they will gradually end up indulging at more frequent intervals and then, without 

even being aware of what happened, end up back where they started. Think of the alcoholic 

who believes he can have just one drink. It never happens. 
 

Anything that changes your values changes your behavior. - George A. Sheehan 
 

Changing behaviour also requires making a change in the way you think about the 

behaviour, not just removing the temptation. By adjusting your rationale and embracing 

new values, you will be more likely to keep yourself from wanting to return to your old way 

of doing things. 

A great example of this can be found when people change their religion. They go from 

eating and drinking certain foods and indulging in behaviours they never really questioned, 

to leaving it all behind in the name of God. When you change your belief system and your 

values, you create an uncomfortable environment for those old habits to thrive in. If you can 

remain steadfast in your commitment to those values, you will have little problem with self- 

discipline. Be religious about your commitment to change. It will keep you on track. 

In business, rewriting your company values to reflect the changes you want to make in your 

business is a good place to start. Once you have done that, it is important to continually 

communicate those values in everything you do. Incorporate your company’s values into all 

decision making processes, meetings, objectives and policies. When you do that, you will be 

more likely to successfully implement workplace change and not fall into the statistic of 

being among the 70% of businesses who fail at executing change. 

The battle between change and sameness is part of the human condition but it is only a 

problem when we let it become one. 

https://www.amazon.com/s/ref%3Dnb_sb_noss_2?url=search-alias%3Daps&amp;field-keywords=kaizen
http://www.choosehelp.com/blogs/in-recovery/study-shows-that-people-overestimate-their-capacity-to-resist-temptation.html
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Facilitating Workplace Change 

Many years ago I worked in the corporate training 

industry. I specialized in teaching companies how to 

engage employees. The economy tanked and what was 

already a hard sell became an impossible sell for me. 

Even though I wrote a book on employee engagement, 

I thought that when I closed the door on my training 

company that I would never again be in a position to 

influence the way companies communicate with their 

employees. Eventually, I made a career change into public relations and here I am, once 

again, in a position to influence the way companies communicate with their employees. 

Lucky me! 

I was speaking to a friend recently about the fallout that results from implementing 

sweeping changes in organizations which are unaccustomed to having a high degree of 

structure and accountability built into their workday. Many companies hire change 

managers to help facilitate the transition phase of their businesses. They recognize the need 

to change and they think they want that change right up until things get really bumpy. 

Typically, change managers go through the process of doing all this work, only to get fired 

before they ever get to see positive results. Companies don’t all seem to realize that the 

coldest part of the night is right before dawn breaks. Letting your change manager go early 

usually means that a third semi-efficient culture will emerge. It might not be as bad as the 

first, but it definitely won’t be nearly as good as the second could have been, if the manager 

had been given the chance to finish his work. 

Usually, change managers have to take the fall for everything. In my experience, the 

company that refuses to take full ownership of the problem usually wants no part of the 

solution. They leave all the changing up to one person who is left to fire people, initiate new 

ways of doing things and hold everyone accountable except those who don’t report to him. 

Because the very top managers don’t understand the process, they don’t buy into the 

changes and they can’t tolerate the grumblings of employees who often don’t understand 

what is really going on. 

 
 

https://www.amazon.ca/Engaged-Growth-Renee-Cormier-ebook/dp/B003LY48U0/ref%3Dsr_1_fkmr0_1?ie=UTF8&amp;qid=1467807681&amp;sr=8-1-fkmr0&amp;keywords=engaged%2Bfor%2Bgrowth%2Brenee%2Bcormeir
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As I mentioned earlier, organizational change should never be only one person’s 

responsibility. A lot of what we do in business is really about managing expectations. Right 

from the start, the change manager needs to make it clear that all members of the company 

need to be involved in supporting the upcoming changes and therefore must solicit help 

from their Human Resources and Communications departments. 

Below are some ways HR and Communications can support cultural change and make 

transitioning into a new phase of business a much easier ride. 

1. Maximize Internal Communications: Your company newsletters and intranet offer a great 

opportunity for employees to remain connected to everything your company is doing. Have 

employees contribute stories about projects they are working on, or initiatives they started 

in order to engage customers or co-workers. Also, be sure to leverage your communications 

so that you are instilling pride in your products, people and their performance. The flavour of 

your communications will dramatically affect the perception employees have of the 

company. Try to keep your communications light and fun rather than data driven and 

stressful. 

2. Make a Video: Video is a fun way to tell a story. Whether you have a contest for 

best Vine or you hire a videographer to help you create a more polished product that 

includes employees doing fun things, really doesn’t matter. The process of involving people 

and seeing the finished product is the most powerful tool of all. Try it and watch what 

happens. 

3. Start a Corporate Social Responsibility Program: Studies show that employees are proud 

to work for companies that stand up for causes. CSR initiatives are great for both public 

perception and employee engagement. Money may be the driving force behind everything 

you do in business, but it cannot be the only thing that matters if you want your employees 

to care about your company. 

So how can change managers get employees on board with new 
initiatives, minimize the risk to the rest of the business and still remain 

employed? 

It’s not simple, but an integrated approach is essential. 

https://www.linkedin.com/pulse/nine-ways-wonderful-how-create-engaging-newsletter-ren%C3%A9e-cormier?trk=mp-author-card
https://vine.co/
http://www.nettelmedia.com/
http://www.reneecormier.com/%23!wwwreneecormierblogspotca/c4dn/post/1040253561395873211
https://www.researchgate.net/publication/262574655_Does_corporate_social_responsibility_impact_on_employee_engagement
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4. Maximize Employee Reward Programs: What I’m referring to here goes far beyond the 25 

year pin. Reward employees for making useful suggestions that you were able to 

implement. Reward them for not missing work days or for going the extra mile. A little 

sincere appreciation goes a long way. When coming up with rewards, consider the value of a 

day off, a gift card or a weekend at a nice resort instead of a useless lapel pin or a piece of 

paper in a frame. 

5. Hold Casual Company Events: Employees need to see managers and co-workers outside 

of the office environment in order to appreciate their human side. A barbecue in a park, a 

lunch in a local pub and theme park excursions can be extremely important outings during 

stressful changes at work. The events can be relived through communications tools such as 

newsletters, bulletin board pics or the company intranet. 

6. Start a Group: Groups give people a chance to find commonalities and help them build 

rapport. Consider running a lunch time book club, Toastmasters group or even a walking 

group. Encouraging your employees to take their lunch breaks, add variety to their day, and 

not eat at their desks is good for your workplace culture. 

7. Live Your Corporate Values: Corporate values are often listed on plaques and stuffed in a 

corner beside a filing cabinet, underneath a box. That’s usually because nobody values the 

values. If everyone in the company speaks to the corporate values and lives by them when 

making decisions, then the general feeling that upper management is full of hypocrites 

tends to dissipate. A culture that nurtures respect for all and holds everyone accountable for 

their behaviour is generally a healthy one. All communications pieces should refer to the 

company values, and HR practitioners, along with management, must be sure to refer to 

them in conversations. 

8. Emphasize Physical and Mental Health: Work can be stressful at the best of times. Add 

the complications of each employee’s private life to the list of change induced stresses at 

work and you can easily have people melting down and missing time on a daily basis. 

Encouraging and providing opportunities for employees to exercise regularly and eat a 

healthy diet will lower your absentee rates and alleviate stress. Ensuring your staff are all 

given the opportunity to access a strong employee assistance program will also help them 

manage personal problems more effectively. 
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9. Find Out What Employees Want: Putting together a bunch of initiatives to help 

employees transition through change works best when you provide the right outlets for 

them. Have your employees fill out a survey or drop suggestions into a box to see what 

matters most to them. Solicit input from everyone and then have fun being at work 

together. 

There are millions of things you can do to help take the stress out of corporate change. The 

important thing is to make sure you do multiple things, multiple times and constantly 

communicate up, down and all around the organization. Don’t leave all the responsibility of 

driving corporate change up to one person. Not sharing the load means you will put your 

business at risk and undermine your change manager’s efforts. 

 
 

Avoiding Setbacks during Transition 
 

Business transitional phases can be quite tumultuous to say the least. New objectives, job 

losses, new policies and procedures, rumours, fear, anger, frustration and resistance to 

change become the new normal for a period of time. Keeping things flowing in the desired 

direction can be quite challenging. My colleague, Graham Edwards pointed out in his recent 
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post, More Thoughts on Businesses in Transition that discipline is essential to moving your 

plan forward. 
 

Discipline is needed to ensure that the planning process is part of the business calendar, is 

properly resourced, and is actively communicated throughout the organization as a priority. – 

Graham Edwards 

This often requires making a shift in the values that shape the culture of your organization. 

As someone who has spent considerable time studying and teaching others about employee 

engagement, this is especially interesting to me. Graham, in his post stated that creating a 

culture of urgency, meritocracy, curiosity and respect is an important element of successful 

business transition. I couldn’t agree more, but sometimes that’s much easier said than done. 

Read on to learn more about how to instill those values in employees and keep the process 

of business transition moving forward. 
 

A higher rate of urgency does not imply ever-present panic, anxiety, or fear. It means a state 

in which complacency is virtually absent. - John P. Kotter 

Urgency: Nothing gets done in an organization until people are first and foremost able to 

understand the importance of an initiative. In order to create a sense of urgency and move 

the business forward, make sure employees know how these initiatives will positively affect 

both the individual employees and the business as a whole. Once you’ve done that, then you 

can begin to build accountability through the use of project planning spreadsheets and 

regular 1:1 meetings. In your communications you should always speak to the company’s 

goals and the values of timeliness and task completion. In other words, make the most of 

every opportunity to communicate the importance of getting things done quickly and 

efficiently. 
 

When it comes to work, there is a fear factor around meritocracy. People are afraid of being 

openly judged. However, when you know what you are being measured against, it's 

empowering. - Maynard Webb 

Meritocracy: One major pitfall of having a corporate culture based purely on meritocracy is 

that having to “measure up” all the time can create a culture of competitiveness and back 

stabbing. That is nothing new in most corporate environments, however. The key is to be 

https://www.bebee.com/producer/%40graham-edwards/more-thoughts-on-businesses-in-transition-or-part-two
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careful which behaviours you are rewarding. Managers who fudge numbers to make 

themselves look good often get bonus payouts based on their “merit”. That’s not exactly a 

behaviour that will move your business in the right direction. So how can you reward 

without compromising the value of integrity and spoiling your corporate culture? The trick 

lies first in creating fool proof systems that make cheating difficult. Secondly, consider 

providing incentives and rewards for employee initiative, co-operative behaviours, 

suggestions for process improvement, and other behaviours that will keep your business 

moving forward. Performance reviews are important in business, so don’t abandon them. If 

you use them as a tool for providing useful feedback and encouraging excellence, rather 

than a tool for firing your staff, you will alleviate the troubles caused by an overly 

competitive culture. 
 

Always treat your employees exactly as you want them to treat your best customers. – 

Stephen R. Covey 

Respect: Many years ago, before I met my husband, his daughter had fallen quite ill with e- 

coli poisoning. Her kidneys shut down and she was near death. Because my husband had to 

go to the hospital and miss some time from work, his boss asked him, “How long is this e- 

coli thing going to last?” His insensitivity was irksome. The boss didn’t care that his direct 

report’s child was dying in the hospital. Work had to be done and deadlines needed to be 

met. Here’s a news flash. Having no respect or value for your people will never help you get 

things done faster. 

All good relationships are built on a platform of mutual respect. Good things happen when 

people show appreciation for the efforts and opinions of others. Reinforce the value of 

mutual respect by living it at work and in your personal life. Hold town hall meetings to 

gather feedback from employees and take every opportunity to recognize extraordinary 

efforts. Show that you value your employees’ free time, family commitments, opposing 

opinions, lifestyle choices, etc. When you foster a culture of mutual respect, employees will 

want to do more for you. That is where employee engagement begins. 



 

20 
 

 
Pay attention to those employees who respectfully ask why. They are demonstrating an 

interest in their jobs and exhibiting a curiosity that could eventually translate into leadership 

ability. - Harvey Mackay 

Curiosity: It is arrogance that causes leaders to discourage questions. Ego dominated 

leadership is not real leadership. Creating a culture where curiosity can flourish means 

allowing your employees to freely give opinions and question processes for the sake of 

continuous improvement. Employees should feel emotionally safe in their work environment 

and be encouraged to maximize their own expertise rather than stifle it to make the boss 

happy. Encourage your employees to seek learning opportunities that bring value to the 

company, its employees and customers. If you provide incentives to employees for seeking 

cross functional learning, post-secondary education, etc., and you allow curiosity to flourish 

in your organization, you will enrich your corporate culture and have access to more brain 

power than your competitors ever will. Employees who are interested in their work and the 

company as a whole will happily follow through to see that your new initiatives are carried 

out with excellence. 
 

 
 

Part of creating a culture of acceptance to change involves defining the "new" values and 

living them in your day to day operations. When the mind of an organization shifts to a more 

positive focus, so will the behaviours and results that follow. 

The concept of carrying out a smooth business transition may seem 
a bit contradictory, but it really is a process whereby one must first, 

quite deliberately, create a culture of acceptance to change. 



 

21 
 

 

Part Three: Increasing the Value of Your Workforce 
 

 

Cleaning Up Your Culture 

Companies in transition typically must deal with a considerable amount of upheaval. Often, 

it is the employees themselves who find transition the most difficult. Emotions tend to run 

very high during business transition. This is typically when a company’s most toxic people 

become highly influential. Their comments and negative energy will undermine all of your 

efforts to create positive changes for your business. The only way to combat this, is to make 

sure they are the first people to be fired. 

Malcontents are costly to have around. In spite of this, many companies are reluctant to get 

rid of their troublesome employees. Some malcontents manage to create the perception of 

having value because they are long time employees and know many important things. Some 

companies may even fear that losing these disruptive people will have a negative impact on 

their business. The truth is that these employees have little or no value to any business and 

according to statistics, have a negative impact on customer loyalty. Yes, if they are long-time 

employees they may be expensive to get rid of, but believe me, they are much more costly 

to your business if you decide to keep them! 

Gallup Management Journal conducts annual employee engagement surveys on a variety of 

US businesses and the results are consistent year after year. According to the most recent 

 
 

http://www.gallup.com/poll/188144/employee-engagement-stagnant-2015.aspx
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Gallup Management Journal survey, these malcontents make up roughly 17% of the 

workforce in an average company. They are the “actively disengaged”. What’s more, 56% of 

disengaged employees would fire their boss if they could and two thirds of these people 

would never recommend your product or service to others. Malcontents will not only drive 

away your prospects, but they will also drive away your existing customers. One can assume 

from these statistics that their presence is a tremendous drain on their bosses and co- 

workers! All of these factors cost businesses a lot of money! 

So how do you keep these people from ruining your organization? How can you progress 

with these disengaged employees sabotaging your business? The solution is simple. You 

have to fire them. Unfortunately, they are like a bottomless box of Kleenex. There will be 

others popping up to take their place if you don’t know how to create an environment that 

gives them no power. In other words, you need to create an environment that is conducive 

to employee engagement. Like weeds, your disengaged/toxic employees can only thrive in 

poor conditions. Your efforts to engage employees are like water and fertilizer to your front 

lawn. 

Here are some secrets to creating an environment that will disarm those dreaded 

malcontents: 

Determine your team values: Companies often have a set of values posted around the work 

place which may or may not mean anything to the employees of the company. This is usually 

because most companies post the values and forget to live by them in their daily 

interactions with their employees. It is as though they were posted for everyone but the 

Leadership Team to adhere to. Never mind. Each workplace team should have its own set of 

values to work within and these values should be agreed upon by each member of the 

group. If these values happen to correspond to the values of the company, then that’s a 

bonus. If you happen to work for a company where people do live by the values, then your 

own team values will add to your efficiency. 

Have a team meeting where everyone brainstorms the values they would like to incorporate 

into their work life. You may get answers like “respect for time”, “positive attitude”, 

“accuracy”, etc. Write all of these answers out on a flip chart or white board and have the 

group narrow down 5 or 6 of the most important values you wish to adopt. 

http://www.gallup.com/poll/188144/employee-engagement-stagnant-2015.aspx
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Next, get everyone to contribute examples of how each value will play out in the work day. 

An example for positive attitude would be, “not putting up road blocks every time a new 

assignment comes up” or “not permitting negative comments about the company or other 

co-workers”. 

Once you have established your team’s values and have a clear idea of how they can be 

applied to a day’s work, you have something to refer to whenever your malcontent is not 

performing according to the values. 

Use the company vision as leverage: All employees need to understand how their role is 

important to the company vision. They also need to understand how the vision benefits 

society. If it is not clear in the way the vision is written, then you need to draw a picture for 

your team. People are more eager to make a contribution to society than they are to make a 

contribution to the CEO’s bonus. Speak of the benefit your product or service has for your 

customers and remind them that the work they do is meaningful to society. Employees who 

are tied to the vision and believe in the goals of the company will take pride in their work 

and the products you sell. 

Motivate your people: Figuring out what motivates people is always a challenge. The 

simplest thing any manager could so is just ask. Usually money is not what it takes to get 

people rolling in the direction you want to take them, so if you’re worried that engaging 

employees will cost you too much money, you can relax. Sometimes a little flexibility in 

scheduling, allowing people to work from home on occasion, or setting up a recognition 

board for all to see, is all you really need to do. Sales people often ring bells when they close 

a sale. Keep the environment light. Motivate with positive outcomes, not negative. Avoid 

threatening with poor performance reviews, firing, suspensions, etc. Those tools should be 

last on your list of tricks to gain compliance. 

Among the most useful things any manager could do when it comes to motivating 

employees is to align with the most engaged employees (Gallup’s top 29%). Use those 

employees to influence your middle group (54%). The bottom 17% will likely never become 

your friend, so don’t waste your time trying to make them love you. They never will. The 

middle group can go either way, and it is extremely important for you engage them before 

the malcontents corrupt them. Use the top 29% to give you information regarding what is 

happening in on the ground, so that you can circumvent problems before they actually come 

up. Communication is the key to your success. 



 

24 
 

 

Place the right people in the right roles: One important factor that leads to disengagement 

at work is people feeling they are ill suited for the role they are in. Often people get 

promoted into positions that are not maximizing their strengths, and so they under perform. 

Have conversations with your team regarding where they feel they can be most valuable. It 

may be in a whole other department, or it may be in a former role, but you will never know if 

you don’t ask. Getting people into the right position may take some jockeying around, but 

once you get it right, you’ll be glad you took the time. 

Of course, part of getting people into the right roles may also mean having to let people go. 

If your team players are not exhibiting the attitude required to get the business moving 

forward, then you must get rid of them. Offer support to help them improve and if you see 

no positive change in behaviour, then let them go. You can’t teach pleasant, happy or co- 

operative, but you can teach technical stuff. Don’t fire people because their proficiency in 

Excel is mediocre. You can teach that. At work, attitude is gold. Hire and retain pleasant and 

cooperative people. 

Set a shining example: Nobody respects leaders who lack integrity. Double standards, 

playing favourites, egocentricity, manipulative behaviour… You know the drill. It’s all bad. 

Your character as a leader will define your success. All of your decisions are a reflection of 

the character that guides you. Be a shining example of humbleness, integrity, honesty and 

trustworthiness in both your personal and professional life. All things good should spring 

from you if you want to be able to give no voice to the malcontents. They cannot criticize 

you, complain about your character or condemn you if you give them no reason. Live as 

faultless a life as is humanly possible, and when you falter, accept responsibility for your 

actions and apologize. 

Getting everyone engaged at work is no quick job. It is definitely a long process, but if you 

are willing to persevere, the rewards will be enormous. Your company will make a lot more 

money regardless of economic conditions, your people will be much more productive and 

efficiency rates will be considerably higher. Guaranteed! 
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Dealing with Bully Managers 

Sometimes companies feel compelled to 

keep their bully managers because they 

get results. Those are usually short term. 

If you still feel inclined to train your 

manager, then follow my guidance 

below to prevent yourself from having a 

revolving door of employees run through 

your business. Bully managers are a 

liability to your company. 

Their behaviour can result in law suits 

being filed by employees and former 

employees. They cause turnover and also cause people to take stress leave. Their behaviour 

seriously hampers productivity and causes customers to desert you. 

Furthermore, I’ve never met a bully manager who wasn’t all stressed out by their conflicts at 

work. It takes a lot of energy to be a jack ass. If you have a history of being a mean-spirited, 

condescending jerk, then you need to understand that you are bound to have your 

comeuppance. As Groucho Marx once cleverly said, “Time wounds all heels.” 
 

The process of building trust as a manager is one that takes patience and commitment, so if 

you’re looking for a quick fix, you can forget it. Naturally, it will be especially difficult if 

you’ve got a reputation for being a jerk (that’s the polite term). Take heart, though. I said it 

will be difficult, but it is definitely possible to create a positive environment even when 

leadership has been less than exemplary. Here are some tips to get you started: 

No Double Standards: If you want your employees to respect you, you need to follow the 

exact same rules you expect them to follow; and do it 100 per cent of the time. 

Respect: You have to give respect in order to get it, so make sure all of your interactions 

with your team members are non-threatening. Never speak to others in a condescending 

tone. Ask politely and don’t give orders. 

Show Genuine Interest: People naturally like people who take an interest in them. Ask your 

employees if they had a pleasant weekend; ask about their family, pets and hobbies. Ask 

about anything that isn’t too personal and take an interest in what they tell you. 

 
 

http://www.rottentomatoes.com/celebrity/groucho_marx
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Share Information: Share a little personal information and share information related to the 

business. Openness is an important part of building trust. When you share, others will 

reciprocate. 

Be Helpful: Don’t set up road blocks for your employees. Give them every opportunity to be 

successful. Encourage them to be the best they can be by offering your assistance and 

friendly advice. Offer courses, books or whatever else you need to offer to build their 

confidence and skills. 

Be Flexible: Even though rules are important, it is also important to be flexible enough to 

bend them once in a while for people. If you treat people the way you would want to be 

treated under the same circumstances, then you will know when flexibility is necessary. 

Have Fun: Don’t take things so seriously all the time. It’s ok to let loose and relax with 

people. Tell a clean joke or a funny story. As long as your remarks are not negative or 

potentially hurtful to someone, it should be safe to have a laugh. 

Don’t Be a Hot Head: If someone annoys you, don’t blast them right away. Cool down and 

find the appropriate moment to address the behaviour in a civilized fashion. You may find 

that after you’ve cooled down, that it really wasn’t that big a deal. 

Pick Your Battles: Understand that you don’t always have to be right, and even if you are 

right, it’s ok if you are the only one who knows it. Some arguments just aren’t worth 

pursuing. If the matter is not really earth shattering, then don’t waste your energy on it. 

Don’t Be Vindictive: Never try to get even with people. No one can respect or trust anyone 

who cannot take the high road. We win when we choose grace over drama. 

Don’t Be a Control Freak: Give people credit for having intelligent ideas and capabilities. If 

things always have to be done your way, then you are doing a great disservice to the 

business. No one is perfect and acting like you are better than everyone else will only serve 

to alienate you from the people you need the most: your team. 

Don’t Engage in Constructive Dismissal Practices: Constructive dismissal is a sleazy practice 

that doesn’t escape the notice of the victim’s co-workers. It seriously hampers productivity 

and fosters an environment of extreme mistrust and lack of respect. If you need to fire 

someone, then do it as nicely as possible. Civil behaviour is always best. 

https://en.wikipedia.org/wiki/Constructive_dismissal
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These tips just scratch the surface. I’m looking forward to the day when companies adopt 

and actually enforce a zero-tolerance policy around bullying and workplace harassment. To 

date, I have seen a lot of companies who simply pay lip service. It makes me question how 

people interpret the word, “harassment” and I wonder why some types of harassment are 

condoned while others are not. Harassment is bad for business, no matter who is doing it or 

how they are doing it. 

It is well worth your while to clean up your culture and develop a high level of employee 

engagement. Engaged employees love their work, are dedicated to your success, speak 

highly of the company to everyone they meet and will recommend you as an employer. Your 

employees can be your greatest advocates or your worst nightmare. It’s all about effective 

leadership and employee development. 

Because your employees affect your business on many levels, they are part of the goodwill 

value of your company. Creating an engaged environment will keep your sales high, lower 

your operational costs and raise your public reputation, thereby increasing the overall value 

of your business. 

If you find this e-booklet valuable, please feel free to share it. If you would like to speak to us 

to see how we can help you through your business transition and raise the value of your 

business, email renee@reneecormier.com. 

 
Support for Businesses in Transition 

Every business preparing to enter a new phase of growth or development needs support in 
order to achieve the desired outcomes. A successful transition requires precise planning, 
implementation and communication. Most companies in transition fail in at least one of 
these areas, resulting in missed sales opportunities, disengaged employees, lost customers 
and poor revenue generation. 

Who should consider getting additional support through transitional phases? 

Any business which is actively seeking exponential growth or driving change is considered to 
be a business in transition. 

• Businesses being sold 
• Recently purchased businesses 
• Businesses looking to merge 
• Recently merged businesses 
• Start-ups 
• Businesses wanting to build 

franchises 

mailto:renee@reneecormier.com
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• Businesses 
seeking 
exponential 
growth 

• Private businesses wanting to go 
public 

• Businesses looking for private 
investors 

Reach your goals faster! 
Click below to request information about Action Focused Express Coaching!  

 
 
 
 

 

Email: renee@reneecormier.com Web: www.reneecormier.com 
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