THE
COMPLACENCY
EFFECT
Despite Disengagement at
Work, Employees Plan to
Stay at Their Current Jobs
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The Complacency Effect

Executive Summary
In 2019, amid the current political and economic landscape, the North
American workforce is seeking stability. Just 35 percent of employees plan
to look for a new job according to data from a new study by Achievers,
down drastically from 74 percent when asked the same question last year1.
Unfortunately, this does not foretell increasing employee loyalty. While
it may seem like a positive trend, the reality is only 21 percent report
themselves to be very engaged at work. When you do the math, that
leaves a clear majority of employees who are not engaged but intend to
stay at their current job.
A complacent workforce is a major threat to business success. Businesses
can’t afford to have disengaged employees sticking around, as research
shows it leads to higher turnover, lower productivity and shrinking profits.
The good news: You have the chance to re-engage your workforce.
The top reasons for low engagement identified in the study offer a myriad
of opportunities to make change and engage your workforce. They are:

Disengaged
employees cost
the U.S. $450
to $550 billion
per year in lost
productivity2

•

Lack of career growth and recognition

•

Inadequate compensation

•

Manager relationships

•

Lack of executive action on employee feedback

The time is now to focus on engaging the 65 percent of employees who
intend to stick around (or haven’t yet decided) – or risk an office full of
workers who are either “checked out” or just doing the bare minimum
while waiting for something better.
This report will explain the dangers of complacency in the workplace and
share four target areas to address employee engagement, arguably one of
the most critical business challenges:
1. Help leaders and managers listen and act on feedback in
real time
2. Prioritize recognition to engage top performers
3. Understand how personal and fluid employee engagement is
4. Reinforce leadership’s role in improving culture
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State of the Workplace:
Disengaged Employees Sticking
Around Just for a Paycheck?
Just 21% of employees are
very engaged.

16% are disengaged; 7% of those are looking
for another job.
Only 14% list “I’m not engaged” as a reason
they’d switch jobs.
“Pay raise” (54%), “career growth” (38%) + “better
benefits” (21%) are top reasons they’d switch jobs.

Year over year, more of your employees plan to stay put in 2019. Just 35
percent plan to look for a new job in 2019. But don’t breathe a sigh of relief.
The data revealed that workers may be sticking around just for a paycheck.
U.K. & AUSTRALIA

Only 13% said
they are “very
engaged.” For
28%, salary was
the #1 motivator
for switching jobs.

Engagement levels are low, but only 14 percent said the main reason they
would switch jobs was because “I’m not engaged at my job.” Rather, the
top motives for leaving were financial.
This indicates that today’s workers are “there for the paycheck” and
would leave a job for higher pay and advancement. While income safety
is a basic human need—especially considering low wage growth and
high inflation in 20183 —disengaged employees are very damaging if left
unaddressed. They have 37 percent higher absenteeism, 18 percent lower
productivity and 15 percent lower profitability2. Perhaps most damaging,
their disengagement influences others and can spread to coworkers.
Employers that ignore this complacency are at risk of losing customers,
high-performing employees and profit, and lack a team actively
working toward the company’s vision. Here’s what to focus on to
correct this.
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Help Leaders and Managers Listen
and Act on Feedback in Real Time
16% call their manager/company “horrible”
at soliciting feedback – they never do.

40% rate them just “OK” – they ask for feedback
only once or twice a year.

Over 1 in 5 say their manager/company is
“horrible” and never act on feedback.

There is a huge opportunity to improve company leaders’ and
managers’ listening skills. One in 10 employees said their manager
was the top factor hindering their engagement and 13 percent identified
management and leadership’s unwillingness to collect feedback as the
main reason they’re considering switching jobs in 2019. Unfortunately, in
many organizations, managers don’t have the tools, training or information
they need to collect real-time, frequent feedback.
U.K. & AUSTRALIA

21% say their
manager/company
is “horrible” and
never asks for
feedback.

Take Action
Rather than relying solely on annual or quarterly engagement surveys, institute
a way to collect feedback in real time. There are many tools and technologies
that help organizations keep a real-time “pulse” of employee engagement
(and engagement roadblocks). This will help identify disengaged employees in
advance, rather than seeing staff opinions on sites like Glassdoor when it’s often
too late.
Make sure this information makes its way to managers, who drive engagement
on the front lines through daily interactions with employees. It’s critical that they
have the insights and recommendations to act on the feedback collected.
Feedback should also be addressed at the macro-level by leadership, as part
of town hall or company-wide meetings. While not every piece of feedback
will warrant a change in process or culture, simply acknowledging it will ensure
employees feel empowered and heard.
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Prioritize Recognition to
Engage Top Performers
Nearly 1 in 5 say their manager/company
is “horrible” at recognizing them.

43% rank their manager/company just “OK”
at recognition.
Just 11% receive recognition weekly and
29% receive recognition monthly.

Our data uncovered a recognition crisis in today’s workplace. Remember:
over 26% ranked “recognition for my work” as one of their top three
important factors in staying with their current employer. Nearly 1 in 5 stated
their main reason for considering a new job was because they’re not being
recognized.

U.K. & AUSTRALIA

23% of employees
call their manager/
company “horrible”
and just 9% say
their manager is
“awesome” at
recognition.

Research on best-in-class companies4 shows recognition is extremely
valuable in driving performance and engagement. Companies with
effective employee recognition programs have 31 percent lower voluntary
turnover5, saving on employee acquisition and training costs and creating
a more stable work environment.

Take Action
A culture of recognition doesn’t happen overnight or organically. Organizations
should create a formal program that engages everyone in the activity of
recognition and ensures acknowledgement of successes big and small are an
everyday activity. The program should incorporate a mix of recognition types:
non-monetary, monetary, peer-to-peer, top-down, bottom-up, public and private.
Recognition should also be tied to company values and goals. That way, in
addition to being an engagement tool, it also drives alignment and shows a clear
cultural DNA exists. This is important as a quarter of employees said they either
don’t know their company values or their company hardly lives by them. Another
33 percent said they only “somewhat live their values.”
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Understand How Personal and
Fluid Employee Engagement is
Reasons for staying
at current job

Biggest barriers to
job engagement

Compensation 26.31%

Manager 11.21%

Advancement 8.65%

Leadership 6.70%

Recognition 5.85%

Compensation 19.61%

Relationships 4.38%

Advancement 27.65%

Benefits 11.45%

Diversity 4.87%

Interesting work 11.33%

Outdated technology 6.70%

Work-life balance 20.83%
Cultural initiatives 3.78%

Aligned values 7.19%
Other 16.08%

Aligned values 7.43%

While the main reasons for employee turnover were financial in nature,
the reasons for staying and factors hindering engagement were far more
varied. It’s clear that what workers prioritize in their employee experience
is incredibly personal and individualized.

U.K. & AUSTRALIA

Work-life balance
(top 3 for 59%),
interesting
work (40%) and
recognition
(35%) ranked
highest in priority.
Compensation
ranked 6th!

When asked to rank the most important factors for remaining at their
current employer from 1-9, the scores were remarkably close because of
so much variation per respondent. Compensation scored highest at an
average of 6.3 but was closely followed by work-life balance (5.9), benefits
(5.7), interesting work (5.3), career advancement (4.9), and so on. When
asked what’s preventing engagement, 16 percent (the third largest group)
of overall respondents cited “other” with a wide-range of self-reported
answers including: being overworked/short-staffed, lack of interesting
work and difficult coworkers.

Take Action
While employers need to ensure basic needs are met for employees across the
board, a focus on individual engagement and the holistic employee experience
works far better than a one-size-fits-all “solution.” Remember: the employee
experience is made up of many day-to-day experiences. It begins from the
very first interaction an employee has (recruitment) and continues throughout an
entire career (onboarding, proper orientation, regular meetings with managers,
performance management and training).
Listening every step of the way for feedback is critical. This way, when an
employee is ready for a change or has concerns, it can be addressed before
they have one foot out the door or begin to mentally check out.
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Reinforce Leadership’s Role
in Improving Culture
Just 9% say leadership is “very committed” to
cultural initiatives.
Most (31%) call leadership “average” – they’re
reactive vs. proactive to culture needs.

38% have “never heard leadership talk about
culture” or “they talk about it, but there’s no action.”

Many employees see leadership as apathetic toward fostering culture and
ineffective at improving employee experience. In their ranking of senior
leadership’s commitment to improving culture, it was clear that what’s
missing is action. 57.8 percent said there’s either no action or just reactivity.
In a competitive talent market, companies must prioritize the employee
experience in order to retain the right talent in 2019.

U.K. & AUSTRALIA

Sadly, 13% say
they’ve never
heard their senior
leadership talk
about culture.

Leadership – and managers – need to walk the talk and reinforce culture
consistently to create an engaged workforce.

Take Action
Culture must be championed at the top. One study found the leadership
skills of managers and supervisors are critical in reinforcing culture6. It starts
with collecting and acknowledging honest feedback from employees, then
speaking about changes and investments in employee experience that will
result. Through transparency and communication, leadership can close
feedback loops and show employees they care about employee experience.
Leadership must answer the call to talk openly about company culture, and this
starts by addressing what’s working, what isn’t and what they’re doing to make
improvements.
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Conclusion
Addressing disengagement among complacent workers needs to be
a top business priority for 2019 – not just for HR, but for managers
and leadership. Organizations must focus on improving the employee
experience by analyzing the personal and ever-changing factors that
influence employee engagement daily.
The key to solving workplace complacency? Ensure employees feel
recognized. Listen to them continuously. Utilize tools and technology
that empower leaders and managers to take action proactively and in
real-time.

About the Survey & Methodology
Conducted from November 26 to December 3, 2018, Achievers’ online survey received 1,224 responses. North American employees
accounted for 67.1 percent, while the U.K. and Australia represented 32.9 percent. Across both locations, males represented 49.4 percent
and females 50 percent. Globally, 13.9 percent were Gen Z, 50.9 percent were Millennials, 30.6 percent were Generation X and 4.6
percent were Baby Boomers. The most popular company size was less than 50 employees, representing 27% of respondents globally.

The award-winning Achievers Employee Engagement Platform combines an employee recognition and rewards solution with an active
listening interface to accelerate employee engagement. Designed for today’s workplace, Achievers’ innovative cloud-based platform
can increase and align employee engagement to business objectives and success. It empowers employees to recognize and reward
each other in real time and aligns employees with company values and goals. The Achievers platform connects with employees directly.
It’s an always-on, open channel to hear and understand what matters to the individual, and then it closes the loop, delivering bite-sized,
personalized actions for both employees and managers, so everyone is empowered to impact engagement right away. The Achievers
platform inspires employee loyalty, engagement, and performance. To learn more about the Achievers platform, visit us at www.
achievers.com. Achievers is a subsidiary of Blackhawk Network Holdings, Inc.
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