
Keeping Employees in the Groove
by Mimi Hall

Using records as an analogy for workforce engagement.

Everything is grooving. Your 
company’s leadership is inspired, 
and employees enjoy their work. 
You have a good relationship with 
your customers, your product is 
strong, and the market is growing. 
Then something happens, and you 
skip off track. The music stops.

No matter how necessary the 
change, whether it’s a merger or 
implementing a new employee tool, 
your company is off its groove. 
Leadership is looking to get things 
spinning again like a classic rock 
album on a vintage turntable. How 
can we liken the Jabian Engagement 
Framework to dropping the needle 
on an old vinyl record?

That’s right, vinyl! Record sales 
are at a 28-year high with bands 
producing new albums on vinyl and 
pressing old records again in high 
volumes. Record purchases are on 
the rise, not only for the nostalgia 
of owning an album on vinyl, but 
because it is an entire listening 
experience that recalls live music 
itself.

By selecting a record, we engage 
more of our body than we do 

by digitally selecting music on a 
computer or handheld device. Vinyl 
is not instantaneous. Removing the 
record from the sleeve and placing 
it on the turntable takes time. 
However, this wait time is filled 
with activity—not the passive act 
of outwaiting glitches in streaming 
strength. Analog vinyl demands 
involvement throughout the process. 

Involving your employees in 
the effort to reach true engagement 
and correct the imbalance left by 
a disruption is key to effectively 
using the Jabian Engagement 
Framework—and stepping through 
the Engagement Maturity Model. 
People need to feel the positive 
change more than the perceived 
negative one. This can be tough for 
an organization. Jabian advocates for 
pull-change management to achieve 
this type of motivational change. 
Involving employees in the change 
will ensure it sticks for the long 
term—far more than pushing them 
to potential disengagement. 

Experiential change manage-
ment will amplify your use of the 
Engagement Framework to help 

your organization recover from 
a disruption. To get back in the 
groove, involve employees in the 
organizational change, from choos-
ing the record through to the last 
song. Here are some ideas on how 
leadership may involve employees in 
restoring balance to an organization 
after a disruption, using the playing 
of a record as an analogy. 

Similar to the throwback feel of 
vinyl, a back-to-basics approach to 
change management goes a long way 
to boost engagement and productiv-
ity. Implementing a beneficial policy 
reaps no benefit unless hands-on 
actions support it. While digital 
communication will remain the 
norm, experiences that unite and 
engage people ultimately offset 
disruptive organizational change. 
Focusing on the employee experi-
ence throughout the implementation 
of a change drives engagement and 
capitalizes on workforce energy, 
productivity, and happiness.  

Mimi Hall
mimi.hall@jabian.com
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Your organization is implementing a new system 
where expectations are now that employees will 
track tasks and time. While the tool provides 
KPI tracking for visibility into the productivity of 
hourly team members, it reduces AUTONOMY. 

Reiterate SECURITY and highlight “time back” to 
take advantage of existing WELL-BEING programs 
or pilot new ones. 

In order to define the change, involve your team 
and the users in selecting the tool. Can focus 
groups test potential tools to drive engagement  
in selecting the product?

The mechanism for the message delivery should 
be tailored to the topic. Educate employees on 
how the tool keeps jobs at the company, and 
improves market position and opportunities for 
the employee base.

Consider messaging and monitoring the pace of 
work for improvements. Initiate a companywide 
health challenge to shift the focus from reduced 
autonomy to improved security and well-being.

If you conducted a pilot for the tool selection, 
survey its users midway. 

Is the health challenge gaining momentum? Build 
in a pause to ensure you picked the right album.

Continually check in to see if you are on course 
to deliver the intended benefit to the employees. 
Have you met training needs? Is adoption 
meeting expectations? If not, revisit channels, or 
even tool selection—depending on sunk costs.

Bands must engage fans everywhere. Take 
a note from digital downloads, and combine 
experiences with accompanying formal 
communications such as mail, printed fliers, 
publishing physical job aids, etc.

Two companies in the same industry are 
merging. Employees are uncertain about their 
positions within the organization, threatening 
SECURITY and clarity. RELATIONSHIPS are also at 
risk. Employees think, “How is this new group 
going to affect me and my team?”

Highlight AUTONOMY and GROWTH opportunities. 

Within the new organizational structure, can 
interested employees move around? Can they 
apply for opportunities to choose what they work 
on or who they work with?

Be clear about the available options. Once 
they’re defined, publish organizational charts as 
quickly as possible. 

Think of the channels through which leadership 
delivers messages as the turntable and speakers 
playing your favorite album. 

Allow managers to strengthen team relationships 
through team outings such as activities and 
events. Relatively low per-employee investments 
can go a long way to drive engagement within 
new organizations created after a merger. 

Halfway through the integration, check in. Is the 
leadership development program progressing? 
Have teams leveraged company resources? 
Do you need to revisit your communications 
channels? 

Not all change is beautiful or pleasant. 
Employees will and should hear the 
imperfections. Still, the message should come 
through clearly. 

Provide forums for peer-to-peer engagement to 
supplement other communications. 

Changes are necessary to get new team 
members on the same page. Streamline the 
onboarding processes for new and existing 
teams, supplementing face-to-face knowledge 
transfer (albums) with accessible online content 
(downloads) about the company, team, and work. 
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