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ONLY 1 IN 10 HAVE THE HIGH TALENT TO EFFECTIVELY MANAGE OTHERS.
ANOTHER 2 IN 10 HAVE FUNCTIONING MANAGERIAL TALENT.

Cultures of Health
and Engagement –
Small Steps, Big Rewards

WRITTEN BY: TRACI BARRY, MS // Senior Director, Strategic Health Initiatives

Adapted from Gallup State of American Manager Report
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Poor managers can negatively impact a team’s relationships in
the workplace, an individual’s perception of their role in the
organization and their career path for the future, leading to
disengagement. This has a negative impact on the overall work
culture which in turn minimizes both individual and organizational
performance. The study also determined that a great amount of
managers are not engaged. Engagement and enthusiasm for an
organization starts at the top and works its way down through the
ranks. Managers who work for engaged leaders are 39 percent more
likely to be engaged and employees working for those managers are
59 percent more likely to be engaged.

It’s easy to see then why wellness initiatives being offered in an
environment with disengaged managers and employees may not
yield the return desired. If the managers aren’t on board and
engaged with the concept, their employees won’t be either.
Considerable resources are being spent each year on health
management initiatives in organizations of every size and
in every industry, yet there is great debate surrounding their
impact. Increased efficacy of these efforts may in fact be found
in the health of the organization as a whole. Spend a little
time reviewing how “healthy” your company is and if a solid
foundation exists to support your health management efforts.
Bring those efforts out of the vacuum to improve their chances
for successful outcomes.

MANAGERS' ENGAGEMENT

Employee engagement increases
as their manager's engagement increases
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Adapted from Gallup State of American Manager Report
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