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XpertHR Podcast 

April 11, 2018 

How Much Employee Input Is Enough? 

 

This is XpertHR.com—Your “go-to” HR compliance resource for federal, state and municipal law. 

 

David Weisenfeld: I’m David Weisenfeld for XpertHR.com, published by Reed Business 

Information and proudly partnered with LexisNexis. 

 On this podcast our focus turns to employee engagement. It’s an 

issue gaining increased attention because it’s so closely connected 

to an organization’s ability to retain its workers and to keeping those 

who remain from looking at their job as no more than a paycheck. 

 So how can employers do a better job of making their employees feel 

truly part of the team while still not losing sight of the bottom line? 

And what can they do to improve the overall employee experience? 

 For some answers we’re privileged to be joined by Tim Sackett, who 

contributes to the always thought-provoking Fistful of Talent blog. 

Tim is a 20-year HR and recruiting talent pro who has his SPHR 

certification and is currently President of HRU Technical Resources. 

Tim, welcome. [0:01:16.3] 

Tim Sackett: Thanks David. Thanks for having me. 

David Weisenfeld: Well it is great to have you on with us, and Tim you’ve spoken and 

written quite a bit about the employee experience. So what’s the 

biggest mistake that you see companies making in this area, and how 

can they fix it? [0:01:29.9] 

Tim Sackett: You know, part of it is maybe just resource allocation. In my mind, 

we’ve spent so much time worrying about candidates and candidate 

experience, which became one of the hottest topics over the last 

decade, that we almost tended to forget about our own employees. 

We were treating candidates better than we were treating our own 

employees.  

So we’re starting to see that shift happen, especially in 2018 when I 

think it’ll continue because the retention of our employees becomes 

so much more important. And I think we do this in organizations in a 

lot of aspects, not just HR, but we do it in business aspects too, 

where we go right-ditch, left-ditch; we overcorrect. We’re like, “Oh my 

gosh! We treat candidates awful so we should go and treat them 

better.” So then put all of our effort and energy into treating 
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candidates better, and we forget about our employees. And so now 

we’re correcting. I hope we don’t overcorrect, but we tend to kind of 

do that in HR. 

David Weisenfeld: Yeah, I did a podcast a while back with David Lee, an employee 

performance thought leader, who said to me that too often employees 

are taught not to care because their employer isn’t truly interested in 

their input. What are your thoughts about that? [0:02:42.8] 

Tim Sackett: You know it’s funny because I wrote a post recently and called it The 

Cancer of Speaking Up because I do think we’re in this time in the 

world where everybody is beginning to have a voice and some people 

for the very first time in their history. And so it’s super-important that 

we allow them to have that voice. 

 At the same time we have to understand that in business this isn’t a 

democracy. In the company I run, in the company we all run, this isn’t 

like everyone’s voice is equal. And sometimes we have a hard time 

socially kind of wrapping our minds around that, and I think 

sometimes businesses get in trouble when they say, “Every opinion 

matters.” And no it doesn’t. It actually doesn’t matter.  

There are some people that are really smart, and they’re great 

performers in our organization, and I’m going to listen to those. If 

there’s somebody that we know is a bad hire or a weak performer, I’m 

probably listening a little less. Again, depending on the subject, right? 

If they come in saying, “Hey, I’m being harassed,” then that’s a 

different kind of... that’s not really an opinion, that’s something that we 

have to react to and listen to. And so I think some people get really 

upset when I talk like that because they’ll go, “Wait a minute. 

Everybody should be listened to,” and it depends on what the topic is. 

If I’m talking about how to run my business the best way we take a 

look at some of the business leaders across the history of what we 

do. 

 And a great example, Steve Jobs, right? He’s had movies and books, 

and he’s this well-known, great business leader. Steve Jobs didn’t 

listen to almost anybody. He listened to himself and that’s what made 

Apple so great, you know? Or he had a very narrow group of people 

that he trusted and listened to. He didn’t care what analysts were 

saying. He didn’t care what the pundits were saying out in the field. 

He knew what America or what the world wanted from technology, 

and he made that happen. And there are classic stories of him, even 

on his deathbed, going back and telling designers, “No, this is what I 

want.” Even though the feedback coming back was, “No, everyone’s 

saying they want this.” He was classic at saying, “They don’t even 

know what they want until I show them what they want” kind of thing, 

right? Which sounds a little condescending in a way, but if you have 

that mind-set and you have a great vision, at that point you have to 

follow that. 

David Weisenfeld: Now Tim, listening to that it makes me wonder about how you 

spotlight the right people on your team because certainly some 

opinions are more valuable than others, but is there a risk that those 

employees whose opinions perhaps you truly want to hear might 
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remain silent if they’re perceiving that the opinions of others aren’t 

being valued? [0:05:34.7] 

Tim Sackett: There is a risk, and I think it’s the one thing that separates great 

leaders from bad leaders is understanding that there’s a risk there 

and also being able to take it at a certain point. 

 The opposite side of that is that you go out and you listen to every 

opinion and then go and try to make a decision, and what I find and 

what I see is that those leaders who tend to be that way, what they 

tend to come up with is really vanilla products and services because 

now they’re taking everyone’s opinion in. And when you start taking 

every opinion in, you start to get more and more and more watered 

down into what your original vision was. 

 And the organizations and the products and services that matter, that 

make it in today’s world, are ones that stand out because they’re 

unique, not because they’re like everything else. 

 So gosh, it’s kind of an art form and science all together at the same 

time. I want to value the opinion of every employee who works for me 

if they show me that I should value their opinion. And they’re going to 

get times and places where I go and I ask and say, “Okay, let me 

know.” And at the same time they’re coming and asking my opinion 

on things. In our lives we have to weight that, right?  

You go out and you talk to your wife and you talk to your best friend 

and you talk to your parents and you say, “Okay, this is what I want to 

do with my life.” And you’re taking all those opinions in play but some 

are weighted more than others. And then you’re making that decision, 

what’s best for you, and you’re hoping that you’re good enough to 

weight the proper ones. 

 And again, we see leaders fail all the time. And if you really dig into it, 

I believe that you probably see a leader that probably weighted 

certain opinions too much. And can you fix that? I don’t know. Maybe 

that’s that natural leadership ability just to be able to select the right 

people to listen to. 

David Weisenfeld: So Tim, how can leaders do a better job of ensuring they’re getting 

that input from the right people? Because in school we’ve always had 

people who are seen as flag wavers, who are willing to speak and 

wave their hands at all times, and sometimes it’s the people who are 

quiet in the meetings who might have the most to give. So how do 

you find those people? [0:07:43.6] 

Tim Sackett: I’m definitely one of those leaders that pays attention to the person 

that’s not talking ‘cause they tend to be thinkers, right? The person 

that’s always talking, they’re going to get their two cents in because 

they’re always talking.  

I tend to look at people a couple of ways: 1) Are they performers? So 

are they high performers? And then even if they’re an average 

performer are they kind of an informal influencer within the 

organization? Do people tend to go to them and listen to them? 

Because when they share – even if they don’t share all the time – 

they’re probably sharing a bigger opinion than what they have 
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themselves because now they have a lot of people coming to them – 

they’re informal leaders – and they’re coming out and they’re trying to 

stand up for the organization, or they’re trying to stand up for an idea, 

or they’re trying to stand up for a certain way of doing something over 

another. And so those are definitely people I tend to look for as well. 

 But I also don’t discount the person who puts themselves out there 

and talks a lot because they actually might be the smartest person in 

the room. You don’t know. I mean, everyone has a different 

personality. Again it gets back to there’s no perfect way to do this. 

And that’s the hard part of leadership, right? We tend to think we all 

have our own little secret sauce, and the reality is that everyone has a 

secret sauce but you have to figure you own out for success, and 

sometimes people figure out a secret sauce that just sucks and 

nobody wants to taste it, you know? 

David Weisenfeld: Oftentimes Tim, one’s experience – as you know – is only as good as 

the supervisor that you’re reporting to. So with that said, what role 

can HR pros play, from your experience specifically, in enhancing the 

employee experience? [0:09:19.2] 

Tim Sackett: You know there’s a great example that just came up this week with 

Nike, and the story came up this week but the actual example 

happened months and months and months ago where a bunch of 

female employees at Nike decided to have their own employee 

survey. You want to talk about engagement? I would love to read 

those survey questions that they came up with on their own. And they 

just filtered it through their own little kind of network of other female 

employees at Nike. Which ended up, long-run, they ended up firing a 

top executive – the number two executive at Nike – for some 

harassment stuff or just bad behavior. They didn’t say ‘harassment,’ 

improper behavior, whatever that might be. 

 And then Nike, after the head of Nike found out that these females 

went ahead and did this survey and got this knowledge, they went in 

and did a full kind of six-month investigation and it ended up a certain 

way. I think it shows that in modern society we can’t just think as HR 

professionals that we’re the ones going to be measuring engagement, 

and we’re the ones going to be helping our leaders understand what 

the feedback is that’s coming from that. It’s going to come in a lot of 

ways, and in some ways that we don’t even understand yet because 

we’re in a world where everyone feels like they have a platform. That 

platform might stay behind closed doors and locked firewalls in an 

organization. It might go out on Facebook. It might go out on Twitter, 

Instagram, Snapchat, whatever that might be. And as HR 

professionals we have to kind of educate our leaders around that 

concept to constantly keep their pulse on the energy of what’s going 

on within their own department, their own group, whatever that might 

be that they manage and really dig in more. 

 For me, I still think this is a one-on-one conversational... if you run 

great one-on-ones with your employees on a constant kind of 

feedback loop where it’s not like, “Hey, once a year we’re going to 

have this really awful performance review where I tell you what I saw 

the last two weeks and forget about the other 50 weeks before that.” 

You know, we see that in organizations that are doing weekly or 
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monthly kind of one-on-one meeting with their boss and they’re really 

being employee-led, that eventually what happens – and it might not 

happen right away but if you stay with it – the employees really start 

to give what they’re truly thinking and believing and feeling. And if the 

supervisors are acting like career agents where, “Hey, my job as a 

leader is to make sure that your career is on the path it should be,” 

then I don’t think you get surprised by some of these things. 

David Weisenfeld: You alluded to that survey from Nike, and employee opinion surveys 

are kind of a hot topic these days. Many companies are doing them 

but some feel they’re effective and others feel it’s more lip service and 

not much comes from them. What’s your take on these surveys? Are 

they useful from your perspective? [0:12:12.9] 

Tim Sackett: It depends on the culture of your company. If your company has a 

bad culture, a lot of times the surveys are used as a weapon and you 

have to be careful, especially if they’re anonymous. I love employee 

surveys that are non-anonymous and people go, “Gosh, who’s really 

going to say anything?” I think you’ll still be shocked by what people 

will say even if it’s not an anonymous survey. 

 Anonymous surveys tend to be used as weapons against managers 

and people and leaders much more than if you say, “Hey, we’re going 

to take this survey and everyone’s going to know exactly that the 

feedback came from you.” I think you get a little bit more balanced 

feedback. 

 Now even in that, you’ll start to see some red flags come up because 

people will try to word it in a better way, but you’re still going to see 

some things that, like, “Wait a minute. That doesn’t sound real well. 

We’d better take a look at this.” But again, most of the technology on 

the market is always going towards anonymous, anonymous, 

anonymous, thinking that that’s really the way you get true feedback. 

And I just think people have grown up in a world where they now 

understand how this technology works and if it’s anonymous, boy, I 

could really use this for good or I could use it for evil. And you’ll see 

both ends of that within your data, which then, again, hinders, I think, 

the organization to really understand what’s going on. 

 And I’m not saying that if you make sure it’s not anonymous that 

you’re going to get better data. I just tend to think that people who are 

willing to talk on those tend to give you a more true insight to what’s 

going on in the organization. 

David Weisenfeld: We’ve been speaking with Tim Sackett, who is a key contributor to 

the Fistful of Talent blog, and Tim tell us a bit about your Tim Sackett 

project. [0:14:00.2] 

Tim Sackett: Yeah, so I started writing for Fistful back almost a decade ago and 

Kris Dunn, who’s the owner, came to me eventually after I’d probably 

been writing about two years and said, “Hey, you just have to start 

your own blog.” And Kris had done this on his own, where he was 

writing every single day and I was just a contributor writing maybe 

once a week at the time, and he’s like, “Hey, you have a lot of 

content. You should write every day. Just kind of challenge yourself.” 
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 And so I did. I went out and started my own blog and started writing 

every day. That was almost eight years ago, and I’ve been writing 

every day for about that period of time. And I write about HR, talent 

acquisition, leadership. It could be anything. After a while your 

audience grows, and they get to know who you are, and you can kind 

of almost open it up and literally write about anything you wanted to. 

When I first started, I go back and read some of that early stuff when 

you didn’t really have an audience, and I’ll go, “Wow! Some of that 

stuff was really controversial. I can’t believe I put that out there!” But 

when you only have a handful of people reading it, it wasn’t like it was 

going to hinder my career. 

 Now a couple of times a year I’ll write something that people take the 

wrong way, and I have to really go in and do some damage control. 

It’s a different kind of environment for sure. 

David Weisenfeld: For those who’d like to read Tim’s blog you can find it on 

www.timsackett.com and in our final minute, Tim, do you have a final 

piece of advice that you’d like to share about the employee 

experience with our listeners? [0:15:28.7] 

Tim Sackett: Yeah. I think it really comes back to working with hiring managers. I 

think we tend to want to control this with HR. What I find in almost 

every organization I come to is that the employee experience could 

be much, much better if we really worked with our hiring managers in 

terms of how they performance manage in a much more modern way. 

And that’s if we have really great goals in place and we get our 

employees to understand, and they perfectly know what their goal is. 

At that point they become pretty easy to manage. 

 But then if you go beyond that and say, “Well how do we lead them? 

How do we give them a better experience?” It’s all about...I had 

mentioned career agent, right? If I was the Jerry McGuire of my 

organization, where all I cared about was making sure Rod was 

happy and had everything he needed to be successful in his role, 

wouldn’t that be a great employee experience? And too often we put 

leaders in position without those kinds of skill-sets to really help lead 

their team and meet individuals.  

Again it goes back to a lot of individual conversations, but I think it 

starts with having great goals. And it’s defining what does a great 

performance look like, what is,”Hey, we hired you to do a job. You’re 

doing that job. Thank you so much. We love it that you do that job.” I 

won’t call that average because people don’t want to be average. 

“You got hired and you’re doing that job. If you want to be better, 

here’s what that looks like.” If you’re not doing that job and you’re 

worse, here’s exactly what that looks like and defining what that is.  

Once you give that power to a manager where they can go to 

somebody and say, “Hey, thank you so much. You’re doing the job 

you were hired to do and we love that. We need more people like 

you. But if you want to be great, here’s exactly what this looks like.” 

Man, that’s a powerful thing for leaders to have. 

David Weisenfeld: Well we’ll let that “Show me the money!” reference be the last word. 

Tim Sackett has been our guest, and Tim is a 20-year HR recruiting 

http://www.timsackett.com/
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talent pro who of course is a big contributor to Fistful of Talent. Tim, 

thanks so much for your insights. [0:17:36.4] 

Tim Sackett: Thanks David. 

David Weisenfeld: I’m David Weisenfeld. We hope you’ve enjoyed this podcast. 

Continue listening regularly for more podcasts on key employment-

related issues, including How the Paid Leave Trend Continues to 

Affect HR, and Sexual Harassment Run Amok – A View from the 

EEOC. 

The opinions expressed in this program do not represent legal advice, 

nor should they necessarily be taken as the views of XpertHR or its 

employees. XpertHR.com is published by Reed Business Information, 

and is proudly partnered with LexisNexis. 

For more information about XpertHR, our subscription offering, or our 

50-state Employee Handbook, call us toll free at 1-855-973-7847. 

Again, that’s 1-855-973-7847. 
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