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The workplace today from 30,000 Feet 
The facts are staggering on the challenges being faced by A/E/C organizations today. According to the 
Deltek® survey, Clarity: Architecture & Engineering Industry Study of 2018, the top challenges 
confronting A & E companies were increasing 
profitability, managing growth, and succession 
planning and ownership transition. The top 
operational challenges: business development, 
project management, and human capital 
management. Competing demands for time and 
resources bogged down all initiatives, leaving 
companies battling the symptoms of their discomfort, 
but not the causes. 

The level of engagement and productivity in businesses is also impacting the bottom line. According to 
the Gallup Employee Engagement Surveys of 20181,  only 34 percent of our national workforce is 

actively or moderately engaged. This 
means 66 percent of our workforce 
is not being as productive as they 
could be. There is strong evidence 
that engagement is tied to 
productivity. A 2017 Gallup study 
estimates that actively disengaged 
employees cost the U.S. $483 billion 
to $605 billion each year in lost 
productivity2.  

 

Leadership is evolving 
As A/E/C businesses transition to the next generation of leaders, they are looking at these engagement 
figures with an analytical eye. While the company’s mission, vision, and values may remain the same, 
new leaders are seeking a higher purpose that will engage employees. They are bringing a new 
understanding of how the health of an organization, leadership, and its workforce – independently and 
collectively – impacts business. And they need help to build these healthier organizations. 

Leadership development and communication continues to top the surveys and statistics for areas of 
improvement. A 2015 survey by Entrepreneur.com3 stated that 15 percent of employees would improve 
communication if they were the boss. Deltek’s 2018 Clarity report, mentioned earlier, showed that 33 
percent of A & E companies struggle with learning and development programs and 41 percent are 
challenged to provide succession and career development planning. Every leader brings their own innate 

 
1 2018 Gallup Employee Engagement Surveys 
2 2013 Gallup State of the American Workplace, adjusted for inflation. 
3 Entrepreneur.com: What’s the No. 1 Thing Employees Would Change If They Were the Boss 



 

www.go-strategies.com - Dynamic WorkplacesTM -  Page | 2 

abilities and styles and develops at a different speed. And yet this is the very group that sets the culture 
of an organization. If the leadership is struggling, so is the company. But it doesn’t have to stay that way.     

Our research confirms that: 
• Doing an assessment and moving slowly is better than doing nothing at all. 
• Doing something based on the assessment is better than doing nothing, even if it bombs. 
• Solutions created collaboratively stand the best chance at succeeding. 
• Clear and transparent internal communication (in general and about the Dynamic 

WorkplacesTM process) has an immediate and long-lasting positive impact. 

Employees are the key 
Each employee in your company is integral to your success. They influence recruiting and retention, 
leadership development, strategic planning, and the bottom line. They are the ambassadors of your 
company. And they are the front line of your clients’ experiences with your brand and services. A 
healthy organization fosters collaboration across functions – production, accounting, human resources, 
marketing, leadership – to improve profitability, certainly; but also to improve the daily experience of 
working. When employees are attuned, collaborative, and connected, the company thrives. With 
guidance, they can get there. 

A dynamic workplace is resilient in the face of challenges, profitable, and nimble in the marketplace. It is 
a catalyst for creativity and growth. Building a dynamic workplace takes conscious, consistent effort and 
leadership, along with a thoughtful, intentional plan of action and reaction.  

Approach 
Initial consultation 

To start, GO Strategies will meet with company leaders, those committed to moving forward with 
intentional change and improvement in company culture. The optimal group will include the C-suite 
leadership and the ultimate decision maker. It is important to include those who have the authority and 
the internal political power to do something with the opportunities that the process uncovers. 

The initial consultation will discover why each 
leader is present and what they think needs to 
be addressed to improve company culture. 
These will be the individuals’ beliefs. There will 
be agreement and disagreement.   

During the initial consultation, we will discuss 
what has been done to date. We want to 
understand what knowledge was obtained 
from the leaders and employees about the issues, what was done, how the process was received, and 
what the results were.  

Next, we will discuss the risks involved with the Dynamic WorkplacesTM process and educate your 
leadership on ways to minimize those risks. We will help you understand what expectations you are 
setting up by embarking on the process.    

1. Why you are here [Discovery] 
2. Understanding the risk [Education] 
3. Looking behind the curtain [Education] 
4. No “one and done;” no cookie cutter [Education] 
5. Defining success [Discovery] 
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We will explain a bit about the assessment that will help your leaders uncover opportunities for 
improvements to the culture. They may also uncover root causes that they did not anticipate. The 
analysis may be uncomfortable to see and hear. We call this “looking behind the curtain,” and it’s 
important to remember that while the assessment might be difficult, the rewards for addressing culture 
concerns are clear – a healthy, profitable, and resilient company.  

As part of the consultation, we will discuss how the Dynamic WorkplacesTM process is not a “one and 
done” program. Nor is it a cookie cutter method. It is tailored to you and your company. Based on where 
you are now and your given resources – including time, energy, bandwidth, and budget – we will co-
create practical steps for progress that can be measured and adjusted at appropriate intervals.  

We can help you maintain the focus, keep the momentum going, and limit side trips that can derail your 
efforts. This is not about addressing every conceivable scenario. This is about following the data from 
the assessment, collaboratively determining a course of action, and following through. 

At the end of day, how will you know the process is working? During our consultation, you will define 
what success looks like. Our process includes timelines and methods for evaluating your progress against 
that definition, so you can see what effect your efforts are having on the employees. This will maximize 
your ability to respond to any changes and increase your company’s chances for success. 

This is where change begins  
Once you begin this work, it is essential for your employee engagement health to see it through to 
completion. Human capital management efforts dramatically affect morale, productivity, and leadership 
credibility, so follow-through is crucial. Our approach advocates a common vision, genuine assessment 
and analysis, and incremental change to create a long-lasting, robust employee experience.  

The GO Strategies’ approach to building a dynamic workplace follows five steps: Leadership Readiness, 
Workplace Audit, Collaborative Recommendations, Implementation, and Assessment/Adjustment. 

 

 

 

 

 

1. Leadership readiness 
This step assesses the coachability, awareness, and commitment of the leadership team for the work 
ahead. Depending on the results of the assessment, this could also include coaching and training to 
attune the team. The team will pose an initial theory on the issue(s) of concern and co-create a vision of 
the desired, successful outcome(s). The team will also identify the working group that will be tasked 
with moving the Dynamic WorkplacesTM initiative(s) forward (in Steps 3, 4, and 5), and a champion from 
the leadership team with the authority, time, and interest to help establish the initiative(s).  

Milestone 1 – Completion of the leadership assessment/analysis and results. 

Milestone 2 – Completion of additional coaching/training, if needed. 
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2. Workplace audit 
Step 2 provides a third-party review of processes, materials, and perceptions around the issue(s) of 
concern. It includes an employee survey, in-person focus groups, and potentially client and/or 
competitor surveys, depending on the issue. As part of the audit, we will review company documents, 
social media, and internal analytics, which may include statistics and data from all departments. The 
analysis will be shared with the working group established in Step 1, and that group will move together 
to Step 3.*  

*If the analysis reveals a significantly different issue or concern, or an urgent matter that needs to be 
addressed ahead of other concerns, we will direct that information back to the leadership team to 
adjust the work group/champion, as appropriate. 

Milestone 3 – Completion of the surveys, focus groups, and audit, with a report of findings. 

3. Collaborative recommendations 
In Step 3, we will review the findings of the audit with the working group. We will review the area of 
concern and underlying issues. We will confirm the desired, successful outcomes or co-create revisions, 
if appropriate. In collaboration with the working group, we will create a tailored initiative to address one 
area of concern (or maybe two, it depends on scale and resources). This will include a communications 
plan, implementation actions, metrics to collect and the methods of collection, assignments 
(people/resources), and a timeline. 

Milestone 4 – Completion of a communications plan and course of actions. 

4. Implementation 
Step 4 is the implementation of both the communications plan and the course of actions. It may include 
trainings and workshops, process changes, reporting changes, document and digital content changes, 
individual coaching, or a combination of these things. The plan will be tailored to your company to 
address your specific initiatives. If it does not receive buy-in from the working group in Step 3, it will not 
move forward to Step 4. Whatever is put in motion will meet your company where you are now and 
make incremental change toward your goals. 

Early successes will be celebrated. Successes as the program continues need to be visible and 
acknowledged to reinforce the new behaviors, mindset, and culture that the company is nurturing. 

This step works in concert with Steps 5 and 3. As the actions are implemented and communicated to the 
company, the company is also tracking the effects (Step 5). If adjustments need to be made, they will go 
back to the working group for refinement (Step 3) and implementation (Step 4). 

Milestone 5 – Launching the initiative(s). 

Milestone 6 – Early celebration(s) of success. 

5. Assessment and adjustment 
Pulse surveys (short, focused surveys), anonymous feedback, and other metrics will help monitor the 
success of the initiative(s) and give progressive input on the program’s effectiveness. We will provide 
analysis of the assessments, share the findings with the working group, and co-create fine-tuning if it is 
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needed. We also recommend an annual employee engagement survey, both to check on the progress of 
the initiatives and to uncover new concerns that might surface. 

Being okay with mistakes and learning from those lessons will be important to making lasting change. 
Through this process, you will gain the skills and confidence to adjust your efforts and take on new 
initiatives to reach your defined goals.  

Milestone 7 – Staggered reassessments with analysis and fine-tuning (timing to be determined).  

Milestone 8 – Plans for continued assessments, analysis, and (potential) initiatives. 

Leadership commitment 
Employees are very aware. It is crucial that the 
leadership approach the Dynamic WorkplacesTM with full 
commitment. We’re looking for leaders who can support 
each other, learn new things, adopt new behaviors, and 
hold each other accountable. In the words of Kim Scott 
of Radical Candor, the leaders need to be “Caring greatly 
and challenging directly.” For the Dynamic WorkplacesTM 
process to succeed, commitment must include 
accountability at all levels – C-suite to supervisor to administrative professional. 

The value on your investment  
One of the most pressing A/E/C issues today is the talent war. It is impacting how you do business and 
deliver projects. Recruiting and hiring take time and are costly – costing as much as 1.5- to 3-times of the 
salary of the position, according to Eric Koester of MyHighTechStart-Up4.  

Creating a desirable and sought-after company that attracts talented professionals, combined with a 
well-developed onboarding process, training, and meaningful assignments, increases profitability. The 
economic impact of the time invested, as demonstrated in the graph below, shows a greater return on 
the investment with an engaged workforce. That underscores the value of blending culture and 

engagement strategies 
with your recruiting and 
hiring efforts.  

And consider the effect of 
culture on your client 
relationships. While 
project managers and 
staff may be unaware of 
their body language, 
attitude, and empathy, 
clients can perceive the 
health of a firm through 
those very things. Clients 

 
4 Investopedia.com: The Cost of Hiring a New Employee 
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seek out companies that are capable, attentive, fun, and stable. Employees who project those qualities 
with every interaction are the best business development and marketing that money can buy. 
Companies that invest in training, collaboration, engagement, and mission-focused teams have less turn 
over and higher profitability.5   

Your brand is your culture. Your culture is your brand. GO Strategies is known for strategic thinking and 
planning, pursuit management, training, and coaching, all relating to winning more work. The Dynamic 
WorkplacesTM process is all of that – turned inward – to create a winning work environment.  

How it works 
How long each step will take to complete varies from company to company and is dependent on several 
factors, including size of the company, availability of internal data, volume of data, participation level of 
leadership and the employees, and logistics for meetings and surveys. Due to the variable nature of 
these factors, we recommend the following arrangement for compensation: 

1. GO Strategies will consult on a time and materials basis.  
2. You set a spending threshold. We recommend at least $10,000.  
3. GO Strategies will work up to your spending threshold toward each milestone. At the threshold, 

we will make a verbal report to you (or the leadership champion, whomever has decision-
making authority) and share the progress to date, what is still to be done, and any findings 
based on the work up to that point.  

4. You decide whether to continue or not. If you agree we should continue, you set another 
spending threshold. 

5. Each milestone is another opportunity to decide whether to continue or not. We will confirm 
with you at each milestone whether we should continue, even if the spending threshold has not 
been reached.  

This format is essentially an on-call, with built-in check points at both the financial thresholds and the 
progress milestones. Efficiencies of participation, access to your data, and arranging meetings and 
training are passed on to you, as that frees us up to make more progress on the steps of the approach 
within the spending threshold.  

Focusing internally to affect positive change externally is not only achievable, it is essential. You do not 
have to do this alone. Through GO’s Dynamic WorkplacesTM process, you’ll gain the understanding and 
resources you need to continue long after we are gone. We can help you get from where you are now to 
where you want to be – to become one of the amazing Dynamic WorkplacesTM. 

 

  

 
5 Start With Why, Simon Sinek 
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Why hire GO Strategies to help create Dynamic WorkplacesTM? 
The Dynamic WorkplacesTM research, analysis, and process development has been a decade in the 
making. Kate Robinette, partner, has methodically and scientifically developed the Dynamic 
WorkplacesTM process to help firms create great places to work. Her passion for 
this topic is highlighted in her bio below.  

She has read more than 50 books, articles, surveys, reports, and blog posts in 
preparation for this work. She’s focused on recent data and publications only. 
Much of the research, but not all, comes out of business operations outside the 
A/E/C industry. GO Strategies has worked for months to tailor this information 
and apply the relevant pieces to make A/E/C firms stronger.  

Efforts that are applied with clear intentions, clear goals, transparent 
communication, good tools, and consistency pay off. Taking the journey 
together – and possibly stumbling – can be just as clarifying and transformational as having success. 
And, you, as leaders will be attuned and better prepared for whatever comes next.  

Bios 
Kate Robinette, CPSM 

Kate’s career started in non-profits where the mission drove the existence of the 
organization. She actively built culture by orienting new board members and new 
staff to the non-profit’s mission. She provided education and training for both board 
and staff in their roles to support the organization’s activities.  

Her efforts to improve the employee experience continued when she entered the 
A/E/C industry as a marketing coordinator and change agent for her office 18 years 
ago. Tasked with implementing more efficient and stable marketing processes, Kate 

built strong personal relationships first, then asked those individuals to field-test the proposed 
improvements and provide feedback. By developing trust and clarity of purpose first, she was able to 
implement radical changes that ultimately sped up the proposal process, which allowed for higher 
quality reviews, and thereby increased wins. Before she left the firm, the marketing and technical staff 
had developed a deep camaraderie and mutual respect. As a result, Kate was able to co-create the first-
ever, company-wide marketing summit, which brought all 20 of the company’s marketers face-to-face 
from across the US for two days of education, best practices, and team-building.  

Kate’s years of research on employee engagement and culture bore fruit at her last employer. The 
leadership knew that the employees were restless but did not have details or an idea on how to address 
their concerns. A single leader interviewed a third of the employees, but he was unclear how to analyze 
the information he received. Kate volunteered to analyze the data, while maintaining the anonymity of 
the participants. She prioritized the feedback and conducted research on how to address the specific 
concerns. She used her knowledge about the company and its systems to highlight initiatives that could 
be easily incorporated into existing practices. She developed a communication strategy and drafted 
messages for the leadership to use. She also created follow-up questions, which were used to gauge the 
success of the initiatives after implementation. The new efforts were well-received, with engagement 
improving steadily over a 12-month period. Kate developed a plan for ongoing employee engagement 
and feedback, which was set aside when the company merged with a larger firm.  
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Kathryn Ness, CPSM 
Kathryn brings a “no zombies allowed” attitude to a workplace. She challenges 
people to step outside their comfort zones to stretch and grow – personally and 
professionally. Her top five strengths from the Clifton StrengthsFinder 2.0® 
include: strategic, maximizer, arranger, positivity, and adaptability. Applying these 
strengths has allowed her to cultivate a healthier workplace and motivate people 
to approach challenges as opportunities. 

Kathryn creates dynamic, healthy, and safe work environments through her ability 
to assess personalities quickly and adapt her coaching style to build trust and collaboration. She also has 
an energy and vitality that makes work feel less like “work.” 

With more than 20 years in the A/E/C industry, Kathryn brings an in-the-trenches perspective for how 
things work and, more importantly, how things can work better. She has led marketing and business 
development teams at small, medium, and large firms. Kathryn is an excellent listener who has a 
professional, direct communication style that cuts through the noise and keeps teams on-point. Her 
sense of humor is balanced with a sense of getting things done. She provides creative solutions that 
work, not abstract theory that sits on shelves. 

 

Frank Lippert, FSMPS, CPSM 
Frank’s most recent Clifton StrengthsFinder 2.0® results pointed to positivity, 
communication, woo, arranger, input, and strategic. Strengths like positivity, 
communication, and woo help Frank see the best ways forward through sticky 
situations and how to bring those he works with along with him. Arranger is about 
executing and getting the job done. Strategic and/or input are strengths that help 
him bring it all together is ways that fit the companies and leaders he works with. 

Over the course of a 30-year career in A/E/C on the technical (land surveyor) and 
marketing side of the house, he’s learned by doing and experiencing a wide variety of management 
skills. He’s seen what works and what doesn’t. He has advocated for his teams at the highest levels in 
small, medium, large, and extra-large sized firms. Frank has worked for Symonds Consulting Engineers 
(now PACE), David Evans and Associates, and Parsons Brinckerhoff (now WSP). He’s experienced a wide 
variety of leadership styles and management techniques.  

As the founding partner of GO Strategies, Frank has helped multiple firms rise to the challenges 
presented by an evolving workforce. With Dynamic WorkplacesTM and the voluminous research behind 
it, Frank pulls from the best of the best to make businesses stronger and more resilient.  
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