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What Workplace 
Drama Looks Like 

 

 
Since organizations are made up of flawed 
people, they frequently revert to an “Us vs. 
Them” culture that creates drama. Departments 
fight against departments, and employees 
become disengaged by management decisions 
and lack of accountability.  
While business owners experience part of the 
frustration from people not getting along, they 
often look at culture as a “touchy-feely” exercise 
that doesn’t impact the bottom line.  
In order to reduce the drama in your 
organization, you first have to know how to 
identify it. Some things are obvious, while other 
things require the leader to pay more attention. 
But one thing is true for sure; you can’t afford to 
ignore the cost of drama in your workplace.  
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Gossip 

Gossip is one of the most toxic things in the 
workplace and can create the most amount of 
drama. 
The biggest problem with gossip is that it does 
not directly address the source – the person for 
whom the gossip is about. 
In addition, when gossip is spread (whether true 
or not), it is like an infectuous virus. What should 
often be a simple issue to be dealt with instead 
feeds negative energy, spreads misinformation, 
and breaks trust throughout the workplace.  
 



What Workplace Drama Looks Like 
 

5 
 

Navigating Company Politics 

 
In Five Dysfunctions of a Team, Patrick Lencioni 
defines Internal Politics as when people choose 
their words and actions based on how they want 
others to react rather than based on what they 
really think.   
In most organizations, staff have witnessed 
bosses getting upset when bad news is shared 
or when they have been shut down or even 
experienced retribution when speaking up or 
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respectfully disagreeing.  Therefore, if I have 
something I need to say to my boss, I first use 
my colleague as a sounding board for a sanity 
check of my words; then I ask my boss’ 
assistant if the boss is in a good mood.  When I 
finally get to my boss, I soft-pedal my words out 
of fear and don’t even make my real point.  This 
navigating of politics prevents organizations 
from getting to the root cause of problems.   
When people aren’t free to speak their mind, 
they become disillusioned and less productive, 
not getting to the root cause of the problem.  In 
healthy organizations, people are encouraged to 
and do say what they are thinking.  
 
Cross-Departmental Blame 
 
Do you ever feel like nobody wants to be 
accountable anymore? Instead, employees 
would rather point fingers at others – other 



What Workplace Drama Looks Like 
 

7 
 

employees, other departments, or other 
circumstances. 
Instead of working 
together to 
accomplish company 
goals, meet 
deadlines, or serve 
customers, 
employees often 
spend more time 
being defensive and 
playing the “blame” 
game. 
For companies to solve their problems, 
departments need to work as teams, even 
though their immediate needs may seem at 
odds.  Blame ensures that everyone is 
defensive instead of working together to get to 
root causes of problems. 
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Interpersonal Conflict 

 
Conflicts at work are not uncommon, even 
among civilized adults. We are all human, and 
sometimes issues arise. 
Disagreements lead to workplace stress and 
can result in long-term unhappiness. If not 
resolved, the issues tend to come out in ways 
that impact business progress.  If I have 
unhealthy conflict with you, I am not going to 
openly discuss my thoughts on work-related 
problems that I have with your ideas or 
performance. 
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With inter-personal conflict, employees become 
disillusioned and non-productive. Absenteeism 
rises among disgruntled employees, and service 
to customers can suffer. Employee turnover 
increases if issues are not resolved.  
Worst of all, your best employees will quit. Your 
worst employees will quit and stay. 
 
Excuses (vs. Solutions) 

 
Why don’t leaders do whatever it takes to 
improve company culture?  We hear comments 
such as: 

“Ok, so we don’t always work 
perfectly together. Every company 
has problems because there are 

people in them.” 
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“This is just the way it is. People are 
people. You can’t change them.” 

 
“We’ve tried other things, and they 

didn’t work.” 
 

“It costs too much money to fix it, 
especially when I don’t think it will 

really fix it. We will just deal with it.” 
 

Sticking with the status quo demoralizes staff 
and leads to lack of growth.
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What is the impact? 
 

 
What are ways you believe drama impacts the 
workplace? Leaders need to protect the bottom 
line; and if the drama is not causing customer 
satisfaction or profitability issues, they may not 
need to heavily invest in fixing the drama.  
However, we find that the impact is significant 
and can often be overlooked. Let’s explore 
some of the common ways that workplace 
drama negatively impacts your organization’s 
ability to grow and thrive in today’s marketplace. 
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Disengaged Staff 

Do you ever wish your employees would care as 
much as you do? One side effect of drama in 
the workplace is disengaged staff, especially in 
meetings where decisions need to be made and 
where collaboration is critical. 
Even those employees who are not directly 
involved in the workplace drama become 
affected. It causes good employees to remain 
silent and just try to stay out of the line of fire. It 
often causes disgruntled employees to spread 
more negativity. 
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People Don’t Feel Heard 

 
When people don’t feel heard, they don’t feel 
invested. When they don’t feel invested, they 
don’t contribute at the level of their potential. 
When we get busy trying to get the things of 
business accomplished, we often spew out 
orders and don’t take the time to get feedback 
and listen. Not listening prevents getting to root 
cause of problems and has a significant impact 
on job satisfaction. 
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One of Stephen Covey’s The 7 Habits of Highly 
Effective People is, “Seek first to understand, 
then to be understood.”  
People want to feel valued. They want to know 
you are listening to them. Most of the time even 
if you don’t agree with them or choose to act on 
their suggestion, employees will be satisfied if 
they just feel heard. 
 
People Feel Undervalued 

When people feel 
undervalued, they 
disengage and tend to 
lose respect for 
leadership. They begin 
to question their 
decisions or refuse to 
make them at all for fear 
of making the wrong 
one. 
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Why do people feel undervalued? Lack of 
appreciation. They begin to care less and make 
less effort to complete their jobs well.  
 
Having to Discuss the Same Problems 

Over and Over 

 
 
How often do you get tired of dealing with the 
same problems over and over and over?  When 
people do not feel free to speak their mind, they 
withhold information (out of conflict avoidance); 
therefore, you don’t get to the root cause of 
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issues.  Therefore, problems repeat, without 
getting truly solved. 
The result is frustrating and has you as an 
executive spending time that could be better 
spent on more productive things. Instead, you 
are dealing with the same problems over and 
over again with no end in sight.  
 
No Accountability 
 
When there is a lot of conflict in an organization, 
people will say “Yes” to everything, but that 
doesn’t mean they will do it.  What people say 
they will do doesn’t align with what they actually 
do, and you are constantly having to get 
involved.  Where there is lack of accountability 
or consequences, people do not often feel 
compelled to listen or comply.  
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Exhausted and Burned Out Executives 

 
The net effect of all this drama is exhausted and 
burned out executives – that’s you. Now, not 
only are employees not performing up to 
expectations, but you feel the necessity to do 
their job for them. 
The pride and sense of accomplishment you 
should be feeling just isn’t there. Instead you 
feel mostly frustrated, aggravated, and 
especially exhausted.  
It seems like you work 24/7 with no relief in 
sight. You get involved with too many problems 
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that you’ve hired competent people to handle. 
Nothing you do seems to work. 
 
Financial Impact 

 
Have you ever asked yourself what it actually 
costs because people aren’t working well 
together? Is there a financial impact of drama in 
the workplace? 

Rework and waste are a direct result of 
lack of cross-departmental trust and 
communication. This can have a significant 
impact financially to an organization’s 
bottom-line. 
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Lack of trust and communication leads 
directly to client dissatisfaction. When 
clients aren’t happy, they lose trust. Some 
of them may give you a second chance, but 
oftentimes, they will move on to another 
vendor they feel is competent to meet their 
needs. Quantify the dollar effect of lost 
customers in the past quarter. 
Gossip and interpersonal conflict prevent 
solutions, add drama, and make people feel 
beyond capacity, especially when they are 
really underutilized. Quantify the 
percentage of disengaged time to get the 
financial effect (e.g., watercooler gossip, 
Facebook scanning, boring meetings with 
lack of engagement, sick days). 
Lack of employee retention happens 
when key employees do not see the most 
critical problems being solved. They will 
disengage and ultimately resign, causing 
significant bottom-line and quality impact. 
Measure the number of good employees 
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who have left in the past year, and measure 
the cost to replace them, both in recruiting 
and in knowledge ramp-up. 
 

Cost of Drama Impact Calculation 
Waste / Rework
Average materials cost per job reworked (
Average labor cost per job reworked +                )
Number of jobs / week reworked *
52 weeks *52
Annual cost of waste/rework  
Lost Customers
Number of customers lost due to 
miscommunication
Prior annual revenue from average lost 
customer *
Annual cost of lost customers  
Glass Ceiling Limitation
Number of customers not gained due to 
being at-capacity
Average expected annual revenue of a 
single customer *
Annual cost of glass ceiling limitation  
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Key Employees Lost
Cost to recruit a key employee (
Training costs of a new employee +
Estimated cost of loss of one key 
employee's tribal knowledge +                 )
Number of key employees lost due to 
culture issues last year *
Annual cost of key employees lost  
Employee Disengagement Loss
% of average employee time disengaged
Average annual employee wage *
Number of employees disengaged *
Annual cost of Employee Disengagement  

Total Financial Impact of Culture
FINANCIAL IMPACT OF CULTURE

 

Opportunity loss from delayed work
Lack of candid information for decision making
Fractured leadership team
Owner expected value of business vs. actual value
Executive quality of life
Impact on family life

ADDITIONAL IMPACT POINTS
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8 Tips on How to Fix 
Your Culture 

 
So, what now? What can you do about 
workplace drama? How can you get your 
employees to work together cohesively and be 
accountable for expected results?  Is it even 
possible. 
 

1. Get an open-eyed honest and 
accurate assessment of the culture. 
 
Pretending won’t get you the results that 
you want. Getting honest and doing a 
true evaluation of your current culture is 
the first step to reducing drama. 

 
2. Recognize that a productive culture 

is the personal responsibility of the 
executive leadership team. 

http://www.tac4solutions.com/tac4-blog/blog/2016/07/20/gossip-what-it-costs-you-at-work/
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Productive culture is NOT accomplished by 
telling people to have a good culture. It is 
accomplished from the top down when the 
leadership team is committed to creating an 
environment where drama is not allowed 
and people can speak their mind. If your 
culture is broken, it is the responsibility of 
the leadership team to fix it.  
Culture change requires significant 
investment of time, resources, and effort 
(and reaps great rewards). 
 

3. Be willing to address all problems, 
including difficult inter-personal 
conflict, head on. 

 
Addressing problems head on is the only way 
to get them solved. When problems are 
addressed, drama is dramatically reduced, 
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and productivity increases. People begin to 
re-engage and want to work again. 

 
4. Leadership must be committed to 

changing their own behaviors and 
beliefs.  

 
Believing that you are part of the problem is 
critical to the process of improvement. That 
doesn’t mean you haven’t made efforts, 
because I’m sure you have. It means that 
you haven’t done the right things that would 
reverse the trend of drama in your 
organization. When you begin to change 
your own behaviors, lead by example, and 
have an expectation for others to do the 
same, significant results will happen. 
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5. All talking behind backs must stop. 
 

To create a culture that is drama-free, it is 
crucial to stop the gossiping and talking 
behind others’ backs. This starts at the 
executive level and goes down. This means 
addressing people directly. This means not 
talking about others even when getting 
advice about how to deal with them. When 
gossip has no circuit on which to travel, 
drama quickly fades.  
To do this effectively, you need to confront 
every negative comment and guide them 
directly to the source of their problem for 
resolution. 

 
6. Fix your meetings so they are the 

most exciting and productive hours 
of the day, where you drive the bus 
of the business. 
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Meetings are an important part of getting 
things done in an organization. When led 
well, meetings create collaboration, get to 
root causes of problems, make decisions, 
determine communication plans, and set 
clear action steps with accountability. 
 

7. Create an accurate vision (including 
a compelling WHY), strategy, and 
priorities (“The Echo”). 

 
Once behavior has changed so that drama 
is lessened, you have quieted the noise. 
You still need to know vision in order to 
drive your company to success. 
There are six questions that constitute the 
Echo that every organization needs to 
answer and reverberate throughout the 
organization. The first three questions are 
about corporate identity: 
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• Why do we exist? 
• What do we do? 
• What do we value? 

The next two questions are about strategy 
and priorities: 
• How will we succeed? 
• What is most important, right now? 

The final question, “Who does what?”, 
outlines detailed roles and responsibilities 
and corporate governance. 
It is crucial to not only answer these 
questions, but to answer them accurately as 
it reflects your organization. If you say that 
your core value is friendly and yet your staff 
has seen you being less than friendly, you 
have just told them that you are not self-
aware. 
Getting these answers accurate creates 
trust in your leadership and energizes your 
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staff to work toward your vision. 
 

8. Over-communicate/reverberate the 
Echo daily, in every decision. 

Many organizations answer the questions to 
the Echo and then hang it on a wall and 
never look at it again. 
True leadership uses the answers to the 
Echo to make every decision in the 
company.  
True leadership trains staff to think to the 
Echo to set their priorities and execute 
accordingly.   
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Conclusion 
 

Drama exists everywhere, and most 
organizations just think it’s a fact of life in the 
workplace. It isn’t. It is draining your company’s 
productivity and profitability, and it is 
disengaging your staff. 
We highly recommend completing the metrics in 
our Cost of Drama Impact Calculation worksheet 
on pages 20-21 and evaluate just how much 
drama is costing your business. 
It is fixable and will drive you toward creating 
organizational health through: 

1. Improved Clarity 
2. Improved Productivity 
3. Improved Employee Engagement 
4. Improved Profitability 
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Engaging with TAC4 Solutions 
 
We know that getting your people to work 
together is one of the most draining aspects of 
running your business. TAC4 Solutions has tools 
that can dramatically improve the buy-in that 
your people will give you as you make tough 
decisions to better run your company. 
Your problems are unique, and they also have 
commonalities we’ve seen before. We will work 
together during a strategy session to discuss the 
frustrations you are encountering and suggest 
clear steps for how to make them better.  
After the discovery process (which includes 
interviews with key executives), we will sit down 
with a detailed diagnostic of the problems 
causing your exhaustion and present an outline 
of how to get everyone moving in the same 
direction in such a way that gives you these 4 
key results that TAC4 Solutions is built around: 
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1. Improved Clarity 
2. Improved Productivity 
3. Improved Employee Engagement 
4. Improved Profitability 
 
At the end of the implementation, you will have 
an organization that is now a cohesive team 
creating exponential results. 
 

For more information about how we can help you 
create organizational change, contact us at 

502.645.6119 or visit our website at 
www.tac4solutions.com. 
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