“Ten Steps of Engagement
For Managers and Leaders”
Leadership for Today and Tomorrow
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% Introduction Exercise

Your Passion

— Find someone in the room
that you don’t know (or
don’t know as well as
others)

— Share at least one non-
work passion and why you
enjoy it

— Introduce your partner

— Name

— Position

— Passion
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Purpose of this Leadership Workshop

Leaders are key drivers of employee engagement

1. Reinforce the important role you play in fostering
employee engagement

2. Create awareness that employee
engagement is a key strategic initiative

3. Reinforce the connection between
employee engagement and high performance

4. Introduce new tools and share leadership best practices
(Macro and Micro)
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Agenda
8:00-8:20 Welcome and Opening Remarks
8:20 - 8:40 Introduction Exercise
8:40 - 9:00 Overview
The 10 Essential Steps of Engagement
9:00-9:30 Step 1 — Link to High Performance

9:30-10:00 Step 2 — It starts at the top
10:00 - 10:15 Break
10:15-11:00 Step 3 — Engage First-Line Leaders
11:00-12:00 Step 4 — Communicate, Communicate, Communicate
12:00-1:00 Lunch

1:00-1:30 Step 5 — Individualize Engagement

1:30 - 2:45 Step 6 — Create a Motivational Environment .

2:45 -3:00 Break /
3:00-3:30 Step 7 — Create Feedback Mechanisms V
3:30-4:00 Step 8 — Reinforce and Reward the Right Behaviors

4:00-4:30 Step 9 — Track and Communicate Progress and Success

4:30-4:50 Step 10 — Hire and Promote Engaged Employees

4:50 -5:00 Wrap up
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Your Leadership Engagement Action Plan ,

Name:

“Own it” (What needs to change?) I
e Push decisions down more; give |
direct reports more authority, a

Engaging Employees to Drive Results Action Plan X /
“Own it, Do t, Measure it” s

{15 72 Business Caas)

sense of ownership, and visibility/ “Do it” (How should you do it?) \

* Focus on delegating decisions for the X

project

—— process task force

Ask Tom and Amy to take on 80% of the

Observe how John pushes decisions down in

meetings next month
Ask direct reports more questions vs. provide
answers

“Measure it” (How to determine accountability/results)

e e === * Share my goal and get feedback from my supervisor

and direct reports once a month

2

-
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Your Leadership Engagement Action Plan

What to do with action plan

— Today

— After you leave this workshop

Complete each category with
1-2 commitments per
category

We suggest you meet with
your manager and direct
reports to review your
Leadership Engagement Plan

=
=
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Step 10

Performance
the Right
Behaviors LS
Communicate “gaf:ad':: ne
Progress
Step 8 Engagement Results m
Rewards, and is the
Consequences Cornerstone

Step 7
ha Step 6 Engagement

Motivational
Culture

© The Employee Engagement Group. All Rights Reserved

Step 1

Link to High Performance

¢ Making the Business Case for
Engagement
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STEP 1 - Link to High Performance

(% Define engagement

What's your
definition of
engqgemen'f?
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STEP 1 — Link to High Performance

Define engagement
Engagement is unlocking your employee’s potential to
drive high performance

Company Employee Employee
Performance Engagement Potential

It is a mutual commitment resulting in the capture of
discretionary effort
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STEP 1 - Link to High Performance

Making a business case for engagement — the 3 business drivers

27.8%

Voluntary turnover [EEESesyse 1:;;4, 17% mrove
Workforce [RSSE: higher EPS

operating

income A
margin

Demographic shifts

3.8%
less net 11.2%

ineome) decline

Disengaged i EPS
. Workforce 34%
Business results decreased
operating
Deene Additionally, disengaged employees

are absent 3.5 days more per year

Conference Board Research
Towers Perrin Talent Report
© The Employee Engagement Group. All Rights Reserved  International Survey Research (ISR)
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STEP 1 Link to High Performance

Engaging Employees to Drive Results Action Plan
“Own it. Do it. Measure it

Leadership Action Plan Hame

‘8tap 1 - Link T Hig Pertormanss (MaKng me Susinezs Case)

e Afew Step 1ideas have been
included on your Action Plan

¢ What does your company do to
support high performance

What We Covered

Step 5. Indivicuaizs Engagoment (Generation, Cubre, Doeraty, Temre)
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Step 2

It Starts at the Top

W

e Greed is NOT Good

* Budget for Engagement
* Team Development

© The Employee Engagement Group. All Rights Reserved

STEP 2 - It Starts at the Top

Leaders must walk the talk

A Tale of
Two
Captains

© The Employee Engagement Group. All Rights Reserved




STEP 2 — It Starts at the Top

Leaders must walk the talk
Who Walked the Talk (and Who Didn’t)?

1. With your partner, discuss when you’ve worked
with a leader where the leader “Walked the
Talk”

2. What can you do to ‘walk the talk’?

3. Report back

© The Employee Engagement Group. All Rights Reserved

STEP 2 — It Starts at the Top

Balanced
Team development individual

self esteem Accessible/visible
Mutual trust

Problem Common goals
solving
Leadership Conflict
resolution
Focused
. Respected
Interaction
Nimble )
Open Clarity of roles

communications . i
Decision-making

power Involvement

Decisive
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STEP 2 — It Starts at the Top

Team development

Forming

e Where do | fit? What is expected of me?
o Testing the situation and people

Source: Tuckman
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Storming

Performing

Feeling excited about participating in team activities
Feeling team strength

Showing high confidence in accomplishing tasks

Sharing leadership
Performing at high levels

Norming

Resolving discrepancies

Developing trust, support and respect
Developing self-esteem and confidence
Being more open and giving more feedback

Sharing responsibility and control
Using team language

Discrepancy between hopes and reality
Feeling frustrated incompetent and confused : anger around
goals, tasks and action plans
Reacting negatively toward leaders and other members

Competing for power and/or attention

STEP 2 - It Starts at the Top

Team development

Team Development
Forming Storming Norming Performing
Member  Characterized by... ized by. ized by.. Characterized by...
behavior  + Anxiaty « Increased testing of noms « Effort 1o get along « Cohesiveness
+ Search for structure  Fight or fight behavior + Construetive confiict + Conflict management
Sience » Attacks on the leader + Realistic norms and guidelines  » Active listening
- Reactve to leader ~ Polarization of the team « Functional relationsh - Shared leadership
+ Superficial + Fower stuggles + Acceptance ofeach otherand  » Creative problem solving
« Overly polite « Hostitysilence leader = Here and now focus
- Fall jtto scton plans s Caring, trusting, and enjoyment
Reaction to  » Accepted | tested by members  » Power struggies + General support + Leadership distributed among
Leadership__ Tentatve « Jockeying for « Differen members by expenise
Decision  + Dominated by active members  » Fragmented « Based on individual expertise = By consensus.
making « Deadiocks. « Often by leader in consulation  » Wihatever it takes collectively or
 To team leader by default, or Wi team member indvidually
= Most powerful or loudest
Climate  + Cautious « Subgrouping « Dealing wi - Shared
+ Feeling suppressed + Overtlcovert critiism + Cpening up true feelings. + Cpen expressian
+ Low canfliot . between . .
« Few outbursts subgroups. promptly
Task  Gerthe ream started estabiish  Question identity, manage Establish realistic guidelines and Progress toward goal, true
functions &  identity... increased confiicr... standards... collaboration
major issues  + Develop comman purpose + Openly confront issues. + Team responsib + Monitor accomplishments
« Orientation « Increased panicipation - Cooperation and panicpation  + Crisque process, assess
- Provide structure = Testing of group norms « Decision making hons
+ Buid trust + Increasing independence from  » Confronting problems. - Avoid ‘groupthink’
« Manage ransitions leader « Shared leadership + Satisfy members’ personal
+ Qualty and excellence s
- Team
Leadership  Reduce the uncerzainty... Legitimize conflict... Encourage norm development_.  Maintain team skills..
roles + Set goals, clanfy pupose + Examine own response to + Develop goals + Maintain technical and
- Draw out questions conflict « Use consensus interpersonal skits
« Letmembers getto knowesch  » P « Redi + Provide feedback on group’s
other resclution effors + Develop posiive istening skills effsctivensss
+ Modsl expected behavior « Acknowiedge confliot as + Assist n ganing mare meaning
‘essential for change
~ Da not become more

© The Employee Engagement Group. All Rights Reserved
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STEP 2 — It Starts at the Top

Leadership Action Plan e omna Dot Memuer

e Own it - list at least one thing you s Tar s
feel need to change

¢ Do it - write a brief description of
how you will change in that area

¢ Measure it - list the measurements
you will use to track your success

© The Employee Engagement Group. All Rights Reserved

Step 3
Engage First Line Leaders

¢ Leadership — Where it all Starts
e Leadership Styles

© The Employee Engagement Group. All Rights Reserved
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STEP 3 — Engage First Line Leaders

Train your leaders on engagement

The #1 driver of employee
engagement is one’s first line
supervisor*

Disengaged managers are 3
times more likely to have
disengaged employees**

* Gallup survey of 80,000 Global Employees
** 2009 Sirota Intelligence Study

© The Employee Engagement Group. All Rights Reserved

On the following chart,

STEP 3 — Engage First Line Leaders rank yourself in each

category from 1 -12:
1 = Highly Effective
12 = Needs most work

HOW do you ran k? Trust Use each number only

once but use all numbers

Train your leaders on engagement

Recognition Authority

\ a _‘
i
Inspiration \ ’/ S \ L//.' .‘Secu”ty
» 7\. ]

S - Force \ . L Direction

Cohesion \

 Rank  ___
- Yourself N
\ Vision /’
Reassurance | 5 S NS

W/ l Q7
\ |
Role Model - /— 'J\__V_i_r_//'Structure
Cl-é_ri-t)y

© The Employee Engagement Group. All Rights Reserved
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STEP 3 — Engage First Line Leaders

Train your leaders on engagement

Twelve Needs a Leader Must Fill Employee Evaluation
Askesch forse rankyou 12needs

1= Highly Effectve
12 Ne. o

Twelve Needs a Leader Must Fill Seif-Assessment

Note: This is 2 duplafe of the previ

Force rank yoursell on the follwing

3

= different format

st il as follows:

mber. 1 - 12 only once.

weed T
o yous ( Team members 55y Tear improve by,
: //&\\) | betiere nyou
Trust ! i Somsone isin chamge
Suthority TR TTE LTS Things wil probatly
T t I fum out okay
e oo IWOTT0OIsyou can =
we'e gong
e use to askyour  [rEmee
gong
Vision LA K] I t Everyons knows where
heyfitin
- TRTRr Rl employees to
Someane B33yng
== <+ [ evaluate you on the
Rolemadel [T AR AL
12 Needs Someone izlocking
Reassurance TR T atterue
S — Were all singing from
oo T e e | el R T e
Inspiration
— iz i3 4 o | e e
Recognition Whatids matters
Recognition TR TTI AT | Whati do matters
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STEP 3 — Engage First Line Leaders

Leadership Action Plan

e Own it - list at least one thing you
feel need to change

¢ Do it - write a brief description of
how you will change in that area

¢ Measure it - list the measurements
you will use to track your success

What We Covered
* Train your leaders on engagement
* Set consistent leadership expectations

© The Employee Engagement Group. All Rights Reserved

Name.

Engaging Employees to Drive Results Action Plan

win it, Do it, Measure it”

Stap 1 Link T High Porformancs (Maxng me Susinezs Case)

1

2

2ian 2 atarks Ak Thu T (Lencer

urs I, ra T T, Bkt or Engagemen
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Step 4
Communication, the Cornerstone of

Engagement

* Transparency In Communication

* Your Communication Promise — The
Communication Protocol

* Leverage Communication Technology

* Is Social Media a Fad?

© The Employee Engagement Group. All Rights Reserved

STEP 4 — Communication, the Cornerstone of Engagement

Communication protocol — your communication promise

Goals of a communication protocol

* Establish communication expectations
and process

* Reinforce key elements of your

strategic plan
— Health and Safety

— Profit

— Growth

— Engagement

* Create alignment with employees

at all levels
* Reinforce communications (“13x Rule”)

© The Employee Engagement Group. All Rights Reserved
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STEP 4 — Communication, the Cornerstone of Engagement

Communication protocol — your communication promise

Message Who Delivers Venue Audience Frequency
Company CEO Email and All Employees Monthly
Update Town Hall
Business Business Blogs, Matrix Bi-Monthly
Line Update Line Leaders Tweets Employees
Sales, HR, Function Email / All employees Monthly
Finance, etc. Head Meetings
Department Line One on one Direct Monthly
Update Managers meetings Reports
Innovation All Email /text Managers and Always
Update Employees Dept. meetings above
&

© The Employee Engagement Group. All Rights Reserved

STEP 4 — Communication, the Cornerstone of Engagement

Leverage communication technology

© The Employee Engagement Group. All Rights Reserved
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STEP 4 — Communication, the Cornerstone of Engagement

Is social media a fad?

ﬁ W
kyte " gickr- LUE

(T Tube
@ -
facebook

Pad

Gvents
eventful

” glassdoorcom

Nmg

=3
20,10

£Zimbra

Gopgle

Bacn & piviki
BlogTatkRadio §, @rwik
.
)
© The Employee Engagement Group. All Rights Reserved welpaint

Social Media as a Communication Tool
What is your Social Media Policy?

50% of CFOs say

* Manpower
** Robert Half

© The Employee Engagement Group. Who sets policy?

All Rights Reserved
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STEP 4 — Communication, the Cornerstone of Engagement

Leverage communication technology

Exercise — Make a Video

In your groups and using an iPhone or Droid, create
a ‘company video’ highlighting one of the following:

* Introducing new employee to the company

* Announcement and introduction of a new VP

* Introduction and marketing plan for a new
product

© The Employee Engagement Group. All Rights Reserved

STEP 4 — Communication, the Cornerstone of Engagemt

Engaging Employees to Drive Results Action Plan
R Measure it”

Leadership Action Plan e

e Own it - list at least one thing you
feel need to change

¢ Do it - write a brief description of
how you will change in that area

¢ Measure it - list the measurements
you will use to track your success

What We Covered
* Create your own Communication Protocol

* Leverage communication technologies
and apply it to the 13 X factor

* Look at how you brand your company for T ——————
your employees

© The Employee Engagement Group. All Rights Reserved

16



Step 5

Individualize Engagement

* By Generation
¢ By Diversity

© The Employee Engagement Group. All Rights Reserved

STEP 5 — Individualize Engagement

By generation

“It’s time to rethink what you think you
know about managing people”

Eric McNulty — Harvard Management Update

© The Employee Engagement Group. All Rights Reserved
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STEP 5 — Individualize Engagement By generation

The Employee Engagement Group. All Rights Reserved

STEP 5 — Individualize Engagement By generation

% Exercise: Addressing
commonalities

In your groups, make a list
of actions you are taking in
your organization to
address your assigned
common areas.

Use this worksheet in your
workbook to jot down ideas
you can use for your

Exercise - Similarities in the Generations
iake

Make a list below of the specific a

Achievement
What do or coukd you do to mest your
‘empioyees’ need for actievement?

Equity and Ethics
ol pay,benefts, ewsids,

.....

ctions youtake or couldtake in orderto meetthe common

Equity and Ethics
What do o coud you do to mes! your
‘empleyzss need for squity and sthics?

needsofall generations.

Cama

raderie
What do or coukd you do to mest your
‘employess” need for camaraderie?

organization. ’

N4

© The Employee Engagement Group. All Rights Reserved
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STEP 5 — Individualize Engagement

\ Work
"s\°°’b\‘¢\ Background

‘<°°°e‘.'@
. . R
Old Dn:jerlslty New Inclusion
Mo -e Model:
Equity Innovation
orientation
Parental
Status _ b
Physical 3

abilities/
qualities

3
°°'§'r R ‘ e .
o fr (N .
O C ,0,7 ‘ ;V Secnon 2’
[ ; [ E Thinking A
15, B i bt i Styles ¥ page 24
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STEP 5 — Individualize Engagement

Exercise — Using diversity information

Using the information about the Inclusion Model
in your workbook, select 3 — 4 areas of diversity
and note how those could benefit your
organization

© The Employee Engagement Group. All Rights Reserved
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STEP 5 — Individualize Engagement

Engaging Employees to Drive Results Action Plan

Leadership Action Plan e omna Dot Memuer

¢ Own it - list at least one thing you =
feel need to change

¢ Do it - write a brief description of
how you will change in that area

¢ Maeasure it - list the measurements
you will use to track your success

© The Employee Engagement Group. All Rights Reserved

Step 6
Create a Motivational Culture

* Innovate
* Create Alignment

© The Employee Engagement Group. All Rights Reserved
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STEP 6 — Create a Motivational Culture

Know your employees
Adapted from The Manager’s Desk Reference

o Satisfaction of successful project - Cynthia Berryman-Fink and Charles B. Fink
Achievement ¢ Want to exercise talents

o Self-motivated if job is

challenging « Interaction with others

Affiliation * Social aspect of workplace

* Want freedom/ independence

Autonomy « Like to work alone

* Take responsibility for own
tasks/projects « Specific recognition and

Esteem praise
e Public or private
e Crave job security

Safety/Secu rity e Steady income/benefits
¢ Hazard-free work

« Influencing people

Authority « Sometimes controlling
¢ Lead and persuade

* Want to be treated fairly
¢ Compare selves to others

Equity

© The Employee Engagement Group. All Rights Reserved

STEP 6 — Create a Motivational Culture

The SevenMotivators Selt-Assessment

Know your employees

Mess for Success

Exercise — What motivates you?

Individually on the form in your workbook

—Force rank yourself, numbering each
motivator 1 — 7, using each number only
once.

—Use ‘1’ as your primary motivator and
label what motivates you the least as ‘7’

L4

&

© The Employee Engagement Group. All Rights Reserved
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STEP 6 — Create a Motivational Culture

Develop yourself and your staff
) )

-

© The Employee Engagement Group. All Rights Reserved

STEP 6 — Create a Motivational Culture

Develop yourself and your staff

(1

oSelf assessment

*Brown bags *Objective feedback, 360

e External eNote strengths and potential
seminars/conferences *Mentors

¢ Tuition assistance eKnowledge sharing

* Self-study/ certification *Bring to mgmt or client meetings

programs Learning from
e Books/Articles Others (22%)

Training/ .
X *Delegate/Provide added
S responsibility, visibility

i Challenging * Autonomy to solve
e Help to reflect on, and Hardships (20%) Assignments (42%) problems on own

learn from, mistakes
*New role or stretch

* Provide perspective; assignments (scope, fix-it,
reassurance after line to staff, etc.)

setbacks

© The Employee Engagement Group. All Rights Reserved //%
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STEP 6 — Create a Motivational Culture

Create Alignment

© The Employee Engagement Group. All Rights Reserved

STEP 6 — Create a Motivational Culture

Create Alignment

\Vision

—) Mission

\Values

Between “My ¥
Job” and

“Where is the
Company
Going?”

Between

“Where lam  RRIIIWTIZIIENS
Today” and

“Where am |
Going”

© The Employee Engagement Group. All Rights Reserved
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STEP 6 — Create a Motivational Culture

[\l

Engaging Employees to Drive Results Action Plan

Leadership Action Plan e omna Dot Memuer

¢ Own it - list at least one thing you T

feel need to change

¢ Do it - write a brief description of
how you will change in that area

e Measure it - list the measurements

you will use to track your success

‘G, Dueraty, Temure)

© The Employee Engagement Group. All Rights Reserved

Step 7
Create Feedback Mechanisms

* Open Forums

© The Employee Engagement Group. All Rights Reserved
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STEP 7 — Create Feedback Mechanisms g ~
360 Feedback and Performance Appraisals //\\

360° PERFORMANCE EVALUATION FORM

Eaplogee being exaluated: Resies Peried: From: To:
Retum to: Retumiy:

rierd
Select yous relabionship to caplogee being eraiated: Tent Pex

smert 55 wel 55 o ey e smpyes verage isher srengins and

© i " blodk. Vou e abso
ompetencies™ block tha Your vl
7 sssed smvelops

understand woys inwiich Fisher periormence can be improved

Tout wilbe anonymous Orty congosis ndorasbon wi be < e srpioye= Rt conpisted

Please use he folowing scae i evalusiz how wel he enclayee dspleys the fulowing behavios end competencies

| Minimal Skl Bisplayed m!lm:mm‘ Good Sills: | Swongto Very Song Sills | Excellent Skill: ‘uwu

|": 3 !‘E‘Elf‘i ]l'[‘N

Techuical Competence and Bnowldge - Profcssondy compeet fespsafresstoliow L 4, ¢ 1 g o o w
developmerts in ekt Fespected and sought o s resurce. Erfarces : Y18 !
prtessinastechncs sl n ofers.

| tality - Camited b quaiy corcept Iroorporses sty st edstrgopre. 4 3 48 E 7 E g @&
Encures T wark debveted i e mests l euretis s SO,

e S Sair, resorcsid Semches i newikes Seweofwgmoysodiet o ., ¢ ¢ 7 g5 g gy
st Takes iy or techrical and behsrioral growh by eaing ries sils, cnss- ‘ 1 !
franing, teking coursewark, sic Sxplorss newneys df applying exiing resouroes
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STEP 7 — Create Feedback Mechanisms
Giving Effective Feedback

1. Look for opportunities - especially in
turnaround situations, hardships, and / or
when high performance is “standard”

2. Communicate the situation
— What you observed

3. Communicate the consequences/impact
of the action
— Explain what happened (or could have

happened) as a result

4. Reward the action/Ask for action
— Reward and recognize the behaviors you

want to reinforce
— Describe what you want to see in the future
for behaviors you want to correct

© The Employee Engagement Group. All Rights Reserved
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STEP 7 — Create Feedback Mechanisms

Resource Matrix

High
o Performers —T— Investment
g
: l
£
S I
e
Transition —T1— Potentials
Low
Low High

Potential

© The Employee Engagement Group. All Rights Reserved

STEP 7 — Create Feedback Mechanisms

Leadership Action Plan

e Own it - list at least one thing you
feel need to change

¢ Do it - write a brief description of
how you will change in that area

¢ Measure it - list the measurements
you will use to track your success

What We Covered
* Pulse surveys
* Using 360 and performance appraisals

© The Employee Engagement Group. All Rights Reserved

Engaging Employees to Drive Results Action Plan
R Do it, Measure it

Name.

Stap 1 Link T High Porformancs (Maxng me Susinezs Case)

2ian 2 atarks Ak Thu T (Lencer
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Step 8
Reinforce and Reward the

Right Behaviors
(and consequences for wrong behavior)

* Money Matters (sort of)

* Achievement and Measurement
* Accountability

* Recognition

© The Employee Engagement Group. All Rights Reserved

STEP 8 — Reinforce and Reward the Right Behavior

Recognition

Companies with recognition programs vs. without recognition programs
(Answering “yes")

Companies with

s . Recognition Programs
Employees are satisfied with an 9

the level of recognition they
receive for doing a good job

Companies without
18% Recognition Programs

Managers/supervisors
effectively acknowledge
and appreciate employees 36%

Employees are
rewarded according to
their job performance 36%

0% 10% 20% 30% 40% 50% 60% 70%

SHRM 2012 Global Survey

© The Employee Engagement Group. All Rights Reserved
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STEP 8 — Reinforce and Reward the Right Behavior
Ask Yourself:

Rewards/
Recognition

Available to everyone
Related to an outcome
Delivered consistently

Valued by employees

© The Employee Engagement Group 2011 All
© TherieipR8sReeengagement Group. All Rights Reserved
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STEP 8 — Reinforce and Reward the Right Behavi

Engaging Employees to Drive Results Action Plan
b it

Leadership Action Plan T o o0 e

e Own it - list at least one thing you
feel need to change

¢ Do it - write a brief description of
how you will change in that area

¢ Measure it - list the measurements
you will use to track your success

steps. ‘G, Dueraty, Temure)

© The Employee Engagement Group. All Rights Reserved
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Step 9

Track and Communicate Progress

* What to Measure — Your ROI
* How to Communicate Progress
* Highlight the Positive / Celebrate Success

© The Employee Engagement Group. All Rights Reserved

STEP 9 — Track and Communicate Progress

What to measure

Chicago / ‘
DRAFT EXAMPLE FORMAT \ Benchmarking
- ¥ Year-to- Year-to- L
Company Top 25% Date Date
Metric Average CSC's __Actual Plan __ Jul-02 Jun-
Health and Safety
Total OSHA Recordable Case Rate
Lost Time Case Rate
Employ ee Wellbeing 4—‘Current\yundeﬂned
Employee Engagement
Training % of Payroll (Training labor, discretionary and
Dues+Memberships) 2.22 20 0.7 1
Turnover-Voluntary % (annualized) 19
Turnover-involuntary % (annualized) 0
Employ ee Satisfaction Survey
EDP % Completion 100 59
Cost Management
Overall Raw Cost for Facilities (w/o depreciation) (3000) 422 432 40 4
$/FTE for Total Dlscretlonaryd-lsnould other personnel be subtracted from discretionary ? |T,[)8(} 8,604 422 7
DsSO 62 65 63
Profitability
EBITDA
Total Utilization % ($ Weighted) 60.6 582 56
CSC Contribution (Gross §) ‘_|Shauld we change the operating statements? | 2897 2379 204 o
P E Bl Coon B EY 4

© The Employee Engagement Group. All Rights Reserved
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STEP 9 — Track and Communicate Progress

© The Employee Engagement Group. All Rights Reserved

STEP 9 — Track and Communicate Progress
What to measure

Exercise — Measuring your ROI

At your tables discuss:

e What should be tracked in order to
measure engagement?

¢ How should we communicate
progress to our employees?

¢ How would you celebrate success?

Be prepared to report back

© The Employee Engagement Group. All Rights Reserved
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STEP 9 — Track and Communicate Progress

Engaging Employees to Drive Results Action Plan

Leadership Action Plan Mame Oum & 00 8. Messure

e Own it - list at least one thing you _—
feel need to change

¢ Do it - write a brief description of
how you will change in that area

¢ Measure it - list the measurements
you will use to track your success

© The Employee Engagement Group. All Rights Reserved

Step 10
Hire and Promote the

Right Behaviors and Traits

* The B.E.S.T Profile
* Sales Focused
* Tri-branding Opportunities

© The Employee Engagement Group. All Rights Reserved
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STEP 10 — Hire/Promote the Right Behaviors and Traits

© The Employee Engagement Group. All Rights Reserved

STEP 10 — Hire/Promote the Right Behaviors and Traits
The B.E.S.T Profile

Today and in the Future
(dynamic)

B.E.S.T. Profile

Success characteristics

Identify behaviors and traits of

high performance
Include in Selection
Modify job to fit candidate
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STEP 10 — Hire/Promote the Right Behaviors and Traits

The B.E.S.T Profile

[B.E.S.T. Profile
quisifioryPosition Descripte

. S ——
e/ I
1

s Expanenca n smiar postion

sudyor
dochine

[ ————

VP orGsoN:
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STEP 10 — Hire/Promote the Right Behaviors and Trait

Leadership Action Plan

e Own it - list at least one thing you
feel need to change

¢ Do it - write a brief description of
how you will change in that area

¢ Measure it - list the measurements
you will use to track your success
What We Covered

* Use the BEST Profile to determine hiring
needs

* Your employees and customers should be
your advocates
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Engaging Employees to Drive Results Action Plan

win it, Do it, Measure it”
Name.

‘8tap 1 - Link T Hig Pertormanss (MaKng me Susinezs Case)

1

2

2ian 2 Btarks Af Tha T (Leaders Cu I, W The Tai, Bistgetfr Engagermert)
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Thank You
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