Employee Engagement
Specialist Certification
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Welcome

Welcome to the first session of the Employee Engagement
Specialist Certification!

— Housekeeping

« Emergency exits @ 'Em lO ee
* Restrooms Engageme nt
» Beverages, food group

from potential to per[o rmance
* Name cards

— Introduction to The Employee Engagement Group
» Bob Kelleher, CEO Founder

» Focus on helping companies with engagement culture
and initiatives

 Believe in the ‘teach a man to fish’ model




Agenda
8:00 - 9:00
* Introductions
» Overview of Engagement Specialist program

9:00 - 11:30

» Foundations of Engagement
» Engagement Business Case

» Engagement in your Organization

11:30-12:00
* Your Engagement Action Plan
* Review
» Assignments and pre-work for Session 2
» Preview of next session
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% Icebreaker - Introductions

Something
unique...
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Overview of Program
Page Intro - 1
— Ten sessions # Ten Steps of Engagement
» Program does not follow the book Louder than Words
— Session schedule
« 3 Friday of each month (except August and December)
» Working session
+ Assignments and pre-work for next session
— On-demand check-in _ :
Discussion
Exercises
— Format of the sessions | EXpe”em/e

Overview of Program (continued) t e
Exercise
— Material D Discussion
* Workbook ﬂ% V Workbook
- Worksheets Certifi(‘an?Program \,’/
— Exercises &N Tool
— Assignments Key idea
— Engagement Specialist St
web site |
« All material from current ﬂﬁgyﬁwﬁ |
sessions 5 1
+ All assignments and pre-work ‘
due for the next session
» Contact information
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Objectives

Page Intro - 2

By the end of the program, you will:

— Be able to define engagement and discuss its benefits
with members of senior leadership

— Recognize and apply the key components of an
engagement survey

— Develop, communicate, and promote an employment
value proposition (EVP)

— Create and implement a communication protocol process

— Manage the requirements necessary to evolve your
organizational culture

— Evaluate and help first line leaders support and implement
engagement
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Objectives (continued)

Page Intro - 2

By the end of the program, you will:

— Drive key best practices for working with different
generations, especially Generation Y

— Identify key motivators for yourself and others in your
organization

— Develop feedback mechanisms that support an engaged
culture

— Evaluate and update your reward and recognition process

— Identify and apply the behaviors and traits that make
employees successful in your organization

— Develop an extensive Engagement Action Plan for
creating an engaged culture within your organization
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Expectations of Each Other

Confidentiality Page Intro - 3
Participation

Application

Attendance

+ Attend at least 7 of 10 sessions

+ Complete all assignments
* Notify if you cannot make a session (contact Allan or John)

In order to receive your certificate

What do you expect of each other?

What do you expect from us, your facilitators?
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Foundations of

Employee Engagement
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Engagement numbers

60%

50%

40%

30%

20%

10%

0%
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52%

= Engaged
= Disengaged

Actively
Disengaged

Gallup 2013:

State of the American Workplace Report
based on interviews with 15,000
employees




C O Definition of Engagement

Discussion

— From your pre-work, what did you come up with as a
definition of engagement?
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G B R TR
Lets first talk about successful marriages
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Definition of Engagement

. : We want the
— It is about a mutual commitment Company to

be
successful

Lets talk about
Discretionary Effort



ghly engaged
loyees are 480%
re committed to
ng their company

succeed /

more likely to
recommend thei

likely to recomr
improveme

company as a
employer

Temkin Group,

Employee Engagement
Benchmark Study, 2012

(O Discretionary Effort

Discussion

— What does ‘discretionary effort’ look like in your
organization?

— What are your employees doing to demonstrate
discretionary effort?

Page1-2




The Facts

In God we Trust,

all others we
require data

— :f‘—!/
% Engagement Articles

— In groups of 3 -4
— Discuss the assigned article(s)

— Note the key aspects of what you learned from
reading the article

* Discuss how you might apply this information to your
organization

— Be prepared to report back
* 3 -5 ‘ah-ha’ or ‘I think I've heard that...” information’
* How can you apply this to your organization?
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Engagement Drives Business Results
Increase Decrease

26%
Higher revenue /
employee

Page 1 - 4 thru
87% 1

Greater ability to
“hire the best people”

156%
Greater ability to
“develop great leaders”

92%
Greater ability to
“respond to economics”

144%
Greater ability to
“plan for the future”

! Bersin Talent Management Systems 2013:
Market Analysis, Trends and Provider Profiles

Less than 40% companies focus on
Employee Engagement

Do you have an explicit employee engagement program in your company?
| | |

Yes

No

Don't know

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

SilkRoad 2013 Survey
© The Employee Engagement Group Al Rights Reserved Employee Engagement Research
Creating a High-Performance Work Environment




Difference between high and low
performers

Difference between top and bottom engagement quartiles

30% — Turnover 21% 229
2000 — High- Low- Patient
100 — Turnover Turnover Safety Safety Quality 10%

Absenteeism Orgs. Orgs. Shrinkage Incidents Incidents (Defects)

0%
-10%
-20%
-30%
-40%
-50%
-60%
-70% — -65%0
-80% —

Customer

Productivity  Profitability

Gallup Study: ENGAGEMENT AT WORK: ITS EFFECT
ON PERFORMANCE CONTINUES IN TOUGH
ECONOMIC TIMES

KEY FINDINGS FROM GALLUP’S Q12 META-ANALYSIS

OF 1.4 MILLION EMPLOYEES

© The Employee Engagement Group Al Rights Reserved

Most engaged,
those who work
in health care,
least, those in
education, govt &
manufacturing

Employees in

their 20’s and

those over 50,
are most engaged

Employees lose
engagement
beginning in year Length of Employee Status F/PT
3, and reaching a Service Engagement

low at year 20

PT (26%
engaged) are less
engaged than
FT staff (31%
engaged)

Highest
engagement is VP
and above (47%),
but still low given

their roles

Position

Income is not a
College educated major driving
are slightly more factor of
engaged than engagement,
non college but level is
educated*

Dale Carnegie The Dynamics o
Employee Engagement 2012
Survey of global Clients
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World around us requires engagement!

* Loyalty is dying
* Workforce is virtual and global

* Budgets are tight; businesses want
productivity

Skills

* Workforces are younger and contingent

* Young people want to know their

lives have meaning; they want to
influence and contribute

* 40 percent of the U.S. workforce works part-time or on
contract

* 30% of Japanese university recruits leave within 3 years

© The Employee Engagement Group All Rights Reserved

Engagement and Company Size

50%

20%

10% | | | | | |

40%
30%

<10 10-24 25-49 50 - 99 100 - 499 500 - 999 1000 - 4999

Engaged Actively Disengaged

Gallup’s 2013 STATE OF THE AMERICAN WORKPLACE
EMPLOYEE ENGAGEMENT INSIGHTS FOR U.S. BUSINESS LEADER]

Based on survey of 25 million survey respondents

5000+




What Can Leaders Do?

Best Ways to Foster Engagement

In your opinion, what are the best mechanisms to foster employee engagement?
Please check your top three.

Trust in management

Career development

Stimulating work environment

Recognition and rewards

Flexible work options, €.g. work from home

Learning opportunities

Career advar

Salary
Good benefits (medical, dental)
Mentoring

Diversified compensation options, e.g. pay

Good pension and retirement plans

0%
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10%

20% 30% 40% 50% 60%

SilkRoad 2013 Survey
Employee Engagement Research
Creating a High-Performance Work Environment
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Build Trust

Competence? 69% Integrity? 78%

| e

Kenexa 2013 Employee Engagement Index Scores
WorkForce Trends Report
33,000 Global Employees in 28 Counties

© The Employee Engagement Group Al Rights Reserved Engagement
group

ltl

100%
90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

Aus / NZ China Europe India North GCC South
America America

™ Disagree / Strongly Disagree " Neither Agree/Disagree " pgree / Strongly Agree

2013 Blessing White Global
© The Employee Engagement Group Al Rights Reserved Employee Engagement
Research Update
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The Role Of The Boss

Disengaged managers
are more likely
to have disengaged
employees*

* 2009 Sirota Intelligence Study
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Engagement and Bad Managers

Bad managers are creating
active disengagement
costing the U.S. an

estimated

annually

Gallup’s 2013 STATE OF THE AMERICAN WORKPLACE
EMPLOYEE ENGAGEMENT INSIGHTS FOR U.S. BUSINESS LEADEH

Based on survey of 25 million survey respondents

Where are we heading?

17



35% of U.S. workers said

they’d willingly forgo a
substantial pay raise in
exchange for seeing their
direct supervisor fired.

2012 Poll by Parade Magazine

Disengaged employees
cost the US economy
$370 billion annually.

May 2013 Forbes.com Article
Employee Engagement: Every
Leader's Imperative
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Employees with lower

engagement are 4 times

more likely to leave their

jobs than those who are
highly engaged.

Driving Performance And Retention
Through Employee Engagement —
Corporate Leadership Council 2012

Highly engaged employees
were 87 percent less likely
to leave their companies
than their disengaged
counterparts.

Driving Performance And Retention
Through Employee Engagement —
Corporate Leadership Council 2012
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Engagement and
Globalization

Engagement Across the Globe

45%

40% -

35% T

30%

25% -

20%

15%

10% -

5%

NA EU India

© The Employee Engagement Group Al Rights Reserved

H2011 ®2012

T
China Aus/NZ South GCC
America

2013 Blessing White Global
Employee Engagement
Research Update
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Engagement,
Organizational Level, and

Professions

Engagement by Level

Level in the Organization % Engaged % Disengaged
Executive (Vice President or above) 59% 9%
Director 41% 12%

Team Leader/Tech Lead/Project Manager 39% 14%
Manager/Supervisor 39% 12%
Consultant 33% 16%
Specialist/Professional /Engineer 29% 20%
Administrative/Clerical 27% 21%

2013 Blessing White Global
© The Employee Engagement Group Al Rights Reserved Employee Engagement
Research Update

21



Engaged Engaged Not Engaged Actively Disengaged
2009 2012 2012 2012
Managers and execs 26% 36% 51% 13%
Doctors * 34% 57% 9%
Nurses * 33% 52% 15%
Teachers * 31% 56% 13%
Other Professional * 30% 55% 15%
Clerical and office workers 27% 30% 51% 19%
Construction / Mining 29% 30% 52% 18%
Government worker 28% 29% 53% 18%
Sales 24% 29% 51% 20%
Installation or Repair 25% 29% 51% 20%
Service Workers 32% 29% 50% 22%
Transportation Workers 21% 25% 47% 28%
Manufacturing- Production 18% 24% 50% 26%
EMPLOVEE ENGAGEMENT INSIGHTS FOR U5, BUSINES LEADERS
Based on survey of 25 million survey respondents

Engagement and

Branding




Engagement and Branding

Only 41% of employees felt that
they know what their company
stands for and what makes its

brand different from its competitors’
brands.

Gallup’s 2013 STATE OF THE AMERICAN WORKPLACE
EMPLOYEE ENGAGEMENT INSIGHTS FOR U.S. BUSINESS LEADER]

Based on survey of 25 million survey respondents

What should scare you

23



WHAT THE BEST COMPANIES DO

Global Workforce Insights
Quarterly Report

A View of Q4 2012 Workforce Trends

© The Employee Engagement Group . All Rights Reserved

EMPLOYEES SHOW STRONG JOB ATTACHMENT BUT
LESS EFFORT

Percentage of Employees Globally with High Levels of Discretionary Effort

35%

17.3% 18.2%
5%

ol Q2 Q3 G4 Q1 Q2 Q3 G4 Q@ G2 Q3 Q4
010 2010 2010 2010 20T 201 2010 2011 2002 2002 2002 2012

H o Q2 Q3 Q4
2008 2008 2009 2009 2009 2009 X

Percentage of Employees Globally with High Levels of Intent to Stay

35%
e 32.7%
0% /_/—/‘\.\/_/
25% 7
24.0%
20%

Hoo Q2 03 Q4 @ G2 Q3 Q4 O 02 Q3 Q4 Q4
2008 2008 2009 2009 2009 2009 20010 2010 2010 2010 201

al a3
20M 20m 201 2002 2002 2002 2012
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Figure 1. Revenue per FTE
$450,000 - crvveniessisssssis s ————————
$413,690
$400,000
$350,000 e
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$300,000 - .
$250,000
BRO0,000 -+ L
$150,000
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Figure 2. Workforce investments
$120,000
$102,210
98,351
$89,362 $89,778
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- X,
$80,000 Vo cmem——— =TT vod enn
Results from PwC Saratoga)‘s
© The Employee Engagement Group Al Righs Reserved 2012/2013 US Human Capital
Effectiveness Report

12.0%
10.0%
8.0%
6.0%
4.0%
2.0%
0.0% 12
2004 2005 2006 2007 2008 2009 2010 2011
=8= US unemployment rate
=@ Voluntary separation rate
Results from PwC Saratoga’s
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Effectiveness Renort
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Grow or Die

“ORGANIZATION IS HIRING"

50%

40%

30%

20%

10%

0%

ENGAGED

ACTIVELY DISENGAGED

Gallup’s 2013 STATE OF THE AMERICAN WORKPLACH
EMPLOYEE ENGAGEMENT INSIGHTS FOR U.S. BUSINE

B

LEADERS

dan curvayv of 26 millian cinzay

Engagement and “Stuff”

26



Stuff vs. Engagement
Engagement is not about: Engagement is about:

+ Things + People

. . * Relationships

» Having the best of every amenity P
« Alignment

* Avoiding making tough decisions Shared responsibility for creating

» Pleasing all the people all the time the future together

* Business success
» A “catch-phrase” for all HR )
programs *  Work environment
» Continuous communication
* Opportunities for performers

» Staff Development

Making a Business Case

r @~

v Page1-13

© The Employee Engagement Group . All Rights Reserved
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What drives employee engagement

The Three Drivers of Employee Engag

P

Page 1-14

Employee

Engagement

(Dale Carnegie “What Drives
Employee Engagement” 2012
Survey of 1,500 global
employees)
© The Employee Engagement Group . All Rights Reserved

Source: DCT/MSW Research, June 2012

Engagement and Purpose

28



...and it’s no longer
just what you do, it's
now why you do it

Whirlpool
rf/,/""

There's no right way to do
a wrong thing.

29
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(O Engagement and Purpose

Discussion

— What are the ‘purpose-driven’ aspects of your
organization?
* Do you support specific organizations or causes
» Who selected those causes? Employees? Leadership?

Page1-15

© The Employee Engagement Group . All Rights Reserved
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Organizations driven by
purpose and values
outperformed comparison
companies 6 X

Research by Jim Collins and Jerry Porras

Engagement levels are twice as high
(54% vs. 25%) among those who say
they are proud of contributions their
organization has made to the
community.

Dale Carnegie 2012 Statistics and Corporate Social Responsibility (Dale Carnegie
Employee Engagement 2012 Survey of global Clients

The Employee Engagement Group . All Rights Reserved
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Employee Engagement at
Your Organization

Engagement in your Organization

— The next few exercises are designed to help you
think about your organization as it stands right
now
* Your employee distribution of engagement (engaged,

disengaged, actively disengaged (pre-work)
* The engagement levels of your organization

* Your engagement change agents and adversaries (pre-
work)

— As a result, you will begin to craft your
Engagement Action Plan

© The Employee Engagement Group . All Rights Reserved
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C DEngagement in your Organization

— Gallup’s study of 192 organizations:

* Engaged — 30%

* Not engaged — 52%

+ Actively disengaged — 18%
Discussion — Your Organizat
— From your pre-work

» Where did you estimate your
organization falls in these ca

60%

50%

52%

40%

30% -

20%

10% -

Engzged

it Engaged

Actvely Dengaeed
1%

Yo

» What are you doing now to engage tne
disengaged and keep engaged

employees engaged?

— Note ideas in your workbook from

other participants

© The Employee Engagement Group . All Rights Reserved

nd

Page1-18

% Engagement in your Organization

— Using the evaluation in your workbook, evaluate your
organization

— Rate on a scale of 1 — 10 each key co

engagement

— Note your results and the
key areas that need to be
addressed

— Be prepared to discuss
your results .

Page1-19
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mponents of

Engagementin your Orgar

tion Eval

tate your organization 1 = lowsst, 10 = highest

3456 78 31

sssssssssss
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Engagement in your Organization

— Engagement Change Agents and Adversaries
* Influential people in the organization

* CEO, CFO, EVP, VP, Director, Department or Business
Line Leader

Change Agents

© The Employee Engagement Group . All Rights Reserved

‘% Support for Your Engagement Efforts

— Based on your pre-work exercise, who are your: /e
+ Engagement Change Agents
+ Engagement Adversaries

— In your workbook, rate each of your Engagement Change
Agents and Engagement Adversaries on:

» Understanding — how much you think he/she understands the
concept of engagement and what is required

* Influence — how much influence does he/she have on the
organization? What is his/her ability to help or hinder your efforts?

Page 1-21

Note: Uncomfortable using names? Use position or initials

Name Low High
, , Understanding:
Director of Finance W«'W’ L
Influence: | | | | | | | | |
© The Employee Engagement Group . All Rights Reserved %
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Your Engagement
Action Plan

%Develop Your Action Plan

— Spend the next 10 — 15 minutes and develop your
action plan on the Engagement Action Plan

 Business drivers that are most important to your
organization

* Ideas to increase your
focus on purpose

« Key improvement areas

Engagement ActionPlan

© The Employee Engagement Group . All Rights Reserved f
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Assignments
and Pre-work

Assignments and Pre-work

Assignments

— Using your Engagement Action Plan as a guide:
 Discuss employee engagement with at least 3 leaders
* This can be as a group or individually

» Take notes on your Action Plan and be prepared to
report back the results of your discussions

— Look at your list of Engagement Adversaries

» Create a strategy you will use to influence each to
support your engagement efforts

» Use codes and pseudonyms

Make a copy of your documentation to turn in next month

© The Employee Engagement Group . All Rights Reserved
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Assignments and Pre-work

Pre-work
— ldentify feedback tools you have used in your
organization
* Surveys
* Town hall meetings
+ 360 evaluations
» Suggestion box
* Other

— Document what changed as a result as well as what didn’t
change and should have

— Read the 4 articles on the Specialist web site

© The Employee Engagement Group . All Rights Reserved

Preview of Session 2
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Assessing and Acting
Your Engagement Baseline

— Tools for determining engagement levels

— How to evaluate feedback from employees about
engagement

— Evaluating areas of concern and prioritizing for
taking action

— The importance of taking action and action
planning for engagement

© The Employee Engagement Group . All Rights Reserved
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See you on

July 19!
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