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Agenda

8:00-9:15
» Feedback review
* Review of assignments

9:15-11:30

+ Engage your First-line Leaders
— Engaging your first-line leaders

— Helping your engaged first-line leaders engage their staff
» Creating a Communication Protocol

11:30-12:00
* Your Engagement Action Plan
» Assignments for Session 5 and Pre-work for Session 6

Your Feedback

Thank you for the feedback (and testimonials) you provided
last month:

You like:

— Process and structure of the workshop

— Tools provided

— Group interaction and the people in the class

You’d suggested these improvements:

— Reduce the number of assignments between sessions
— Reduce the time commitment outside the workshop

— Increase specifics on assignments (less vague)

— Don’t try to pack so much into each session
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Assignment
* Rate your yourself and your company on your use of
social media

* Rate yourself on the Attributes of Successful Change
Agents worksheet

« Ask your team (or a group that sees you as a leader)
complete the Twelve Needs evaluation

© The Employee Engagement Group
All Rights Reserved

Engage Your

First-Line Leaders
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First Line Leader Role in Engagement

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

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

Less than 10% middle managers
rated their management training
to be excellent

75% Of peOp|e VOIuntarin |eaVing *Ggllup survgyof 80,000 Global Employees
jobs say their boss as the reason 7 Sro@imelioence Study
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Where did you rate your first-line
leaders?

1 = Not Engaged
10 = Fully Engaged

— What could you do to improve or maintain your
engagement levels?

© The Employee Engagement Group
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\ Employees ‘
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Skills of Leaders that Engage
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Skills of Leaders that Engage
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Twelve Needs a Leader Must Fill

Trust
| believe in you
Recognition '
What | do matters

. Authority

| Someone’s in charge

- Security
1 Things will probably

7 \V turn out okay
\“. . Direction
Twelve Someone knows

N eeds | \ | ) where we're going

\ Vision

Inspiration
We feel good about
what we’re doing

Cohesion /
We're all singing from
the same song sheet

Reassurance We know where
Someone is we’re going
looking after us
Role Model Structure
We have someone Everyone knows
to look up to Clarity where they fit in

Someone is saying what
is expected of us




Force-Rank Yourself

Trust
| believe in you

On the following chart, force-
rank yourself in each
category from 1 — 12:

1 = Highly Effective

12 = Needs most work

Use each number only once
but use all numbers

Recognition
What | do matters |

Authority

Someone’s in charge

Inspiration,
We feel good about
what we’re doing

\ _,_// Dlrectlon

\— Securi
A ‘,_;‘/ 4 Thmtygs will probably
| | turn out okay

going

»

Cohesion / \ Twelve Someone knows
We’re all singing from | where we're
the same song sheet \ N eed
\ , Vision
Reassurance | ! We know where
Someone is we’re going
looking after us
Role Model Structure
We have someone Everyone knows
to look up to Clarity where they fitin

Someone is saying what
is expected of us

/
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Train your Leaders on Engagement

4
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Twelve Needs a Leader Must Fill Self-Assessment
Twelve Needs a Leader Must Fill Employee Evaluation Note:

1= oy Erece Fore ko e kg 12t  ater mist i ol
s most e 1 = Highly Effective.
work.

Asthey sre ranking, they shousd rste on s scsle of 1- 5 how mportant]
peronaty.
number, 1 - 12, only once.

Need Tk g need

toyou? E 3 i TEan prave by,

Two tools you can | [w==r=

Trust

‘Someone fein charge.

use this tool to ask |~

tum outakay

Authority

Security

employees to i

we'e going

Direction Weknouwhere we're

evaluate leaders | |==

vision

‘Everyone knaws where

on the 12 Needs ===

Structure

what's expectadofus

Clarity
We have someone fo

lookup to

Rolemadel

Reassurance sfterus

We'r all singing from
the same sang sheet

Cahesion

Cohesion

We feslgood about
whatwe aredoing

Inspirstion
Inspiration

Recognition What!do matters
Recognition

© The Employee Engagement Group
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Skills of Front Line Leaders that Engage

‘ <ei i
Vis;
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Vision and Building Alignment

Communication with employees
* Vision, strategy, priorities
» Performance against goals

© The Employee Engagement Group Page 4-23
Al Rights Reserved

11/15/2013



Skills of Front Line Leaders that Engage

P

VIS
lop
Buyjy. ang
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Create a Motivational Culture

Page 4-24
Accountability Communicati
. Setfing Clear Expectabions ‘Busmess Information
— Knowing employees
* Professional
« Personal -
g Performance Menogement Abiiify fo talk to you
— Accountability <ot s '
 Setting clear expectations < Howis i suppord?
» Performance management | |- o.. sy s
_ H - S— Knowing Your Employees S
Communication R S
* Business information
* Input
+ Ability to talk to you
© The Employee Engagement Group
All Rights Reserved
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Team Development

Performing

Fornm

Source: Bruce Tuckman (1965)

Toam Development

Performing

Feeing excited about participating in team acthties

leadership
Performing at high levels

Forming Norming .

Developing trust, support and respect
Developing self-esteem and confidence

Storming

Ideas for moving the team to the ‘Performing’ stage

Foming

Pertoming

Stoming ' ’ Nomning

Page 4-25
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Team Development Performing

Forming 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

- A

¢ Feeling moderately eager

* Anxiety

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

Storming

¢ 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

Source: Bruce Tuckman (1965)

© The Employee Engagement Group
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Staff Development

— Hire the right people
+ Set clear objectives and

tation

Page 4-26

Leadership Selection Process
Position:

Performance Objectives and

How do you hire your people managers?

* Where do you look?

» Do you have an internal development process?

+ What does it look like?
* Who is eligible?

* Whois involved in the filtering’ process?
» Do you have a standard list of requirements or does it vary from

position to position?
* Who makes the final decision?

© The Employee Engagement Group
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Staff Development

— Hire the right people

+ Set clear objectives and
expectations

+ Identify behaviors, traits, skills,
and experience/education
(BEST)

» Look internally and externally

— Provide development
opportunities (more than just
training)

— Track progress — help them

Page 4-26

Periomance Objectives and Expectstions
Wharwil s person b expectedTo accomplah i role. how

What are ihe requirements of this job?
Bahaviors and Trails.

Skills, Education, andior Expenence

Intemal or extemal candidate
Tntemal Leading o intemal candidate, why not?
Candidate Name

How will you raplace this intemal candidate in his/her cument position?

Extemal Ceading
Canchdate Name

VWhy 7 an extemal Candidate preferabia 1o an iemal Candigaie

Training

© The Employee Engagement Group
Al Rights Reserved

succeed %

Exercise — Develop a hiring profile

for a people manager.

11/15/2013
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Self and Staff Development

Page 4-27

gosis. You may wantto

" and

igning the

fy

hep

T
Development Actions

Target SKl-Set

Examples

Benefits

Formal Training &

Classroom, Webinar, oroniine

o Functionalorrole-

o Live, instrudorled

kil

o Provides immersive,

ing
technicaliprofessional discipiine.

¥
Education self-paced courses targeted specific course need/gap ) ) targeted development
toward o Webinarbased o Matchto appropriate training course o Timingoftrairingis
o instrudorded o D d post-training goals importart shouldbe
(internal or external) er as. B o On-lineself-paced & Ensure program attendance completedcloseto time
o Leadership course o Pr feedback hen ski
Development progress can
On-the-Job Trainingor coaching providedto | o Corejob experiences = y skill o Provides employee
Training/Challenges employees by managers, o Personalchallenges solving need/gap developmentthrough
supervisors, andior peers; © o D th i c
activities alignwith day to day job ways to work thatwould interest
faskaand e o o Di ofassignment o Enables employeeto
asks andassigmnents. planning projects o Facilitate leam
provide support,
o Evaluate goal accomplishment
Professional Typically a methodto increase. o Networking/Exposure o Participateas & o ldentifyifbroader ortargeted exposure | © i
best. a member or as leader of knowledge is desired/nesded. building

o Provides greateraccessto

Kill o Talkto
or ; get
internalexternal feedback on effectiveness, focus, etc. of
networking organization

resourcesibest-practices

ReadingWiiting

- directed|earning orresearch
intopical areas.

= Gainingandbr sharing
specific knowlzdge

= Eooks, case studies,
articles, on-ing
research, eic.

o Writinga fechni
paper

v
Provide recommendations, help, arideas
far resources as neede

B Targeted
study of a particular
subject matter

Feedback

o Provides objective,
outside view

Typically someore observes the | & Functionalorrole- o Manager o Identifyskillto be developed andwho
employes and provides specific o Supervisor would be bestable to provide feedback
information, advice, and skillsknowledge o Peer o Pr
o Exp o Meetto
development (internal or external) objective feedback

developskills, improve

0
quality of his/her career.

o Leadership
pr

o Client

o Opportunityta reflect,
discuss andlearnfrom
experiences

o Improvesshortterm
performance and onger-
term development

All Rights Reserved
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360 Feedback
Development opportunities
Professional associations

Career planning

© The Employee Engagement Group

Self Development
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360 Evaluation

Leadership Evaluation
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Leadership Best Practices

Leadership and Engagement Best Practices

Leadership

« Use positive language - say what1o do vs. what natto do

Vaiidate bafore you communicate — rumors can sound just i

sk questions and usa employaes a< a saunding board

Listen to employses

Use yourears sndeyes
= Letemployee finisn (no intemuptions)
Respond to snow you are angaged
sk questions to clarify

. lesdership

Solict new ways of doing things.

B2 opentonew deas

sk forsalutions, not just complsints

Encourage empioyees to submit mnovative idess

«  Over communicate, aspacialy in timas of stress

Condust s battarpractices brainstam sassion

‘Seta good example - know who you sre and fva your3 ives (business, personal, and
famil) with pession

Encourage empioyees to balanc ife and work

. . especially in tmes of

Keep a positie atftude — yoursiaffwil mimor your bahavior

Respectothers' tme

Communicsts, communicsts, communicate

Visionand Building Alignment

Understand the vision of tha company

Define your vision for your department that tes directly o the vision of the company

. your vision emphasicfo company
vision

Claary srtioulata caseading gosis.

Routinely remind youremployees of tha vision

« Defr g ing the vision

Discuss with howta bestexacuta

Messure progress (crests balanced scorecards)

Page 4-31
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Goals of a Communication Protocol

Communication

Protocol

Establish Communication Expectations
Build consistent messaging P

Create alignment with employees at
all levels

Create circular communication

Build shared accountability (from the top to bottom)
Reinforce a culture of achievement

Minimize duplicate work

Reinforce key messages “13 times”

Leverage different communication venues and tools

© The Employee Engagement Group
Al Rights Reserved
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In an ideal world

— You begin by creating one presentation template from the
office of the CEO

— You include the key elements of your strategic plan.
Examples:

* Profit
* Growth
* Engagement
* Etc.
— You support with a Balanced Scorecard
— You link with your strategic plan and update annually
— You post in all public areas
— You give to all new hires

© The Employee Engagement Group
All Rights Reserved

Scope Message/Topic Leader Venue Audience Frequency
SmpayY
—Hewiew of Gompany Metecs (2.9, healh &
safety pedformance toplan, net sales growth,
Corporste | =te. ceo Email Al Employess Monthiy
“Regent Avards,Cpportunitis
—Urganestonal Uevelopment Lipdats
-Intemational News
-Recognition
Ciarterly Review Mestng tomnchoe:
On-sits,
) ~“Heview of Gompany Metncs ) conference call, | Allemployses of
Regional | 50 Review (inc. recant wards) HErTTElGF or WWehex, The region (BITE
-Recognition me=tings
-Organizstional Development Updat
Uffice Updaie:
“Heview of Key Matres (e g. perormance io On-site,
) plan, net sales growth, =tc) Office conference call, | Allemployess of
B “Recent Awards Oppornities Manage o Wb, e Quarterly Monthly
“Workioad levaling mestings
-UrganEanonsl Devslopment Updas
-Recogniion
uuuuu Toad fevehng:
~Hecant Vans Hnoj| 1 ACT Al of
Department | 1, T pes oy, Dept. Mgr. | On-site mestings :E";gm Weskiy/Biweskly
“Heafth & Safaty
-Recognifion
Tcope WMes==gelTopic Teader Venue Fudience Frequency
Corporate | Company Updsie ceo Conference Call | Sr. Mgt. Team Bi-weekly
Corporate TrEERY UpTEE CEO On-site medtings | Sr. Mgt. Team Cuanary
DperateT = REwEn
Bi-annusl
-Pertormance vs. Plan EVP, CFD,
. ey Accourt Updste On-site mesting | Sr. VF Sales,
Regional | Cororegic Inmstves EzD orconfersncecal | HVEs, Uthos
~Staff Devebpment Update Managers
|
© The Employee Engagement Group 2011 Al Rights Reserved
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UST WNin

- Professional Devalopment Opportunities

Other Commu

nication

‘Corporate Sr. VP Sales | Confarence Call WAMS Bi-weskly
Hegional B0 Rewew:
-BD Plan Revew
Regional RSD Conference Call | CSCMs, KAMSs Monthiby
CSC CECET TR CSCM | Onsite mesting | D00 o === Bi-weekly
SErvice Linengusty Secon
- Bookings and S3kes Trends .
- Uverall Ferformance pplical .
Corporate ~Key Wins = Email ntranst All Employess Qusrterhy

-Sales & Marketng

CEO

On-site mesting

BOD Members &
Guests

OS5 5 Ina) pMEnT 3 Email, OD 3

Corporate Employer of Chaice Commities Updates EVP-O0 Cusrery All Employess Bi-weskly
THgect Labor Team

Corporate VP-Quality Email All Employess Qusrterhy
T = iiee Upda E

Corporate remEten pas= Cogrﬂlit:ee Email All Employess Qusrterhy
ko i T U =) HR and T OO

Coorporate AT T LRSS T T D:p':Is. New;alert"!e'r'y All Employees Quarterly

Corporate TREe Company TG, Dept Emai Al EmMpioyees Brweskly

Scope MessapelTopic Leader Venue Audience Frequency

Board of Directors
—FENonm ance 1o plan

BOD -Forecast

Quarterhy

Erweskl
BOD o

Upasi

CED Conference Call

‘Sharsholders,
CEQ, EVP. CFO

Bi-weskly

I:I Information

Dynamic

11/15/2013

Uommuncahon simed St prowding updaes Communc:ahon to sohot input

© The Employee Engagement Group
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Examples: Strategic

What's the Who's the Who's the
topic or What are the key messages? responsible Ny participateiget
audience? the
forum? leader?
soratinn

P d Updats 5-year Stralegic Plan: Review C Annual
5 Year Plan TEpare andupdate Sryear Stratedic Flan: He e Lompany! CED Serior leaders OrSite Meeting pualy

perfarmance and progress against vision and strategic plan, [Springl

Seror lsaders
5 Year Servics Line Specifio represerting sl
ar Business Line Prepare and update Service or Busienss G-vear Stralegic plan pecilic 2ervce o Compary's global Or-Site Meeting e
Business Line Leadsr [Fall)
Plan envirormental service
lines

Prepare and update Compary's S-ussr Strategic Flar: Revien

Corrpany performance and progress agains! vision and strategic plan
Company ST | Beyiew IndustiService Line autlook and revenue projections, Generale CED Strategy Council | OneSite Mesting Annally
Counil [Fall)

recommmendations ta achieve strateqy. Fecognize and celebrate

successes

Company senior
Fiscal ‘Year Refine Company Operatiansl, Sales & Marketing, and G&.A department | —Eor C09.CFO. Ieaders from Orvesite mestings! Annually
Plarning Process | plans to support Company upcorming fiscal year plan Opersiions Director & | Operslions. Seles & | 0 e ) ey [wirter]
SVP, Sales & Markeling | Marksting, and G
Furctions
Prepare Inclividusl Plans: Asssss performance sgainst individusl
All managers wiine
Ermployes goalsimelrics and discuss strenglhs, improvernent areas, and
management All Ernployees On-Site Meeting Bi-annually
Developrmert Plans | professional & career development opperturities. AdjustSet new goals
3iona) responsitility
that align with the company strategy.

© The Employee Engagement Group

All Rights Reserved
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General Information

Reinfarce business philosophy, values and mission. Review of &l elements of

© The Employee Engagement Group

All Rights Reserved

EDQDIW atrategy and progress toward each. Provide updates on Company and Company CEDor COD ANl Employess Email Morthly
paE niews and key initiatives. Highlight recent awardsloppartunities.
Ersiormertdl Fedlh Provide communications aimed at preverjwting injuries and incidents, and Eml, Nendeter and
educating emplovees on wellness, sustainability, security and ather Y. Erwironmenta
& Safety Performance ANl Employess face-to-face mestings in Pionthly
EHS related issues. Share successes in EHS Performance, including our Health & Safety Perfarmance
Update o the offices
progress on sustainability.
Mew Enterprises |pdate on new mergers and anuw sm?ns, and research and SVP, Al Erplopess Ermsil Quarery
Updats development efforts. Pramote innovative work across the campany hlew Enterpriges
[R—— Provide updates on progress of mergers and ransiions. Communicate changes SVP, Al Erplopess Emalinranet JY—
to our systemns, or other aspects of our business. hlew Enterprises
ProjectProgram Shiare plang, progress and information abaut: risk managemert, the Project SYP, Office of Risk
IManagement Delivery Systemn and Integrated Management System, praject management IMariagement or Al Emplovess Email Cuuarterly
Update training, project management resources, and SharePoint development. VP Project Excellence Systerm)
Clisnt Survey 5P, Sales &
Y Provide an update on Client Survey results and recommendations. Al Employess Email Bi-Arnually
Feedback Marketing

OperationsiG&A

Erwironmental Health & Safety meszage. Innovation mement. Reinforce

Bl employees within

Orr-site, all staff
meetings in

Companyl business philosophy, values and mission. Review all elements of cod i P
C " Continental freacf | conjunction with bi- Annually
ontinental Update | strategy and progress toward each. Celebrate recent awards andteam Operations Directors
Operations annual on-site
accomplishments. 3 :
Operations Review
General Managers.
Bi-Annual In-depth review of strateqy erecution and operating performance CO0 andiar CFO, On-site maating or Bi-Annualy
OperationsFeview | following the Balanced Scarecard Operations Directors | gunc ) o Mhig, stc. conference call
Leadership Council | Review Balanced Scorecard, market rends and developments, mergers
P - i B cEQ LeadershipCouncil | Conference Cal Weskly
Call and acquisiion update.
Global Operations N . Continent Leaders, .
‘ Managemenu Cal Review key, upcoming initiatives. coo £00's Direct Fieponts Canference Call Bi-weekly
Continent
. Review Company and Continent Balanced Scarecard, near term service
Operations Management Team
line and geographic perormance outlock, genersl kiing and tining Opperations Directors Conference Call Bi-weekly
Management . < far Continent
cal plans, must-wins and significant oppartunities.
Erwironmental Health & Safety message. Innavation moment. Reinforce
business philosophy, values and mission, Review sl lements of
Cluarterly atrategy and progress tow ard each within operational area. Review GeneralManager ar Al employeeswithin | On-site, conference Quartel
Update Balanced Scorecard. Review upcoming Company U waining schedule Country Manager Operational Area call ar Webinar Hanery
and hiring plans. Celebrate recent awards and team accomplishments.
Intraduce new hires, nate emplayee tenure anniversaries,
Erwironmental Health & Safety meszage. Innovation moment. Review
Group! recentEHES "Leszonz Leamed Sheets”, local near-misses, andlocal
De :;lmem mgnmt. audit findings. Review Balanced Scarecard, business GroupiDepartment Allemployeeswithin | On-site, conference | Manthly [ormare
M:‘Eting developmentizales activities, pioject and resource scheduling, Manager Groupl Department call, or webinar frequently]

uptaming Compang L training schedule and hirng plans. Celebrate
recent awards and team accomplishments,

© The Employee Engager
Al Rights Reserved

ment Group

11/15/2013

18



11/15/2013

Sales & Marketing

Repert news on recent big wins, cross-selling, oppartunities, propesals,
. " swards. and BO initiatives by Operating Area. Update on Marketing
Inside Company Depanment nitiatives. Highlight EHAS tapice andinnovative wark Marketing et MIEmplayees Emai Bi-weelly
ao103s the company.
Report and discuss updates onnew strategic opportunitiesiproposals.
Sales Call Dizcuss sales and marketing initiatives, and sales and marketingbest Sales Directar Sales Managers Conference Call Bi-weekly
practices.
SeniceLine®: Review EHAS pertformance by Sewice Linelindustry Sector,
seE e cpponunities, propesals, awards, business development inizdves, Senloe Linelindustry Service Line
Industry Sector f dtraini s Introd, hires. Highliah 5 Lead R . Conference Call Monthly
ol conferences and training opportunities. Intoduce new hires. Highlight iector Leader epresentatives
Intra OpCo collabaration.
Development
CompanyEmployee | Solicitinput on how we're doing an key en;\ployee engagement CEO Bl Emplovees Email Every Zurs
Engagement Sumey | dimensions, Share resuls, 1ecommendations and action plans.
Companyli ] !
Crganizational Share monthly Company University Calendar and progress or news about Organizational &
Development key waining, organizational development, and employee engagement Professional AllEmployees Email ManthlwGQuarterly
Updatep initiatives. Development Director
Human Resources Share progress or news about key reciuitment initiatives, employee " .
Updare prorams and Employer of Chele Comminee aciity. HRDirector AlEmpiayzes Emai Qustely
Total Fewards Summarize highlights of existing compensation, rew ards, recagnition, ) ) Emal, Emplayes
and benefits plans and programs, and what changes have been Director of Compensation | Eligible Employees Annually
Pragram Update Meetings
intraduced.
Cumpa.ny Review pgrlolmance ta plan, forecast, and progress on elements of CEOLCOD,CFO Or-site meeting Company Senior Cusrterly
Operational Peview | Company's Strategic Plan Leadership
© The Employee Engagement Group
All Rights Reserved

% Creating Your Communication Protocol Message

Message Who Delivers Venue [ Audience [ Frequency |

| | |
Imagine you are sitting with your
CEO and discussing communication
messages to deliver to the
organization:

* What are 4 key elements he/she
would want to communicate?

* Through what venues should
these be communicated?

« Whois the audience for each
message?

*  What's the frequency for each
message?

© The Employee Engagement Group
Al Rights Reserved
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% Creating Your Communication Protocol Message

Message

Who Delivers | Venue [ Audience [

Frequency

© The Employee Engagement Group
All Rights Reserved

Look at the level below the C-Suite
(this might be a director, division
leader, or department head

What are 4 key elements he/she
would want to communicate?

Through what venues should
these be communicated?

Who is the audience for each
message?

What's the frequency for each
message?

How does this tie to the message
the CEO delivered?

% Creating Your Communication Protocol Message

Message

Who Delivers | Venue [ Audience [

Frequency

© The Employee Engagement Group
Al Rights Reserved

Look at the level below the Director,
Division, Department (depending on
your organization’s hierarchy)

What are 4 key elements he/she
would want to communicate?

Through what venues should
these be communicated?

Who is the audience for each
message?

What's the frequency for each
message?

How does this tie to the message

that has been delivered by
the other levels?

11/15/2013
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Thought-provoking questions.....

How to ensure staff have to
communicate up?

How will this tool build alignment?
How best to leverage social media
How will people delivering the
message be held accountable?

Is there a way to include customers?

© The Employee Engagement Group ~ All Rights Reserved

Keeping your protocol vibrant

— Reference in monthly CEO communication
— Keep the same sequence

— Leverage the same template where and
when possible

— Use social media in partnership with other forms
— Update annually
— Show communication graphically where possible

— Maintain ongoing communication via a balanced
scorecard if possible

© The Employee Engagement Group
Al Rights Reserved
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Assignment

Assignment

* Conduct a’12 Needs a Leader Must Fill’ evaluation with
your staff (or people who see you as a leader)
» What can you do to be a more engaged leader?

» Share the ‘12 Needs’ tool with other leaders in your
organization and teach them to how to use it

+ Get to know several employees on a prfessional and
personal level

» Create a draft Communication Protocol document starting
with the CEO and cascading at least 3 levels
» Share the document with your leadership team and
discuss

© The Employee Engagement Group
Al Rights Reserved
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Pre-work for
Session 5

Innovation

Generations in the Workforce

Pre-work for Session 6

* Innovation is taking a current product, process, or service
and making it better

» Based on that definition, make a list of 3 -5

innovations that you’ve seen in your lifetime outside of
your industry

* What is the mix of generations in your workplace (just a
rough estimate)

© The Employee Engagement Group
Al Rights Reserved
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Thank you

T o

See you on
December 13
{Z”d Friday instead of 3™ Friday)

B

11/15/2013
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