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Agenda
8:00-9:15
—lcebreaker
—Review of assighnments

9:15-11:30

~ Innovation _

— Generations in the Workplace

11:30-12:00
— Assignments for Session 6 and Pre-work for Session 7
— Time to work on your Engagement Action Plan
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Review Assignment

* Conducta’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 professional and personal
level — what did you learn?

* 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

from potential to performance @
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Innovation

What’s an Innovation?

Invention — creating something new

Innovation — creating something new from, or making
an improvement to, an existing product, service, or
process.
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“All Great Ideas Are Obvious After the Fact”

Ben Shapiro, Harvard Business School

Think about
your pre-work
assignment
© The Employee Engagement Group 2011 All Rights Reserved f"""“ Fumm( to Pgr/grm;m(g @
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Why don’t we innovate more?

Our ability to ‘create’ lessens as we age

98% of 5 year
olds test as
highly creative...*

The Employee Engagement Group 2011 All Rights Reserved

WHAT A
GREAT
IDEA!2.0
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Only 2% of 44
year olds test

WHAT A as Creative*
GREAT

IDEAI 2.0

© The Employee Engagement Group 2011 All Rights Reserved

Management is about compliance,
Employee Engagement is about self direction

Dan Pink, 2013 Vital Smarts Talk

© The Employee Engagement Group 2011 All Rights Reserved f/'am Futemh‘z( to Ferfmwmn(e @
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For Innovation to work,

* You need the right people

* Build institutional processes

(pathway)
N T A

© The Employee Engagement Group 2011 All Rights Reserved Ty from potental to performace @
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Techniques for Innovation

1.
2.
3.
4,
5.

Brainstorming

Patterning

Job rotation

Innovation idea solicitation (and Committee)
Allocating time to innovate

© The Employee Engagement Group All Rights Reserved from potential to performarce @
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1. Brainstorming w

Page 6 - 3

» Select a topic or an issue to be resolved

e Using a round-robin or ‘chaos’ format, shout out
ideas for solutions
* Quantity over quality
* No judging idea

* Discuss and evaluate ideas
* Select ideas that require more attention

© The Employee Engagement Group All Rights Reserved from potential to performance @
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2. Patterning Page 6 - 4

* Patterning - taking ideas from different industries and
applying to your own
— Select an industry that is different from your own
(retail, food service, manufacturing, entertainment

— ldentify things they do that could be applied to your
industry

© The Employee Engagement Group All Rights Reserved [mm Fatent(a( to Fzrfurmam @

Hotel
Industry |

Banking | g

© The Employee Engagement Group 2011 All Rights Reserved
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3. Job Movement Fage 65
Option Movement
1 Vertical
2 . .
— Horizontal (rotation)
3

/ / l \\ Job Realignment

N \ / Job Enrichment

© The Employee Engagement Group 2011 All Rights Reserved f/'am Futemh’z( to fel‘fm‘nmnce @

12/13/2013

12



12/13/2013

4. Innovative Ideas Process %@

* Create an Innovation Solution process
* Not Suggestion Boxes
* Formal way to submit innovative ideas

* Education component (what is an innovative idea vs. a
suggestion

* |nnovation Committee

* Made up of employees and management

* All ideas are valued, successful ideas are communicated
company-wide

© The Employee Engagement Group All Rights Reserved from potential to performarce @

5. Create Free Time To Innovate

* Allocate a certain number of hours, budget, or % of
time each week, month, or year to innovate

* Not to be confused with R&D
* Example
— Intuit — all engineers must allocate 10% of their
work week

* No mobile apps were created by their business units
within a set period of time

7 created during free time by engineers

© The Employee Engagement Group All Rights Reserved from potential to performarce @
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Rate your Innovation Culture

Look at the 3 areas that impact innovation below and discuss how your organization
meets the criteria for an innovative culture.

People

We have innovative .
leadership

We develop and
promote innovative .
people

Our employees are *
encouraged to be
innovative

Innovation is part of our
recruitment and hiring
criteria

Culture

Encourages
experimentation with new
ways of doing things

We have a tolerance for
failure

We have time and
freedom to innovate

Everyone knows what
innovation at our
company means

Processes

There is a known strategy,
purpose, and mandate for
innovation

We have a process for
encouraging innovation

We use social media to
communicate and
encourage innovation

We apply outside ideas to
innovate internally

© The Employee Engagement Group All Rights Reserved
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% Rate your Innovation Culture Exercise

Using the form in your
workbook, rate your
organization in the areas
that impact innovation:

People
Culture
Processes

© The Employee Engagement Group 2011 All Rights Reserved

Rate your Innovation Culture

Circle the number that best describes the innovation cullure in your organization
Peaple Low High
» We have mnavaiive leadership 1 2 3 4 5
= We develop and promale mnavalive people 1 2 3 4 5
= Our employess are encouraged to be innovative 1 2 3 4 5
« Innovation & pat of our recrulment and hring Crteria 1 2 3 4 5
Culture Low High
+ Encourages experimentation with new ways of doing things 1 2 3 4 5
+ We have atalerance for failure 1 2 3 4 5
« W have time and fresdomta innovate 1 2 3 4 5
-E atour 1 2 3 4 5
Processes Low Han
» There is a known straleqy, purpose, and mandate for innovation 1 2 3 4 5
« We have a process for encouraging innovation 1 2 3 4 5
+ We use social media to communicate and encourage innovation 1 2 a 4 5
= W apply outside ideas o innovate intemally 1 2 3 4 5

mmm— m
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Deep Dive into the
Generations

Generations Overview

* We have four different generations working side by side in the

workplace

Traditionalists — born 1922 — 1945
Baby Boomers — born 1946 - 1964
— Generation X — born 1965 - 1980
— GenY—born 1981 — 1995

* No one generation is better or worse
than the other generations

* Changing your leadership approach is easier than changing

the values developed over a lifetime

© The Employee Engagement Group 2011 All Rights Reserved

Traditionalist

(4.7%)

Statistics from Bureau of Labor Statistics (2011)

From your pre-work, 4

what is the mix of
generations at your
organization?

VAN

I\

12/13/2013
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Getting to Know Each Generation

Traditionalist

* Born 1922 —1945
* Conformity

* Stability

e Upward mobility

e Security

* Respects authority

Boomer

Born 1946 - 1964

Personal and social expression
Idealistic

Questions authority
Materialistic

Workaholic

Generation X

* Born 1965 - 1980

* Free agency and independence
* Street smarts

*  E-mail

* Cynicism

*  Work/life balance

Gen Y (aka Millennials)

Born 1981 - 1995

Hope about the future

Highly structured

Instant everything

Social activism, family centricity
Demand for diversity

[ram Futentm( to Fer[orm:mce @
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Generations at Work Quick Guide
Traditionalist Baby Boomer Gen X GenY
Bomn 1922 - 1945 1946 — 1964 Born 1965 - 1980 ‘Bon after 1960
Age 66+ Ages 47 - 65 Ages 31~ 46 30 and under
Values Hard work "Workahoiic Uife balance Chid focus p 6-8
Dedication/sacrifice Competitive Global thinking Team player age
Conformity Innovation Diversity Enthusiasm for change
Respects authority Questions authority Unimpressed by authority Respect for authority
Delayed reward Materialism Fun Tempered hopefuiness
Law and order Personalisocial expression Self-reliance Sociabilty . i
Optimism Skepticism Cynici Optimism Note: There will be
a more detailed
Work is: An obigation An exciing adventure Adificult challenge Ameans 16 an end . N
lp version of this
Teadershi Directive Consensual, collegial Ch ofhers To be determined s
style o enenoee guide posted on
Formal, memos T person, meetings Direct, immediate E-mall, voice mad, TV the Specialist web
site.
Feedback o news s good news Doesnt appreciate T Asks, How am 1 dong?’ ATa push of a bution
Rewards AJob well done ‘WMoney, titie, recognaion Freedom Meaningful work
Respected Valued and needed Dot my way Work with bright Staf
Work/ife balance Workilfe balance
Strategles. « Don' rush « Establsh non-authoritarian * Allow time for questions. « Provide interaction with
. * Provide references colleagues
« Build rapport + Offer fresh assignments « Use time efficient approaches | « Bring up to speed quickly
« Don't make . « Keep up a quick pace « Encourage mentoring
* May resent young supervisors experiences + Be specific about growth « Use technology
« Tap into their expertise * Allow time to eam their « Non-parental approach
+_Ease pressure respect
In general, No matter . weall want:
+ Authorty + Achievement - 1o take pride in one's work
+ Teamwork + Camaraderie — postive, inclusve, and productive refationships
+ Development/skill buiiding « Equity — being treated fairly in matters such as pay, benefits,
« Worklife balance developmental opportunities, etc

)[ram potential to performancz

Generations Statistics

In the workplace:
Now

© The Employee Engagement Group 2011 All Rights Reserved
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Generations Statistics  Geny

62.5 million

Gen X
In the workplace: m
estimated

2015

Baby Boomers

47.6 million

US Bureau of Statistics

© The Employee Engagement Group 2011 Al Rights Reserved [mm potental to performarce @

Page 6 -9

How are you
maximizing the
similarities in your
organization?

© The Employee Engagement Group 2011 All Rights Reserved fmm Fotenﬂa( to Fer[ormance @
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Challenges with Each Generation

Exercise fra—

Make a list of ways you can e
address your assigned
generation’s challenges in your

workplace. < ;

What the “Older Generation” Assumes

This new generation wants
exactly what | have

Page 6 - 10 \ L)

[ The definition for success is

the same for all generations

[ They need to pay their

dues, just like | did!

They sure have it easier
than | had it!

© The Employee Engagement Group 2011 All Rights Reserved
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What the “Younger Generation” Assumes

The people in the older
generations are so inflexible!

These people just don’t

understand me or my friends / RS

They can’t use an iPad, they
won’t text, they treat their
cell phone like a phone —
what’s wrong with them?

© The Employee Engagement Group 2011 All Rights Reserved

The New Hierarchy

Traditionalists

Boomers
Executives

Boomers

Gen X Mid-level

Gen X

GenY Front line

Old Model New Model

© The Employee Engagement Group 2011 All Rights Reserved f/'am Futemh‘z( to FFI‘/L/‘!'HMHC? @
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Recruiting the
Generations

mployee Engagement Group 2011 All Rights Reserved

Attracting Generation Xand Y

- Opportunity to contribute
- Values driven company

- Passionate about causes
- Socially conscious

- Guidelines but not stringent rules
- Ability to work different hours
(while still getting work done
- Work/life balance

- Learning and develop-
ment opportunities

- Demonstrates creativeness and
ability to change
- Open to new ideas and
suggestions
- Uses advantages of technology
- Provides time and/or incentive to

- Pride in product or service
- Name recognition (overall
and/or within the industry)

- Reasons to promote company make improvements
- Employee referral program (ERP)
- Work is new and fresh
- Quick pace of work
- Growth and development opportunities
- Mentoring and coaching
© The Employee Engagement Group 2011 All Rights Reserved [mm Fotent[a( to Fer[prmance @
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Attracting Generation X and Y

Page 6-11

Corporate
and Social
Responsibility

Innovation

Exercise: Would a Gen X or Y want to work for you?
What does your company do now from the list that meets the needs of Gen X
and Y? What could your company do (differently, new) to attract X and Y?

© The Employee Engagement Group 2011 All Rights Reserved from potenti Al to performance (é l/

Communicating with
the Generations

© The Employee roup 2011 All Rights Reserve
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Traditionalist

Communication - Formal, memos
* Words and tone respectful
* Good grammar and diction
GenY Boomer * No profanity or slang
* Instant messaging, other « In person, meetings
social media

* Relationship building,
over coffee or lunch

* Business and relation-
ships intertwined

* Mutual interests

« Link to vision, mission

* Most important message
— face to face or phone

* Be positive

* Tie message to goals

* No cynicism or sarcasm

* Don’t be condescending

Gen X

* E-mail, voice mail
« Direct, immediate
* Time conscious

< é'»/ ’ * No corporate-speak
C}ﬁ§§ « WIIFM
~ « Specific scope and
deadlines

N\

lrom votential to verformance ’@
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[ead by
Leading the Example

Generations

eamworiK
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Leading the Generations

© The Employee Engagement Group 2011 All Rights Reserved

Demonstrate your knowledge and
experience

Create mentor relationships

Use coaching techniques

Establish non-authoritarian
environment

Offer fresh assignments

Provide developmental experiences
Recognize and tap into their expertise
Understand their work ethic — allow it
but don’t abuse it

(4
[ Ly orrlommanre: oo
from potential to performance J
from potential to performance \NLy

Leading the Generations

© The Employee Engagement Group 2011 All Rights Reserved

Be patient about earning respect
Allow time for communication and
guestions (open door policy, pause
during meetings)

Maintain a quick pace and manage time

effectively

Be specific about growth opportunities;
they are looking to transition

Coach for promotion and succession

[

Lom:potenial b verlomuance: o0
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Leading the Generations

* Demonstrate competence

* Provide interaction with colleagues

* Set clear, realistic expectations

* Take advantage of their speed

* Connect with the heart — learn their
passions

* Let them solve problems

* Use technology

* Encourage mentoring and provide
coaching

Note: 98% percent of Gen Y surveyed believe
working with strong coaches and mentors is
an important part of their development”.

© The Employee Engagement Group 2011 All Rights Reserved Price Waterhouse Cooper 2011

Rewards and Recognition

* Available to everyone Seeks _pe_rsona'd

* Delivered consistently | apprec'atl.o.n R
| recognition ‘«

* Valuable

“For Gen Y, training and
development is the most highly
valued employee benefit. The

number choosing training and | Developmen ‘ ree time, ;
development as their first choice | tangible evidenc upgraded |
of benefit is THREE times higher ‘.L‘ of credibility resources, |

than those who chose cash

bonuses. l‘ (awa rd S
Price Waterhouse Cooper 2011 certificates)

-
—

development
opportunities

© The Employee Engagement Group 2011 All Rights Reserved from potentil to performarce @

12/13/2013

26



12/13/2013

We don’t need schedules —
we’ll get our work done
without start and end times

A Message from Gen Y
“We’re working, really we are, but...”

| wonder why texting
my boyfriend at work
is such an issue?

Facebook, Twitter, Gmail open
on my computer screen?
Not a problem!

My hair? My beard? My
clothes? We don’t always look
like you (and that’s okay).

Why does it
surprise people

that I’'ve never had
a summer job?

© The Employee Engagement Group 2011 All Rights Reserved

A Message from Gen Y
“We’re working, really we are, but we do our
best in a ROWE!”

Results
Oriented
Work

Environment

© The Employee Engagement Group 2011 All Rights Reserved
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© The Employee Engagement Grou
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Have a Safe,
Warm, and Happy
Holiday!
—

12/13/2013
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Check the Engagement
Specialist web site
after January 1 for

your pre-work
assighnment

Il Rights Reserved from potential to performance @

Thank You

See you on January 17

Topics:
* Motivation
* High Performance
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