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Bosses are People Too
Why Leadership Engagement is at an all time low
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My Plan Today

* | will share concepts, ideas, best
practices, and studies on why
‘boss’ engagement has dropped, and
how to select, retain, and engage your
‘people who manage people’

 ...and will post this presentation and a
few tools on the Summit cloud website
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Overall, all workplace engagement is down

US Annual Averages
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Gallup’s State of the US Workplace Report, June, 2023




State of the Workforce

Manager Engagement
Dropped 7%*

...and Hybrid Managers experienced the highest level of burnout in 2022**

B % Always or Very Often Burned Out at Work

Hybrid Workers

Hybrid Leaders

*Gallup’s State of the US Workplace Reportdanuary 7, 2022, US Engagement Drops First Time in a Decade

** 6 Trends Leaders Need to Navigate This Year, Gallup Workplace , January 31, 2023




Daily Stress

Did you experience the following feelings during A LOT
OF THE DAY yesterday? How about stress?
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Gallup’s State of the US Workplace Report, June, 2023




Scary Statistics

* According to a June 2023 Gallup data, 59% of of global
workers say they're ‘checked out’ of their workplace.

* Arecent SHRM study reveals that:

« 84% of American workers say poorly

trained people managers create a lot of unnecessary
work and stress

* 57% of American workers say managers in their workplace

could benefit from training on how to be a better people
manager

* 50% of employees feel their own performance would improve if their

direct supervisor received additional training in people management per
SHRM
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6 Reasons Boss
Engagement
IS SO low
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The Boston Globe
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Students stuck with private
loans from failed schools

Thousands being targeted by third-party collectors to pay
for services that many say were promised, but never delivered
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State of the
Global Workplace
2023 Report

THE VOICE OF THE
WORLD’'S EMPLOYEES

Discover how employees around the world
experienced life and work last year.

eeeeeeeeeeeeeeeeee | Daily Negative Emotions | Job Market
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< THE WALL STREET JOURNAL. AA @&

MANAGING YOUR CAREER

First It Was Quiet Quitting,
Now Workers Are Facing Off
With Their Bosses

Employee frustrations impact
productivity and worker retention, Gallup
says




2. Today’s leaders are dealing with a lot




Insane Compensation
Requirements s
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A hybrid workforce is a
handful to manage

Divided Country

5 2 7T .-

Trump vs Biden

Can’t find AGAIN

people
DOL for March -

3.8%
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3. Hello, maybe they don’t want to
manage people
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ase Study — Organization Pressure

|

President & CEO
(Bob Weber)

EH&S Performance
(Marc Schillinger)

Health & Safety (Kevin Powers)

CFO/ CAO
(Kerry Adams)

General Counsel (Jon Mahoney)

ENSR’s New
Organizational Model

Kicked off 10/1/06

Quality / Process Improvement (Tom Hippe)

coo
(Bob Kelleher)

|/ N. American Operations
(Frank Sweet)

Organizational Development
(TBD)

al Development |
(TBD) ]

IT (Bruce Smith)

Human Resources (TBD)
OD (Janis Coco)
Compensation & Benefits
(Carol Plotkin)

—IT (Bruce Smith)

— Human Resources (TBD)

—— OD (Janis Coco)

— Compensation & Benefits
(Carol Plotkin)

— Northeast - Rick Brannon

—— MidAtlantic - John Romanovsky
—— Southeast - Paul Banks

— North Central - Steve Nalefski
— South Central - Rick Smith

— Intermountain - Phil Hackney

— Northwest - Damita Hayden Office of Risk Mgmt./
- Southwest - Rick Simon Project Mgmt. Dept.
(Bob Rittmeyer)
N B (Bob Roemer)
Office of Risk Mgmt./ |/ International Operations
Project Mgmt. Dept. (Jim Barbato) Bob Cataldo
(Bob Rittmeyer) Steve Lawless
(Bob Roemer) Chris Mariano

Asia Operations
(Mike Chan)
(Alex Leong) Deputy

Bob Cataldo
Steve Lawless
Chris Mariano

—Hong Kong - Chee Kheong Lim
— China - Changhua Wu

—— Japan - Hon Seng Ng
—Malaysia - Nesa Albeper

+— Philippines - Nani Echiverri

— Singapore - Rick Reidinger

— Thailand - Nut lampongsai

Asia Operations
(Mike Chan)
(Alex Leong) Deputy

Europe Operations
(Claudio Viola)

L Italy - Claudio Viola
—— Turkey - Gurkan Kuntasal
—— France - Michel MacCabe

—— Hong Kong - Chee Kheong Lim
—— China - Changhua Wu
—Japan - Hon Seng Ng
—Malaysia - Nesa Albeper

—— Philippines - Nani Echiverri

—— Singapore - Rick Reidinger

- Thailand - Nut lampongsai

Latin America Operations
(Jim Barbato) Acting
(Vivian Giannotti) Deputy

—— Brazil - Eduardo Lopes
— Bolivia - Oscar Jimenez

(Bob Kelleher)

N. American Operations
(Frank Sweet)

— Northeast - Rick Brannon

— MidAtlantic - John Romanovsky
— Southeast - Paul Banks

— North Central - Steve Nalefski
—— South Central - Rick Smith

— Intermountain - Phil Hackney

— Northwest - Damita Hayden

— Southwest - Rick Simon

International Operations
(Jim Barbato)

Europe Operations
(Claudio Viola)

Italy - Claudio Viola
Turkey - Gurkan Kuntasal
France - Michel MacCabe

Latin America Operations
(Jim Barbato) Acting
(Vivian Giannotti) Deputy

Brazil - Eduardo Lopes
Bolivia - Oscar Jimenez
Venezuela - Vivian Giannotti

Global Marketing & Sales
(Paul Fennelly)

——Marketing & Communication

— Global Key Accounts

Kathy Anderson

Don Rullman

—Industry Sector Leaders

— Chemical - Mike Resch (Acting)
— Federal Services - Bill Boutin

Dave Bennett
Mike Jones

Mike Meenan
Chris Mitchell

— Manufacturing - Blair Burgess
— Petroleum

Mike Clark

Patricia Fleischauer
Herb Fry

Jon Schmidt

— Power - Joe Curreri

—— Sales Directors

Mike Resch

Paul Smokler

International - Gary Siegel

Europe - Nico Macerata

Asia - Rick Reidinger

Latin America - Eduardo Lopes
- Vivian Giannotti

ENSR Matrix Operations

L Venezuela - Vivian Giannotti

GEOGRAPHY

New Enterprises
(Bob Sanz)
(Mike Beck)

|-—John Petraglia %

Mergers & Acquisitions
Innovation / R&D
Service Line Leaders

Air - Joe Curreri

Capital Project Permitting - TBD
Due Diligence - Halley Moriyama
EHS Management - John Nagy
ISC - Todd Schwendeman
Water / Wastewater

- Don Galya / M. Venkatesh

CLIENTS / MARKET

: SEGMENTS

SERVICES




Performance / Potential Matrix

Performance

High

Low

Performers —~

A

Transition

- Investment

Low

Potential

High







Most Ieaers are left brain oriented
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Empathy more natural with right brain types
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It is not ‘Either / Or’

W M1
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Good managers and gender

* There are great male and female managers

e But....female managers tend to be more
engaged (41% to 34%)

* Plus, employees working for female managers are 6% more
engaged than those working for male managers

* Best combo? Females working for females (35% engaged)
* Worst combo? Males working for males (25% engaged)

*Gallup's The State of the American Manager Report of 2.5 million manager led teams



5. Management is lonely




___a
Why so lonely?

* You now have fewer peers
* Need to be always ON

* Perception that you must have
distance with your employees to
remain objective

* Many tough decisions require
independent thinking...

‘
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6. You might have to support decisions you don't like







/5% of people voluntarily leaving

jobs say their boss is the reason™

* Gallup survey of 80,000 Global Employees



The #1 Driver of both

Employee Engagement and
Employee Disengagement?
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1. Treat them as employees first




“If you don’t do the people stuff
well, you are going to screw up
your company pretty badly”

Zeynep Ton, professor at MIT Sloan School of
Management, and author of The Case for Good Jobs




2. Reduce their workload




___a
Case Study — Reduce their workloac
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3. Pay Them




Good People Leaders are
Your Most Important Employees




Leverage




4. Communicate to them FIRST







Communication and Line of Sight

Between “My SraiON ‘§

Job” and
“Where is the MISSION
Going?” )

VALUE |




Case Study - Communication and Line of Sight




Communication Alignment

Build a communication protocol

Who Delivers

Venue

Audience

Frequency

Using this template, begin
to map out your
communication protocol

process by completing

specifics on

» Message (profit, growth,
engagement, etc.)

e Deliverer
« \Venue
« Audience

* Frequency




5. Train and Develop Them




“I'm an
Engineer, what
do | know about
managing




“I don’t want to train them

> : and have them quit!”
Green will Grow, 1

Ripe will Rot”

Anonymous “Would you rather they not be
trained and stay? ”

Anonymous




% Anthony Fasano, PE, F. ASCE - st coe
Consultant on Engineering Firm Growth, TEDx Speaker, Trainer & Executi...
/@ 1yr-®

ENGINEERS WHAT DO YOU VALUE MOST? | have been asking this question to
engineers and getting a wide variety of answers so | thought | would post here.
Please note for the first option: Career Growth Opportunities represent a clear

path to grow in your firm and their support through mentoring and training to
achieve it. #engineers #career

Engineers, which is the MOST IMPORTANT thing your company
can provide:

Career Growth Opportunities

High Salary with Bonus Option 26%
Great Health/401k Benefits 4%
Work from Home Flexibility 19%

712 votes - Poll closed

SKILLS TRAINING A/E TALENT VALUES MOST

Professionals want management and leadership training above
everything else

People management & leadership 63

' F_ 87
e "'f e Rasas Fa
jeCIniCal = J
‘

Project management 49

Q: In your current role, which of these types of trainings would be valuable? [Shown as %.]

ActionsProve & EMI | 2022
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6. Empower and Trust Them

\
‘O e
.

- ¥ w U
o o’ _— 5
o s \
p ! R

-

© Employee
Engagemegm W




wiziiHarvard

h sW Ji .

Team members who strongly agree that
they trust their team leader are 8 X as

likely to be fully engaged as
those who don't.

NIVUEN 1ERAITY

The most-engaged employees work togétherin ways companies don't even realize.

ADP Research Institute, 2019



TRUST AND INSPIRE

How Truly Great Leaders Unleash Greatness in Others

HOW TRULY GREAT LEADERS
UNLEASH GREATNESS IN OTHERS

TRUST
INSPIRE

BESTSELLING AUTHOR OF THE SPEED OF TRUST
STEPHEN M. R. COVEY
with David Kasperson, McKinlee Covey, and Gary T. Judd

Stephen M.R. Covey




Senior Leader need to Trust those who LEAD People

You must be trusting, not just trustworthy. Trustworthy
We are not trusting enough when trusting + Trusting =
our people or our teams. TRUST

Stephen Covey




/. Recognize and Appreciate Them
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What’s behind RECOGNITION?

We’re all driven to ACHIEVE ACHIEVEMENT
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People are Motivated
by Recognition and
Appreciation

0 0

' Appreciation '

Simon Sinek




69% of employees say they d work
harder if they were
petter appreciated™*

**8 Employee Engagement Statistics you need to know,
SMARP, December 2021




Sadly, we have some work to do
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» Superviscr Exhibits Behavior Most

=] hator V | |
Somewhat or Very Important to Hrhe Thne of A

Inspiring Employee's Best Work

Dale Carnegie Global Leadership Study, December 2016 of over 3,300 employees




8. Make other career options attractive

Career Lattice Mode|

Project & Technical Sales &

Line Program Mgt Marketing Administrative




Look to

. L :‘ the
Employee




ONLY 10 % of people have
the combination of attributes
that make a GREAT manager

* Gallup survey of 80,000 Global Employees



The Magic Matrix

Performer but needs

coaching —
Quantitative CAN'T STAY HERE
Performance
(The WHAT . .
7ot Do) i but strong in How

Catch early & Trai
atcn early ey’ Develop Skills

Qualitative performance
(The HOW You Do It)
Desired Behaviors and Traits — Empathy, Trust, Vulnerability, etc.







1. They Lack Empathy




Include ‘Empathy’ as a Key Competency when evaluating
candidates to hire or promote to ‘people leaders’




Would stay In thelir

Would work longer jobs if they felt
Would change jobs hours for an valued anad
to work for an empathetic employer cared for

empathic employer

*Businessolver 2017 Survey of

2,000 employees and CEQO’s



The Disconnect

92% of polled
employees say
that empathetic
employers drive

But only 49% of employees

nolled described their
organization as empathetic*®

retention™

*Businessolver 2017 Survey of . |
2,000 employees and CE@’s 2017 Workplace Empathy Monitor study




) glassdoor
Case Study

/

“Empathy is the most
essential quality for a
successful career”

Bob Bechek, Managing
Director at Bain & Co
99% Approval Ranking and
#1 rated Chief Executive on

glassdoor.com

4o L =~

0/ Recommend 0 Approve of
(94 ’°> to a friend (99 /°> CEO




2. They Lack Humility and Vulnerability

“..good leader combines both
HUMILTY land fierce resolve. And for
a leader to be seen as humble, they

must be gble to demonstrate
VULNERABILITYJ..”




Case Study - Vulnerability BRI R Xl e Rl l RieXe (e Xe
5-year Strategic Plan”

Bob Weber, CEO of ENSR




3. They Fill the Wrong Voids

* Negativity
* Cynicism
e Skepticism




12 Needs a Leader

Must Fill

h’welve Needs a Leaders Must Fill
Self-Assessment
Force rank yourself on the following 12 needs a leader must fill as follows:
1 = Highly Effective
12 = Neads most work
Remember to you each number, 1 - 12, only once.
+
Need Rank Team members say... | can improve by...
Trust | believe in you
Authority Someone is in charge
S Things wili probably turn
e out okay
Direction Sor‘neone knows where
we're going
Vision Wo; know where we're
going
Everyone knows where
St they fit in
Someone is saying what's
ri
Sy expected of us
Role model We have someone fo look
up to
Raassitance uSsomeone is looking after
Cohesion We're all singing from the
same song sheet
Inspiration We feel good about what
we are doing
Recognition What | do matters
After completing your ranking, look at the areas that you feal need improvement — what can you do in
order to increase your affecliveness in each of these areas? How can you maintain your skills in the
areas you rated yourself as being highly effective?
© The employee Engagement Group All Rights Reserved

Trust
| believe in you

Authorit

. Someone is in charge

Recognition
What | do matters ,

Inspiration y
We feel good about
what we are doing =

|

Securitza
Things will probably
turn out okay

_ Cohesion Direction
We're all singing from Someone knows
the same song sheet where we're going
— —
Reassurance | Vision
Someone is looking y We know where
after us | we're going
‘ —

Role Model . Structure

Everyone knows
W‘igfggksgg'fg"e where they fit in
Clarity
Someone is saying what is
expected of us

© The Employee Engagement Group




s
4. They Hunt People to Blame

“

V-
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5. They don’t hold people accountable




Accountability and Engagement

"My manager helps me set work priorities,"
- Among employees who disagree, only 4% are engaged.

"My manager holds me accountable for my performance,
- Among employees who disagree, only 6% are engaged.

Gallup, 2016 “State of The Workforce Report”

*%2010 Kenexa Global HR Engagement Study



Remember, seek respect, not friends

-~




Case Study —

“They’re not
your friends!”

Employee
Engagemeglrlg :




6. They are not Trusting

© Employee
Engagement

group
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TREST
INSPIRE

BESTSELLING AUTHOR OF THE SPEED OF TRUST
STEPHEN M. R. COVEY
with David Kasperson, McKinlee Covey, and Gary T. Judd

Leadership has moved from

Enlightened
ommandand —p
Control

Trust and
Inspire

Command C
and Control




/. They don’t walk the talk




Case Study — ‘Walking the Talk’

Management o
Techniques -
from the Best '
Damn Ship

in the Navy

IT'S YOUR SHIP
Captam D"Michael Abrashoff.e

formereommander, USS Benfald~; ;’H

Captain Abrashoff
and the USS Benfold




8. They are glass ‘half filled” people
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Negative Emotions that drive Dis-engagement

—Disinterested
e Bored
e Lethargic

—Irritated
e |nsulted
e Manipulated

—Uncomfortable
e ANXIOUS
e \/ulnerable
e Intimidated
e Fearful

Emotional Drivers of Employee Engagement — Dalé‘{;arnegie
and MSW Research groundbreaking study of 1,500 er‘hg!pyees



Positive Emotions that drive Engagement

—Valued
—Confident
—Inspired

—Enthusiastic
—Empowered

Emotional Drivers of Employee Engagement — Dale Carnegie

and MSW Research groundbreaking study of 1,500 employees



Why Care?

Managers who feel NEGATIVE emotions are
10 X more disengaged than managers who
feel positive emotions.

Negative emotions are more
contagious than positive emotions
and spread to other co-workers,
customers, and future hires




9. They Are Not Achievement Driven




Cynthia Berryman-Fink
and Charles B. Fink

1]

The 7 Intrinsic
Motivational
Drivers




£ Respond at PollEv.com/iengage

What are your top 2 motivational drivers?

Achievement 41% .

Autonomy 12%
Safety / Security 11%
Equity 10%
Affiliation 10%
Esteem 9%

Authority 7%
0% 10% 20% 30% 40%




...and remember
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I ENGAGE

YOUR PERSONAL

ENGAGEMENT ROADMAP

Bob Kelleher
The Employee Engagement Group

rkellener@employeeengagement.com
www.EmployeeEngagement.com



