WHAT HAS CHANGED IN EMPLOYEE
MANAGEMENT IN THE LAST DECADE

Assessing staff strengths and capabilities, motivating and incentivizing
staff and staff performance assessment and reviews.

Dave Clough, mPower Advisors



THERE'S A DISTURBANCE
IN THE WORK FORCE

* The workforce is
changing
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Source: PwC



2015(Q1)

Traditionalist
Born: 1928 - 1945*
Age: 70 - 87

Baby Boomers
Born: 1046 - 1964"
Age: 51 - 69

Generation X
Born: 1965 - 1970*
Age: 36 - 50

Millennials
Born: 1980 - 1995*
Age: 20-36

Source: PwC



WHAT |S BEING WRITTEN?

« “Entitled, lazy, narcissistic and addicted
to social media,”

o “They Don’t Need Trophies but They Want
Reinforcement,”

« “Many millennials want to make the world
a better place, and the future of work lies

in inspiring them,”



http://www.cnbc.com/2015/04/20/are-millennials-lazy-entitled-narcissists.html
http://www.forbes.com/sites/jefffromm/2015/11/06/millennials-in-the-workplace-they-dont-need-trophies-but-they-want-reinforcement/#2ac96d185127
http://www.fastcompany.com/3046989/what-millennial-employees-really-want

IT'"S ANEW DAWN

2006 2016

* Annual — * Frequent performance
reviews conversations

» Pay for —  Fair pay, but give up
performance some $ for QoL

*  Work hard to — » Work/Life balance
get ahead

« 40+ hC?UI’IS in — * Flexible work hours +
the building work from home




GOOD! BECAUSE
WAGES AREN'T GROWING

 Forces for Growth are less powerful
* Unions are shrinking
« Still too few jobs, so supply exceeds demand
* QOut with the old, in with the new (young workers)

 Qutsourcing competition (gig economy) has reduced internal
labor market

« Alternative employment arrangements have increased 50% in
last decade




REAL WAGES INCREASED ONLY 1/3% IN 1 YEAR




MILLENNIALS ARE CHANGING "WORK”

* |tisn't just the millennials that are a “problem”
» What they value is being adopted by older generations

 Everyone now wants what they want

Because they now see that it is possible




THE DESIRE TO CHANGE “WORK”

o Why?
 Working harder but not getting ahead
* Dedication to a company didn't pay off
* Gig mentality of employers

* |dentity is not your job or profession

Even the “best” professions are not fulfilling
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Need to reduce disengagement




ENGAGEMENT ROI

88% of disengaged
employees reported

that they had some plan

to leave their company, and
31% were actively looking.

2% Increase in employee engagement
s inked to a 3% increase |In revenue

growth in the subsequent year.




ENGAGEMENT ROI




CAVEATS TO THE NEW WAY

 Performance reviews need to change

changel is ¥

» Raises are less predictive i
difficult.

 Cultural change is hard

] , hot  changj
« Some can't trust what they can't see = SR

« Millennials expect to change jobs 4 fatal.




RECOMMENDATIONS

How to handle the changes in the Work Force



TRANSPARENCY IS KEY WORKING FOR A PURPOSE

wit th
+ Share the big picture with employees
' Over communicate and share company and how their work makes a difference.
performance data when possible. v A clearly defined company mission
« Treat emplovees like adults., ctatement solves a real pain point

ey can handle it for employees,




710% 91%

TRAIN TO BE A BETTER MANAGER PROVIDE FREQUENT FEEDBACK
Managers account for at least /( of the 21 % of employeas report that they recs

'IqI"r Lon't el 0o HIVE '.l_'I'.Zil 113 L
« Subscribe to Harvard Business Review's Give it in the moment,
"The Management Tip of the Day" email. v Focus on giving more positive

+ Build listening and coaching skills. recoqnition. It's powerful stuffl




DON'T GUESS, ASSESS

INTERMAL FACTOF
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DON'T GUESS, ASSESS
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Appreciating Others

Employee Development/Coaching

Customer Focus

Interpersonal Skills

Diplomacy

Megotiation

Time and Priority Management

Goal Orientation
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Teamwork

Personal Accountability

Understanding Others

Conflict Management

InfenElomal o &lErulgis Project Management
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Leadership

Decision Making

Planning and Organizing

Creativity and Innovation
Collaborative W Commanding
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Futuristic Thinking
Problem Solving
Continuous Learning

Influencing Others

Reoaptive Strunturad
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Resiliency

Flexibility
Conceptual Thinking
Self Starting




MOTIVATION:
CHANGE BONUSES TO FUN LEARNING

Create a spirit of competition

Focus on intrinsic instead of
external motivating factors and
emotional engagement

The aim is to enhance the
teaching process, not to replace
teaching with playing

Source: Hubspot



BE MORE FLEXIBLE

* Could be a competitive
advantage

 Should be more productive
 Benefit in lieu of $

74506 of employees want
flexible hours, but only 45%
of organizations offer it.

Source: BGL Group



INFORMAL REVIEW MORE FREQUENTLY

Meeting expectations?

Corrective action more quickly

Technology changes

Document periodically

* Atleast via emall

Stat from Spark Hire



MANAGING INTERGENERATIONS

 We all want to
 Be valued
e Create value

 And align values

« Recommendation

« Be present and aware (EQ)
* Listen deeply with the goal of career dev
 Speak the truth

 Show courage to challenge

Help each generation understand the other



Engagement

 Even during times of
uncertainty:

* (77%) are engaged
when present

* Only 1% are engaged
when not present




» Balance and * Thriving » Engagement
Workload + Commitment » Productivity

* Engaging Work  « Job Satisfaction ~ * Retention
* Devel/Job opps

* People & Teams
« Competitive

Compensation
* Transparency

Source; PwC



hs Understanc!mg the ey | 2. The 27 Challenges
7 Stages of Growth & 27 Strengths

v

3. The Builder/Protector
Ratio

4. The Non-Negotiable
Rules

5. Strategic Alignment 6. Intentional
& Critical Initiatives Communications

v

7. Creating a Language of Growth

Source; PwC




ENGAGEMENT

BUSINESS HEALTH

The Aon Hewitt Engagement

Engagement
Drivers

The
Work

Experience

Company Practices
Communication
Customer focus
Diversity and inclusion
Enabling infrastructure
Talent and staffing

Model

The Basics
Benefits

|ob security
Safety

Work environment
Work/life balance

Brand

Reputation

Brand/EVP

Corporate responsibility

Leadership
Senior leadership
BU leadership

Performance

Career opportunities
Learning and development
Performance management
People management
Rewards and recognition

The Work

Collaboration
Empowerment/autonomy
Work tasks

Engagement
COutcomes

Business
Outcomes
&
Talent ey
Retention an

Absentesism
Wellness

Operational o
Productivity
Safety

L
Customer lli
Satisfaction
MPS
Retention

[
a
Financial

Revenue/sales growth
Op. income/margin
Total shareholder return



THE 12 ELEMENTS OF GREAT MANAGING:
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BASIC NEEDS




BE GENUINELY ~ N

- Self-Regulation/
Self-Awareness Self-Regulation

INTERESTED IN THEM
( \

Emotional

Intelligence
Social Skills

Actively listen \ /

Increase your EQ N e

* Know their Empathy
* |nterests, Desires
» Passions, Fears
e Dreams
 Important people

Become their Champion

People leave their jobs because of their manager!



SO WHAT CAN YOU DO

El Leaders

Culture with buy-in

Have a clear vision

Strong brand — cause — make a difference — believe
 Ex. Just left big company because didn’t believe
« SMBs can make a difference (real change)

Policies that enable not punish

Hire the Right People

Meaningful work (no long term overload)

Join a Mastermind Group




FOR MORE INFORMATION

mPOWER

Management Advisors

Realize the full

potential of your business

mpoweradvisors.com

Dave@mPowerAdvisors.com 978-206-1529



Behavior

Y TTI MEASURES A TTI ACKNOWLEDGES




