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As a child what did you want to be
when you grew up?

What is something big you would like to |
change or achieve in the next year?




1. Bring About What you Think About “The Importance of the right mindset”
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IM £~ &/%7”’(/ 2. How to engage your team during the pandemic
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3. Trends in the Canadian employment sector

4. Reasons people join, stay and leave their employers
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51 (52 |53 |54 |55 |56 |57 |58 |59 |60 6. Three steps to closing the engagement gap
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'By the end of this section of the webinar,

you are going to know...”

*The one statement that can change your life

* The role your emotions play on your success

* The three steps to setting goals that stick

« Two ways to accelerate your success
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If you are like me
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Stinking
Thinking
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| Noticed Changes

235 Pounds



| Noticed Changes

195 Pounds



| Noticed Changes
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The problem with traditional goal setting is...




My Research

Ng Science
The way the braining works

Psychology
The questions we ask

Unexplainable

Thinks that happen we can't
explain




My Research

Science
The way the braining works




The questions we ask

My Research



’\\’ My Research

Unexplainable

Thinks that happen we can't
explain
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WHERE IS YOUR ATTENTION?

“Whatever you focus your “attention” on and
“energy’” towards you “Bring” into your life.”




“Your secret internal conversations are slowly shaping your destiny.”

T

Social

FInance



“Your secret internal conversations are slowly shaping your destiny.”

Thoughts

“Sow a thought, reap an action.




“Your secret internal conversations are slowly shaping your destiny.”

Thoughts

“Sow a thought, reap an action.
Sow an action, reap a habit.




“Your secret internal conversations are slowly shaping your destiny.”

Thoughts

Habits

Character

“Sow a thought, reap an action.
Sow an action, reap a habit.
Sow a habit, reap a character.




“Your secret internal conversations are slowly shaping your destiny.”

Thoughts

Habits

Character

Destiny

“Sow a thought, reap an action.

Sow an action, reap a habit.

Sow a habit, reap a character.

Sow a character, reap a destiny. “
— Samuel Smiles

LSt You can change your destiny by changing you're thinking.






Energy Our emotions tell the story

Stress Happy Passion Excitement

Fear Anxiety

e Challenging to achieve your goals e Your goals come to you easily
e Hard to change your habits e Easy to form new empowering habits



e

':'.'. -' . .
i P : . 1 e
Yo ; ! -
- vl X
O | ".'» 4 ! ¥
o ‘l"t .H , ’
2 (40N
i _-'.\n s 1
LW w5 /
B a
e A
":"".'."‘ ol
‘ - i i
Y p .
R
- R
‘ ‘ " B
o S~
e Byt -,
L ; _‘.‘ IR
. ) " X 4
& e é‘.;: . 3
i ¢ R 1 >
< [§ Iy
1 H
[} N
- ' \
_ :

Change Your Focus
Change Your Thinking Change

Your Future \
— — “ All the complaining, worrying and talking
about what you don’t want will never attract

what you do want.” <=(®)»







Making it work!

The Hard Way The Easy Way



Step 1

Identify Your Goals

O




Your emotions are your guidance system.

Stress Happy Passion Excitement

020220220

Fear Anxiety

O

Area of your life you would like to change. Area of your life that is on track.



Dream Sheet

e Education
e Relationships
* Finance

e Travel

e Health

e Spirituality




| would like to Manifest a Horse







Step 2

B EtLIEVE IN Y'OU'RSELF

You will not achieve your goals if you don't believe you can

V4



Step 3

Become the §
person you f| OLD HABITS §
would be if § WLL NEVER |
i |

you already | OPEN
§ NEW DOORS |
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Positive Attitude

It's more than a positive attitude







Become
‘ Detached
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Your reality today
VS
your desires
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How to lead
and engage

5=

a workforce 0 |

a

GOAL '

during

today's

challenges

2 PLAN

—_———“‘J
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1 ACTION
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Highly Engaged
Workforce

Interest
Career goals
Work/life balance







Values ' .
Safety A TS A

Interest
Career goals
Work/life balance

Most Productive
Giving and getting the most
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— You will be like this —
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will work look like after the pandemic.




It will never go T
back to the way It
was.

Key Drivers of Change
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« Convenience
 Cost
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Attraction Retention

NOW
HIRING
$100

SIGNING BONUS
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Employees have a
sense of purpose

Employees are happier; they
see an opportunity for personal
growth and align their
strengths with organizational

goals.

Customers

Employers

Easy to attract and retain

talent, increased sales and

increased productivity.

Why



—— Operating Margin, —
Towers Watson
0.28

Why

Engaged
Enabled
Empowered

Low Highly
Engagement Engaged




There Is no easler
way to add capacit
and profitability.

S

27% higher
profits

50% hlgher
customer
loyalty
levels

50% higher
sales

38%
above-
average
productivity

Source Gallup







Evolution
Of Employee
Engagement .

&



Telling Style of
Leadership

An environment of
conformity




Selling to the many what has Se I I i n g

been decided by the few

:(Llompl;liant ,[ Style Of
Leadership




Engaged=

Inclusion and co-creation

eLooking for ideas and support
throughout the organization.
eLeveraging the strengths of individual
team members to achieve corporate
goals.

Employees are emotionally committed

to the success of their employer.



ged=Discretional Effort




ged=Discretional Effort
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ged=Discretional Effort

Discretional Effort
$22 Per hour

Y Style Management
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Engaged 27% Disengaged 59% Actively disengaged 14%
60% of productivity 60% of productivity -20% of productivity
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Culture eats strategy for

lunch
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Trends 2

that will O
impact you 2
during 1
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TIREMENT

The aging

e did everyone go?




)O Years




The Next 10 Years

Bottom of the Baby-Boomers
and X generations

Junior Staff
Millennials




POPULATION GROWTH 1950-1960

Progression of the Baby Boomers

40

30
20
10
; _

-10

Under 14 15-24 25-34 35-44 45-54 55-64 65+
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POPULATION GROWTH 1960-1970

Progression of the Baby Boomers

50

37.9

25

12.5

Under 14 15-24 25-34 35-44 45-54 55-64 65+
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POPULATION GROWTH 1970-1980

Progression of the Baby Boomers

50
37.5
25
12.5

0 s B

-12.5 | |
Under 14 15-24 25-34 35-44 45-54 55-64 65+




POPULATION GROWTH 1980-1990

Progression of the Baby Boomers

50
37.5

25
12.5 Wi
_ v B T .

Under 14 15-24 25-34 35-44 45-54 55-64 65+
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POPULATION GROWTH 1990-2000

Progression of the Baby Boomers

50
37.5
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-12.5

Under 14 15-24 25-34 35-44 45-54 55-64 65+



POPULATION GROWTH 2000-2010

Progression of the Baby Boomers

50
37.5
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-12.5
-25

Under 14 15-24 25-34 35-44 45-54 55-64 65+



POPULATION GROWTH 2000-2020

Progression of the Baby Boomers

- ¥ ¥ ¥ ¥ ¥ I B

Under 14 15-24 25-34 35-44 45-54 55-64 65+
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PROFESIONAL SPEAKER
























We keep hearing about
resilience.




A resilient leader's
essential mindset
IS when they see
someone else

succeed, they
think,



Six key attributes to
successful leadership in

-

What Leaders need to know




¢ Empathy

Put yourself in the
shoes of your clients,
employees and partners.

..................
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" @ Flexibilit

Leaders will have to
show flexibility or a
willingness to do things
differently.




® Truthfulness
and Trust

Be clear about what
vou know AND what
vou don’t know.




e Clarit

Be clear about the plans
of your organization and
the role people play In
achieving organizational
objectives.

."""(l
.




Communication has

always been a crucial
factor in engagement;
however, it IS more
critical now than ever.
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Empowerment
E|Mm[P|o|W|E|R|E|D. It Is essential to empower

vour employees to assist
with rapid decision-
making during a crisis.
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Gender










VWhat
GGeneration
are you?

 Mature Generation(1909-1945)
-Baby Boomers (1946 — 1964)

- Generation X (1965-1979)
Generation Y (1980-1999)
Generation Z ( Born After 2000)

-
O
S
0
O
S
O
Q




Mature Generation(1909-1945)

Thoughts about them Key influencers

e Duty e John Diefenbaker
e Sacrifice e Winston Churchill

Major Events e Lester B. Pearson
e The Great Depression

o WW II

Loyal

Strong interpersonal skills

Like flexitime

Promotions from tenure, ethical

Occupy many board positions on federal and
provincial lobby groups




Baby Boomers (1946 — 1964)

You are a baby boomer if you remember




Baby Boomers (1946 — 1964)

You are a baby boomer if you remember




Baby Boomers (1946 — 1964)

You are a baby boomer if you remember......




Baby Boomers (1946 — 1964)

Thoughts about them Key influencers

e Individuality, “Me” e Bill Gates
Generation

Major Events

e VVietnam War

e 67 Centennial Year

e The Cold War

e Pierre Trudeau
e Brian Mulroney
e Oprah Winfrey

At work

e Evaluate themselves and others based
on their work ethic

e Hours worked more important than
productivity

e Believe teamwork is critical to success

e Believe relationship building is very
Important

e Expect loyalty from those they work
with




Generation X (1965-1979)

Thoughts about them Key influencers

* Skeptical e David Beckham
e Reluctant e MTV
e Self Sufficient e The cast of Friends

e Loyal employees
Major Events

e Fall of the Berlin Wall
e The Gulf War

e The PC boom

At work

e Shun do-or-die Boomer work ethic

e \Want open communication regardless of
position, title or tenure

e Respect production over tenure

e Value control of their time

e Look for a person (not a company)in whom
they can invest loyalty

e Rely on peer-to-peer referrals more than any
other generation




Generation Y (1979-1994)

Thoughts about them Key influencers

e Coddled e Justin Timberlake et
e |dealistic e Paris Hilton
e Most managed e TMZ
generation ever
Major Events

e 9/11 Terrorist Attack
e Cell phone revolution
e Internet boom

At work

e Search for the individual who will help them
achieve their goals

e \Want open, constant communication

e \WWant positive reinforcement from their boss

e Find working with someone of the Mature
generation easy to do

e Search for a job that provides great, personal
fulfillment

e Are searching for ways to shed the stress in their
lives

-m e 4 ‘_:‘I"",,l.
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Generation Z/Boomlets
Born After 1995

e They are Savvy consumers,
and they know what they
want and how to get it.

e Have Eco-fatigue: tired of
hearing about the
environment and the many

ways we have to save it. )
e Raised by institutions and
electronics S

. > ad
. S P g
.y . & f
A N ‘ ‘ :
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. -55° 1,

e Smartphones

e |[n-car entertainment
e \Video Games




Matures and Boomer

- Much more influenced by G e n e r at i O n - They do not have a memory

the Great Depression of a genuine lack

- Links happiness to the - More concerned with

COMPAriSONS [

- Motivated by fear - Motivated by pleasure

- Technology resistant - Technology savvy
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NINE THINGS LEADERS
SHOULD BEDOING
DURING THIS PANDEMIC.
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Increase
communication

with your staff

Increase communication with your
staff on the pandemic's progress
and its impact on your organization,
and what systems and tools you are
providing to assist them.




Determine areas
of risk

Determine areas of risk, do you
have the staff and training to work
virtually, is your supply chain at risk,
do you have the infrastructure for
remote operations.




Develop a
communication plan

Develop a communication plan to
ensure constant communication is in
place with all of your stakeholders.




Confirm employees
have the necessary
capabilities

Confirm employees have the
necessary capabillities, including
access to essential share drives,
documents and other critical tools, to
perform crucial tasks remotely.




Review operational
procedure

Review the relevant operational
procedure and update them if not
applicable to the current situation.




Update Contact
Information

\
__ Ask employees to confirm and
update all of their contact
information to ensure you have all of
the correct addresses, phone
numbers etc.



Conduct training
programs

Conduct training programs with your
staff to assist them with technology b
and resilience. .



Invest In the technical
Infrastructure

Invest in the technical infrastructure
and capability to support a virtual
work environment (software,
hardware, bandwidth and training).




Evaluate your current
employee base

Evaluate your current employee ,
base to ensure you have the right
skill set to work in this environment.




1. Bring About What you Think About “The Importance of the right mindset”
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3. Trends in the Canadian employment sector

4. Reasons people join, stay and leave their employers

5. Six key attributes to successful leadership in 2021

6. Three steps to closing the engagement gap







Values ' .
Safety A TS A

Interest
Career goals
Work/life balance

)

Most Productive
Giving and getting the most




Low performance

highly engaged

They are satisfied in their

role but are not contributing

to the results the

organization is hoping for.

1. maybe In the wrong role,

2. happy to perform at a
lower level

3. new employees

Giving and getting
the Most

Low performance
Low satisfaction

High performer with
poor job satisfaction

They are giving to the

organization but don’t
feel they are receiving
what they desire In
return




highly engaged

Giving and getting

Low performance
Low satisfaction

High performer with
poor job satisfaction

At risk of leaving one of
two ways
1. Leave at great cost

. Stay and quit










So Iif | leave what does
it cost you?

Low perfarmancs

highly engaged 5

They are satisfied in Uwir High performer wilth
role but are nat contributing S poor job salisfsction

16 the results the

orgenization is hoping for. Th - Thay are qiving to the

1. maybe in the wrong robe, e ’ O prganization but dont

2. happy lo parfform al & Al AL faal thay aré racaiving
lower |level a""“ what thay dasirs in

3. new employess




Making it work.

Applying it to the real world

Low performance

highly engaged : ’

They are satisfied in their ' High performer with

role but are not contributing &= poor job satisfaction

to the results the Vios duchive ‘

organization is hoping for. X — ) % rhan They are giving to the

1. maybe in the wrong role, : ' : organization but don't

2. happy to perform at a - I feel they are receiving
lower level Suirctasbertarde sy oo what they desire in

3. new employees W return

Low performance
Low satisfaction




Values
Interest
Career goals
Work/life

balance

A team sport played at an individual level



Giving and getting
the Most

Low performance

highly engaged
They are satisfied in their High performer with
poor job satisfaction

role but are not contributing (' o
to the results the y Tho , l O b
T I They are giving to the

organization is hoping for.
organization but don’t
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Giving and getting

the Most

—_—
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Who am | in your organization?

1. What is my Name?
2. Why do you think | am not satisfied
with my job?

3. What can you do to help?
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High performer with

poor job satisfaction

They are giving to the organizatic
but don’t feel they are receiving




Low performance

highly engaged

They are satisfied in their role

but are not contributing to the

results the organization is

hoping for.

1. maybe in the wrong role,

2. happy to perform at a lower
level

3. hew employees

Giving and getting
the

Tk Job

Almost Engaged 6\}@
\

’

—

V N

Most

N

X \o
D
Low performance\’0 ©)

Low satisfaction

igh performer with
poor job satisfaction

They are giving to the
organization but don’t feel they
are receiving what they desire In
return



Giving and getting

the Most
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Low performance
highly engaged
They are satisfied in their role - = -
but are not contributing to the . Who dam I in your Organlzatlon?
results the organization is >
hoping for. ~— v 1. Why am | performing below your expectation?
1. maybe in the wrong role, y 2. Do you have me in the right role?
2, :‘apli'y to perform at a lower 3. Do | need some additional training or onboarding?
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Giving and getting
the Most

Low performance
highly engaged S
They are satisfied in their role but are

not contributing to the results the Th D'

ization i ' 23 \ - They are giving to the
organlzatlc_)n is hoping for. )\ o - JOb yareg bg ottt
1. maybe in the wrong role, organization but don’t feel they

2. happy to perform at a lower level are receiving what they desire in

High performer with
poor job satisfaction

3. I O return
AEEEESVESS % Almost Engaged 60’0'\
7, N\
4N P\
o 0 . < _Low performance\> (&
S ) ~ I'Low satisfaction

V N



Giving and getting
the Most

Who am | in your organization?
1. Why am | not performing at my full potential?
2. Am | at risk of leaving?
3. Do you know what my strengths are?
- Potentially 59% of the employees
« 85% of these employees are open to
leaving their employers




Giving and getting
the Most

Low performance
highly engaged
They are satisfied in their role but

L4
are not contributing to theresults ¢, \
o - - T!j. e J O b They are giving to the

the organization is hoping for. e S
1. maybe in the wrong role organization but don’t feel they
’ are receiving what they desire In

High performer with
poor job satisfaction

2. ha to perform at a lower '
| p|ily P Q Y return
eve O Almost Engaged D
3. new employees @O . '\6
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Giving and getting
the Most

Who am | in your organization?
1. Why am | still here? - LLoov:v Z‘m;x;cne
2. What can you do to engage me?
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