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The Highly Engaged

Youdve seen the research.
Organizations with highly engaged employees
outperform their rivals in operating income (19
percent), net income growth (14 percent), and

earnings per share (28 percent). Highly engaged
employees are more productive (43 percent) and more
likely to remain with their employers (85 percent). In
short, the highly engaged get results with energy,
passion, and purpose. They stay longer, innovate
faster, and execute better. Indeed, the highly engaged

represent the ultimate competitive weapon of our day.

NO SECRET SAUCE?

the most A stack of studies shows that are you employee-centered

only 25 percent of employees

hlghly are highly engaged. Most Or employer_centered?

employees contribute a fraction

en g ag Ed of their talent and discretionary

effort. So what do organizations O Y O
feel th e do? They go searching for the wn our wn
‘ secret sauce, chasing Our research has turned employee engagement on its
IeaSt everything from gimmicks to head. Herebds why: When sur
highly complex theory. engaged employees report that they take personal and

primary responsibility for their own engagement. | t 6 s
stunning and largely ignored fact. While most highly
bump in engagement levels, but engaged employees embrace an employee-centered

it rarely lasts. model of engagement, most disengaged employees
follow an employer-centered model. The highly engaged
expect the organization to play a support role. The highly
disengaged expect the organization to play a primary
role.

Occasi onal Inyiftal t

entitled.

The Big ldea

Think about it. An employer-centered approach to
engagement is based on an old industrial model of
dependency. In this age of disruption and discontinuity,
that model has become obsolete. With constant change
and increased mobility of labor, you have to take
ownership for your own engagementd and you have to
do it now!

ltdéds the only model of Yewmg
canét wait for the organiz
Certainly the organization has a vital role to play. It
should do all it can, but the primary role must lie with
employees. Just ask the highly engaged. It dos t
their personal and professional success.



TRCLARK conducted a
comprehensive research project to
analyze the major models of
engagement put forward in the last
20 years. In all, we analyzed more o -
than30mode|sandidentifigd B ! FACE TO FACE SOLUTION
more than 350 so-c a | Idréverso i
of engagement.

OwnYour Own Engagemi

Result? The research landscape is R - available as a two-day instructor-led
utterly confusingd especially to U allkE’ workshop.

leaders searching for ways to ;
increase engagem
problem: The driver models begin
with the organization rather than
the individual. And the drivers are
factors and conditions rather than

personal processes. The employee
is lost in the equation and the

organization is given the

impossible task of being the :)

architect of engagement. LIVE WEB SOLUTION

Per participant license: $595, plus
facilitation. Min/max: 15-50 participants.

The live web-based version of Own Your
. Oown EngagementE is
h I g h e n g a‘g e m e n t Shou | d distributed workforces and takes
advantage of our proprietary spaced-

become a way of life

Per participant license: $595, plus
facilitation. Min/max: 15-50 participants.

Perhaps the biggest clue that
employer-centeredmodel s d
work is the simple fact that they

donét hold up act
demographic boundaries. In other

words, thereds a BLENDED SOLUTION
Brazil versus France versus the
us.

OwnYour Own Engage!
If you start the analysis with the available in customizable face-to-
individual rather than the face/web blended formats based on

organization, the results are quite
different. The drivers of
engagement come into sharp relief
as personal processes rather than

client need.

Per participant licensing: $595, plus

Organizationa| factors and facilitation. Min/max: 15-50
conditions. What 6s mor participants.
process drivers are universally

valid.

Our research reveals six primary
process drivers that begin with the
individual: Shaping, Connecting,
Learning, Stretching, Achieving,
and Contributing. High engagement organizational consulting services to help
results when individuals apply all both individuals and organizations in their
six drivers as personal processes,
and leaders support them as
organizational systems.

COACHING/CONSULTING

We provide personal coaching and

efforts to increase engagement based on

the Six Driver Framework.



The Solution

OwnYour Own Engagen
consists of learning and application
modules based on the Employee-
Centered model of engagement and

the Six Drivers Framework. .. . .
Participants complete the following Achieving Contributing

elements and objectives:

Shaping Connecting Learning

welcome Shaping

1 Shape an OYO engagement mindset that
to requires less institutional dependency.
1  Unlearn the employer-centered model of
engagement and the linear model of a
employee
1 Find, define, and align personal goals in
the context of actual constraints.
e n g ag e m e n t 1  Shape your work based on intrinsic
motivators based on flow-state, strike
In zone, and high performance concepts.
1  Shape your work life based on factors of
why, where, when, with whom, and how

the you work, keeping in mind opportunities
and tradeoffs.
St 1  Design a shaping conversation with your
2 1 supervisor.

Century Connecting

T Define the AConatrxxc t

1  Diagnose your connecting anchord
whether social, environmental,
intellectual, or inspirational.

9 Identify multiple connections to avoid the
fdisengagement vortex.o

T Appl y nstd&/atsidedstrategy of
connecting.

1 Createafiper s on atbload batatce
and strengthen your connecting driver.

Learning

1 Introducet he concept of
competitive advantage.o

1  Debunk the flearn, earn, and burnomodel
of career development.

I  Assess your learning disposition based
on the learning 3.0 model of frapid,
adaptive, and collaborative learning at the
moment of need.o

1  Define learning agility as the fability to
learn at or above the speed of change.o

1 Identify filtering strategies to allocate your
scarce attention in a sea of information.

1  Develop a dual learning strategyd
individual and collaborative.

1 Accelerate your feedback cycle to adapt
faster and avoid skills obsolescence.



Shaping Connecting Learning

Achieving Contributing

1  Explore the concept of fgoing to your
outer limitsq@ including the mixture of pain
and exhilaration.

1 Identify key areas for building capacity.

1 Demonstrate how stretch creates latent
energy.

1T Di scov stretchtbhgetsdi r et ¢ h
principle.

1  Complete the Effective Effort Matrix to
identify internal and external enablers and

inhibitors.
T Determi ne strategi e dting
thewal | o

1 Takeyouril Per s ahesemenAX-rayo
based on results, rewards, recognition,
and responsibility.

I  Assess your personal achievement gapd
the difference between the motivation to
achieve and actual achievement.

1  Define performance options of leaving,
disengaging on the job, closing the gap,
or doing nothing.

il Explore the fAMost T

T Apply the AThree Ci
modeld contributing to the one, to others,
to the greater good.

1  Define counterfeits such as stage time,
external approval, and scalability.

T Explore theextordt®pt
terms of motives and authenticity.

il Demonstrate contributing as the ultimate
and culminating driver.



What Should Leaders Do?

1 Unlearn the employer-centered model of
engagement , commit to an employee-centered
model of engagement.

1  Develop employees in Own Your Own
Engagement E

1  Focus and provide vital support for the Six
Drivers through all human resource management
systems.

1 Institutionalize the Six Drivers Framework as
organizational systems in order to increase trust,
retention, productivity, and competitive
advantage.

1 Help employees align their drivers with the

organizationds goal s.
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TRCLARK brings world-class thought
leadership and practical application to

individuals and organizations.

We provide solutions in the areas of
leadership and human capital, change,

and organization performance.

As a values-based company, we are
committed to client success and the
highest ethical standards of

professional conduct.
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Tel: 801 763 0640
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