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Tips and Truths: Burnout and Overextensmn ;

In the Workplace a
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EMPLOYEES WHO ARE
ACTIVELY LOOKING FOR A
NEW JOB OR WATCHING
FOR OPENINGS

H 1%



OF EXECUTIVES SAY THEIR

OVERWORKED

50 PERCENT INCREASE IN PR TIVITY BU COMPANY DEMANDS MORE
- -- - ) . D TIME FROM EMPLOYEES
A Y A A A U OF EMPLOYEES FEEL
C - ST RS 59 U MORE IS DEMANDED
A M E R ‘ A N B— R OF THEM
1 WER PAY > “

ACCORDING TO A PEW RESEARCH SURVEY OF
NETWORKED AMERICANS, OR THOSE THAT
ARE CONNECTED TO TECHNOLOGICAL TOOLS
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U.S. EMPLOYEES REPORT
FEELING CHRONICALLY
L4 | OVERWORKED

"
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U REPORT DOING AT
5 U LEAST SOME WORK
FROM MOME

20%

-9

@ i

WORKED MORE THAN

44 HOURS =,

I DAYS OF PAID MANDATORY

REPORT DOING 200
RELATED TASKS AT HOME
ALNOST EVERYDAY

ANNUAL LEAVE

ACTUAL VACATION USE

36% 31%

HHEE

OF EMPLOYEES DON'T
PLAN TO USE THEIR
FULL YACATION DAYS

TAKE LESS THAN A
7-DAY VACATION, WHEN
THEY DO TAKE TINE OFF
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INODOM A
SELECTY OECD COUNTRIES
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TOTAL MINUTES OF
UNPAID WORK PER DAY

AMONG ENPLOYEES WHO REPORT
HIGH LEVELS OF BEING OVERWORKED

mm 0%
m 39Y%

349

SAY THEY MAKXE A
LOT OF MISTAKES
AT WORK

OFTEN EXPERIENCE
ANGER TOWARD
THEIR EMPLOYERS

OFTEN RESENTY
THEIR COWORKERS
WHO WORK LESS

MOST ASSESSMENTS OF THE ECONOMY ONLY FACTOR IN PAID
WORK, BUT WHAT ABOUT ALL THE UNPAID WORK—FROM

CHILOCARE TO YOLUNTEERING—THAT HAPPENS OUTSIDE

T™E OFFICE?

KOREA

JAPAN

CHINA

SOUTH AFRICA
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CANADA
FRANCE
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DERMANY
SWEDEN

ITALY

MEXICO

ACCORDING TO THE OECD, UNPAID WORK INCLUDES:
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SHOPPING VOLUNTEERINOD

100 MUCH

Q
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ROUTINE TRAVIL RELATED CARE FOR CARE FOR NON-
HOUSEWORX TO UNPAND WORX HOUSEHOLD HOUSENOLD
MENBERS MEMBERS

A COLLABORATION BETWEEN GOOD AND COLUMN FIVE



Nearly six in ten emplByees reportg laek.0f
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support for taking time o iroMsR
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38% $80%

Want to save time Too much work—don’t
In case they need it want to fall behind
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i workers don't | (1)
2in 5 workers 12%
use all their paid
vacation days.™ .
?*** M id 3 BTN |
Why not? e e




WORKERS ARE STRESSED, OYERWORKED, UNDERAPPRECIAT ED

Only 51% say they feel
valued at work, and just
43% say they receive
adequate non-monetary
recognition for their job
contributions.

Base



"He hasn't missed a day in thirty years."
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PERKS
CULTURE

: COMPANY PERKS ARENT ENOUGH :
.
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hitps://www.paychex.com/articles/employvee-benefits/what-
perks-should-you-ofter-in-2017



https://www.paychex.com/articles/employee-benefits/what-perks-should-you-offer-in-2017

Anatomy of a
present-day EVP

Reward

EMPLOYEE
VALUE
PROPOSITION

Opportunity Organisation

Source: Buck
Consuftants



If leaders want to compete for a
modern workforce, they should consider
weaving some element of flexibility into

their culture.



Engagement Highest Among Workers Who Spend Three to Four
Days Working Remotely

Percent of time spent working remotely

B % Engaged | % Notengaged [ % Actively disengaged

None of the time
<20

20% < 40%
40% < 60%
60% < 80%
80% < 100%

All of the time

GALLUP



Vo

How to
Make
Your
Workplace
Happier.




Companies with engaged

Engaged employees
perform 2 0% better than m 20 employees out perform
their disengaged /o up to 202 7% better.

P ——

counterparts.
HAPPY EMPLOYEES HAVE:

‘@\ ) %%xz

31 % Higher Productivity 3 7 % Higher Sales 3 X Higher Creativity




The Three Types

of Lmployees

ENGAGED employees work with passion
and feel a profound connection to their
company. They dnve innovation and move
the organization forward.

NOT-ENGAGED employees are essentially
“checked out.” They're sleepwalking through
their workday, putting time -- but not energy
or passion -- into their work.

ACTIVELY DISENGAGED employees
aren't jJust unhappy at work; they're busy
acting out their unhappiness. Every day,
these workers undermine what their
engaged coworkers accomplish.



9 Employee Engagement
Archetypes

Ask people how they perceive their jobs and how
they behave at work. Then map their answers.

2 At Under-

achiever All Star

Positive

Drifter Workhorse

PERCEPTIONS
Indifferent

Negative

Destructive Neutral  Constructive
BEHAVIORS

SOURCE VIRTUALI © HBR.ORG
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commitment to internal
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staff/leadership self-care is
O O O

culture and
conversatlon

evident in organizational
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Neutral to Strongl Disagree
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SELE-CARE

FOF ACTIVISTG <19 @

TAke ime ot
for yourself vEe i

TaKe bleaks
ﬂ frmsecial
WALAI A




https://www.youtube.com/watch?v=3 mJ4fhbOUU
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Maslow's Hierarchy of Needs
Applied to Employee Engagement

HIGHLY ENGAGED

| am aligned with my company's mission |
and inspire others to take action and build company culture & success. SELF

ACTUALIZATION

_enoseo [

| know what is expected of me IMPORTANCE

and have the support | need to do my job well.

ALMOST ENGAGED

| am good at my job
but don't understand how | impact greater company goals.

Motivators

De-motivators

| do what is expected of me but nothing more
because | don't feel supported and recognized.

_oseoce

| feel isolated and I'm not happy with my job SURVIVAL
or the work that | do.




STATE OF
THE AMERICAN
WORKPLACE
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FOUR DIMENSIONS OF
EMPLOYEE ENGAGEMENT

Among the many variables that discriminate between highly productive workplaces and
those that are unproductive is the quality of the local workplace manager and his or her
ability to meet a core set of employees’ emotional requirements. Work units that meet
these conditions of engagement perform at a much higher level than work units that fail to
meet them.

Opportunities to learn and grow
Progress in last six months

Best friend

Coworkers committed to quality
Mission/Purpose of company

My opinions count

DO | BELONG?

Encourages development
Supervisor/Someone at work cares WHAT DO | GIVE?
Recognition last seven days '
Do what | do best every day

Materials and equipment

| know what is expected of me at work WHAT DO | GET?




B Highest engagement quintile J Second highest engagement quintile ¥ Middle engagement quintile
Second lowest engagement quintile Lowest engagement quintile

GALLUP



THE 12 ELEMENTS OF GREAT MANAGING:
THE EMPLOYEE ENGAGEMENT HIERARCHY

Gallup’s research shows that the order in which these 12 employee engagement items are asked is important.

When discussing these elements with their teams, managers should focus first on employees’ basic needs, then
align their employees’ and teams’ efforts with the company’s mission, culture, and brand. This alignment helps
companies maximize employee engagement as a key driver of business performance and success,

1‘ Q12. This last vear, I have had opportunities at work to learn and grow.
GROWTH Q11. In the last six months, someone at work has talked to me about my progress,

Q10. I have a best friend at work,
22 ‘ Q09. My associates or fellow emplovees are committed to doing quality work.,
QO8. The mission or purpose of my company makes me feel my job is important.

TEAMWORK

QO7. At work, my opinions seem to count.

Q06. There is someone at work who encourages my development.
‘ QO5. My supervisor, or someone at work, secems to care about me as a person,
INDIVIDUAL QO4. In the last seven days, I have reccived recognition or praise for doing good work.,
QO3. At work, I have the opportunity to do what I do best every day.

‘ QO2. I have the materials and equipment I need to do my work right.
BASIC NEEDS QO1. I know what is expected of me at work.




70% of workers say that having friends
at work is more important
than money. (Jobsite)
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Organizational Commitment to Employee/Leader Self Care




BUILDING
BELONGING
Al WORK






Aesthetics & Design




THE WING
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Herd Wisdom
http://www.herdwisdom.com/blog/create-a-sense-
of-belonging-for-employees/

The Muse
https://www.themuse.com/advice/33-ways-to-
boost-your-career-when-youre-bored-at-work

Site Visits/Play-n-Create Space
Atomic Object, Kids Food Basket, Wedgwood, Start

Garden

HQ, 834 Marketing, Collaborative work spaces
[Blue35, etc]

Pinterest: Revamp your cubicle


http://www.herdwisdom.com/blog/create-a-sense-of-belonging-for-employees/

I WANT ALL
OF YOU TO FEEL
EMPOWERED ON
— THIS PROJECT.

DilbedCartoonist@gmail.com

DON'T
DO THAT!

\l/

YOU FORGOT TO GET
OUR BUY—IN BEFORE
YOU EMPOWERED US.

[ 50...NOW YOURE |

SAYING WERE NOT
EMPOWERED TO DO
WHAT WE THINK IS

L L= Ok N

YOUR :
BUY—-IN ITS

LATER. FAR TOO
LATE FOR

THAT.

CAN WE GO BACK
TO OUR OLD SYSTEM
WHERE WE'RE AFRAID
TO MAKE DECISIONS

AND YOU'RE NEVER

AVAILABLE?

4 Y

2

©2010 Scott Adams, Inc. /Dist. by UFS, Inc.

www.dilbert.com

[ 1I™M GOING TO USE |
MY EMPOUERMENT
TO DESTROY THIS
POORLY CONCEIVED
PROJECT FROM THE
X INSIDE!

J/

YOUR EYES
SAY, "YES.”
















BEING
A MANAGER

1S HARD
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TRE TOP /7 CHALLENGES
FACING LEADERS TODAY

#2 Honest #3 Emotional @ #4 Authornity

#1 Isolation Feedback Intelligence vs Influence
#5 Leadmg #o Breakmg #7 Thinking
Change Silos Big Picture







MANAGERS WHO WORK FOR ENGAGED EMPLOYEES WHO WORK FOR ENGAGED

LEADERS ARE 39% MORE LIKELY MANAGERS ARE 59% MORE LIKELY
TO BE ENGAGED TO BE ENGAGED

LEADERS' MANAGERS'

ENGAGEMENT MANAGERS' ENGAGEMENT ENGAGEMENT EMPLOYEES' ENGAGEMENT

79" Percentile 79" Percentile
and Above and Above
59% more likely
50" to 74° o0" o 74°
Percentie Percentile
Less Than 507 Less Than 507
Percentie Percentile

0% 20% 40% 60% B0% 1009 0% 20% 40% 60% 80% 100%

ENGABED  NOTENBABED  ACTIVELY DISENGABED ENGAGED  NOTENGAGED  ACTIVELY DISENGAGED



GALLUP FINDS THAT

GREAT MANAGERS

bave the following talents.
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They motivate every single employee They create a culture of
o take action and engage employees clear accountability.
with a compelling mussion and wision.
They make
decisions ®
based on (i
X - 111
:} productiwty,
re
not politics.

They buid relationships that

They have the assertiveness o create trust, open dialogue

dnve outcomes and the abiity to

and full transparency.
overcome adversity and resistance.



MANAGERS vs.

Ask HOW

SOLVE & DECIDE
Focus on PROCESSES
Rely on AUTHORITY
Delegate TASKS

Build Fiefdoms

LEADERS

Ask WHY

TRAIN & DELEGATE
Focus on RESULTS
Rely on INFLUENCE
Give RESPONSIBILITY
Get Out of the Way



POWER 60
MEETINGS
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WINS

SHARE TEAM




SUPPORT
tron others W ATTE RS

Collective Brainstorming
Project Management
Work Share Planning

PlayThink
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Project Teams
.




VISIONING



Google Drive

Keep everything. Share anything.

SELEOEML



q EVERNOTE
= LiquidPlanner:

QPocic




CREATIVEMURNINBS



http://www.creativemorningsgr.com

Figure 1. The simply irresistible organization®

What we have learned: Five elements drive engagement

===
Meaningful Hands-on Positive work Growth Trust in
work management environment opportunity leadership

Clear, transparent Flexible work Training and Mission and
Autonomy . :
goals environment support on the job purpose
v - Continuous
. : Humanistic Facilitated talent . .
Select to fit Coaching 4 investment in
workplace mobility
people
Small, empowered e i Culture of Self-directed, Transparency and
management = . .
teams recognition dynamic learning honesty
development
sl Inclusive, diverse High-impact
Time for slack performance : J P Inspiration

work environment  learning culture
management

A focus on simplicity



Take
Back

Your

Ime

Write It

Keep a list of current tasks and
strike each off once done

1309 -

of workers don’t
Keep a ‘to do’ list

Rank It

Put your tasks in order of
iImportance and deal with the
most urgent first

oV A T
O non-essential tasks




Share It

Where possible, delegate tasks.
You don’t need to micromanage!

Calculate It

Anticipate how much time tasks will
actually take, then set reallstlc deadlmes

“twice=*
Ignore It

Get rid of distractions that pull
you off course

-




NO rkeJ »-n

lgnore It

Get rid of distractions that pull 5 5

m IHLJ es of their

you off course working day

on Facebook

4

smie ... and Don't Wait
2m\ﬂ til it’s Too Late!

Work through your list, and any task that will
take 2 minutes or less should be done at
once - putting them off will cripple you later!

Prepared and distributed by People, developers of HR administration solutions for ambitious HR professionals.



Collective
http://wellnesscollectivegr.com/events/
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YOGA FOR ANXIETY, DEPRESSION AND TRAUMA
grhealingyoga.com



http://grhealingyoga.com

real
WOMEN

iy GII’ITI”ek

CHANGE Take a walk. Join a movement!

@IOUNAN 3

YOGA
- NETWORK
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Dominican Center | _ -
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FOR YOUTH DEVELOPMENT®
FOR HEALTHY LIVING
FOR SOCIAL RESPONSIBILITY



SUPERHEI
NEEDS BACE

#ToughSkinSoft







Shannon M. Cohen, MPi
www.shannoncohen.com \v
info@shannoncohep.com i

Insta: @shannonmc —
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SHANNON COHEN




