
Which cup are your employees sipping from? 

“When trust, values and a purpose-driven mission exist to a statistically significant 
degree and guide leadership, decision-making and behavior, these “enablers” give rise 

to a highly inspired group of super-engaged employees.” - Dov Seidman
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Is Lack of Engagement a 
Problem at work? 
According to The Gallup Organization:

• 29% are engaged at work

• 55% are not-engaged

• 16% are actively disengaged 

• 71% lack emotional commitment to the organization and its goals.  The 
majority really don’t care about their work or company.  CTC!

• Unengaged employees cost US businesses $350B

• If you double engagement this year you will double your profits



“I'm right there in the room, and no one even acknowledges me.”





TIME



I DON’T HAVE TIME

IT’S NOT A PRIORITY

REALLY MEANS







Engaged Employees lead to…
• higher service quality and productivity - which leads to…

• higher customer satisfaction - which leads to…
• increased sales (repeat business and referrals) - which leads to…

• higher levels of profit - which leads to…

• more money for you! 

What happens when they 
are engaged?



Defining Your 
Organizational Culture 

1. How does your organization conduct its business, treats employees, 
customers, and the wider community?

2. What freedom is allowed in decision making, developing new ideas, and 
personal expression?

3. How does power and information flow through your business? 
4. How committed are your employees towards collective objectives.

The values and behaviors that contribute to the unique social and psychological 
environment of your organization.



Culture is not the most 
important thing - it's 
the only thing.
Jim Sinegal
Founder & CEO, Costco



Expecting It Through 
Memorized Statements 

1. Purpose Statement 

2. Values Statement

Buy-in is easy if 100% participation is priority #1

3. Mission Statement

4. Vision Statement



Life Lessons – Buying Suits 

Hire around it



The Best and Worst 
Business Decisions of 

My Career Come Down 
to This! 



We need to hire more people! 
Your are too late.



What are your staffing 
needs? 
• What are your budget projections for 2017?
• Do you plan to grow?
• When do you plan to grow?
• How are you going to fill those needs?
• How many people are you going to lose?
• How long does it take you to train people?

If you CAN answer these then you have a proactive staffing plan.  If not - it is never 
too late to start.  Don’t get burned by the summer! 





Our Hiring Procedure
Preparation

• Resume
• Survey
• Auto-Reply
• Invitation to group interview
• Pass group interview
• Application
• Pass one-on-one interview
• Pass test
• Pass personal reference call
• Background check completed
• Drug screen
• AP “sniff test”
• Offer accepted and signed
• Orientation  
• Best first day ever ready

Execution 
• Scorecard for role (next slide)
• Job description written
• Candidate list
• Roles, goals and expectations in writing
• Compensation plan in writing
• Networking plan
• Recruiting firms engaged
• Social media and website post
• C of I email written & sent
• Interview questions written

I would recommend an written automated 
project to facilitate a smooth process





Best Places to Find People
• Job Fair
• C of I Email
• Your network
• A+ level employee referrals
• Prospects
• Other Companies – The best employees already have a job
• Indeed.com
• Others?



ScoreCarding
Job Description 

• Strong Swimmer

• Experienced

• Competitive

• Team Player

ScoreCard

• Won 28 Gold Medals

• Broken World Records

• Won Team Medals

• Broken Team Records



ScoreCarding Wins! 
Job Description ScoreCarding 



Group Interviews 



First and Foremost - Culture
• What kind of books do you read? 
• What do you do for fun? 
• What was the most stressful time in your life?
• Can you tell me one goal you are working on?
• Why do you want to work here? 
• If we were to hire two people and one of them was you who else would you hire? 
• How much money do you need to earn in year one?
• What about year three? 
• When can you start?  

– Zappos/MF/spy





One-on-one Interview Tips
• Everyone lies – studies show up to 80% of the time in one-on-ones. 
• Ask process or application questions (find proof).
• How do they put their theory into process? 
• Delve into social media sites and scrape questions from what you see online 

and on their resume/application (FB, Twitter, Linked In, Rip-off Report, etc). 
Vendors too!!!!! 

• Set the tone for preparation – PPPPPP
• Ask the same question over and over again but phrase it differently. 
• Pregnant pauses! 
• Be tough, pointed and probing – they should walk out saying, “There is no way 

I got that job.” 



Rate Them
• Goal driven
• Decision making
• Leadership
• Organizational skill
• Pressure
• Sales ability
• Values
• Coachable
• Handle conflict
• Customer service
• W & V communication

• Listening
• Problem-solving
• Negotiation skills
• Attention to detail
• Resourcefulness
• Teamwork
• Technology skill
• Balance
• Delegation
• Adaptive to change
• Creativity



Scale 1-5
I recommend picking 10 of the most important 
behavioral traits you are looking for in that 
position and rate each candidate 1-5.

You have to at least interview three people to 
find a cold, medium and hot candidate. 



Scale 1-5 Values
Do the same with your values.  Build every one-on-one 
question around your values.

1. We have integrity; we always do the right thing.
2. We are caring; we treat people the way they want to be treated.
3. We work hard; we continually strive for growth and improvement.
4. We have fun; team happiness is essential.
5. We are adaptive; we embrace new ideas and change.



What is the best thing I 
can do for our 

employees? 



Cultivate It





Make Their First Day 
A  Great Day! 

• Orientation done and all things set up before they start
• Start them on Friday – Fire Monday
• Amazing morning meeting introduction
• Go over career goals and set them
• Present roles, goals, objectives, M/V/V
• Take them to lunch
• Take them out to dinner with your family or have them over for dinner



Employee Start to 
Finish Schedule 

14,600 Days 





Incentivize Wisely  





Sam Glucksberg 

• Two experiments 
• Timed two groups
• One group timed with no incentive
• The other he offered incentives: top 25% got $50. The top 

person got $250.
• Which group on average took longer?

(Princeton)





There’s a mismatch 
between what 

science knows and 
what business does.



For 21st century 
tasks the reward and 
punishment 
approach doesn’t 
work and often does 
harm.
Daniel Pink
TED Speaker
& Author





Second Experiment 
• Incentivized group kicked the timed group’s bottom. 
• If/then rewards work great if the task is simple.
• If/then rewards are not effective in most 21st century 

workplaces. 
• When there is a narrow focus to the task incentives 

work great – when we went 100% paperless and 100% 
Epay using 4DX.



OK…
Now we know that if/th2n 
extrinsic rewards do more 

damage than good in most 21st 
century workplaces - how do I 

motivate my people? 



Intrinsic Rewards – Cultivating 
• Healthy Work Relationships

– A connection with you and others in the workplace - Shauna
• Meaningful Work 

– A clear purpose.  “Why?” Every employee should feel that they make a difference everyday - 
Jamie

• Recognition 
– Whenever there is an opportunity for positive feedback, take it and fill your employee with 

praise, so they see value in work they do – Kudos +1
• Autonomy 

– Train them perfectly and then let them do their job.  Allow for participation various ways in 
your organization – Cloud 

• Competence 
– Encouraging employees to develop skills that enable them to perform above standard - Twigs

• Progress
– Facilitating employees abilities to make headway toward completing tasks and ultimately goals 

– Reviews/OPSP.  What is the score?  Winning or Losing? 



















Daily



















Common organizational and managerial 
practices that kill motivation

• Failure to recognize and reward performance
– It is very important to have formal and informal programs that recognize 

employees. 

• Failure to deal with performance problems
– If you don’t your star performers will lose motivation. Surprise bad 

reviews? 

• Unfair Treatment
– Be sure to have a value statement and PnP and never compromise for 

anything. 



Common organizational and managerial 
practices that kill motivation – Part 2
• Unnecessary policies and arbitrary barriers

– Policies and procedures should be instilled to simplify organizational 
work processes, not make them more complicated and time consuming.

• Fostering an unhealthy competitive work climate
– Instead of fostering competition, consider other motivational techniques 

that could achieve similar results with less risk of demotivation.

• Poor Feedback
– Address the behavior and whenever there is an opportunity for positive 

feedback, take it and fill your employee with praise, so they see value in 
work they do.











Protect It



Zero Based Thinking!!! 

YOU’RE
FIRED!



One of the top reasons for 
management failure is 

the inability to council or 
replace underperforming 

employees for fear of 
hurting their feelings.





Final Thoughts
We are all here to make money but in the end 

this is all that really matters...



Final Thoughts
• We are all here to make money but in the end 

this is all that really matters
Cherish your human connections: 
your relationships with friends and 
family. 

Joseph Brodsky

Cherish your 
human connections: 
your relationships 
with friends and 
family. 
Joseph Brodsky
Poet, Nobel Prize Winner








