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Leadqng Edge

Reaching Resonance

Engaging Your Workforce Through
Emotional Intelligence

Closing Keynote

Designed to build your own awareness around your emotional impact
others and practice strategies that will support resonance & engagem
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How Development Happens

Based on the 3 Core Components* & How this
Training is Designed
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Session Objectives
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resonance and dissonance within an organization

A Seltassess your own emotional intelligence
competenciesand understand how they may
Impact employee engagement

A Support resonance in the workplace lpeing
present when it matters and listening at a higher
level
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- George Bernard Shaw



Emotional Impact of Leaders*

There is an emotional impaetery time that you
communicatewhich incites one of the following:

A Good feelings free up the best in
people

A People on the same wavelength

A Positive feelings support mental
clarity, productivity, and learning

A Anxious feelings and distress
A People often shut down

A Negatively impacts ability to think,
learn, retain, or produce

A Monotone & absence of emotion
invite the same

A People often tune out

* Resonance & Dissonance theddgniel Goleman, Richard Boyatzis, Annie McRemal LeadershifHarvard Business
School Press, 2002)




Closed Loop v. Open Loop Systems*

A Examplea biospherethat does not rely
on matter exchange with any part outside
the system

A Selfregulates

A Depends on external sources to
manage itself

A Our emotional stability relies on
connections with others

* Limbic regulation: Thomas Lewis, Fari Amini, and Richard Lannon, A General Theory of Love (New York:
Random House, 2000)




The Many Faces of Dissonance




The Contagion of Emotions

Depression, Excitement, Laughter,
Anxiety Anger Enthusiasm Smiles
Dissonance Resonance
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concept of closed versus open loop systems as
you discuss the following questions:

1. How does all of this relate to your
effectiveness as an HR leader?

2. How much resonance or dissonance do
you See in your own organization?

3.  What do the leaders in your organization
do to support either resonance or
dissonance?

4.  How much laughter do you hear within
your own team on the average day?



Resonance Drives Engagement
Reflecting on the Business Case

1. Reduced Turrover. Turnover in lowengagement teams averaged 14.5
percent and absenteeism hovered around 8 percent. For higinyaged
teams, absenteeism was only 4.8 percent and turnover came down to 4.1
percent. [DDI Engagement Database, 2004]

2. Quiality Errors.n the manufacturing sector, quality errors (as measured by
external and internal parts per million) stood at 5,658 for the-ow
engagement group and only 52 for the highgagement group. [DDI
Engagement Database, 2004]

3. Revenue GrowthCompanies with highly engaged employees beat
average revenue growth in their sector by 1 percent while companies with
f2¢6 Sy3ar3aSyYSyid 6SNBE 0SKAYR (UKSANI &
[Understanding What Drives Employee Engagen8@3 Towers Perrin
Talent Report]

4, Likelihood of Succes# a landmark study across multiple organizations,
it showed that those reporting employee engagement above the median
had a 70 percent higher likelihood of success than those below the median.
Success was a composite measure combining customer loyalty, turnover, anc
financial metricsGallup JournaR003, December 11]
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What 0s

Engagement ?
There are Three Engagement Groups

Unengaged

Reluctant

Fully
Engaged

Least desirable of the work A
engagement groups

Poor relationship between
employee and the A
company

May have sent their
resume out to competitors

Could potentially try to

harm existing reIationshipsA
with customers or

suppliers
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be managed

Toxic; often spreads
disengagement to others
through complaining and
disruptive behaviors
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Employees who are reluctant A
to leave and reluctant to work
hard

Often scared to find other
employment because they feel

as if they do not have the skills
necessary to find another job

or that other jobs are not A
available

Could include those trapped
g AlK
keep them retained because
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impact their ability to fully
commit to their organization
(such as new moms who want
to stay home with their
children)
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Fully engaged employees
have a strong personal or
psychological attachment
to their organization and
will act in ways that benefit
their customers and their
companies

More likely to stay longer,
work harder and
recommend the
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good place & Sork
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0 Srégularly go the extra mile

for a client or customer

Also contagious; but in an
extremely positive way.
Can spread their
enthusiasm and
commitment to others




4 Competencies of Emotional 1Q*

Self Awareness

Personal Assessment from 1 (worst) to 10 (best):

A Emotional selfawarenessknowing how
you react to stresg and the impact your
behaviors have on others

A Accurate selfassessmentyour strengths
and weaknesses

A Practice selireflection: learning from
mistakes and successes, making changes
each time you do something in order to
improve

Social Awareness

Personal Assessment from 1 (worst) to 10 (best):

A Empathy:da Sy a A y 3
understanding their perspective, and
taking active interest in their concerns

A Personal Connectiongo the needs of
others including peers, employees, and
anyone that you interact with

A Reading the subtle cues of othersye
contact, resistance, confusion, acceptance

Self Management

Personal Assessment from 1 (worst) to 10 (best):

A Emotional selfcontrol: keeping disruptive
emotions and impulses under control
(nervousness, frustration)

A Transparencydisplaying honesty,
integrity, trustworthiness

A Adaptability: flexibility in adapting to
changing situations or people from
differing cultures and backgrounds

Relationship Management

Personal Assessment from 1 (worst) to 10 (best):

2 0 KSNa Qf S YADévelapifigiathersthrough feedback and

guidance

A Listening:to what people are saying as
well as between the lines

A Sharing different sides of yourself:
personal, emotional

* Emotional Intelligencby Daniel Goleman, 1995 Reed Business Information, Inc



Being Present
More than just showing up

Do you have the patience to wait

till your mud settles and the water is clear?

Can you remain unmoving

till the right action arises by itself?

¢tKS alaliSNI R2SayQi &aSS1 ¥Fdz FAffYS
Not seeking, not expecting,

she is present, and can welcome all things.

~ LaeTzu



Being Present
How present are you right now?

Lowest Highest

1 2 3 4 5 6 7 8 9 10

1. Isipossibleto be 100% present?

2. 2 KI (i Qa@luedffoéng present
(with individuals or groups)?

3. How does #gupport resonance and
engagemen A | K 2 0 KSNA A-
present?



Being Present
Obstacles

Technological Distractions
The Inner Critic
Fatigue
Stress & Nervousness
Too Much on Your Plate
Personality Differences of Others

Other / Fill in the Blank

Group Discussion:
1. What is thisostingyou?

2. What is withiryour controlto reduce the obstacle and
increase your level of being present?



Increasing Your Presence
Three Levels of Listening

1 2 3



Bios

Carol Grannis g%

Founder & Managing Partneg Leading Edge
Coaching & Development, St. Paul, Minnesota

Carol Grannigounded Leading Edge Coaching and
Development in 2004. She is responsible for managing
critical client relationships, assessing organizational needs
and implementing lasting organizational efforts from
employee surveys and performance management
processes, to leadership development and executive
coaching.

With more than 18 years of experience in leadership
development and HR strategies, Carol has worked with
clients from a rich variety of industries including pharma,
financial services, advertising and healthcare across the
'YAGSR {GFrdSa FYR /FylFRI®
relationships with business leaders and executing on the
key HR initiatives that will make a difference to their
bottomft AyS yR 0O2YLI} yeQa
marketplace. Current clients include: League of Minnesota

Cities, Cognitive Drug Research, Stratasys Inc., Medicus New

York, Medicus Canada, Discovery Chicago, Science &
Medicine, Scientific Voice, iMed, Saatchi & Saatchi
Healthcare, ING, HealthSouth, and the National Institutes of
Health.

Prior to starting up Leading Edge, Carol held senior HR

positions at ING Financial Services, Protocare Research and

the Chicago Center for Clinical Research. She also holds a
Masters of Education in Adult Learning, and is currently
pursuing her doctoral degree in organizational
development at University of St. Thomas in Minnesota.
With a passion for helping client companies reach their
potential, Carol never fails to leave a memorable and
lasting mark on those who meet and work with her.
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Cindy Maher

Managing Partner ¢ Leading Edge Coaching &
Development, West Hartford, Connecticut

Cindy Maheiris also a founding partner at Leading Edge
Coaching & Development. She is responsible for designing
and implementing organizational strategies for client
companies in a variety of industries including marketing &
advertising, financial services, and government agencies.

With more than 20 years of experience in leadership
education, executive team development, and

performance management strategies, Cindy has

developed and implemented many loterm projects for

a number of companies including: Aetna, Inc., Medicus
New York, Medicus Canada, Discovery Chicago, Science &
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Education, iMed, Saatchi & Saatchi Healthcare, Fulcrum
Analytics, Sanofiventis, ING, State of Connecticut
(LegiNIBivER-Tudidial Brahch), Manning Selvage & Lee
Public Relations, and the National Institutes of Health.
Cindy brings best practices and an innovative approach to
all of her work whether she is working with a group of
senior leaders, coaching executives on presentations, or
implementing a companwide employee survey.

Prior to starting up Leading Edge in 2004, Cindy led
Leadership Development efforts at ING North America and
held a number of senior HR positions at Aetna that

included Talent Management and Succession Planning. By

night, you can see Cindy performing comedy in venues
around Connecticut. The combination of her expertise in
business, leadership practices, coaching, organizational
development and an infectious brand of humor sets her
apart from other consultants in the marketplace.

e~ coaching + development
Leagqng Edge

Contact Leading Edge (www.leadingedgecoaches.com)
In Minnesota by phone: (612) 83238, or by email: cmgrannis@comcast.net
In Connecticut by phone: (860) 98562, or by email: mahercc@comcast.net
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