Leadership for a thriving
organization
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éde her engage?

What will make you engage?
S e




Will you decide to stay in
your comfort zone?



Or will yoﬁ get “out” &
mobilize others?
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Source: “Leadership without easy answers”, by Ronald H






Courage

Responsibility
Commitment
Promise






Conversatlon & Care
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Inner calm ,
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Work upon oneself




vTo lead wisely

. is to pay attention to, &l
" the very ordinary, yet difficult,
human phenomenon of how a person

someone else in another
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Disciplines .




' to mobilise yourself & others™
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What makes y\ou want to mobilise |

yourself and others, and to have
the capacity and liberty to do s




EMPLOYEE ENGAGEMENT -
TAPPING INTO HUMAN MOTIVATION

8%Engaged 7 ; 9 6 Not Engaged IS%CWQN Disen.gaged

These employees are loyal and These employees may be
psychologically committed to productive, but they are not
the organisation. They are more psychologically connected to
productive and more likely to their company. They are more
stay with their company for at likely to miss workdays and
least a year. more lkely lo leave.

Copynglt © 2094 Gallup, e Al nghds esanve

These employees are physically
present but psychologically
absenl. They are unhappy with
ther work situation and insist on
sharing this unhappiness with
their colleagues.

GALLUP




How Engaged are Employees?

According to Gallup's 2014 State of the Global Workplace
Only 13% of employees are engaged in their work.

(‘.!A‘ VWX

If your company were a 10-person bicycle, statistically speaking:
« 1 employee is peddling with all their heart

« 6 are just along for the ride, pretending to pedal

« 3 are slamming on the brakes



Self-concept is
the key to
solving
organizational
problems

If we want to improve t€aM performance,
we must work on INdividuals
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Theories
X&Y

™
3as Mc Gregor

v IeHuman Side of Enterprlse (1957)



performance at
work

Self- determmatl@an. acﬁutation' of i
b,. development & well-being




FREEDOM,
INC.

Personal Grewth & E
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2016

The
Report

A Global, Empirical Analysis of
How Governance, Culture and
Leadership Impact Performance

Dov Seidman
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Objectives & strategic plan defined
with all the staft

Environnement:
« Zéro » émission
-
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Compétitivité: Sécurité:
« Zéro » dumping & Fre wanechdard
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Mobilité

Multimodalité:
« Zéro » congestion
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Respect &
Wholeness

No ranks and titles
« All associates












Programme de formations des cadres

D.R.I.V.E.

Gestion des talents

Développemeni Connaissance de soi

Intelligence émotionnelle/Méditation
- Gestion du temps

- - Coaching

Echange

- Teambuilding

- 2-way Feedback

- Communication

- Contribution a I'équipe

Responsabilité

- Objectifs d’équipe
- Cycles d'évaluation
- Délégation

- Vision stratégique

Valeur externe - Innovation

- Disponibilité - Blue, (?ceqn .
- Gestion des conflits - Ameélioration continue des processus
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Workiwherejyou want
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74

Responsibili

Bloatinglline

Above the line: Mistakes are easy to fix

l

Below the line: Mistakes can sink the ship
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Management has 1 week to accept or
propose an alternative solution to « small
problems » (petits cailloux) for which staff
proposes a solution. If the management

does not answer within one week, the

staff’s proposal is automatically accepted.
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‘Results -
“Results -

* Quality increase in
services

— « Speed increase in
dealing with files

 Fall in absenteism
& LT sick leave

_-ga * Yearly savings of
— 4.1 (facility) N
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Federale Overheidsdienst
Mobiliteit en Vervoer




'+ Founded in 2006
 Sales: Euro 362 million (2016) & 0
» Annual double-digit'growth (+16%:in:201
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Self-Governing
Organizations Outperform

Percentage of organizations delivering high
performance, by archetype

97%

80%

Self-Governance [}

Informed Acquiescence [}

Seidman



Strategic
innovation

Product / Service
innovation

Operational
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Organizational |.
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Creéiivity Innation
: Creativity Managerial
Expertise skills Ressources practices

Teresa Amabile



_Authentic pOStU I'© change of top managers
, 8 ACHS tofillin the Trustbucket g o -

@ COhe'I"eﬂnCy at all levels
@ PilOtS with opt-outs






