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Hvordan
lykkes dumed
lederutvikling?
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http://www.dn.no/ledertrening

Hvordan koble seg pa
medarbeiderne?

Hvordan trening, tilstedeveerelse og
tilbakemeldinger er nekkelen
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Hvem er vi?

Marianne K. Stenslet
Partner, Organisasjons-
og lederutvikling hos
Assessit AS

Stine Jarmund,

Seniorkonsulent,

Organisasjons- og
lederutvikling hos
Assessit AS
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‘The Great Resignation’: almost one in
four UK workers planning job change

Manufacturing, construction, tech and logistics workers are most
confident about finding a new role

O A survey of 6,000 workers by Randstad UK found 69% felt confident to move to a new role in
the next few months. Photograph: Sverhnova/Getty Images/iStockphoto

Almost a quarter of workers are actively planning to change employers in the
next few months, a report has claimed, as part of a “great resignation”
prompted by a high number of vacancies and burnout caused by the
pandemic.

A survey of 6,000 workers by the recruitment firm Randstad UK found that
69% of them were feeling confident about moving to a new role in the next
few months, with 24% planning a change within three to six months.
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High staff churn is here to stay. Retention strategies require a rethink

The Washington Post

Democracy Dies in Darkness

A shopper passes a hiring sign while entering a retail store in Morton Grove, lll., on July 21. (Nam Y. Huh/AP)

In the United States, the phenomenon dubbed as the “Great Resignation”
seems to be picking up speed. A record 4.3 million U.S. workers quit their jobs in
August, according to new data from the Labor Department — a figure that expands to 20
million if measured back to April. Many of these resignations took place in the retail and
hospitality sectors, with employees opting out of difficult, low-wage jobs. But the quitting
spans a broad spectrum of the American workforce, as the toll of the pandemic — and the
tortuous path to recovery — keeps fueling what Atlantic writer Derek Thompson has

described as “a centrifugal moment in American economic history.”

THE WALL STREET JOURNAL.
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MANAGEMENT | MANAGING YOUR CAREER

America’s Workers Are Leaving Jobs in Record Numbers

U.S. workers handed in nearly 20 million resignations this spring and summer

PHOTO: RUTH GWILY
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The ‘Great Attrition’ is real, and appears widespread across industries.

Likelihood that employees will leave their current job in next 3-6 months, % of respondents

(McKinsey, 2021)

40%

of employees stated that they are at least somewhat
likely to leave their current job in the next 3—6 months

Somewhat likely
22

Very Almost
Likely likely certainly
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Employers do not fully understand
why employees are leaving

Factors that are important to employees versus what

employers think is important

* Instead, employers overindex on transactional factors,
which are not primary drivers. These include external
factors (such as workers job-hunting) and structural

aspects (compensation, for example).

(McKinsey, 2021)
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Employers do not fully understand

why employees are leaving

Factors that are important to employees versus what
employers think is important

 Employers seem to overlook the relational elements

that are key drivers for why employees are leaving,
such as lack of belonging or feeling valued at work.

(McKinsey, 2021)
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Styrkebasert ledelse

L edere som fokuserer pa medarbeiders styrker har mer enn
2 V% ganger storre sannsynlighet for a ha engasjerte
medarbeidere enn ledere som fokuserer pa svakheter

(Rath, 2007)
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L eder - medarbelderrelasjon

Forskningsmessig viser En kvalitetsrelasjon er
undersekelser at relasjonen basert pa:
medarbeideren opplever & ha til «  Opplevd statte
sin leder er vesentlig . Tillit/ Autonomi

* Anerkjennelse

Relasjonsledelse bygges
gjennom maten ledere mater
medarbeidere pa:

«  Apenhet
« Tilstedeveerelse
« Tilbakemeldinger

Vikan med andre ord trene

pa detl!
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| ederstgtte

Judge 2004
Bommer etal 2013
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| ederstotte = 38%

bedre resultater

Min naermeste leder bryr seg virkelig om
mine meninger

Min neermeste leder viser interesse for at jeg
har det bra pa jobben

Min neermeste leder tar hensyn til mine mal
og verdier

Min neermeste overordnet bryr seg egentlig
Ikke seerlig mye om meg

550 medarbeidere: 75 bensinstasjoner

Dysvik og Kuvaas (2012)
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Dialogferdigheter

I . A veere tilstede

Stille apne sparsmal
Balansere egne meninger
med det a lytte

Sikre forstaelse I
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[rening:
edersimulator

Vitrener pa relasjonskvalitet
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Spillifiserte

Simuleringer..\*
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Gaute Godager:

INNLEDNING - 51 4r, bor pd Oppegird.
- Gift, 3 gutter (19,14,11)
- Psykologspesialist
Creative Director Attensi AS.

- Grunnla Funcom 1993, jobbet der
i 15 dr. Utgitt flere titler.
(«Conan», «Anarchy Online»
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Delivering solutions on a global scale| Empowering companies and their employees @

World-leading Tech

World-leading technology
focused on delivering real-life
impact for companies by
empowering their employees

Trusted by global brands

> .
accenture m Iml Boehringer | | | |

Ingelheim
kPG~ wiscox  FINONS  LINDORFF
L Capgominie

AstraZeneca@ Nordea ..‘_.equinor @DAIMLER

7& ( Pareto

DNV-GL NorgesGruppen Securities

SpareBank. Fremtind

SIMON ¢ KUCHER

» Hydro Delivery Hero WCIHTOSG a MARSTONS

Trusted by some of the world’s
biggest brands to train their
workforce in business-critical
areas

Creating next level impact

Closed 77% of the
knowledge gap

Knowledge
gap

Baseline
Knowledge

Baseline
Knowledge

1st playthroug

Use data-driven insights to
measure the effect and impact
of the training and make more

informed business decisions
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HVA ER SPILLIFISERING?

SANSEMETNING
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Datasimulering kombinert med veiledning beste
form for prosess trening som finnes. *1

Gir mange meta kunnskap og innsikt *1

Simulering bedre enn noen annen metode for a
laere Konseptuell Endring (verdier, fglelser,
holdninger) *1

2 / 3 av spillifiserte studier fant positiv effekt (ingen
negative) i RCT *2

50% fant psykologiske effekter (liker mer) og 50%
fant atferdsendring. *2

Effekt av spillifisering mer avhenging av
implimentering enn simulering *2

*2 - Hamari, J., Koivisto, J., & Sarsa, H.
(2014). Reviewd 24 empirical studies
focusing on “Does gamification work”.
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Motoriske ferdigheter

Innsikt = unyttig
Konkuranse Repitisjon & auto

Holdning Folelser Ngyaktighet



Takk for at du deltok

Vil du hgre mer om Digital Ledertrening med DN?
Jeg tar gjerne en prat med deg!

Ava Ghobad
Strategisk Radgiver - Digital Ledertrening
ava.ghobad@dn.no
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