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Please note it is our intention to provide information as accurately as possible. Given the
speed and fluidity of current events, the speakers’ comments represent best interpretations
of new laws as we know them to be. Future government rulings and interpretations could
change and potentially affect your own personal situation. Please continue to keep current
with these changes through continual dialogue with your professional advisors.

Disclaimer
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Basics & Beyond
Post-Covid

Employee Engagement & Retention



Road to Travel

• Future of the Workplace 
• Lots of Challenges
• Staffing, Supply, Legal Compliance

• Great Resignation vs. Great Reevaluation
• Overcoming Challenges is the Goal 
• Basics & Beyond



Transparency in the Interview Process

• First Interaction Between Prospective Employee & Employer 
• Sets the Stage for Future

• Confirm Resume
• Experience & Education

• Clear Expectations - Duties & Responsibilities
• More than Surface Level
• No surprises – schedule, WFH, travel
• Under or overqualified established
• Demonstrate skills – specific examples



Transparency in the Interview Process

• Cultural Fit?
• Short & Long Term Professional Goals, Office/Team Environment 

• Two Way Street!
• Applicant Opportunity - Develop Understanding of Position & Culture

• Flexibility
• Adjusting Expectations for the Market & to Attract Talent



Communication with Employees

• The Feeling is Still Mutual!
• Clear Message on Expectations Still Critical
• Performance Feedback  - Provide & Receive
• Employer Tools 

• Performance Evaluations – Formal & Informal
• Progressive Discipline
• Mentoring
• Telework Feedback Platforms 



Broaden Your Perspective

• Basics – Transparency & Communication 

• Market = Think Outside the Box & Beyond Basics 

• Here to Stay – Expectations of the Next Generation 

• Increased Compensation Is Not the Answer



What Can Employers Do?

• Recognize the Need to Add to the Basics
• Embrace Change
• Brainstorm Benefits!
• Implement Change Beyond Comp Increases

• Mentoring
• Hybrid WFH or FT WFH
• Diversity & Inclusion Initiatives & Training 
• Upward Mobility Paths 
• Alternative Career Paths



Final Thoughts

• Be Aware of Changing Tides - Don’t Get Left Behind

• Accept Change with a Focus on Preserving Efficiency & Productivity

• Identify Benefits that Motivate your Workforce

• Develop Strategies for Implementation



Basics & Beyond
Post-Covid

Employee Engagement & Retention



LEADERSHIP STYLES 
AND THE DISC PROFILE



Have you ever wondered “Why do people act like they do?” Some
people are self-starters out of the gate, others need some prodding.
Some people have never met a stranger, others are ill at ease in a
social setting. Some people like variety and quick decision making and
then on to the next thing. Others prefer one job at a time. Some
people love detail, some cannot stand it.



When we consider the question of “Why people act like 
they do,” there are three areas we talk about:

 Experience and qualifications.
 Character.
 Personality Temperament.



There are a number of very good tools for determining a person’s personality temperament.  Some of them are . . .
• The Predictive Index.
• Personality Inventory.
• Personality Plus Techniques.
• Color Code Personality Assessments.
• Various Animal Personality Assessments.
• Myers-Briggs.
• Jordan Peterson Personality Test.
• The DISC Profile.
Some of these assessment tools are more sophisticated than others and not all of them are appropriate for a work setting. H
they are all based on the same principles but express the results in different ways. Today, we’ll be talking primarily about the DIS
but the principles we’ll discuss apply to all personality assessments.



The DISC measures a person’s working style 
in terms of D, I, S and C.

This is mainstream material and these principles go all the way back to Hippocrates in the 5th century B.C.



1. Each of us has these traits in different degree and this constitutes our “working style”
or pattern or “personality temperament.”

2. These traits are tendencies, not absolutes. It’s how we would “prefer” to work.
3. These traits are totally values neutral – it isn’t “good” or “bad” – it just the way it is, a

representation of the way you prefer to work.
4. We are born with these traits and they do not change throughout our lives.
5. For the most part, we will act or behave in concert with our working style both in

work and in non-work situations.
6. If we understand our own DISC pattern, and that of our co-workers, we promote

understanding, build morale, build teamwork and are happier and more satisfied.
7. This requires some effort, it doesn’t happen naturally.



Someone once said there are three kinds of people -- those that make things happen, those that watch things happen,
and those that say, “What happened?” In an employment situation, which kind of candidate do you have and how
much of what you learn in the interview is true? Remember - “The closest anyone ever comes to perfection is
completing an employment application.”

The DISC and other personality temperament assessments are uncannily accurate. People who see their results often
say, “I can’t believe it nailed me so clearly. Except for this one area . . .”. We then ask the person to talk with his or her
spouse or friend, who then says something like, “You are exactly like that.” The DISC does not lie.

Key Management Principle:

We often see ourselves not as we are, but as we think we are.

“O wad some Power the giftie gie us, To see ourselves as ithers see
us. It would frae many a blunder free us, An’ foolish notion.” Robert
Burns.



 Another term is “Choleric.”
 The High D’s motto, “Let’s do it, let’s do it now and let’s do it my way.”
 Motivated by accomplishment and achievement.
 Positive and self confident.
 Results oriented, a goal setter, decisive, has a strong sense of urgency, and wants to take charge of every situation.

Looks at the “big picture,” may be bored or restless by detail work. “Set your long term goals early and do not be
deterred by short term difficulty.” Prime Minister Margaret Thatcher.

 Likes variety, likes to multi-task, likes to delegate.
 Sometimes comes on too strong and has little compassion, especially for emotion, except for anger.
 Biggest “fear” is being taken advantage of by others.
 A lower D is more systematic and deliberate and not inclined to time schedules.
 Most executives, managers and supervisors are High D’s. In America, 40% of the population is High D but in

management, 90% of the managers are High D.



I - Influence or Interpersonal 
Relationships

 Another term is Sanguine.
 Warm and engaging person that other people like.
 Never met a stranger.
 Motivated by being around other people.
 Like to get close to you and touch – double handshake, hand on the shoulder, etc.
 Not task oriented but more people oriented or “feelings” oriented.
 Sense of time not on the radar screen.
 Sense of urgency or “getting it done now” takes second place to interpersonal relationships.
 High I’s are very good in sales, customer service or any position involving being around others.
 A lower I tends to work alone or with a small group. May appear withdrawn.
 Greatest “fear” is not being included in the group, being isolated in a one-person office, not being able to talk

to or be around others.
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S - Steadiness

The most apparent characteristic is the desire to “get along” and to avoid conflict at all costs.

 Another term is “Phlegmatic.”
 Very good in situations where you want to promote unity, is very easy to get along with and works well under

pressure.
 Often reluctant to offer an opinion.
 Never feels as if he or she has “enough” information, always looking for more.
 Zeroes in on one task at a time. Finish that one, then go on to the next thing.
 A Lower S would prefer variety and would be a multi-tasker.
 A High S would be very good in positions such as bookkeeper, clerk or secretary, but would not be very good

in sales.
 Greatest “fear” is conflict.



C – Conscientious  or  Perfectionistic

A perfectionist, a very gifted person who is sensitive, analytical, pessimistic and cynical, who wants to do a perfect
job and will not stop until it meets his or her standards.

 Motivated by “getting it right” and there is only one way to “get it right.” Any other way is “not right.”
 Because of the desire to “get it right,” is often self critical and also critical of others, including his or her employer.

This sometimes comes across as being overly negative.
 Is completely dependable in work assignments with a high emphasis on correctness and accuracy.
 Will tend to question, question, question – often asks “Why?”
 Very good in accounting, finance and computer/data processing jobs.
 Greatest “fear” is not getting it right and/or criticism of his or her work.



1.The DISC will reveal the degree to which you are a D, I, S or C. It will also describe
your Natural and Preferred Working Style as well as the way you tend to change under
the normal pressures of work like time, customers, dealing with aggravation, etc.

2.Remember that this is not “good” or “bad” because we all have to deal with certain
kinds of pressures. None of us is immune from pressure. A little pressure makes us
better at what we do. It’s like a guitar string – too much and it breaks, too little and it’s
a dull thud – just right, and it plays a musical note.



1. To have a better understanding of your own
working style.

2. To have a better understanding of the working
style of others.

3. To begin to think in personality assessment profile
terms which will help identify the working styles of
your management team and that all of this will
produce greater understanding, teamwork and
employee morale.



We are a full-service human resources management and labor relations 
consulting firm which has been in operation in Florida since 1966. 

We provide HR management services to more than 200 clients in various 
industries located throughout the United States.

Our Goals Are:

Headquartered in Orlando, FL

SEAY MANAGEMENT CONSULTANTS, INC.

 Ensure compliance with all of the state and federal 
employment regulations and guidelines which affect 
employers. 

 Reduce or eliminate exposure in these areas. 
 Resolve employment problems and difficulties that arise.
 Develop the employment documents, policies, systems 

and manuals that will help employ and retain a satisfied, 
happy and productive work force.



SEAY MANAGEMENT CONSULTANTS, INC.

About Sandy Seay
Dr. Raleigh F. (Sandy) Seay, Jr., is President of Seay Management Consultants, Inc., a full
service Human Resources Management firm, located in Orlando, Florida.

He has held Human Resources Management positions with Burlington Industries,
American Hospital Supply Corporation, Roanoke Memorial Hospitals and SESCO
Management Consultants and acquired Seay Management Consultants, Inc., in 1981.
Sandy served as an armor officer with the 3rd Infantry Division, U.S. Army in Europe, from
1968-1970.

He holds a Bachelor’s Degree from Virginia Tech, a Master’s Degree from Rollins College
and a Ph.D. in the Humanities from Warnborough College.

He is a frequent speaker at management conferences and seminars and has conducted
management development workshops throughout the United States and in three foreign
countries.

Dr. Raleigh F. (Sandy) Seay, Jr.
President

Email:  sandy@seay.us
Phone:  407-256-3160
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THANK YOU!!



Tools to Make Things Happen

Ideas you can use            NOW!



This is where HOPE and Opportunity Live.

56 M The Millennial Generation makes up 
35% of the workforce with 56 million 
workers in the Unites States

53 M Gen X is not far behind with 53 million 
workers, making up 33% of the total 
US workforce

41 M Baby Boomers are 25% of the current 
workforce with 41 million workers.

9 M Currently the youngest generation in 
the workforce, Gen Z makes up 5% of 
the workforce with 9 million workers.

61 M While Gen Z may only make up 5% of the workforce today, it is one of 
the largest generations of the last few decades, with 61 million Gen Z 
workers getting ready to join the workforce.

GEN Z [5%]

MILLENIAL [35%] 

GEN X [33%]
BABY BOOMER

[25%]

GENERATIONS IN THE WORKFORCE



The Workplace



Data Closes Deals.

Are you worth changing for? 



Click to add text



Do you know your story?
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Identifying a Cultural Match



Does our culture align with the person we are interviewing?



What will my future look like?

Do you have your Career 
Paths mapped out?

Is there a way for people to 
take ownership of their 
career?

When was the last time you 
promoted someone?

Rocking Chair hire mentality!

Be Proud of Your Story.



Engagement (Things are getting serious.)



We are going to stay together!



Thank you for your time!

“Quality is the best business plan!”
- John Lasseter of Pixar -

44
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Introducing our distinguished 
Panel of CEOs 

Andrew Bell
Chief Executive Officer

OATA

Johnny Hughes
Chief Executive Officer

Designzillas

Larry Meador
Chief Executive Officer
& Chief Strategy Officer

Evok Advertising



o A follow-up email will be sent to you after the program concludes with Video Recording and Powerpoint
of the Program. 

o Upon departure from the webinar, please take a minute to answer our Experience Survey so we may 
better fulfill your expectations next time. https://www.surveymonkey.com/r/27Z2LZL

o Reach out to the subject matter experts on the call for any question not addressed.

www.ceoleadershipforums.com

Thank You

https://www.surveymonkey.com/r/27Z2LZL


Contact Information
Casey Fernandez - Client Executive
HYLANT
407.492.4248
casey.fernandez@hylant.com

Larry Meador – CEO & Chief Strategy Officer
Evok Advertising
407.585.8230 
larry.meador@evokad.com

Andrew Bell - Chief Executive Officer
OATA
andrew@youroata.com

Johnny Hughes - Chief Executive Officer
Designzillas
407.637.2833 
johnny@designzillas.com

Sandy Seay, Ph.D - President 
Seay Management Consultants
407.426.9484
sandy@seay.us

Nicole McMurray - Regional Vice President
AppleOne Employment Services
407.786.6411
nmcmurray@appleone.com

Jessica Walberg, Esq - Partner
Ford Harrison LLP
407.418.2324
jwalberg@fordharrison.com

Geoffrey Gallo, Parter
Grennan Fender LLP CPA 
407-579-5700
ggallo@grennanfender.com

Alli Roberts - Executive Director
CEO Leadership Forums 
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agrevents@hotmail.com
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