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How Do We Go ...

From This To This?

Why Employees Say They Leave

Limited Careat Growth of Promotional Opportunity -

Lack of Respact from or Support by Suparvisor
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E] Job Duties Boring of Unchatlenging
E] Suparvisor's Lack of Laadership Skliis
B Work Hours

Unavoidable Reasons




Why Empiloyees Say They Leave

EI Lack of Recognition

3 | Favoritism by Supervisor
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Lach of Training

12 | Supervisor incompetence

E] Poor Senior Laadership
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Why People Leave
What managers believe vs. the Reality

\ 89% of managers believe employees leave for
more money.

11% of managers believe empioyees leave for
\_____.__Jotherreasons.

oY
12% of employees leave for more money.

88% of employees leave for reasons other than
money.

N

The greatest obstacle
to discovery is not
ignorance - itis the

illusion of knowledge.

- Daniet J. Boorstin




This dismaying disconnect
between what managers believe
and the reality is costing
businesses billions of dollars
each year.

75% of executives say that
employee retention is one
of their top three priorities,
yet only 15% have plans in
place to reduce turnover.

So, why do employees REALLY leave?

7 Hidden Reasons ...




The 7 Hidden Reason Employees Leave

m The job or workplace does not live up to expectations.

E A mismatch between job and person.

Feeling devalued and unrecognized.

-]

Too fittle coaching and feedback.

Stress from overwork and work-life imbalance.

B Foo few growth and advancement opportunities.

Loss of trust and confidence in senior leaders.

Some quit and leave ...

Others quit and stay.

- Anonymous.

Employee Engagement

ENGAGEMENT basically refers
to the extent to which employees
believe in what they do, feel
commitment toward the
organization, and are willing to
expend their best efforts to make
the organization successful.

Engagement means that
employees are not just happy or
satisfied, but are actively siriving
ic make the organization more
successful.

Disengaged
60%




Employee turnover is not an event —
itis a process of disengagement
that can take days, weeks, months,
or years until the actual decision to
leave occurs (if it ever does).

Thirteen Steps in the
Engagement - to - Departure Process

1| Startthe new job with amthustasm.
Lo
| 2 | auestion the decision to accept the job.

{73 | think serously about quitting

4 | Trytochange things.
5 | Resolve to quit.

{6 | Consider the cost of quiting.

i 71 Pasaively seek another Jobs.

Fourteen Steps in the
Engagement - to - Departure Process

5 | Prepare to actively seek another job.
—

3 | Activaly seak anothes job.

Get new job offer.

Quit to accapt new job, or

Quit without a job, of

[ ] s ans heangope.
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Early Warning Signs of Disengagement

@ absenteeism

@ tardiness

¥  withdrawal

@ increased negativity

@&  lack of commitment

Example

“The head of our department changed and I felt the new
one didn’t seek mry input or recognize my contributions.
Then, the work started becoming more administrative
than technicall I felt (iRe I was just shuffling papers
and not designing anything. That’s when I started
fooking elsewhere, and a coworker referred me to the
comparny I now work for.”

Fundamental Human Needs

Expecting the company and munageme rtlo
Geliver on its promiaes, 1o be honest and
The nead for open in sl communicatl ons with you, to
TRUST Imvest In you, 10 tret you fuirly, and to
Compensa tayou fairty and on time.

3

Ballaving that you wil be abbe 1o grow,

Thanesdio * training, and have thy for
have HOPE. sdvence ment or curwer propress eediog to

shown
nuset, net ns & Coxt, to the orponization -




What do Companies do Poorly?

Poor Management

Lack of Career Growth and Advancement Opportunity
Poor Communication

Compensation

Lack of Recognition

Poor Senior Leadership

Lack of Training

Excessive Workload

Lack of Tools and Resources

tack of Teamwork
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Reason# 1

The job or workplace
was not as expected.

Warning Signs of Unmet Expectations

# There is a sudden change in the employee’s d
indicating either suppressed anger or withdrawal.

# The employee avoids greeting you or making eye contact.
& The employee stops participating in discussions at meetings.
$ The employee’s performance drops off.

¥ The employee is increasingly absent.




Reason#2

A mismatch between
job and person.

Common Misconceptions and Truths
About Talent

Misconception # 1:

Employees are interchangeable parts to be moved into
whatever slots need most to be filled.

Truth: People are “hard-wired” to perform certain activities
better than others and prefer to use a handful of these talents
more than others. People want to work at activities which satisfy
their desire to make a contribution to the business.

Common Misconceptions and Truths
About Talent

Misconception # 2:
Skills and knowledge are more important that “fit”.

Truth: While job-content skills and knowledge are important as
basic job requirements, they are much less important for long-
term success on the job compared to job “fit”. Hiring managers
frequently fail to make the distinction between eligibility to do the
job based on trainable skills and suitability to do the job based on
personality factors and natural talent.




Common Misconceptions and Truths
About Talent

Misconception # 3:

With the right training and coaching and the proper attitude,
people can learn to do well in almost any job.

Truth: People are extremely adaptable, and can learn to perform
many roles adequately. But, uniess they are in the roles that
match their motivated abilities they will not excel or enjoy the
work. Instead, they will b di gaged, possibly burning
themselves out, or search for ways to change the role, or leave

the job altogether.

Warning Signs of Job-Person Mismatch
An ' may be mismatched with the job if he or she:

Did notseem excited when first assignedto the job;
Complains that the job content is not what was expected;
Is not achieving the results or standards you expected;
Starts making uncharacteristic mistakes;

Is stressed and overmatched by the demands of the job;
Starts asking that some tasks be reassigned to coworkers;
Appears bored or unchalienged;

Requests a reassignmentor transfer;

Starts applying for other jobs in the organization;

Appears less engaged or energized on a daily basis.
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Reason#3

Feeling devalued
and unrecognized.
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Why Empioyees Feel Unimportant

Lack of simple appreciation

Too much focus on the numbers, not enough on people
Feeling they deserve recognition and don't get it

Feeling that no one even knows or cares if they exist
Recognition was too late in coming to be meaningful

Feeling that no one is listening to them

Believing they are not paid for performance

Feeling like they are treated like children instead of adults
The company doesn’t care about their physical surroundings
Not provided with the right tools
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Warning Signs that Employees Feel
Devalued and Unrecognized

# Valued contributor is paid less than others in similar jobs in organization
® No borus or incentive pay is available

Nonperformers are receiving the same pay increases or boruses as
valued contributors

New hires seem to be ignored and disconnected
A valued employee has been p d over for p
Valued employee works for abusive manager
Valued employees do not have the tools or resources to do the job well
Valued employees work in cramped, noisy messy, dirty, ugly or unsafe
work environment

Employee survey indicates recognition and pay practices are top
concerns
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Reason#4

Too little coaching
and feedback.




As managers, we need to look
at the employee not as a
problem to be solved, but
as a person to be
understood.

Recognizing the Signs

You realize that the last time you gave feedback to one of your direct reports was
months ago during their performance appraisat.

You have not spent at Jest one hour in the last 3 months giving performance
feedback to each of your direct reports.

You only give when an emp q it

Youfind yourself procrastinating on giving feedback to employees.

After you give feedback, things faif to improve or seem to get worse.

When giving feedback, you hold back for fear of hurting the employee’s feelings.

You feel uncomfortable with the whole idea of coaching and giving feedback to
employees.

Reason#5

Too few growth and
advancement opportunities.
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in the end, itis important
to remember that we
cannot become what we
need to be by remaining
what we are.

- Max DePree

Warning Signs of Blocked Growth and
Career Frustration
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Applies for a-st ion of internal positions

Has been recently passed over for a promotion

Seems to be coasting and appears to be bored

Keeps asking for new challenges

Keeps asking for additional training

Asks for career path information

Has been in the same position long enough to have mastered it
Has applied for tuition reimbursement but is unclear about goals
Has recently completed a degree and seems to expecta promotion

Reason#6

Stress from overwork
and work-life balance.




How Big a Problem is Workplace Stress?
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40% of workers report that their jobs are “very or extremely stressful”

25% of employees view theirjobs as the #1 stressorin their lives

Health care costs are nearly 50% greater for workers who report stress
25% of employees do nict take all of their vacationtime because of the
demands of their jobs

Lostwork time due to depression costs companies$35 billion per year in lost
productivity

79% of employers think they take care of their employees, yet only 44% of
employees agree

70% of employees don’t think there is a healthy balance between their work
and their personallives

61% of workers would give up seme pay for more family time

Saratons Instituta

Warning Signs of Stressed-Out Employees
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Consistentlywork late

Work throughlunch

Work through sickness

Seem more fatigued than usual

Take work home

Express frustration

Don't take vacations

Appearincreasingly cynical, forgetful, or irritable
Have rel dfrom a distantiocati

Have recently experienceda significantfamily trauma
Have recently experienceda disappointmentor failure at work

Reason#7

Loss of trust and confidence
in senior leaders.
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Reason # 7

Business begins with trust ...

Trust is as important to employees
as it is to customers.

A Crisis of Trust and Confidence

$ 82% of Americans believe i help th i} at the exp of their
companies.

2 Oniy 39% of workers trust senior leaders.

#  Only 40% of workers believe their organization as a whole is well managed.

#% Only 34% of workers agree that “| can trust inmy or ization to
always communicate honestly.”

@ Only 50% of employ believe that s in their organization are
concerned for the well-being of others.

Mercer Consufling

Warning Signs of Distrust and Doubt

# lLackof i ing of new initiatives by senior
leaders.

@ | ing ints and jons by wees about policies and
practices controlied by senior leaders.

@ inning to ] i and actions of senior Jeaders,

@ increased grumblings by groups of empioyees.
# Morale problems showing up in employee surveys.
¥ increased mention of senior leaders in exit interviews or surveys.

¥ Aclive resistance to leader initiatives and change efforts.




Four Things We MUST Do With Talent

It is all about leadership ...

Leaders do not say, “Get going.”
instead, they say “Let’s go!” and lead
the way.

They do not walk behind with a whip;
they are out in front with a banner.

Your Logo
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Catbert: Evil Director of Human Resources

DO YOU HAVE

2 PLANFOR
AETATHING THE
BEST EMPLOVEES?
S

i

e ot nary

Wi, BIBoR, T

T WHITTIE AT

DOESN'T
THEIR. CONFIDENCE THAT YES, BUT IF
CUMTTL THEX. S THEYHRE ALL

BELIFVE NO ONE
ELSE WOWLD EVER
HIRE THEM.

IS s Lawviee B e,

Catbert: Evil Director of Human Resources

KICE, THE EXPERTS SAY
WOU NEED TO BALANCE
GIORK AND “HOME LIFE.

/+0u LIORKED 80 HOURS £
LAST tEEK. THATS
LESS THAN HALF OF T
HOURS

#38 Vioriem Faverte Spotion

Catbert: Evil Director of Human Resources

CATBERT: EVIL HR. DTRECTOR
O]

S
T CAN'T ABUSE PECHE TF
THEY QUIT THE COMPANY.
10 BETTER FIND A&

\WAY 10 Azoucaj
TURNOVER . Pad

=
AL JOC TIMLES MY NELY [TWATLL LODK]
l win BE TILE 15... ¢ coon on
A5 FOLLOWS... TCONVICTED | e -
FELON.™ RESUME J

3 Te Cwrd Frerove Srattee b1




Catbert: Evil Director of Human Resources

Catbert: Evil Director of Human Resources

CATBERT: H.R. DIRECTOR

AFTER THEY GET ™
USED TO THLS, Tt
INTRCDUCE THE 4
TANDEM  SHOWERING

EMPLOYEES FuST
SHARE HOTEL:ROOMS
i ALL BUSINESS

TR v Cvetins Sevtvent, tat,

Rarad

Catbert: Evil Director of Human Resources

JCATBERT - EVIL HA. DIRICTOR

DOES THE “SECRET
UNTRATNING METHOD™

VOURE TOO SKILLED )
| NOW. THERES A
{ RISK NOULL LEAVE
{FOR A BETTER T0B.
& =

ASOK,, ~OU) HAVE TAKEN
TOO MANY TRAINING
CLAGSES. 7
V (oo ran?)
Ny

oM MAmAeTAT I T

e T
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Catbert: Evil Director of Human Resources

Ak LIKE moT AETS, LY
IE. TN

Catbert: Evil Director of Human Resources

CATOERT: HR. DIRECTOR

50, ALTHOUGH THAT |
CIOULON'T WORK ON
ME, TT GIDRKS FINE

{YOU CAN TMEROVE AN |-
| EMPLOYEE'S PERFORM- |

ANCE ©Y FARING HIrJ | H | ON OTHE R
FEEL BAD ABOLT -~ EXACTLY

| HIMGELF,

AHTLL READ YouR
| FAULTS ONE AT A
§ TIME. TELL ME (WHEN |

YOUR PERFORMANCE |

TMPROVES. §

Ry —




