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1 - Improving your Business with Employee Retention
In business today, there are very few companies that have long-tenured employees. But
the companies that do already know the four key strategies for improved business
success.
4 Ways Employee Retention Improves Your
Business
1.Strong Knowledge Base: Employee longevity plays
an important role for any company with customers.
Long-tenured employees have a wealth of knowledge
and history of your company and products and
services that can be passed on to newer employees.
When you retain this knowledge and put it to use in
daily operations, productivity naturally increases and
success becomes part of the day-to-day business.
2. Pass-Down Skills: Long-tenured employees pass their skills on to more junior
employees. When they do, your business runs more efficiently and smoothly.
When problems arise, the long-tenured employee most likely has encountered a
similar issue in the past and will know exactly how to fix the issue quickly.
3. Workforce Stability: Long-tenured employees build confidence and morale for
your organization. First, your newer employees see that there is a path to move
up in the organization and, secondly, your customers like speaking with someone
that has helped them in the past.
4. Better Productivity: Knowing the ropes and showing them to co-workers makes
your long-tenured employees invaluable in the daily operations of your business.
Years of experience has shown them shortcuts that lessen the time it takes to get
some things done. Long-tenured employees also know how to reduce waste
within the daily operations.
These ideas are just the tip of the iceberg for you to improve your business through your
long-tenured employees.
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2 Questions You Need to Answer:
1. What are you currently doing with your new employees (from on-boarding to
succession planning) that will eventually turn them into a long-tenured
employee?
2. What kind of environment are you providing that will allow your employees to
grow and thrive?
Addressing these questions can help you keep employees as long as possible. You are
in business to be successful and, in order to be successful, you must take time to
develop employees for the long-term.
Keep reading for strategies that will help you improve your employee retention.
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2 - Managing Employee Retention with On-Boarding
and Training
One of Your Biggest Challenges
Managing employee retention is one of the biggest
challenges many companies face. With so many
employee retention strategies out there, it’s often
difficult to determine which one will work for you, your
company, and more importantly, your employee. The
good news is that improving employee retention
doesn’t have to be as hard as you might think. But it is
something you MUST be concerned with from day
one. You can’t wait until you start to feel an employee
slipping away!
When we consider the employment cycle from beginning to end, it becomes apparent
that on-boarding and training is the most crucial aspect of retention. A company can hire
the best candidate--one who is destined for success--but it is up to the employer to give
them the training, attention and motivation it takes to build a dedicated superior
performer. If the employer fails to do that, the employee is not likely to build a strong
connection with their new employer and will quickly feel under-appreciated, unimportant,
and simply lost in the shadows of the organization.
Effective On-Boarding and Training
A well-organized, fun, and engaging on-boarding process has a significantly greater
effect on employee engagement and, in turn, retention when compared to the mentality
of a one-day “orientation.”
A lot of effort should go into creating the appropriate material for a new hire and the
manager should schedule enough time to properly facilitate the on-boarding process.
Too often an employee shows up for the first day to an empty desk, gets a tour of the
office, meets their co-workers, and is back at their empty desk with a handbook to read.
Meanwhile, their manager is tending to daily responsibilities and tied up in meetings,
checking in with the new employee just before the drive home.
A more successful approach would be to present the new employee with training
materials that provide everything he or she needs to know in order to understand
exactly what is expected for success on the job, in addition to the necessary educational
material and corporate policy guidelines.
Strategic Human Insights
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The 4 Building Blocks of On-Boarding
According to research conducted by the SHRM Foundation (Society for Human
Resource Management) in 2010, these are the four building blocks of on-boarding:
1. Compliance is the lowest level and includes teaching employees basic legal and
policy-related rules and regulations.
2. Clarification refers to ensuring employees understand their new jobs and all related
expectation.
3. Culture is a broad category that includes providing employees with a sense of
organizational norms--both formal and informal.
4. Connection refers to the interpersonal relationships and information networks that
employees must establish.
The study goes on to note that the degree to which each organization leverages these
four building blocks determines its overall strategy, with most firms falling into one of
three levels.
1. Passive On-Boarding provides mostly a checklist and brief overview of the
organization and the person’s role. These come mostly from the compliance and
clarification building blocks.
2. High-Potential On-Boarding includes the compliance and clarification building blocks
but also includes more of the culture piece. At this point the organization still hasn’t
completely integrated all of the parts.
3. Proactive On-Boarding is an organization-wide human resource management
systematic approach to your on-boarding process. According to the survey, only 20%
of organizations ever achieve this level of on-boarding.
The Assessment Component of On-Boarding
Good training materials and a dedicated amount of time is a great start to managing
employee retention. But to truly make the on-boarding experience effective, refer to the
methods you used to select the candidate in the first place.
Typically an assessment tool is used that measures the individual’s personal skills and
work style in the same way that it measures the job’s demands and work environment. If
not, consider implementing a complete job and talent assessment program that will give
you a true understanding of both the job and the individual and will contribute to the
success of your training and on-boarding efforts.
Strategic Human Insights
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3 Key Steps: BEFORE HIRING Through the ON-BOARDING of Your New Employee
1. Complete a job benchmark. This compels the company to focus on the job and allows
for an unbiased process that lets the job talk. This process will establish key
accountabilities for the role which help you develop a detailed job description and
outline what is expected for superior performance. Once you truly know the job, you
can complete a job assessment to determine the skills it requires and the work
environment it provides. With this information, your recruiting efforts will be more
effective and you will know exactly what you are looking for in the ideal candidate.
The job benchmarking process will give you concrete information that you can use in
your on-boarding and training process, including key responsibilities of the job, the
behaviors and skills that will lead to superior performance, and how the job naturally
motivates an employee. Sharing this information with the new employee will ensure
that they know exactly what they are responsible for and understand the
characteristics that lead to superior performance.
2. Implement an assessment that measures the new employee’s personal
characteristics and skills. Once the manager knows what motivates them and how to
communicate with them and what skills they have and which ones they need to
develop, the on-boarding and training process will be much more efficient and your
new employee will hit the ground running. Be sure to incorporate the information
revealed in the assessment results right into the on-boarding process. Not only will it
benefit the manager, but this information also helps the new employee understand
themselves and leverage their strengths while being aware of their weaknesses.
3. Finally, the job and talent assessment together provide a great way to compare the
new hire to the job. This comparison will allow you to manage employee retention
with a training and development program that focuses on key gaps and leverages
areas that show promise for success. Including this component in the on-boarding
process will ensure that the manager is developing the new employee in areas that
are required by the job and not areas that will hinder performance.
Find an Assessment Tool that Fits Your Needs
The assessments used in the job benchmark and selection process are crucial
components to successful on-boarding and training programs that manage employee
retention. The assessment results will provide turn-key development material that help
the new employee not only understand and appreciate the characteristics they bring to
the job, but also understand how their characteristics compare to the job’s requirements
in the same key areas.
However, not all assessments are alike and there are many factors you should consider
in choosing the assessment that fits your needs.
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A reliable assessment tool that is designed for use in selection should:
• Have strong validity and proven success for its use in selection.
• Measure various aspects of an individual such as behaviors, motivators, personal
skills, and task preference.
• Provide a direct comparison between the individual and the job in the same key areas.
• Include a specific job benchmark process that is used to create key accountabilities
and is designed to eliminate bias and let the job talk.
• Be quick, convenient, and easily administered.
• Provide results that can be used as development material and help the individual
understand his or her qualities and how they compare to the job’s demands.
How Effective is Your On-Boarding Process?
During your on-boarding process is the time to discuss where your employee matched
the job benchmark as well as potential areas for development. Now would be a good
time for the hiring manager to provide some suggestions for helping the new employee
develop the gap areas.
If you don’t have an effective on-boarding process, it’s time to get serious about putting
one together. Studies have shown that having an on-boarding process engages new
employees early on and makes them feel as though they are contributing quicker which
helps your employee retention rate.
In fact, the Human Resources Corporate Leadership Council found that a company’s
on-boarding process could increase an employee’s level of engagement and potentially
improve performance by 20%, as well as reduce the employee’s probability of departure
by 87%.
Take a little time to develop an on-boarding process using some of the tips found here.
If you do, your new employees will start their career at your organization more engaged
and enthusiastic. They may even decide to stay for the long term!
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3 - Rewarding Employees with Job Enrichment
Since 2008, companies have been hunkering down and regrouping when it comes to
their employees. While some companies laid people off, others kept employees but
shifted hours. In some companies, all employees agreed to salary cuts in order to
weather the storm.
It’s fair to say that employees have definitely
taken the brunt of the economic downturn. Now is
the time for organizations to find ways to show
appreciation for all the sacrifices their employees
have had to make.
As the tide is turning back to a job seekers
market, you will want to pull out all the stops to
keep your star players on the team. Job
enrichment can be a win-win for the organization
and the employee.
What is Job Enrichment?
Job enrichment is a change in what your employees do or how they do it. Enrichment
structures ways for employees to find the job growth and challenge they crave without
leaving their current job or employer.
According to Beverly Kaye and Sharon Jordan-Evans in the book Love ‘Em or Lose
‘Em: Getting Good People to Stay, an enriched job:
• Gives employees room to initiate, create, and implement new ideas.
• Promotes setting and achieving personal and group goals.
• Allows employees to see their contributions to an end product or goal.
• Challenges employees to expand on their knowledge and capabilities.
• Has a future beyond itself.
How Some Companies are Getting Them to Stay
In June 2013, Deloitte had over a thousand people (CFO’s, COO’s, presidents,
directors, vice presidents, and HR executives) attend a webcast on talent retention. The
discussion was a result of Deloitte’s Talent 2020 survey. While the results are from
global organizations, when it comes to the topic of talent--how to get the right people
and how to keep them--the concerns are the same with every organization.
Strategic Human Insights
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A majority of the webcast participants (47.3%) showed a low voluntary turnover rate in
their organizations of less the 10%. The participants believe that Millennials (ages
16-31) are the ones leaving their organizations. The reasons given for leaving are lack
of career progress AND dissatisfaction with their current supervisor or manager.
So how are organizations getting them to stay and what can you learn from their
programs? Two of the top three incentives is monetary, such as additional bonuses,
financial incentives, and additional compensation. Because it’s short-sighted to rely on
just money as a long-term retention strategy, companies are also offering more work-life
flexibility programs.
Employee Culture at Zappos
Zappos thinks it’s important for employees to grow both personally and professionally.
It’s part of the Zappos culture for employees to constantly challenge and stretch
themselves, so they are not stuck in a job where they don’t feel like they are growing or
learning.
They also believe that inside every employee there is more potential than even the
employee realizes. The goal of this type of culture is to help employees unlock that
potential.
If you want your organization to thrive in today’s competitive environment, you cannot
get complacent about your high retention numbers. Organizations can no longer
implement broad retention strategies. Customization and individual retention strategies
will keep you in the competitive game of business and help you keep the key talent you
need to stay ahead.
Now is the time to provide key employees with meaningful work. Your employees want
to add value to the organization. In fact, 42% of the employees that are currently looking
for another position say it’s because their current job doesn’t make good use of their
skills and abilities.
If you aren’t sure where to start to learn what motivates your people and what their
current skills and abilities are, take a look at the TriMetrixHD assessment provided by
Strategic Human Insights. This tool will provide you valuable information on how to
develop, reward, and retain your key employees.
How to Persuade Your Current Employees to Stay with Your Organization
1. Utilize your employees’ talents. If you aren’t completely sure what they are, find out!
2. Provide meaningful projects or other stretch assignments for them to work on.
Strategic Human Insights
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3. Let them “write their own job description” and incorporate some of their ideas into
their daily work.
4. Let them cross train or work with other departments or on other projects where they
can add value.
Leaders, the time to be complacent about your employees is over. Don’t get a false
sense of hope that the job market is tight and your employees have no place else to go.
Start today by polling your people on how they feel about the organization, about their
job, and any changes they would like to see incorporated in both.
Here are some other questions you can ask:
•
•
•
•
•
•

Do you know how your job is important to the company?
What skills do you use on the job? What talents do you have that you don’t use?
What about your current job do you find challenging or rewarding?
In what areas would you like increased responsibility?
What do you want to do in the next 2-5 years?
What ways would you like your job changed?

What you’re trying to do is help your employee evaluate their current job and discover
ways to enrich it. Remember, everyone will be different. Everyone wants something
different from each of their jobs. This process will need to be explored by each individual
and supported by each manager. Everyone is not bored by their job, so don’t panic if
you have a few key people come to you and ask to be considered for a job enrichment
program.
The way I see it, you have two choices. You can help your good people find a way to
love their job again, or you can potentially lose them to your competitor. Do something
about it while you still have the time.
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4 - Helping Employees Grow with Career Development
“Even during challenging economic times, your
best and brightest have options” states the book
Help Them Grow or Watch Them Go.
It’s amazing that one of the most effective tools
for driving business results is often overlooked-career development. There are a million
different ways a manager can help with an
employee’s career development: online training,
coaching, a developmental assignment, inperson classes, to name a few.
A manager needs to be the one to figure out first
when someone is ready for their next role. The
manager also needs to be sure they don’t move
employees based on the whims of the business
or executives.
As a manager, you need to interact with your employee on a frequent basis. You may
think your employee owns their own career, and in some ways they do. However, as
their manager, you have a responsibility to help them grow and develop. In the weekly
meetings with your employee, ask them what else they want to learn. Once you are
armed with this information, you can help them move to a developmental assignment or
classroom learning or coaching.
When setting up developmental assignments, make sure you are following some clear
guidelines and have a good idea of the outcome you would like for your employee to
achieve.
3 Ways to Develop Your Employee
1. Rotation Roles. These are often short assignments either early in a career or in the
middle of a career change. They give an employee exposure to various parts of an
organization. You can make these assignments productive if you select the right
depth of responsibilities and achievements. To ensure success for the individual and
the group, surround them with experienced professionals who enjoy coaching and
mentoring.
Strategic Human Insights
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2. Specific Roles. These types of assignments provide an opportunity for the individual
to develop deep skills or competence in an area. An individual may move through
several of these roles within their career, but the key here is to keep the person in the
role long enough to showcase expertise they are developing in the area.
3. The BIG Role. This is the role the individual has been working toward. Perhaps they
will move into the role because of a succession plan, applying through internal
channels, or as a step-up by leaving your organization for another. Regardless of how
they get the job, if they stay with your company, make sure they not only have the
competence, but also have the wisdom to do the job.
Developing your internal talent is not difficult. However, if you fail to help your
employees grow, they will take their talents elsewhere.

Strategic Human Insights
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5 - Impacting Employee Engagement with Recognition
One Big Challenge
A 2012 survey by the Society of Human Resource
Management (SHRM) showed that employee
engagement is the number one challenge for
organizations. In fact, 93% of organizations
surveyed cited employee engagement as their
number one challenge.
One way to impact employee engagement is with through a reward and recognition
program. Organizations using employee recognition have observed that these programs
have a positive impact on business results. The misconception is employee recognition
programs are just “fluff” or “warm and fuzzy” without any proven return on investment.
That’s far from true!
Two Big Benefits
Over the last few years, small, medium, and large businesses have had to do a lot more
with a lot less. In the area of rewards and recognition, some companies have enhanced
their programs because they want to keep good employees and reward those that go
the extra mile or are consistently strong performers.
No matter what the current economic environment, there is clear evidence that adding a
more formal reward and recognition program to your organization will pay big dividends.
The long-term engagement and retention of your best employees are two of the biggest
benefits your company will reap.
The question becomes “How do we best reward and recognize each individual?” And
the answer lies within that question. Companies think their compensation, benefits, as
well as rewards and recognition, need to be a “one size fits all” program. That couldn’t
be further from the truth.
Start with Motivation
You first must understand why your employees work for you. Something very personal
motivates them to get out of bed every morning and come spend time at your office or
representing your company out on the road. You have to get to the heart of the matter
Strategic Human Insights
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here. Once you know what the motivation is, you’ll know how to develop a program that
is customized to the individual. I always recommend for new and current employees to
take an assessment that clearly shows their workplace motivators. This way you, the
employer, are not guessing at what actually motivates them.
Develop a Rewards Program
You don’t have to be a huge company or have a huge budget to provide a rewards
program for your employees. Some of your rewards should clearly be tied to the
individual’s performance, which would only impact the individual at the end of the year.
But to really get the most out of a rewards program, you should consider having various
types of rewards for various activities. You could choose to reward individuals for
meeting specific project metrics. Whatever you decide, I highly recommend overcommunication and consistency.
Seek Employee Input
Because the program will affect your employees, it’s a good idea to ask them what type
of rewards they would like. Some employees might want an extra day off or extra hours
off as a reward. And, of course, these types of rewards will not bust your budget. Don’t
be afraid to ask, because you just might be pleasantly surprised at how affordable their
recommendations are.
More Insights
The 2012 survey by SHRM and globoforce showed that 63% of organizations agreed
that employee engagement was very important. 57% cited that employee retention and
effective performance management are “very important” challenges within the current
economic environment. 76% of organizations indicated that they do have an employee
recognition program in place, and felt their employee recognition program aligned with
the organization’s overall company values. Some of these organizations reward
employees according to the job performance, while others say managers and
supervisors effectively acknowledge and appreciate employees.
In the past, an organization’s core values were just words on a plaque in the lobby.
Today we’re finding that aligning company core values and employee core values are a
way to instill the culture across the organization. You can find out what values drive a
person to come to your place of business by utilizing behaviors and values
assessments during your hiring process. Companies that align their recognition and
core values show greater employee satisfaction with how their performance is
measured and more managers who are effectively appreciating employees.

Strategic Human Insights
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While some organizations are still trying to get the right people in the right roles and
keep them, others are realizing that, regardless of industry, a standardized process to
attract, reward, and recognize employees is the best way to ultimately retain them.
One Last Question
How much better would your organization be if you had:
• 63% increased employee productivity?
• 61% increased employee engagement?
• 51% improvement in employee retention?
Think you could possibly beat your competition?
Then what are you waiting for? Implement an employee recognition program!

Strategic Human Insights
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6 - Retaining the Right Talent to Grow Your Business
One Important Question
In today’s economy, every business executive, owner,
CEO, and president should be asking themselves one
important question: “Do I have the talent to take this
business to the next level?”
If the answer is no, you probably want to begin looking.
But if the answer is yes, then employee retention
should be at the top of your list of priorities . . .
because employee retention statistics tell us your best employees may be sitting on
your payroll while patiently waiting for the “right” job. You need to be sure you are
managing employee retention with specific individuals in mind and long-term goals in
place.
Employees are Not All Alike
A good manager knows the strengths and weakness of his/her employees, but do they
know what motivates them? In employee retention studies, TTI Success Insights found
that money is NOT the reason most employees leave a job, which seems contrary to
popular belief. In the latest study involving over 19,000 job seekers, only 19% said
money was the reason they were looking for a new job. Instead, more popular reasons
included stress, mismanagement, lack of room for advancement, and lack of employee
development.
In order to effectively manage employee retention, it’s important to determine the core
values of each individual. What drives them to take action? What keeps them engaged
and motivated? What needs do they have that should be fulfilled on the job?
For example, let’s assume Sally is a salesperson for a medical device company that
sells a new health care device to hospitals. What motivates Sally to get out of bed each
day, put on her suit, and give a great sales pitch? Perhaps she knows that each time
she introduces better technology to a hospital, she impacts the lives of many people. Or
maybe Sally’s personal goal is to be the top salesperson in the company. Yet another
possibility is that Sally comes from a family of salespeople and takes pride in following
in their footsteps. Whatever the case may be, the important thing is to know what
motivates Sally and to ensure that employee retention strategies cater to her unique,
personal motivators.
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Employee Retention Must Fit Corporate Goals
Developing an employee retention strategy that is specific to each individual must start
with an in-depth look at the company’s long-term goals and what it needs for success.
What is the next level? What skills do you need to get there? Who has those skills and
what skills are missing in the company? While it is not an easy task, it is an important
step in the process of creating an employee retention strategy that will help you meet
your long-term goals.
Perhaps you will find that job roles should be reorganized, skills of certain employees
are better utilized in another way, or certain employees are key to future success. Once
you have determined how your workforce needs to adapt to meet company goals, you
can implement an employee retention strategy that ensures you have the right people
on the bus and in the right seats to help your organization reach the top.
10 Strategies to Keep Your Good People
Since 2008, the tide of the economic environment has been in favor of businesses. But
as the economy continues to pick up, the tide is turning more in favor of employees.
Companies need to do everything they can to retain the right people in the right roles.
Here are 10 strategies to help you do just that:
1. Set expectations. Have a clear, concise description of the job and the expectations
of the person in that job.
2. Move your talented people around the organization. Let them experience other jobs
in the company and have the company win by using their talents in different ways.
3. Know your talented employees’ strengths and physical needs. Make sure they have
all the tools and knowledge necessary to do the job right.
4. Provide your company strategy up-front. Make sure you have a system in place for
distributing important information to your people.
5. Know what your employees can and will do. Give them the opportunity to do those
things every day.
6. Identify key players or high potentials and spend time with them. Provide
encouragement publicly and privately.
7. Let managers work with their talented people on a development plan and assume a
partnership role with the employee. That way everyone knows what’s expected of
them.

Strategic Human Insights

16

The Executive Guide to Improving Employee Retention

8. Set up town hall and individual meetings to get to know your people. Reconnect with
them often as their wants and needs change.
9. Train managers in productivity coaching. Hold them accountable for hiring and
developing talent within their units.
10. Teach and train managers in the art of High Touch. People want to be respected,
recognized, and rewarded for outstanding performance.
If you’ll incorporate these ten steps as part of your talent management strategy, you’ll be
sure to have great employee retention.
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7 - Implementing Various Employee Retention
Strategies
18 Employee Retention Strategies Your Company
can Implement
1.Promote from within whenever possible.
a.Build your internal talent pool for the future.
2.Provide clear career paths for promotions or lateral
moves.
3.Cross train employees where appropriate to give them
a larger view of the organization.
4. Hire great managers that know how to develop and coach individuals.
5. Communicate, communicate, communicate.
a. Let employees know what is expected of them.
b. Share the business strategy, mission, and vision so employees can
support the executive team efforts.
c. Have small informal lunches with the executive team so employees can
hear what’s going on with the company first-hand.
6. Help employees reach their professional and personal goals.
7. Provide on-boarding programs that fit individual needs, not just a one-size fits all
program
8. Ensure your policies drive retention, not hinder it.
9. Hold managers accountable for achieving retention goals.
10. Provide a mix of classroom, online learning, and one-on-one training and
development opportunities.
11. Develop a succession plan and share it with key employees so they know they
are being considered as a future leader.
12. Provide stretch assignments or other job enrichment opportunities.
13. Train managers to be territorial about “the company” and “not their department.”
This benefits the whole organization.
Strategic Human Insights
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14. Know what talent you have inside your organization.
15. Implement “stay conversations” to determine in advance who may be at risk to
leave.
16. Find out what motivates your employees and provide projects that challenge
them personally as well as professionally.
17. Share how the work they are doing is impacting the company.
18. Ask your top employees to develop a “dream job” sheet where they redesign
their current role -- or the next role they want within the organization.
You can implement some or all of these strategies to improve your company’s employee
retention.
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