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Job seekers are confident 

……    

• Global Context 

• 28 percent of employees in the US and Canada have considered 

leaving their employer and moving to a competitor within the last 12 

months. 

• Nearly half of US employees are confident they can find a job that 

matches their compensation level within six months of beginning a 

search. 

• In the tech industry, confidence is significantly higher; two thirds say 

they could find a better job in 60 days.

• More people in transition in 2018 than there was in 2012.



The talent market will get even   

more competitive

 The number of people saying jobs were plentiful exceeded the number of 

people that said jobs were scarce by 3.4%  - the best number since the great 

recession.

 The number of open jobs is growing and the pool of qualified candidates is 

shrinking.  It is more competitive than ever.  



The cost of voluntary 

turnover is escalating !



What do talent magnet companies do 

differently to everyone else?

 How do their leaders engage talent?

 What is the role of culture?

 Is it transferable and sustainable?



Ultimately Talent Magnet 

Companies Live their 

Values
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The Values that Strongly Guide Talent 

Magnet Organizations



Where is the Cultural Set Point in Your 

Organization?

Is energy pulling away or back towards that set point?



Some interesting figures

 51% of employees are inspired to give extra 

effort to deliver on their goals; 

 Managers only see 45% of people on their teams 

as going above and beyond

 Have we lost half of our employees ?  

 What does that say about our organizations?

 The fact that half of the employees surveyed are 

not inspired is not a reflection on them, but on us.  

What kind of cultures are we creating?  



The Four Keys to Building an Engaging Culture



Employee Experience Journey Mapping
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A set of perceptions that employees have about their 
experiences 

at work in response to the interactions with each other and with 
the organization   

--Globoforce, 2016

Employee Experience 
x

The real reason employees leave 

organisations is based on “feelings” 
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People with positive employee experiences are twice as 
likely to stay….and 52% less likely to intend to leave

The more positive the employee experiences the higher the 
discretionary effort—nearly double the discretionary effort



What do employees want?

 Employees want real connection and 
relationship.

 Generation Y- 70% of them will want to change 
job after 6 months of joining.

 New world order …we need to accept it..

 The quality of leadership matters… a lot.

 Gallup research (2015) estimates  that as 
much as 70 percent of the variance in 
employee-engagement scores is attributable to 
the manager.



 Build trust and be inclusive

 Create a culture of accountability,  (See it, own it, solve it, do it !!…)

 Listen, ask questions, and show authentic interest in employees

 Inspire people to achieve levels of high personal performance

 Bring passion to the workplace and have palpable energy and 

enthusiasm

 Do not ever throw people under the bus!

Seven key skills for leaders who promote engagement:



Question ….. 

 What is it like in your organization? 

 Is there a gap between your 
company’s values and how your 
leaders demonstrates these values…

 What is the employee experience on 
a daily basis? 

 Why does the gap exist? 



What employees want 

 We need to support mobile and social ways of working, building 

connections throughout our organizations, inspiring collaboration, 

and creating real and virtual communities of work. 

 We live social and mobile lives, and we want the same thing at work.

 We have room for improvement when it comes to recognition.

 In research conducted by Globoforce organizations with formal 

recognition programs reported 61% increase in engagement

 42% of people report receiving recognition for a job well done.  

 Recognition can be a game changer when it comes to organizational 

performance.  



The employee experience

Flexibility ………………..

39% of people reported that their organization promotes flexible working 

arrangements.  

Under 40% is surprising given the recent data that has been reported on the 

impact of flexibility on business performance and culture.    

At the end of 2015, Vodafone researched the impact of flexibility and found that 

83% of companies reported improved productivity.  



The Employee Experience
How about an employee driven performance review …????

The manager has to do all the prep work associated with preparing for 

the performance conversations.  

The employee’s role is rather passive—sometimes they fill out a self 

review, Employee takes the initiative to prepare for the review—

Meet with peers and others across the organization to gather 

feedback, they do the first draft of the review form where one exists, 

they provide data to the manager on their goals and what they have 

accomplished. 

Manager does have a final say in giving the rating (where one is used) 

and providing the written feedback.  



The Employee Experience
Onboarding

What you expect of them in the job—be clear about what good performance in the job 

looks like—tell them what behaviors deliver great performance.  

Connect on-boarding to performance right from the beginning it makes a big 

difference in retention..  (Aberdeen Group, 2013)

Wellbeing

When asked about wellbeing, 34% of people reported that their organization was 

concerned with their overall wellbeing. Whether it be through competitions, fitbit—

Emerging as an area for opportunity in organizations. Competitions/ Seminars can also be 

connecting points in the culture—creating another avenue for building ways of belonging in 

the organization.



Culture is everything
Culture is everything—it determines who will join your company and how long they 

will stay. 

It is why your company may be identified as a great place to work

51% of people reported that they are proud to work for their organization.  49% see a long 

term future in their organization. 

Pure and simple, talent magnet companies live their values.  The focus on employee 

experiences—using their talent processes as a way to translate their values into the 

culture, thereby creating great employee experiences. (Stroko & Adamsen, 2016) 

“Culture eats Process for breakfast”………… Ayers 1999

What we call the beginning is often the end. And to make an end is to make a 

beginning.  The end is where we start from. (T.S. Eliot, Four Quartets)



Culture is everything

 Gallup has been measuring engagement for years, and people aren’t any more 

engaged. 

 Every year we learn that roughly 73% of the workforce is in the bucket of disengaged to 

highly disengaged, so something isn’t connecting. 

 Keith Ayers really got it right when he said that Engagement is not Enough, 2008.  

 Passion Pyramid is a great way to think about creating a vibrant culture.

 These needs are universal whether you are part of a small company or large enterprise, 

everyone wants to be respected. 

 People want to learn and grow—if they can’t do that in your organization, they will go 

somewhere where they can. 

 Everyone wants to feel connected—they want to understand the business and how 

they fit in. “being an insider.”  Belonging is a basic human need in organizations.   

People want to know that their work matters, and who they are and what they can do is 



Back to our Leaders

 If that’s what people want, what does it take to get there?  

 First it takes leaders that know how to build trust. Do your leaders know how to 

connect with people one to one?  Do they approach people with an attitude of respect? 

Leaders need to know how to coach, council and mentor.  

 To coach in the moment. What do you see as organizational outcomes when you care 

about what people want from work, and leaders can deliver it? 

 When you focus on coaching and developing people you get more talented employees 

who also take responsibility for building their skills and capabilities.  When leaders are 

inclusive, employees feel emotionally connected. 

 When people are passionate about the organization and what they do, you see higher 

levels of discretionary effort—they are highly engaged and you get all the benefits that 

come with that…. personal accountability, higher retention, and higher productivity.



The Passion Pyramid
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 Challenge

 Learning

 Variety

 Significance

 Autonomy

 Trust 

 Shared values

Engagement Magic 

by Prof. Linda A. Hill, Harvard Business 

School



Parting Comments …..
• Building trust ……………….. Who’s got my back . Who’s back do I 

have ?

• Relationship Action Plan….

• Source of all value – People and Culture

• Change is hard at the start , messy in the middle and gorgeous at the 

end.!!

• Inspiration versus Motivation – find out what inspires folks..  

• Busy being busy………..

• People with better social capital win 

• Factors of highly engaged business = social interactions 

• Leave people better than you found them……….



Parting Comments….

• Dreaded conversations do bring us to the next level as leaders…. 

• Focus on what you want and not on what you don’t want

• Victims blame events but great leaders focus on the response….. 

• Ask for feedback – on a scale of 1-10 how would you rate me on 

xxxx

• What would it take to make me a 10.

• Feelings drive business outcomes – What matters to you !!!…. 

• Transparency & humility are endearing qualities in every leader.

• Create a team – don’t want to leave each other down. 

• 30% responsible for each others success. 

• Culture – changing the 1st year experience..

• Job Seekers are confident , they know their value proposition…


