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What behaviors might you witness in 
the workplace that indicate employees 
are NOT engaged? 

Think about it… 



Disengagement in Action  
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Recruit + Retain + Reward= 
Engaged Workforce 



The Urgency for 
Recruiting Strategies 

The dynamic national 
public and private sector 
environments are  
facing an unprecedented 
set of talent challenges. 

 Low employee 
engagement 

 Skills shortages in  
key rolls 

 Anticipated high 
turnover of Millennials 

 Aging Workforce 

 Fierce competition  
for talent 

 Mobile and diverse 
workforce 



Recruiting Strategies to Consider 

Dedicate personnel 
to recruiting 

mission critical 
roles 

Create alternative 
workplace 
solutions 

Establish career 
paths 

Onboarding 



Mission-Critical Roles Ready Now            Ready 1-2 Years       Recruiting Strategy 

Recruiting Mission-Critical Roles for Sustainability 
Application Tool 



Recruit + Retain + Reward= 
Engaged Workforce 



The Low-Down 
on Retention 

• 1/3 of new hires quit after  
six months 

• 1/3 of employees knew whether 
they would stay for the long  
term after their first week of 
employment 

• 35% of employees start looking 
for a new job if they don’t receive 
a pay increase in the next 12 
months 

• 32% of employers expect 
employees to “job-hop” 

   eremedia.com 

 



The Low-Down 
on Retention 

More than 1/2 of all 
organizations globally have 
difficulty retaining some of 
their most marketable 
employee groups 

    
 Willis Towers Watson 



Recommended  
Retention  
Strategies 

A robust 
onboarding 

program 

Climate,  
engagement, and 

stay surveys 

Robust 
Employee 

Development 
Programs 



Stay Interview for Retention  
Application Tool 

• What kinds of exposures and experiences have you enjoyed most/least;  
and what kinds of exposures and experiences would you like to have in  
the future? 

• Which projects are examples of the kind of work you enjoy most? 

• What is gratifying to you about working in this organization? 

• What has contributed to your success in your role? 

• What are the challenges you are encountering in your role, and what can your 
manager do to help you overcome them?  



Development Programs 



Examples of the Progress of Employee 
Development Programs 

Agency Leadership 
Academies 

Accelerated Leadership 
Institute 



Recruit + Retain + Reward= 
 Engaged Workforce 



Rewarding  
Employee’s  

Performance 

 
Busting the reward myths 

• Myth #1: Money is the best 
reward 

• Myth #2: Employees are 
professionals. They should 
just do their jobs! 

• Myth #3: If I reward every 
time they do something 
useful, I will have to reward 
all the time 

• Myth #4: We’re working to 
address critical problems, not 
to make our employees happy 

   Adapted from magementhelp.org 



Guiding Principles of  
Effective Reward Systems 

• Workers should be able to clearly associate the 
reward to their accomplishments 

• Rewards should support behaviors directly 
aligned with accomplishing strategic goals 

• Rewards should occur shortly after the behaviors 
they are intended to reinforce 

• Rewards should be tied to passion and purpose, 
not to pressure and fear 

  Adapted from managementhelp.org 



S.M.A.R.T. Goals & Performance 
Specific: Work outcomes must specify what the employee needs to achieve. 

Measureable: Work outcomes need to be measurable to determine if they have 
been met.  

Achievable: Work outcomes must be achievable and be able to be met with the 
available resources. 

Relevant: Work outcomes must relate to the overall strategic or operational 
goals of the agency and the Governor’s priorities and the specific job the employee 
is required to perform. 

S 

M 

A 

R 

T Time Sensitive: Work outcomes must have a time limit  
for completion. 



Specific Measurable Achievable  Relevant Time Sensitive 

Work outcomes should specify 
what they need to achieve. 

The work outcomes need to 
be measured as to whether 
or not they have been met. 

The work outcomes must be 
able to be met with the 
resources available. 

The work outcomes are 
important to the agency’s 
goals and the specific job 
function. 

The work outcomes need to 
have a time limit for 
completion. 

Specific means the work outcome 
is concrete, detailed, focused and 
well defined.  It must be 
straightforward and emphasize 
action and the required outcome.  
The work outcome must 
communicate what you want to 
see happen. 

A work outcome must be 
measurable so that its 
progress can be determined.  
It’s important to have 
measures that will encourage 
and motivate and will allow 
one to determine when the 
work outcome has been 
achieved or not. 

The work outcomes must be 
capable of being 
accomplished based on the 
skills, knowledge and 
resources available.  The 
work outcome can be 
challenging, but not so much 
so as to cause constant 
frustration. 

The work outcomes must 
relate to the overall agency 
strategic and/or operational  
goals. 

The work outcome must have 
a begin date and an end date.  
Interim dates for assessment 
may also be included.  Agreed 
timeframes create the 
necessary urgency and 
prompts action. 

What exactly is to be done, with 
and for whom? 

What strategies will be used? 

Is the work outcome well 
understood? 

Is the work outcome described 
with action verbs? 

Is it clear who is involved? 

Is it clear where this will happen? 

Is it clear what needs to happen? 

Is the outcome clear? 

Will this work outcome lead to the 
desired results? 

How will it be known the 
work outcome has been 
achieved or not? 

Is there a reliable system in 
place to measure progress 
towards the achievement of 
the work outcome? 

How much? 

How many? 

Can the work outcome be 
met within the proposed 
timeframe? 

Are the limitations and 
constraints understood? 

Can the work outcome be 
met with the available 
resources? 

Is the work outcome 
possible? 

Can the people with whom 
the work outcome is assigned 
to make an impact on the 
situation? 

Do those tasked with the 
work outcome have the 
necessary knowledge, 
authority and skill to 
accomplish the work 
outcome? 

Will this work outcome help 
the agency reach its strategic 
and/or operational  goals? 

Is the start and finish 
date/time for the work 
outcome clearly set? 

Is the date/time within the 
capacity of those to whom 
the work outcome  is 
assigned? 

Is the date/time for 
accomplishment 
reasonable? 

There’s a difference between interest and commitment.  When you’re interested in doing something, you do it 
only when circumstance permits.  When you’re committed to something, you accept no excuses, only results. 



Measuring Engagement… 
Major influencers on employee engagement… 
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Positive Workplace Attitudes (PWAs) Self Assessment  
Application Tool 

Adapted from Kouzes and Posner, Great Leadership Creates Great Workplaces, 2013. 

Positive Workplace Attitudes 1 = Never 2 = Rarely 3 = Sometimes 4 = Often 5 = Always 

My work group has a strong sense of team spirit 

I am proud to tell others that I work for this 
organization 

I am committed to this organization’s success 

I would work harder and for longer hours if the 
job demanded it 

I am highly productive in my job 

I am clear about what is expected of me in my job 

I feel that my organization values my work 

I am effective in meeting the demands of my job 

Around my workplace, people seem to trust 
management 

I feel like I am making a difference in this 
organization 



Lessons Learned 

Start at the top with leadership to set tone and 
sponsorship 
Strategic – focus on competencies, not topics 
DO NOT cut learning and development from budgets 
Know your resisters and invite their participation 
Change the language, change the culture 
Create customized learning and development for 
leaders and employees 
Create enterprise-wide councils to increase 
engagement in decision making 



Resources 
Leaders Behaving Badly. 2016 Hogan Assessment Systems, Inc. 
 
https://www.icims.com/resources/whitepaper/3-key-essentials-
for-engaging-and-retaining-top-talent 
 
www.gallup.com 
 
U.S. Bureau of Labor Statistics 
 
https://www.icims.com/resources/whitepaper/3-key-essentials-
for-engaging-and-retaining-top-talent 
 
Managementhelp.org 
 
www.pwc.com 
 
Shrm.org 
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