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Develop, Motivate

and

Retain Your Employees

by John Tschohl

Why do people leave their jobs? Even if they are well paid and have
good benefits, many will wave goodbye as they walk out the door,

never to return.

They don't leave because they want
more money or belter benefits. They
don’t leave because they don’t like
their jobs or their coworkers. They leave
because their managers and supervisors
are not coaching, nurturing, recogniz-
ing or motivating them.

Fifty percent of responders in a Gallup
Employee Engagement Survey of em-
ployees in the United States said that,
at some point in their careers, they have
left to get away from their managers.
Only 30 percent said they are engaged
at work. That translates to 70 percent
who are not engaged. Wow!

What that tells me is that the old
adage that says “people don't leave
companies, they leave managers,” is
spot on. What do these figures mean
for you as a manager or supervisor? It
means that it’s up to you to make sure
your employees feel loved, valued and
appreciated. That might sound like a tall
order, but if you want your employees to
enjoy their work, become more produc-
tive, and stay with you and your company,
it’s critical that you take a good look at
how you treat them.

In a nutshell, you must become a
coach. You must train your team mem-
bers to perform at the highest level pos-
sible. You must give them the tools to
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do so. And you must recognize and value
their contributions every day. If you can
do that, you will have a winning team
and employees who wouldn’t dream of
leaving you. In the process, you will save
your company thousands—if not tens of
thousands — of dollars it would take to hire
and train new employees. It's a win for you,
your company, and your employees.

It’s important that you make yourself
available and that you set clear expecta-
tions, so your employees know exactly
what you want of them. Set concrete
goals and deadlines, and then meet with
employees on a reqular basis to have
an open and honest conversation about
them and their performance. Also, ask
them to share with you any roadblocks
that are preventing them from perform-
ing at their highest levels —and then ask
what they would recommend as solu-
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tions. When you do this, you are letting
employees know that you respect and
value them.

It’s also critical that you train your
employees. Consistent training and pro-
fessional development will help your em-
ployees refine their skills and give them
the self-esteem and confidence to exceed
your expectations.

The most crucial — and effective —step
you can take is to recognize employees
for their accomplishments. Most manag-
ers think money is a motivator; they're
wrong. Money is important, but it won't
improve their performance. Praise and
recognition —which cost nothing—are
the most important tools you can use to
motivate your employees.

In order for recognition to be effective,
it must be timely, sincere and specific.

continued on page 43
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Timeliness is critical. Don’t wait a week
or a month to recognize an employee
for a job well done. As time goes by, that
employee will grow resentful, and your
words—when they finally come —will
mean little or nothing.

Sincerity is important because em-
ployees can easily spot empty words.
Make the recognition heartfelt. And be

© e 06 0050000060088 00

specific. If you merely say, “Paul, you did
a great job last week,” it’s meaningless.
Tell him exactly what he did that im-
pressed you.

Recognition is even more powerful
when it is public. Do it at an employee
meeting, or at an impromptu gathering
around the employee’s desk. Alternatives
include sending out an email to every-

Recognition is even more powerful when it is public. Do it

at an employee meeting, or at an impromptu gathering

around the employee’s desk. Alternatives include sending

out an email to everyone in the department or sending the

employee a personal, handwritten note saying why he or

she is a tremendous asset to the company. | can guarantee

that the employee will keep that note for years.
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one in the department or sending the
employee a personal, handwritten note
saying why he or she is a tremendous
asset to the company. I can guarantee
that the employee will keep that note for
years.

Of course, there are times when you
have to cut your losses and let non-per-
forming employees go. Let’s face it: Not
everyone is coachable. Some employees
simply are not willing to put forth the ef-
fort it takes to better their performance.
When you cut them from the team,
you’ll have more time to focus on those
employees who will help you drive your
business. «




