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You will learn and apply: 
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1. The Rethinking Retention ModelÑ, the only sequenced and research-

based plan for improving retention 

 

2. Research regarding the power of leaders for improving engagement 

& retention 

 

3. The power-packed balance of leader- and HR-driven retention 

initiatives 

 

4. The process for costing turnover by job and by individual leaders  

 

5. ñThe Power of Stay Interviews for Engagement & Retentionò, SHRM, 

2011 

 

6. 5 fresh-thinking engagement best practices 

 

 



Why Are Engagement & Retention 
Important Today? 

ü 33% engaged, 17% disengaged, rest in 
middle 

 

ü Most engaged? Execs, older workers, 7+ yrs 
LOS 

 

ü ²ƘƻΩǎ [ƻƻƪƛƴƎΚ рл-90% as economy 
improves 

 

ü Unemployment for college grads 4.5% 

 

ü Recession hardly touched healthcare and 
technology 
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Where to start? 

ÂTo help your organization be more 

successful, where do you start? 
 

PEOPLE 
 

PROCESSES 

 

PRODUCTS 
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What is the difference between a 

process and a program? 
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The Rethinking Retention Model 
Process or Program-Driven? 
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CEO 

EVP 

VP VP 

EVP 

VP 

Retention Programs 
driven by HR from the 
side like surveys, 
employee 
appreciation week, 
newsletters 
 

Retention Processes driven by 
executives from the top like sales, 
service, quality, and safety 
 



The Rethinking Retention Model 
Process or Program-Driven? 
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CEO 

EVP 

VP VP 

EVP 

VP 

Retention Programs 
driven by HR from the 
side like surveys, 
employee 
appreciation week, 
newsletters 
 

Retention Processes driven by 
executives from the top like sales, 
service, quality, and safety 
 

30% 
70% 



The Rethinking Retention Model TM 
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Research-Driven, Process-Based 



The Rethinking Retention Model 
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о tǊƛƴŎƛǇƭŜǎΧ 
 

Point #1. Employees quit jobs because they can 

 

Point #2. Employees stay for things they get uniquely 
from you 

 

Point #3. Supervisors build unique relationships that 
ŘǊƛǾŜ ǊŜǘŜƴǘƛƻƴΧƻǊ ǘǳǊƴƻǾŜǊ 

 

 



The Rethinking Retention Model 
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CƻǊ {ǳǇŜǊǾƛǎƻǊǎΧ 
 

Point #4. Hold supervisors accountable for achieving retention goals 

Point #5. Develop supervisors to build trust with their teams 
 

CƻǊ tŜƻǇƭŜ aŀƴŀƎŜƳŜƴǘ tǊƻŎŜǎǎŜǎΧ 
 

Point #6. Narrow the front door to close the back door 

Point #7. Script employees first 90 days 

Point #8. Challenge policies to ensure they drive retention 

  

CƻǊ ¢ƻǇ aŀƴŀƎŜƳŜƴǘΧ 
 

Point #9. Calculate turnovers cost to galvanize retention as a business issue 

Point # 10. Drive retention from the top, as executives have the greatest impact on 
achieving retention goals   

 

  

  



What percent of your turnover do 

you attribute to the immediate 

supervisorôs relationship with their 

employees? 
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The Real Power of Supervision 
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A  study by Kenexa confirms that 

employees  satisfaction with pay, 

benefits, learning, development, and 

advancement is mediated  by their 

relationships with their supervisors and 

concludes: 

 

Offering a higher salary or 

developmental/advancement 

opportunities may not be enough to 

retain employees  

 

So it appears that poor supervision 

overcomes the benefits of pay and 

developmentéand leads to higher 

turnover 

 



What matters moreé 

relationships with 

supervisors or these 

programs? 
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SupervisorΩs Impact 

Â If you have a turnover problem, look 

first to your managers éGallup 

 

Â Employees stay for managers first and 

co-workers secondésalary.com 

 

Â Poor leadership causes over 60% of all 

employee turnoveréSaratoga Institute 

 

Â Employees who stay primarily for their 

supervisors stay longer, perform 

better, are more satisfied with their 

payéTalentKeepers 
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Exercise: The Rethinking Retention Model TM 
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Turnover Cost Calculator 
(on website with access) 

Â Identify a high turnover 

position 

Â Total Compensation & 

Benefits for position 

Â Company Average 

Compensation & Benefits 

for all positions 
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An Accountability Clue 
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2-ball off the 6-ball: 

 
The secret to influencing 

the CEO to set retention 

goals is to ask the CFO to 

put a $ cost on turnover 

firstéthen both the CEO 

and CFO become 

advocates for what you ve 

always known, that 

retention must be 

managed on the 

operations side of your 

company as well as in HR 



2 Tales of Retention Accountability 

18 www.c-suitesanalytics.com 

No Accountability 

 

Â Supervisors focus hard on 
productivity, less on people 

 

Â Turnover leads to finger-pointing 
at pay, policies, HR 

 

Â Turnover is seen as rush-hour 
traffic, that nothing can be done 
to fix it 

 

Â Losing good workers is seen as 
unfortunate events for which no 
one is accountable 

 

With Accountability 

 

Â Supervisors seek tools and training to 
retain their teams 

 

Â Retention is seen as achievable and 
within each supervisors control 
 

Â Good supervisors are rewarded, 
ineffective ones addressed 

 

Â This is my team and I am in charge of 
leading and retaining it 



No Retention Accountability 

In what ways are you held accountable if a high-
performer leaves your team? 

 

Â No accountability 45% 

Â Hurts our productivity 27% 

Â Rest of team is disappointed 14% 

Â Let shareholders down 8% 

Â Other 6% 

Â Pay or bonus is reduced 0% 

  Source: Finnegan Mackenzie & Execunet, 2010 
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Supervisor Accountability is Not Common 
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Â Monster reports 11% of supervisors are held accountable to 
retention goals 

 

Â Accountable  might mean bundled into people 
management  category on performance appraisals up to a 
direct connection to pay, incentives, or bonuses 
 

Â /ƻƴǎƛŘŜǊΧƛŦ ул҈Ҍ ƻŦ ȅƻǳǊ ŎƻƳǇŜǘƛǘƻǊǎ ŀǊŜ ƴƻǘ ƘƻƭŘƛƴƎ 
leaders accountable for retention, how much of a 
competitive advantage is available to you by  establishing 
and enforcing retention goals? 



Definition of Stay Interviews 
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ÂOne-on-one meetings between leaders and 
direct reports, where leaders learn the 
reasons that each direct report stays 
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Characteristics of Effective Stay 
Interviews 

Â Leaders take action on the reasons team members stay  

Â Leaders record their teamΩs stay reasons and forward that 
information upward ς so the company can take action on 
employees  most important stay reasons  

Â Interviews are conducted in a top-down, cascading fashion, 
meaning each leader will participate in a Stay Interview as a 
direct report before conducting one as a leader 

 

 

 


