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WHEN THE MONEY RUNS OUT:

Retainin? and Motivating Long Term Employee
n

Without

By Anne Lesch

Who would have thought that a topic
on compensation could be so interest-
ing? Michael Maciekowich and Jennifer
Loftus, National Directors of Astron
Solutions, LLC, led the September 8
HR Alliance Meeting with their pro-
gram, "When the Money Runs
Out:  Retaining and Motivating Long
Term Employees Without Increasing
Pay." Mr. Maciekowich emphasized
that compensation is not just the sci-
ence of numbers but how value is
communicated to employees.

Although Astron Solutions provides
compensation consulting expertise to
organizations with multi  -generational
employees, the program focused on
employees with 20+ years tenure
(e.g., Veterans born between 1909 and
1945 and Boomers born between 1945

and 1965). When pay was removed as

a discussion point, an Astron Solutions
focus group found that these long -term
employees desired the following: Time
Off, Wellness Options, Benefit Cost
Subsidies, and Longevity Recognition.

L OVE

0 EM

creasing Pay

The focus group identified common
compensation plan weaknesses; how-
ever, of key importance is determining
for which groups a compensation plan
is not working and then listening to the
employees. Mr. Maciekowich stated
how he responded to employee feed-
back by proposing to one Buffalo, NY
company that parking spaces be made
available for long -term employees near
the building entrance. He related that
an employee in another company just
wanted the CEO to say "thank you"
when a major milestone was
achieved. Still another employee sug-
gested that a gold stripe designating
tenure be added to the top of the
badges they were required to
wear. These are inexpensive solutions
that demonstrate value to employ-
ees. Program participants also shared
examples used in their companies,
such as Tiffany gifts and savings bonds
of increasing value over the years.

In terms of salary, it was suggested
(Continued on page 2)

or L OS E

Retaining Talented Employees

By Jason Boltax

Retaining talented employees is a key
problem for corporations. Even when
there is a slower economy, attracting
and holding top talent is a serious con-
cern. The trend is exacerbated by a
growing propensity for people to
change jobs frequently. After 20 years
of down -sizing, it is ironic that corpora-
tions are now concerned about losing
employees.

The problem is one of getting qualified
and talented people into the right jobs

and keeping them there. HR profes-
sional s, manager s
searching for what they can do to keep
their good, talented employees.

and C|

Some organizations are turning to re-
tention bonuses to attract and retain
talented people. There are also reports
of an amazing array of perks and
benefits being offered to make em-
ployeesdé |ives more
organizations offer dry -cleaning ser-

c o mf

(Continued on page 2)
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(Continued from page 1)

that there's a finite value to a job, which has
nothing to do with the value brought by individ-

ual employees. Some companies pay everyone
at one level the same in order to avoid law-
suits.  Others pay bonuses or honoraria to em-
ployees after they reach the maximum salary in
their pay range. While the latter approach may
work for exempt employees, it could pose a
problem if used with non  -exempt employees be-
cause of overtime pay issues. There was a dis-
cussion of public versus private companies and
their transparency about pay, as well as defen-
siveness when people come in armed with Sal-
ary.com information. Some companies who pay
less addressed salary issues by offering career
progression with regular pay increases. It was
recommended that prospective employees ask
about a company's total awards philosophy dur-

ing the interview process.

The program handout (click here to download)
contained a step -by-step alternative rewards
design process and Mr. Maciekowich concluded

(Continued from page 1)

vices, car -detailing, concierge services to run
errands, child -care, pet -sitting, gym programs,
and chair massages.

But you candt buy |l ove.
at peopl e i snét enough
donodt |l i ke the company,
wi t h, the boss or the

they will still leave.

Finding solutions to employee retention means
more profitable companies, happier, more pro-
ductive employees, and more satisfied custom-
ers, and ultimately greater stock value.

Losing employees is very expensive. Studies
have found that the cost of replacing lost talent
is 70 to 200 percent of
ary. Expenses include recruiting, orientation and
training, lost productivity during that period,
even lost customer satisfaction because of the
change. Finding and training the best employees
is a major investment.

© 2009 The HR Alliance, All Rights Reserved

the program by saying that in his work with

companies, he recommends a compensation
manual for managers because they will usually
get the questions before HR.

Michael F. Maciekowich has over 25 years of
consulting and industry compensation experi-
ence. His primary focus is the integration of
compensation and human resources strategies
with organization -specific missions, visions, val-
ues, and strategic operating plans. He is a
sought -after speaker and presenter at national
conferences.

Jennifer C. Loftus , SPHR, CCP, CBP, GRP, has
13 years experience and specializes in total re-
wards, customized surveys, and technology
based HR solutions. She is an adjunct professor
of HR at Pace University and president elect of

HR/NY.

Astron Solutions, LLC offers affordable compen-
sation and human resource consulting ser-
vices. See their website for additional informa-
tion: www.astronsolutions.com

What can a company do, once they have found
talented people, given them valuable training
and equipped them, to prevent them from walk-
ing out the back door and going to competitors?

Why they leave, why they stay

Throwing money or gifts

t o Stydy aftpr stydy shaws that peopleHeave be-

t trause pfetheip diract sppgreisprs, fere o than

way agyroter reasene iy is the mapages whoengre

than anyone else can do something about retain-
ing workers. The manager can be seen as re-
sponsible for creating a satisfactory working en-
vironment.

However, studies also show that 9 out of 10
managers think people stay or go because of
money. This keeps showing up in research, in
spite of the fact that people leaving jobs say oth-

t h artvisepMoney and Pesks raattar, i Empleyads -
report that what they want most is challenging,
meaningful work, a good boss, and an opportu-
nity for learning and development

Research shows that the 10 most important rea-

sons people want to stay with a company.
(Continued on page 3)
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(Continued from page 2) -line manager.

The Gallup study found t hajt peopl e

T Career growth, learning and development essarily loyal to the company, but rather to the

1 Excmng, challenglng_\_/vork . unit they worked in, and this was because of
T Meaningful work, ability to make a difference their feelings toward their immediate supervisor.
and a contribution In other words, compani-efs |larendt e
T  Greatpeople choice; it is the supervisors who are the essential
T Being part of a team determinants in retaining talented people.
1 Good boss
1 Recognition for work well done No matter how generous its pay, benefits or
T Autonomy, a sense of c othhihgdd compahyethat 1aBk8 §réabsupervisors
work and managers will suffer. Great managers, ac-
1  Flexible hours and dress cording to the Gallup research, have the follow-
1  Fair pay and benefits ing behaviors that set them apart from others:
This is contingent upon people having already 1 They select an employee for talent rather
attained a certain level of material comfort. That than for skills or experience.
is, once people have their basic needs met, they 1 They set clear expectations and define the
care more about what they do and who they right outcomes rather than the right steps.
work with, rather than the money . 1 They motivate people, by building on their
strengths  rather than trying to fix their
It és not about t he money weaknesses.

m As each employee grows, they encourage
t tRefn to' fihd®tife  CridtR fit MBIV Strengths

within the organization.

So why do managers stildl
Do they view people as important capital assets,

or as easily replaced? Do they nurture, respect
and protect their workers? Or are they looking at
them only as performers? Diagnosing the gaps in
espoused theory and theory in action is impor-
tant in putting retention efforts in the hands of
managers who are most closely working with the
employees and who can make the difference.

Creating loyalty

The following four elements have been proven to
be effective in creating employee loyalty: praise
and recognition, a sense of contribution to the
company, learning and development, and having

One possible explanation why managers still a best friend at work.

think itds the money may bf. ﬁ’rﬂs@tandvf’e}&%rﬂtion?mplIPP(aébeensaid

ees complain to the”,‘* they often bring up th? that no news is good news, but for managers
subject of compensation. Workers come to their interested in keeping the best workers, this

bosses when the_y want a raise. They may feel is not true. For workers, not getting any
they are not earning enough, or as much as an- feedback is tantamount to being ignored: it
other person. When these concerns are fre- leads to complacency. Workplaces that ig-
quently verbalized to managers it gives them the nore performance will destroy the very hu-
impression that money is what matters the most. man spirit that makes the true difference in

The important relationship with the man- quality output and service delivery.

ager Positive recognition is often thought of as

coming strictly from supervisors or manag-
ers, but studies have found that employees
also value praise and recognition from peers.
Co-workers know the particulars of a job and
when they give good feedback it can be more

I'n todayés |l abor markets, compARfUes compete to
find and keep the best employees, using pay,
benefits, promotions, impressive job titles and
training. But these well  -intentioned efforts miss
the mark. The most important element in at-
tracting and retaining key employees is the front

Based on a wealth of data, the Gallup Organiza-
tion attempted to define not only what makes a
great company, but because so much depends
upon it, what makes a great manager.

What can a manager do to help foster this?
Model the appropriate way to give frequent
praise and recognition. Working with a coach
will help develop appropriate and effective
feedback skills.

© 2009 The HR Alliance, All Rights Reserved 3



THE
HR ALLIANCE

LOVE OEM OR LOSE OEM

(Continued from page 3)

2. A sense of contribution to the company: Excellence only happens when people have a
deeply felt sense of purpose in their lives. Human beings want to know they make a differ-
ence. Organizations need to let employees know how their job and their performance is im-
portant to the overall success of the company. Tlher e
personal reasons for being there and the purpose of the job. It is more exciting to share a
mission rather than to simply accomplish a task.

What can a manager do to increase this sense of meaning? Involve the workers in other as-
pects of the company. Take them to meetings, | et|| t hem
company in other departments and teams.

3. Learning and development: It is important to offer trainings and learning opportunities.
Traditional management highlights the need to help employees identify their weaknesses and
then creates a plan for them to improve. The emphasis is on what the employee is not,
rather than on developing more of who they are. Effective organizations are now hiring
coaches to help workers develop their strengths and to become more of who they are.

Working with a coach involves holding up a mirror to employees and encouraging them to
know themselves. As they come to better understand who they are, they can see opportuni-
ties for growth in the company, utilizing their strengths and talents. As they move forward in
their self -knowledge, they can look for places within the company where their talents are a
good fit.

4. Having a best friend at work: This is a key element in why people choose to stay at a job,
even in the face of other dissatisfactions. In the best workplaces, managers recognize that
employees want to forge quality relationships with their co -workers and that company loyalty
can be built from such relationships. Devel oping| trus:
provides a significant emotional compensation for employees. While organizations pay close
attention to the loyalty workers may feel toward the company, the best employers recognize
that loyalty also exists among workers to each other . Great managers allow time and oppor-
tunity for these relationships to flourish.

Managers know that they need to attract and retain talented people in order to succeed in the com-
petitive workplace. And they also have to find ways to get workers to improve performance. People
usually donét think of themselves as performers, but |las in
Workers must know that the manager cares about them on a human level before they are going to
be motivated to make extra efforts.

There is no one -size-fits all retention formula. Here are some of the ingredients:
1  Honest communications in all directions

1  Supervisors who invite workers into all facets of work and help them to see the big picture,
that is, the corporate value of their contributions

1  Workplaces that encourage experimentation and learning.

There are no new tricks. It is the same old story: there is a great need to engage and enable the
hearts, minds, and yes, even the soul of people at work. This engagement is far more important than
bonuses, perks and even chair massages. It is primordial to retaining talented people.

© 2009 The HR Alliance, All Rights Reserved 4
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UPCOMING EVENTS

WHEN: Wednesday, October 7, 2009

TIME: 6:00 -8:00PM

WHERE:1211 Avenue of the Americas, 27th floor (Wachovia)
RSVP:www.thehralliance.net

TOPIC: "Building Proactive HR Processes: A Behavioral Science

Approach”

WHEN: Wednesday, November 4, 2009

TIME: 6:00-8:00PM

WHERE:1211 Avenue of the Americas, 27th floor (Wachovia)
RSVP:www.thehralliance.net

TOPIC:TBD

I s N /ﬂ;

HOLIDAY PARTY 2009 3
Wednesday, December 16, 2009

5 6:30-9:00pm
l&? D RSVP: www.thehralliance.net

9
Al N

 \»s D
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GET INVOLVED!!
GET NOTICED !

The HR Alliance continues to grow in member-
ship, and in recognition within the New York City
HR community. Our monthly meetings will be
ever-more professional and informative. The
networking opportunities abound.

Now is a great time to get involved with the
Group newsletter and monthly events. We are
searching for volunteers for the following writing
and presentation opportunities:

Author an article for the newsletter

Be interviewed for t
the newsletter

Research and keep track of other HR Blogs,
news publications, and networking group ac-
tivities to help us improve our offerings

Scout talented speakers for meetings

Recruit colleagues to the Group that would
enhance our member experience

To learn more about volunteer opportunities
with The HR Alliance, please contact

Stephanie Pfaff, Assistant Organizer
stephpfaff@hotmail.com

h

MEMBEROS CORNEFR

Welcome New Members!

Courtney McKenna
Julie Terling
Ali Dalipi
Linda Cawley
Tara Lawrence
Keri
Sean Duffey
Lisa Simonoff
Felicia Rickett
KimMarie
Melinda Lapan
Sharon Jautz
Vernette Garcon

chhinhuard o f

Lisa Ente

rwber(”)s

Ms. Baseemah Bashir MBTI SPHR
Sharon Sturrup

Jose Garcia
Kimberly Leon
Helen Ryan
Kacie
Lorelle Nevils
Michael Maciekowich
Christel Colon, SPHR
Jenny Kress
Leonard

© 2009 The HR Alliance, All Rights Reserved
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MEMBEROS CHILRRYEGALANTER

Hilary Gallanter considers
her career to be in the
beginning stages. She
was recently employed in
the financial services in-
dustry at a large, institu-
tional hedge fund and
was primarily responsible
for talent acquisition, de-
veloping leadership pro-
-level hires, and recruiting for
Hilary de-
scribes her role as being multi -faceted and was
often engaged in generalist activities including
employee relations, performance manage-
ment, learning and development, and on
boarding. Hilary is currently working at a for

profit educational organization performing
mostly recruiting functions including some
generalist work as well.

grams for entry
various investment banking roles.

Hi l aryds educational
ogy. She has a masters degree in Industrial/
Organizational Psychology and has completed
all of the coursework toward a doctorate in this
field. Hilary describes herself as a continuous
learner and a practitioner at heart who under-
stands the theories being researched and see-

ing their real world applications. She is al-
ways eager to discover the intersection be-
tween psychology and the various components

of Human Resources.

Hilary is a member of a number of different HR
related organizations in the New York city. She
recently relocated to be closer to her family
and is excited for the opportunity to expand
her career experiences in New York City. She
is passionate about exploring the variety of
different networking groups that are associ-
ated with the world of HR including HR/NY, OD

recently, Hilary accepted a staff position with
the HR Alliance as Program Manager.

Her immediate goal is to expand her HR

background is in

NY and METRO Applied Psychologists. Most

knowledge by gaining exposure to the various
functions that exist within an HR department.

Ideally, she would like to move into a pure

generalist capacity in the near future so she
can gain the skill set necessary to later move
into more of a specialist role within the area of

Talent Management or Organization Develop-
ment.

Hilary thinks Human Resources professionals
need to see themselves as equal members of
the business. She believes the Human Re-
sources function needs to partner with the
business to make sure the right talent is se-
lected and remain engaged in the work that
they are performing. In addition, she is a firm
believer that human capital is the most impor-

tant aspect of any organization and it is the
responsibility of  Human Resource professionals
to drive the business by having the
right people in place.

psychol -
To learn more about Hilary, her career aspira-

tions and her new role as HR Alliance Program
Manager, feel free to contact her at:
hilary.gallanter@thehralliance.net.
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% WACHOVIA SECURITIES

Lapinson Wealth Management Group, serves individuals and businesses in all areas of investment planning, including:

I Retirement Planning Y Education Funding
9 Tax Management I Risk Management

9 Estate Planning 9 Investments

For full details on how the Lapinson Wealth Management Group can help you with your investment
needs: Please contact:

Charles Lanzillotto, Financial Advisor

461 From Road

Mack VI, Suite 101

Paramus, NJ 07652

Direct: 201-599-0900

Toll-Free: 888-455-1553

Fax: 201-599-5824

Email: charles.lanzillotto@wachoviasec.com

SAGEVIEW CONSULTING

Are you struggling for answers to your human resources issues?
+HUH:-V ZKDW 6DJHYLHZ &RQVXOWLQJ FDQ GR IRU \RX«

Human Resource Expertise In All Areas
Employee Benefits & Retirement Plans

Training & Development
Employee Relations Strategies & Counseling
Cost Savings Strategies & Solutions Outplacement & Layoff Strategies

Compensation & Performance Management Orientation Programs

= =a =4 -4 -
= =4 =a o -2

Staffing & Recruitment Policies, Employee Handbooks

Sageview Consulting is a Certified Woman -Owned Businessthat provides workplace solutions tailored to

your unique business culture by providing expertise in human resource management, training, benefits, com-
pensation and staffing. The founding partners of Sageview Consulting each have over 25 years of experience
in all aspects of human resources having served in high-profile, hands -on HR positions.

To | earn more about Sageview Consultingfés Human Resour
0729 for a complimentary initial consultation or visit our website at ~ www.sageviewconsulting.com.
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