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“Demographic crunch” poses the most significant challenge yet?

- ageing workforce, talent & skills shortage (turnover goes up in times of low
unemployment)
- entering a new era of employer / employee relationships with power shift in favour of
the latter
- growth in search firms, increased likelinood of talent poaching (Pull)

Performance:

An aligned (i.e., committed, engaged & satisfied) workforce is approximately
30% more productive, + 10% more profitable

- close relationship between performance and retention (win — win)
- requires + 20% salary increase for aligned employees to consider leaving (Pull)

Retention:

Divorce is more expensive than marriage: Cost of turnover varies from 0.5 to
2.5 times the salary of the job (Cascio)

- +80% of this costs are indirect and delayed (not hard $ and may not be believed!)
- approx 60% of turnover is under the direct control of the organisation (Push)!

- need to conserve people resources -
- retention represents the highest ROI of any HR initiative






HC report structure: Key data (p. 5)
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Understanding performance &
retention drivers

4 “holy grail” workforce measures

Affective Job
Commitment Commitment
1
1
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: Job Satisfaction
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Retention risk (p. 5)




Selective retention
Important

“Locked-in & Disengaged”

High
Average

Low

Disengaged with the
organisation and poor job fit

“In Love and Satisfied”

High

Average

Low

Engaged with the organisation,
and good job fit

These “Stayers”
retained by the
organisation are
likely to be the
“wrong” people

These “Stayers” are
unlikely to leave,
likely better
performers and will
be less stressed

| Affective Commitment \ (’

Intention to Stay

“Jilted”

High

Average

Low

Engaged with the organisation,
and good job fit

“In Love, but Dissatisfied”

High

Average

Low

Engaged with the organisation,
but poor job fit

These “Leavers”
may perceive
inadequate career
opportunity or have
reasons
unconnected with the
organisation

Some “Leavers”
may be suitable
candidates for
redeployment or
job re-design




Dashboard indicators:

Flight risk quantification for Criticals

Employee #

Employee Retention Risk

Indicating intention of “staying”

15%

15%

Indicating “moderate risk of leaving”

These people are likely to be
your highest performers

15%

15%

Indicating “high risk of leaving”

Employee # Ry
These people are possible
candidates for re-deployment
or job redesign

Actual

Employee Alignment

These people are likely to be
1 10%

your lowest performers — an
indication that you may be

retaining the wrong people!

60% | 70% | Engaged with Organisation & Satisfied with Job

2 15% | 10% | Engaged with Organisation - Dissatisfied with Job
5% | Disengaged with Organisation - Satisfied with Job

15% 15%, Disengaged with Organisation — Dissatisfied with

Job




ROI for people initiatives /
iInvestments? (p. 5)
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Demographic

Gender
Data

Job Level

Workforce Segment

Organisational
Process Data

Predictive/
Attitudinal Data




HC Report:
Historical data (p. 6)




A Psychological Contract (PC) model:

The Workplace Relationship Development Indicator (WRDI®)

PC Causes PC Health PC Consequences

Employee's Delivery of the "Deal™
Expectations (fullfillment of Employee's Affective Job

(nature of the "deal") Expectations) Commitment Commitment

Trust
- Workplace Management
- Top Management

Fairness

PROFILE B
PROFILEA L ]

Intention to

PROFILE C

« The WRDI® has diagnostic capability (cause / effect)
- Psychological Contract (PC) health factors predict (in part) PC consequences

« The “deal” includes tangibles & intangibles (employment value proposition)



Engagement & retention:
Need to cover all the bases

* Top Management Leadership;
* People Management Policies
& Practices (pay, careers)

* Local Management Leadership;
* Training, Team Support, Resources,
Flexible Work Practice, etc.

Individual Issues eJob & Career Issues

WRDI® - a complete engagement & retention solution,
from post recruitment assessment thru to diagnosticexit interview.



WRDI® options/applications?




Some WRDI® clients
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Forming the Psychological
Contract or the Deal

Around the time of recruitment / selection
to your current position




How It works: A case study




The “deal”
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WRDI PART A™: EXTENT OF EXPECTATIONS




“deal”
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WRDI PART AM:WEIGHTED FULFILMENT OF EXPECTATIONS




Profile C: Psych Contract health &
conseguences

Consequences of PC

Above Average Above Average

Over Delivery Of The "Deal”

Below Average
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Job Satisfacﬁon/

-
PCIOF

e

Job Commitment

The PCIOF is the Psychological Contract
Index of Fulfilment which indicates the
overall delivery of the "deal" (i.e., fulfilment
of expectations).

Commitment
Intent to Stay‘

Citizenship
Affective
Commitment

Workplace Trust
Top Management
Trust
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WRDI PART A™: PSYCHOLOGICAL CONTRACT - HEALTH AND CONSEQUENCES




4 ways to improve human capital

Increasing Human Capital

e e L
r tilising / Engagln
Acquiring and Retaining Developlng Borrowing
(recruitment) (people management (trammg & development) (consultants, alliances)
'\ Ppolicies & practices) /|







