Building a Magnetic Culture:
Recruit & Retain Top Employees
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What Words Define an
Employer or Choice?
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YOUR CULTURE =
YOUR EMPLOYMENT BRAND

The Main People Responsible for Employer Branding
Differ in Different Organizations

BENEFITS OF EMPLOYER BRANDING

Importantce of Employer Brand for attracting candidates 4y TALENTLYFT
What are the main benefits of being perceived as a great place to work?
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23.4% | 124% @ 114% | i g 3% B
Better employee Higher job Recognition as an R |
engagement acceptance rates employer of choice

08% @ 58% i 2.6%
Easiertoattract  : Decreaseinstaff :  Reduced recruitment
candidates turnover costs

...of candidates research about firm's ...of Employers say that Employer Brand ...of candidates would NOT accept a

reputation and Employer Brand before plays a significant role in their abilty to jobin a firm with a bad reputation even

applying for job hire talent if they wouldn't have a job




Skills Shortage/Talent Wars

“There is a dire
talent shortage...
unless you are a great
place to work.”

- Tom Peters




Imagine

Remember atime

you were fully engaged In
your work?




A Story of Engagement

* I'm laying bricks. = mw s
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* I'm making $ for my family

* I'm creating a cathedral.




Leadership to Attract, Develop
& Retain Talent

" HAVING THE
RIGHT SKILLS
FOR THE JOB

ACHIEVING
RESULTS



Impact - Engagement Guru

"TREAT

EMPLOYEES
LIKE THEY

MAKE A

DIFFERENCE
AND THEY

WILL.

Jim Goodnight

Engage +enable your employees
and here’s how you could beneft

Inci employee Incre xcustomer
per ormanceby  satisfaction rat

40%

Decrease employee turnover by

Multiply your

) financial success




What Engagement Is and
What It’s Not

Happiness —

Engaged employees are happy at
work, however happy staff are not
necessarily engaged.

Satisfaction -

A satisfied employee may show
up at work without complaint but
they won't likely go the extra
distance for the company.




Who's Sinking
Your Boat?
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Who's Sinking Your Ship?

It all came down to employee
engagement. It all came down to
recognition. It all came down to
leadership, which led to every
sailor feeling ownership and
accountability for the results. You

pecan-ask a team to accomplish a
- mission but you can’t order

L_ excellence”
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Engagement Drivers

1. Do you know what is expected of you at work?
2. Do you have the materials & equipment to do your work right? « *
At work, do you have the opportunity to do what you do best
daily?

In past 7 days, did you received recognition for doing good work?
Does your supervisor seem to care about you as a person?

Is there someone at work who encourages your development?
At work, do your opinions seem to count?

Does the co. mission/purpose make you feel your job is
Important?

9. Are your co-workers committed to doing quality work?
10. Do you have a best friend at work?

11. In past 6 months, has manager talked to you about your
progress?
12. In the last year, have you had opportunities to learn and grow?
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Meet Engagement Needs

FOUR DIMENSIONS OF
EMPLOYEE ENGAGEMENT

Among the many variables that discriminate between highly productive wurkplacﬁﬁ and
those that are unproductive is the quality of the local workplace manager and his or her
ability to meet a core set of employees’ emotional requirements. Work units that meet
these conditions of engagement perform at a much higher level than work units that fail to
meet them.

Opportunities to learn and grow
Progress in last six months

Best friend

Coworkers committed to quality
Mission/Purpose of company

My opinions count

Encourages development

Supervisor/Someone at work cares WHAT DO | GIVE?
Recognition last seven days

Do what | do best every day

Materials and equipment

| know what is expected of me at work WHAT DO | GET?

Copyright @ 1993-1998 Gallup, Inc.




What Important for Workers? 88¢

Factor

Manager

Employee

Appreciation

Involved in Decisions

Help w/ Personal Issues

Job Security

Excellent Salary

Interesting Work

Promotion & Growth

Loyalty from Boss

Working Conditions

Tactful Disciplining




What's

Employees

Interesting Work
Appreciation
Involvement in Decisions
Growth & Development
Fair Pay & Benefits

Job Security

Good Work Conditions
Personal Loyalty

Tactful Discipline

10. Help w/ Personal Issues
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Important at Work?
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Managers | whh

Fair Pay & Benefits

Job Security

Growth & Promotional
Good Work Conditions
Interested Work

Personal Loyalty

Tactful Discipline
Appreciation

Help w/ Personal Issues
10. Involvement in Decisions
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Results From 500+ Organizations & Over
200,000 Anonymous Responses

Company culture

Crisis. 64% of all employees
do not feel they have a strong
work culture.

(V)
554 ) Opportunities for

professional growth
are limited, with 66% not

seeing a chance for growth.

Only 21% of
employees feel
strongly valued

at work.

are NOt satisfied
/ with their direct
/7~ supervisor.

K More thanl in 4
employees do not

have the tools to be
successful in their jobs.

@
'il'l 49% ofall employees

44% of em ployees give
peer-tq—peer
recognition..

when they have an
easy tool to do so.

Peers and
camaraderie

arethe #1 reason
employees go the
extra mile...not money.




Build a Culture to Attract &
Retain Top Talent

People
Want to People need
a Sense of
Work for a Belonain
Winner ging

People Want
to Make a
Difference

Want to go on
a Meaningful

Create the kind of workplace and
Journey

company culture that will attract

great talent. If you hire brilliant

people, they will make work feel
more like play.
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M-A-G-N-E-T MODEL

* Meaningful and challenging work

* Appreciation and Advancement

e Goal Alignment and Achievement
* Need to be Involved in Decisions
* Equitable Compensation/Treatment

: 7, T eam Connectivity and Success .\ ]



Develop personalized growth plans
Create opportunities for employees o leamn
& advance - and share their expertise
Provide career coaching to managers
Glve your workforce autonomy and space
. CAREER DEVELORMENT . WORK.LIFE BALANCE fo be creative

Recognize achievements - big & small

set Clear Expectations

Actively support volunteerism

Give employees flexibility in when and
where they work

b

b

b

b
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. MANAGEMENT EEHAVIOR . RELOCATION

. JOBCHARACTERISTICS #. RETIREMENT

When you increase retention by improving
your culture - its easier to atiract new hires
when people leave!

§ COMPEMSATION & HEMEFITS I, INYOLUNTARY



4
Equality

Equal access to opportunities

1
Inclusion

Inclusion is a sense of belonging: feeling
respected, valued for who you are; feeling a level of
supportive energy and commitment from others so
that you can do your best at work

Belonging

XK

| can be authentic, | matter, and
am essential to my team.

LET'S TALK DIVERSITY. ..



M-A-G-N-E-T MODEL

* Meaningful and challenging work ‘

* Appreciation and Advancement
e Goal Alignment and Achievement

* Need to be Involved in Decisions

* Equitable Compensation/Treatment
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Ignite the Engagement Fire

« Challenge their Minds
— Interesting Work
— Autonomy to Perform
— Knowledge & Skill Mastery

« Capture their Hearts
— Job Purpose
— Appreciation
= _ Connection to Others
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X\ Questions?

David Pease, SPHR & SHRM-SCP
SVP — Director of Talent, Diversity & Inclusion

Bangor Savings Bank
280 Fore Street
Portland, ME 04101

David.pease@bangor.com
(207) 577-7297

Feel free to connect with me on social media
LinkedIn, Facebook, Twitter (MaineHR


mailto:David.pease@bangor.com

