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INTRODUCTION

ENGAGEMENT is not a proverbial
mountain it's just a big hill. Yes, it will
take time, energy, and money, but the
dividends outweigh all of that.

Let's start with these questions:

= Do your employees feel like they have
job security?

= Do your employees have the tools
they need to be successful?

= Are there growth and development
opportunities for employees?

= |s there frequent two-way
communication in your organization?






CHALLENGES




TURNOVER BY NUMBERS

Costs of losing an employee range from
50-60 % up to 1.5-2.0 X the annual
salary

Example: Employer Cost to Replace a
Nurse:

Annual Salary: $75,000.00

Percentage of the employee’s salary: 55%




Cost of Hiring a new
person (advertising,
interviewing, screening,
and hiring)

COST CYCLE OF TURNOVER

Cost of onboarding a
new person
(training, management
time)

Lost productivity
( 1-2 years to reach skill

level of existing person)

Lost engagement (other
employees who see
high turnover disengage
and lose productivity)

Customer service &
patient safety errors

Cultural impact (others
start to ask why?)




SHIFT THE FOCUS

REDUCE TURNOVER FOCUS ON RETENTION

IF

KEEP HIGH
PERFORMERS
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Employee engagement is the emotional
commitment the employee has to the
organization and its goals.

- KEVIN KRUSE

Engaged employees are psychological “owners,’
drive performance and innovation, and move
the organization forward.

- GALLUP

When people are fully invested, they w
return. When people are emotionally in
they want to contribute.

- SIMON SINEK



BENEFITS

* ENGAGED EMPLOYEES STAY

87% are less likely to leave

their employer and only 25% of engaged
employees would consider accepting
another offer. (Corporate Leadership
Council )

* HIGHLY PRODUCTIVE

Companies with a high level of
engagement saw a 21% increase in
productivity. (Gallup)

* PATIENT SAFETY

58% fewer safety incidents (Top 25%
engaged companies vs bottom 25%)




VALUE TO
THE
ORGANIZATION

HIRE

ECONOMIC COST OF AN EMPLOYEE TO AND ORGANIZATION

FOCUS ON ENGAGEMENT
PROVIDE RECOGNITION
POSITIVE CULTURE
GOOD MANAGER

DISCRETIONARY EFFORT
RETAIN HIGH PERFORMERS
REDUCE TURNOVER

TRAINING

ONBOARD

THE RETURN ZONE

The employer is
benefitting from
the employee

-

4 INVESTMENT ZONE D
The employer is
investing in the

employee
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TIME IN THE ROLE




EMPLOYEE ENGAGEMENT

* 34% ENGAGED

Are highly involved and enthusiastic about their
work. They are psychological "owners" who drive
performance and innovation and move the
organization forward.

* 50% NOT ENGAGED

Are psychologically unattached to their work and
company. Because their engagement are not
being fully met, they are putting in the time —
but not energy — into their work.

* 16% ACTIVELY DISENGAGED

Aren’t just unhappy at work, they are resentful
that their needs are not being met and are acting
out their unhappiness. Every day, these
employees potentially undermine what their
engaged co-workers accomplish.




SATIS FAC'I('J ON

So how exactly does motivation work to make
employees more committed to the organization?

To be committed to an organization an employee
needs to be more than happy or content with their
job because they like their pay or benefits or co-
workers, they need to derive personal satisfaction
from their job and the work they do.

When an employee feels valued and recognized
and has opportunities to grow in an
organization, their motivations become
intrinsic.

They don'’t put in the time just for the paycheck
(that’s an external motivation), they put in
extra effort because of their own personal
fulfillment (the intrinsic motivator)!






EMPLOYEE SATISFACTION

EXPECTATION FACTORS

* SALARY & BENEFITS

Think outside the box - not just about comp and
health insurance

* JOB SECURITY

Employees who feel secure in their roles are best
situated to do their best work

WORK CONDITIONS FACTORS

* FEELING SAFE

Give choices — employees are now looking for flexibility
* TECHNOLOGY EXPERIENCES

Technology is one of our most important tools

Bad technology hampers work for everyone




MOTIVATION: WORK & ROLE LEVEL
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STIMULATING WORK

Employees want to perform
interesting and challenging jobs;
they want to be inspired and
stimulated and feel passionate
about what they do.

OPPORTUNITIES TO USE
ABILITIES

Having the opportunity to use
one’s skills and abilities and
knowing that you are
contributing to the goals of the
organization is important.

»
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TOOLS NEEDED

The right tools can impact work
safety, productivity,
effectiveness, and employer
credibility. Not having the right
tools sends a poor message to
employees.

POSITIVE RELATIONSHIPS

Having at least one friend or
positive relationship in the

workplace is a significant
motivating factor.



MOTIVATION:
ORGANIZATIONAL LE\(EL

= CULTURE OF RECOGNITION -
» .

Failure to recognize employee accomplishmentsis
the fastest way to demotivate employees.
Recognition equates to being valued.

= OPPORTUNITY TO PROGRESS ‘

Employees leave due to a lack of career
progression. They leave for higher pay and
compensation.

= OPPORTUNITY FOR GROWTH & ;
CAREER DEVELOPMENT 4

Offering skill development, career planning, and
internal and external training demonstrates a
commitment to employees | '




MOTIVATION: ORGANIZATIONAL LEVEL

INFORMATION TWO-WAY CULTURE OF
COMMUNICATION COMMUNICATION PERFORMANCE



MOTIVATION:
ORANIZATIONAL LEVEL

= CORPORATE SOCIAL RESPONSIBILITY

Employees want to work for businesses
that are trustworthy, ethical, and
socially responsible, and care for the
community beyond the visit.

= CREATE A PEOPLE-FOCUSED CULTURE

v' Employees want purpose (beyond a
paycheck)

v" A focus on well-being (not just
productivity)

v Appreciation for their efforts (not
just a raise)
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IMPORTANCE €
THE MANAGER

MANAGER
RELATED

VARIABLES

70%

ALL OTHER
VARIABLES
30%




MOTIVATION:
MANAGER FACTORS

CLEARLY DEFINE ROLES

PROVIDE CLEAR EXPECTATIONS

CONVEY ROLE ALIGNMENT

HIGHLIGHT CONTRIBUTIONS




MOTIVATION:
MANAGER FACTOR

O P I BUILD TRUST
'_- DEVELOP AND MENTOR

'%“ COMMUNICATE AND COACH

l','




MOTIVATION: MANAGER FACTORS

= | ISTEN TO AND RESPECT

SIS EMPLOYEE IDEAS

= BE OPEN TO INPUT

= GIVE RECOGNITION
FOR PERFORMANCE

RECOGNITION




MEDICAL PRACTICE
ENGAGEMENT

Strong Onboarding Process

Create committees with members from
different departments

Invest in engagement - outside survey
Executive leadership valuing time with
employees

Make a larger impact through
Community Engagement

Support employee growth

Foster ownership

Promote inclusivity - company events







Thank you!

Melissa Thompson
* melissa.thompson@med.wayne.edu

e www.wavynepediatrics.org

Heidi Reyst
* h.reyst@sagesolutionsgroup.com

* www.sagesolutionsgroup.com
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