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Agenda

. Understand w/ypeople stay, burn out, or thrive.

2. Diagnose Aowyou are performing.

3. Take action zzwto move toward engagement and momentum.
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Here's the Problem: Turnover

All US Employees ~17.3%

Average Cost of Turnover ~ 33% annual salary

Top 3 Reasons Employees Leave:

| lack of career development / advancement
Inadequate tatal compensation

Lack of workplace flexibility

Unsupportive managers / poor leadership

Job not meaningful or fulfilling

Work Institute. (2025). fmployee Retention Truths in Today’s Workplace (3th Annual Retention Report). Wark Institute. htips://workinstitute.com/blog/tag/retention-report/?utm _source=ct com

© 2025 Hodges Group International, LLC | All Rights Reserved

Turnover: Home Health & Hospice

Home Health' ~27%-35%
Hospice? ~19-30%
Healthcare? ~18-22%

1. HCS and NAHC. (2024, November 19). Report highlights decline in home health nursing turnover rates; Sign-on bonus trend. Home Health Care News. Retrieved from Activated Insights data
participation report

2. Hospital & Healthcare Compensation Service. (2023). Hospice salary & benefits report (2023 edition). Updated report expected Nov 2025.
3. NSI Nursing Solutions, Inc. (2025). NSI national healthcare retention & RN staffing report.

© 2025 Hodges Group International, LLC | All Rights Reserved




Cost of Turnover

Financial cost of turnover: (e.g. RN
turnover can cost §40k-$64k per nurse)

Emotional and cultural costs: morale,
workload, continuity of patient care

© 2025 Hodges Group International, LLC | All Rights Reserved

Home Care Workforce Pulse Survey
Summer 2025

Clinical Licensure Supervisor Status
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What is the biggest reason people leave your organization?

Warkload & Burnout |
Leadership & Management
Compensation & Benefits
Culture & Values
Work-Life Balance

Career Alignment / Fit

Administrative / Structural Issues Dualitatve thematic analyss fram

respondent's comments

(ther
0.00% 5.00% 10.00% 15.00% 20.00% 25.00% 30.00% 35.00% 40.00%
i
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What would make you more likely to stay long-term?

Staffing & Workload

Compensation & Benefits

Culture & Values

Work-Life Balance & Flexihility
Leadership & Management
Career Growth & Advancement

Recognition & Respect [ualitative thematic analysis fram

respondent's comments

Communication & Transparency

0% 5% 10% 15% 20%

© 2025 Hodges Group International, LLC | All Rights Reserved b |
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The GREAT News

Budget constraints don't have to constrain you:

Data show that 80% of what drives intent to stay is non-
monetary and directly shaped by leadership behavior.

Retention is a leadership competency not just a
compensation issue.

© 2025 Hodges Group International, LLC | All Rights Reserved

What's one thing your manager does that makes you want to
stay?

Trust & Autonomy

Support & Encouragement
Communication & Availability
Empathy & Care

Listening & Advocacy
Recognition & Appreciation
Work-Life Balance

Execution & Problem Solving
(ther

Values Alignment (ualitative thematic analysis from

respondent’s comments

Career Growth
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LEAVE — Red Flags

Micromanagement

* Inconsistent Communication

* Recognition is Rare or Generic
 feedback is Only Negative

*  Avoiding Difficult Conversations

*  Favoritism/Cliques

© 2025 Hodges Group International, LLC | All Rights Reserved

Why People Leave vs. Why People Stay

Transactional Mindset
Overloading without Support
lgnoring Burnout Signals
Disconnection from Mission

No Stay Conversations

STAY — Green Flags

*  C[lear, Consistent Communication
Personal and Specific Recognition
 Supportive Feedback

Empowering Autonomy

* Investing in Development

* leading with Empathy
 [elebrating Wins & Progress

© 2025 Hodges Group International, LLC | All Rights Reserved

Why People Leave vs. Why People Stay

Honest & Transparent Leadership
Tying Work to Purpose

Fairness Equity

Modeling Well-being

Reqular Stay Interviews

8/25/2025
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The THRIVE ~ Framework

Build a culture where employees choose to stay and are empowered to thrive.

nternational, LLC | All Rights Reserved

Trust & Transparency
Human Connection
Recognition & Respect
Individual Growth

Values & Voice

Energy & Engagement

© 2025 Hodges Group International, LLC | All Rights Reserved
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Build psychological safety through honest, clear, and consistent communication. Trust is the foundation for loyalty and creativity.

Create strong relationships by listening, caring, and showing up. People stay for people.

Celebrate wins and treat every person with dignity. Feeling seen and appreciated drives engagement.

Suppaort each person's professional and personal development. Offer feedback, coaching, and stretch opportunities.

Align daily work with a clear purpose. Invite employees to contribute ideas and be part of solving problems and shaping the future.

<[~z

Support sustainable performance through autonomy, meaningful work, and rhythms that prevent burnout.

© 2025 Hodges Group International, LLC | All Rights Reserved .

THRIVE h Self—Assessment (PDF available at end of session)

Assessment & Action Plan Strang Needs Attention Weak
Trust & Transparency o i O
Human Connection o o O
Recognition & Respect o O O
Individual Growth O O O
Values & Voice O O O
Energy & Engagement O | O

© 2025 Hodges Group International, LLC | All Rights Reserved B



THRIVE™ Framework

Created by Dr. Heather L. Hodges, PhD

Evaluate how well you are building a culture where people can THRIVE™

This is a both an assessment tool and an action plan. Rate yourself honestly to identify where your

dership is helping or hi retention and per and where you need to focus your
attention,

| consistently create a safe environment for pecple to speak up, even when their views
differ from ming.

euriosity and

l support tesm

|
management.

1 modal smpathy and emational intelligence in my daily interactions.

1 actively foster team bending and connection opportunities.

Recognition & Respect

THRIVE™ Framework

Created by Dr. Heather L. Hodges, PhD

THRIVE™ Self-Assassment

Individual Growth

\initiats regular i s goals and
aspirations,

| provide access to stretch assignmants, mantorship, of leaming opportunities.

| offer feadback that is sctionable and focused on growth, not just performance.

| consistantly connect our team's work back to our shared mission and values.

| use organizational values to guide my declsions and explain tough calls.

|invite discussinn when actions or priorities seem misaligned with our values.

1 give team members sutonomy and flexibility in how they approach their work.

I el inable rhythms that protect energy

| use 1:15 to undarstand how sach person is really doing emationally and
energetically.

| raqulacty exprass in specific, timely, and

| tsilor recagnition based on what motivates sach team member.

1 setively foster taam banding and cannaction oppartunities.

0 Hasthar@HodgesGroupint.com o (5126729073

Now What?

Strong: Keep doing what's working. Celebrate and reinforce it.

Needs Attention: Choose one srea to improve. Small actions make a big difference.
Weak: Start here. Ask your team for feedback and make one leadership change this week.

When you lead intentionally, your team can truly THRIVE.

@ v HodguGroupin.com O Heathar@HodgesGroupintl.com o 512) 6729073

“The best time to fix the roof is when the

sun is shiming.”
— John F. Kennedy

Hodges Group International, LLC | All Rights Reserved

8/25/2025



Stay Interviews

Employees want to be asked why they stay.
Can reduce avoidable turnover by up to 20%.

Reducing turnover by as little as 10%, can yield a net margin improvement
of up to 2.5%.

(rganizations that conduct stay interviews and act on them see improved
trust, retention, and engagement.

Work Institute. (2025). 2025 Retention Report: Employee Retention Truths in Today’s Workplace. https://workinstitute.com

© 2025 Hodges Group International, LLC | All Rights Reserved -

Stay Interviews: Set it Up

Set Up the Stay Interview

“I'd love to hear what's working well for you and where | can
support you better.”

Close the Stay Interview

“| appreciate you sharing your thoughts with me today. | am
committed to doing what | can to make this a great place for you
to work."

Hodges, H.L. (2025). Heart Work: How to Lead People, Build Culture, and Unleash Creativity in Home Care. (pp. 249-252).

© 2025 Hodges Group International, LLC | All Rights Reserved -
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Stay Interviews: Mistakes to Avoid

« Waiting too long

* Jumping into problem-solving

* [etting defensive

« Failing to follow up

o Making it feel like a performance review
« Being inconsistent

Hodges, H.L. (2025). Heart Work: How to Lead People, Build Culture, and Unleash Creativity in Home Care. (pp. 249-252).

B
© 2025 Hodges Group International, LLC | All Rights Reserved

Let's practice leading the stay conversation.

What's

something we
;. should talk about
M * more openly as a

team, but usually

s ;ﬂi% ' ) don’t?

What's one thing by oot
/ bl It  look forward to
a our culture What makes you E when you come
rl_m you would feel genuinely to work each
like to change appreciated at day?
and why? work?

B
© 2025 Hodges Group International, LLC | All Rights Reserved
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Group Activity: Pick a Card, Any Card

© 2025 Hodges Group International, LLC | All Rights Reserved

Key Takeaways

© 2025 Hodges Group International, LLC | All Rights Reserved
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66

People [eave people.

People stay for people, purpose,
and possibility.

Group International, LLC | All Rights Reserved
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Or go to
https://talk.ac/heatherhodges

and enter this code when prompted

RETENTION

Powered By

HODGES GROUP
‘ INTERNATIONAL

— ELEVATE YOUR LEADERSHIP —
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