Employee Retention: Staying power

When you take the first stepsin hiring an employee you have to redlize that every moment that person iswith you they are
learning. They learn your ways, your message, your culture and your ethics of being abusiness. In that learning, you hope that
amotivated employee will work hard and stay with your businessfor awhile. If you get lucky and get agreat employeeit
becomes even more important that they stay.

A bigissuefor every businessis how to get the best employees to come to work motivated each and every day. Retentionisa
key issue, because each businessis different and unique in drawing customers and keeping employees.

Staying Power Five:
Orientation
Goasand Objectives
Bethe Best
Assmilaion
WIIFM

Every day you spend teaching and providing anew employee about Y OUR businessisan investment. You are willingto
spend the time and money, but don’t want them to take that skill acrossthe street for 50 cents more an hour. So, what can
you do?

Orientation: Thisisthe key dement in getting new employeesto quickly understand the reason they must work with you.
Whether it isadelivery person, or aserver, the new employee must be able to get afed and flavor of what Y OUR Company
isabout. Do you wear auniform? Why? Do you have rules, or mottoes, or processes that set you apart? Remember the
product your business sallsis unique, but thereis certainly some competition across the street.

o  Tdl, show and describe to the new employee dl the things that have gone into being a successfor your business.

e Orient them to the way you do things and what makes you tick.

Goalsand Objectives. What do you want the employee to accomplish and how will they know when they HAVE or HAVE
NOT completed the task? Having set goas alows for an employee to know the tasks at hand. Getting objectives clear shows
them what it lookslike at the end of the job.

Compare the two different messages for companiesthat deliver pizzato their customers.

Company one: Ddliver the pizzaquickly to theright place at theright time.

Company two: Ddliver the pizzawithin the hour, hot, and never leave until the customer takes abite and tellsyou “itsdelicious’.

Bethe Best: Inwhatever part of the business you specidize, you have to be able to set yoursdlf apart from the competition.
If you were able to walk up to your employees and ask them to describe the job they do, what would they say? Do they put
thejob in acontext that talks about the work they do, for agreater good? Does your pizza maker take pride in the shape and
form (again depends on the objectives), or do they say they JUST make pizza. Do they fed they are” providing nutrition and
fun” to their cusomers. What isit that makesyou THE BEST?

Assmilation: A great company may have long-term employeeswho celebrate service awards. They celebrate long-term
service becauseit isapart of their culture, but moreover their employeeswould never think of going to another business. Even
for more money. Do you have those kinds of employees? They likeit. They like their managers, they trust the company, and
they know they have the skillsto go to the competition, but they don’t. When anew employee joins the company they are
teamed with one of these long timers. They learn about the culture through orientations, but also have time with their managers
and co-workersto learn about the business.

WIIFM: Thisstandsfor What’sInlt For M e. A classic technique to make sure that the new and current employees are
clear about their future. Y ou have identified the next stepsin their development and goalsin your business. Whether itis
moving up to the next job, staying and being the best they can be, or eventually managing their own business or store, they have
aplan and see how thework and effort effect them persondly.

When you return to a place of business you remember thingslike great service, wonderful food, and a great experience. The
best part? Returning for that great service and seeing the same associate il at the job, doing great work, and enjoying every
minute of it, year after year.
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