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Summary

Leaver Type

46 Happy Leavers (38%) 74 Unhappy Leavers (62%)

Driving Resignations Interventions

. Explain the performance measures & how |
1 Career Progression g

2 Reward & Recognition Explanation of appraisal process

3 Personal Growth

Creation of a development plan

Organisational Strengths Build Strength

1 Belonging

Explanation of our vision & mission

Ownership for creating my goals before
sign-off

2 Independence

1 H Understand how my job contributes to
3 Job Satisfaction w my | ibu

organisational success

Brand Impact

Re-hires Promoter score Recommend Competitor
Work again for your Recommend Recommend products Joined a competing
organisation again. as a place to work. and services. organisation.

Tenure

30% < 2 years 30% 2-5 Years 25% 5-10 Years| 25% > 10 years
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Reasons for Leaving

The table below sets out how the reporting group rated 14 areas known to affect employee engagement and
commitment. The 14 areas are ranked by overall impact on the decision to leave, with the corresponding response
distribution.

Leaving Reason n

10 20 30 40 50 60 70 80 90 100%

72 | 4l7]7
64 | 22 [7]7]
Rewards offered are competitive in the wider market place.
Personal Growth
Training & development needs are identified and my work 76 ““
provides me with opportunities to stretch myself.
Ethical Standards
Belief in the purpose and ethical principles of the “mmm
organisation, promoting diversity and equal opportunities.
Well-Being
Maintaining a work-life balance, workloads which do not mmm
cause stress.
Organisational Confidence
Working for a successful organisation that is well led, has “mm“
good people and a strong future.
ESCh Aot s [aa 2] 4o
38 | 22 |10 30
30 | 22 | 10| 38
Scope to try new ways of doing things.
Belonging
1 4 Belief in the organisation’s mission, vision and values. A “m“

The organisation acts in the interest of its employees and
sense of pride in working for the organisation.

Career Progression

1 Defined opportunities to advance through the organisation.
A sense career progression is taken seriously.

Reward & Recognition

Rewarded fairly, transparently and based on performance.

77
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delivers on promises that are made.

Vertical Relationship

An approachable, inspirational manager who provides
regular feedback and acts as a role model.

Cooperation

Individual contributions are recognised & valued by others,
and support is freely offered by colleagues.

Communications

1 0 A clear sense of the organisation’s future direction, and an
understanding of why key decisions are being made.

Working Conditions

1 1 Comfortable working environment with good facilities, and
reliable and effective equipment.

Job Satisfaction

1 2 An interesting and enjoyable job, and one | consider
important.

Independence

1 3 Freedom to organise my work and set my own goals.
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Key
Contributed to Leaving | Unsure/ Not Applicable Org Strength
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Taking Action

Interventions to Reduce Attrition/Increase Retention

These are the actions most likely to increase engagement, satisfaction and reduce turnover in relation to the top
five leaving areas.

Action

Explain to me the process and standards required for promotion to the next level
Career Have a conversation with my manager exploring my longer term career aspirations
Progression Provide me with a mentor, who can support my future career ambitions

Give me additional responsibilities to demonstrate my capability for the next level up

Explain how my performance is measured and how my final performance rating is

reached
Reward & Clearly explain how the salary scales work to me
Recognition Offer a more flexible benefits package to reflect my personal needs
Have a conversation so | can understand how the last pay reviews were conducted
Work more with a particular colleague to learn from them
Personal A secondment to another part of the organisation
Growth Create a clear development plan for the year
A buddy to work with, to build my experience and confidence
An explanation of the organisation's values and why we have them
Ethical A clear explanation of what we stand for and believe in as an organisation
Standards More re.fe.rencmg to our values by senior managers when the announce and explain
key decisions
Provide me with opportunities to contribute to corporate responsibilities
Give me the flexibility to come in late some mornings
) Enable me to work at home occasionally
Well-Being

Give me the option of leaving early

Provide me with someone to talk to when | feel the pressure is too much to cope with
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Taking Action

For the remaining nine areas, below are the actions most likely to increase engagement.

Vertical
Relationship

Cooperation

Loyalty & Trust

Independence

Organisational
Confidence

Job
Satisfaction

Action

More frequent 1 to 1 meetings (e.g. weekly) with my manager
Agree clearly defined goals with my manager
Regular feedback from my manager on how am | progressing against my goals

More coaching from my manager to help me succeed and grow

Weekly team meetings to stay connected
Understand team mates' goals
Regular meetings with other teams

A buddy from another area

More opportunities to discuss key decisions with local senior management

Greater consultation in relation to how major changes that impact my area are
implemented

More frequent communications about why key organisational decisions have been
made and how they will be implemented

More opportunities to provide feedback to more senior management on the
challenges | face at work

More freedom to undertake tasks in a way that utilises my skills and style

Allow me to have greater freedom on how | shape my working day/week

Greater ownership for creating my goals, for sign-off and agreement with my
manager

Allowed to put my own ideas into practice to find way to improve what | do

Senior management more visible around the organisation
Have regular monthly updates on how the organisation is performing
Have regular/monthly updates on how my area is performing

Opportunities to hear senior managers talk about the director the organisation and
our strategy to succeed

Explore how | can spend more time doing the aspects of my role that | find most
enjoyable and add the most value

Help me understand more clearly how my job contributes to the local success

Help me understand more clearly how my job contributes to organisational success mn

Something else
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Destination

The Destination Profile is based on the 97 leavers who indicated they were moving onto a new job.
Joining a Competitor

46 No (38%) 74 Yes (62%)

Type of role

—— A similar role, same industry [32.4%)

A different role, same industry (15.4%:)

A similar role, different industry (23.99%)
A different role, different industry (28.2%)

Level of role New salary
100
A step up in your career (69.1%)———— o
(1]
90
Higher
Hard to say (7.4%) 80 Same as current
A step down (2.7%)
70, Lower
A similar level (20.7%)
Rather not say
B0
50
New employer
Large commerciali53.2%)—— 40
30
‘Ncnc. self-employed [7.4%%) 204
Small commercial {18.6%)———" Other {10.6%) 10
Charitable (0%)
Public sector (10.1%%)
L
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Demographic Profile

This section sets out the demographic profile of the reporting group. Further reports can be provided on any
variable in the profile.

Disability Sexual Orientation
Gay/Lesbian (8%:)
. . Bisexual {1%:)
—Yes [25% Other {1%)
Prefer not to say {18%)
No (75%) Heteraosexual/Straight (72%)
Religion/Belief Age
Muslim {22%) —— Sikh (19%:) “
— Any other religion (8%:) 20 of younger 1
21-25 10
~— Prefer not to say {10%) -
Jewish (12%) ¥ 1105 26-30 25
3-35 24
36 - 40 18
Hindu (3% Mo religion {including Atheist) (10%] -
Buddhist (2] o " H 41-45 13
46 - 50 5
51-55 2
Christian (32%) 56 - 60 L
671 or aver 1

=

| do notwish to answer

Caring Responsibilities Intending to Stay

— No (48%)

Dion't Know
10 years or more

9 - 10 years

Yas [52%%)

7 - 12 months

4 - 6 months

< 3 manths
0%  10% 20% 30% 40% 50% 60%  70%  BOSE  90% 100%%
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About great{with}talent

great{with}talent helps organisations increase levels of performance, employee engagement, and
reduce staff turnover. We achieve this through a unique range of customisable services that
focus specifically on engagement and retention. ‘Person-organisation-fit’ is central to our
philosophy, and our approach focuses on understanding how individuals and

organisations interact.

We've made it our mission to make our products as intuitive and user-friendly as possible. And inside each
fantastic service we’ve included some brilliant and relevant technology. So when you use any of our services for
the first time, we know it will save you money, help solve problems and create opportunity for your organisation.

Our roots are in business psychology and user-friendly web based applications. Our client base spans nearly 2000
high profile organisations, and we help them to save vast amounts of money by recruiting the right people,
improving employee engagement, and ensuring their organisation is more efficient and effective.

We’ve proven expertise in designing and delivering questionnaires for every phase in the employee lifecycle. To
date this equates to over 500,000 cases of employee data, collected globally in over 18 languages. This
experience means we can create the right approach for you.

However, we’re much more than an employee survey company. Our psychometric knowledge and research-based
approach means we offer innovative approaches to collecting and analysing data. We then use our consultancy
expertise to ensure our clients quickly understand and can take action on this data.

Our reports and analysis recognise the complexities of why people really stay or leave on an individual and group
basis. This approach enables you to pinpoint exactly where and when dis-engagement occurs. And that’s how
great{with}talent will help your employees and your whole organisation to perform better.
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