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Cost of Attrition and Disengagement

eceicle m. Dr.‘Bntt Andrgatta SIEONISE Attrition and disengagement are killing
Organizational Learning and B
your bottom line.

Development.

* Disengaged employees cost an * Consider an organization with 600 staff
organization on average $3,400 for « Median Salary of $45,000
every $10,000 of salary (Gallup). * 600 staff x .17 x $45,000/10,000 x $3,400
* The cost of replacing a lost employee = $1.5 Million/year
is 50% - 250% of his/her annual salary
efie) Cameiis, Assume 10% turnover each year
* Arecent Gallup survey suggests that 60 losses x $45,000 x 50%

17.4% of the US workforce is
considered disengaged. = $1.4 Million/year

The ones that
dostayare ~ )
What are the not always the Demographics

one’s we are working
other challenges I against us
stay

we are facing

We are having
trouble
attracting
talented workers

We are having
trouble keeping our
talented workforce

We are not
training and
developing
the workforce
we have




“Each generation
imagines itself to
be more
intelligent than
Th e the one that went
before it, and

Demographic wiser than the

one that comes
after it.”

Problem ~ George Orwell

So how big is this problem?
(ﬁIMMMMEIIIIIIIIIIIIIIII44444447

« We have been talkingabout this for over 20 years!

e Scarcity of skilled replacement workforce

« Not enough candidates out there capable to replace the ones we are losing!
« Gen X is much smaller than Baby Boomers and they have bad attitudes!

* We made all the Millennials go to college?

« Gen Z? What do we even really know anything about this group?

* Whois next? Do we even know?

— IR

« According to PeopleReady.com (2018), “Over the next ten years, one-third of skilled trades
pros will retire faster than younger workers enter the field to replace them, leaving more than
3 million skilled trade jobs unfilled by 2028."

Population Pyramid for the United States (2023)

The Generations d

silent Generation:
Bom: 1928 ~1945

Age in2023: 79 - 89

Femate
Baby Boomers: = 76 Million born
Bor 1946 - 1964

Age in2023: 60~ 78.

66 Million born
: 1965-1980
Age in2023: 44 - 59

Millennials: = 72 million born
Bor 1981 - 1996
Age in2023: 28- 43

GenA: =TBD
Born: 2013- 2028 Gen Z: = 68.5 million born

om: 1997 ~2012
Agein2023:0-12 Bom: 1997
Age in2023:12-27
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Where do we
find the
workers?

“I hire people
brighter than me
and then | get out
of their way. “

- Lee lacocca,
American
automobile
executive

What should we be doing to find the workforce of the 215t

Century?

Start looking in places you may not
Ui Ui el have considered before

« Be flexible and nimble

* Look for the diamonds in the
rough

* Seek the person, not the skill

Lazzyyyyyy
@em Lazzy

What is the biggest lesson that
employment has taught you?

ProttyLittle Foars.
fcognac. oyez

1. HRis not there to protect you. They are
there to protect the company.

2. Document EVERYTHING.

3.Food is not a reward for hard work.
4.Do the bare minimum, or you'll get
rewarded MORE work.

5. Use them sick/vacation time.

6. Everyone is replaceable.

7. Keep them emails.

 High School/Technical College
Career Days

 Local Job Placement Programs

« NGOs (Veteran, immigrant, 2"
chance programs)

* Workforce referrals (No one will
refer someone they don’t want to
work with)

There are new
generations in the
workplace

Quotes from Hello Gen Z: Engaging the Generation of Post-
Millenials, Claire Madden

« “Living at home longer has given me the freedom to be able
to travel, buy technology and have very regular brunches (who
can turn down a smashed avo!)” - Steph, b. 1989

« “Short attention span, the instant and overwhelming
information era, high global awareness, distrust of political
figures.” —Joshua, b. 1996
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Who are the millennials?

« They value meaningful motivation.

* They tend to challenge hierarchical status quos.

* They place importance on relationships with superiors.

* They have an intuitive knowledge of technology.

* Open and adaptive to change.

* Place importance on tasks rather then time.

* Passion for learning.

* Receptive to feedback and recognition

* Free-thinking and creative

* Value teamwork and social interactions in the workplace

Source: (Indeed.com) https://www.indeed. areer 10-millennial-generation:

characteristics

What can millennials tell us?

* A tale of two bosses

« The first, very focused, driven, does not give a great deal of feedback, either
positive or negative.

* The second, also very focused and driven, but constantly provides verbal
affirmation, and gratitude for the efforts by the staff.

* A young millennial has worked for each for a year.

* When asked by a perspective employee about the work climate, and what to
expect, which one do you think got the better feedback?

* Which one do you think the new candidate would choose to work for?

* How much did it cost the second boss to create a better work environment?

What about Gen Z?

* Gen Z expects to work with modern technology.

* Gen Z prefers in-person interactions.

* Gen Zis entrepreneurial.

* Gen Zis less tolerant of authoritarian environments.
* Gen Z embraces change.

* Gen Z values flexibility.

* Gen Zis competitive.

Source: (Indeed.com) https: indeed.com/c



https://www.indeed.com/career-advice/interviewing/10-millennial-generation-characteristics
https://www.indeed.com/career-advice/interviewing/10-millennial-generation-characteristics
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* Gen Z will likely be the most formally
educated generation in history.

+ 1in 10 Boomers had college degrees

*1lin4GenX
* 1in 3 Millennials
« Itis expected GEN Z will have a rate of 1in 2. ’
rd
-
/ -— \
* Instant nostalgia \
* Cynical bunch
What abo * Have the whole work-life balance
Gen X? down pat
(The forgotten * Tech savvy but not tech dependent

generati()n) * Fiercely independent
* Prefer a casual workplace

* Like to learn new skills

14

Looking forward not back

According to Bureau of Labor

and Statistics, “by 2025 only 1

and 10 workers will be Baby
Generation Alpha (2012-2027) Boomers, in 2015 they were 1
— Children of the Millennials in5”

Is your workplace prepared to
adjust to attract a new
generation of workers with
different work-life values, new
engagement styles,
collaborative approaches to
leadership and management
as well as a more global
outlook and tighter integration
with technology?

By the end of this decade
Millennials and Gen Z will
make up 3/5ths of the
workforce?
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+ Consider partnering at the university level to adopt
top female talent to attract more women
candidates for tech roles.

Create latticed career paths and multiple work

HOW to formats.
a d a pt yo ur « Set up internal marketplaces to match projects

with needed skill sets.
WO rk p I ace « Leverage the expertise of Gen X, Gen Y, and
Boomers to help mentor Gen Z into strong leaders.

C u It u re + Consider the attractiveness of the industry you are
in and the reputation of your company and plan
accordingly.

16

Define your needs

Who is going to fix my Pneumatic Control System that | have not upgraded to DDC?
Who is going to remember where that buried cutoff valve is located?

Does anyone even know how to operate a riding lawn mower? Or repair one?

About 10 on fewer Gen Xers than there were Baby Boomers
What about Millennials

What factors are likely to impact the workforce of the 215t Century?

« How manyof you have buildings that are more than 50 years
old?
Technolo 124/ | - Howmanyofyou havebuingsbutinthe s 5 yearsor that
are under construction?
* Doyou is able to work both?

New

. R
C h an ge o /A1) e R Ty s, (7

 New energyand sustainability requirements?
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What does the workforce of 2030 look like?

= ;- @ /

Where do we find
them?

2030is only 6 years

What are our needs?
away!

What mix of skills
Al, Smart Buildings,  90esour "f"': force
Digital Controls and (e
Highly integrated
BAS.

The Physical Plant
isn’t changing that
No ready-made much?
solutions for
grounds and
building services

What does the recruiting process look like?

Have a vacanc chnical vs. White Collar?)

On board or promote

What could go wro

WHAT IF YOU DON'T

WHAT IF NONE ARE
GET ANY APPLICANTS?

WHAT IF THEY WANT
QUALIFIED?

TOO MUCH MONEY?




Are you telling the whole story?

Your Total Rewards Statement
In addition to your annual pay, you get an additional 524,106 in benefits.

$89,106

What other benefits does your organization offer?

22

@ Compensation
oot 1. 3034
$65,000

@ Sovings & Retirement

$15,682

Health & Insurance
el S ot o sy

$8,424

@ Other Rewords
Thck o e n o o e

Are we telling the right story?

© 00 0

THINK ABOUT THE 'WHAT MOTIVATES 'WHAT MAKES 'WHAT DO WE HAVE

FOLKS WE ARE THEM? HIGHER

TO OFFER TO MAKE

SEEKING OUT? EDUCATION MORE UP FOR THE FACT
APPEALING THAN THAT WE MAY NOT

BE ABLE TO PAY AS

OTHER
INDUSTRIES? MUCH?

Not a labor shortage, a labor skills shortage?

You may already have a pool

of great workers; they just @
don’t have the skill set you

need?

Those that do, may not be
willing to work for what you
are willing to pay.

The pool of outside
candidates might not have
the skills you need.

How do you take the team
you have and turn them into
the team you need?

4/23/2024




Creative Training and Development

© 06 6 6 O

TRAINING AND CAREER
DEVELOPMENT LADDERS
PIPELINES FOR

EXISTING

BUDGET . I WORK FORCE

TUITION PERSONAL
ASSISTANCE, PROFESSIONAL
CERTIFICATIONS, DEVELOPMENT
PLANS

CREATE A HIGH TECHNICAL
PROFESSIONAL SCHOOL SCHOOL
DEVELOPMENT OUTREACH OUTREACH

APPRENTICESHIPS

* The future of work will call for a
return of the Renaissance figure:
a person with many talents,
interests, and areas of

knowledge. It will require a

The Future Of fusion of four key work skills:

Work « Digital tools and technology skills

Courtesy of Deloitte « Comfort with analytics and data

* Business management skills

« Design and creative skills

Develop and prepare my people so that they
are the most qualified and sought after
candidates in the industry.
* Career Ladders based on skill, trade, or
profession
* Personalized professional development plans

How | . o * To perfect existing skills
planning + Tolearn new skils

* To develop new leaders
Make it so they never want to leave!
* Compensation is important.
* Engagement and demonstrating that you value
youremployees s just as critical.

P d

4/23/2024
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Now that you have
them on the team, how
do you keep them?

“Train people well enough so they can leave. Treat
them well enough so they don’t have[want] to.”

—Richard Branson

28

Compensation that’s not competitive
Lack of engagement

No or unclear expectations
No sense of impact

Little or no top-level support
Not enough flexibility
Management mishaps

No opportunities to grow
. No cutting-edge tech or opportunities
10. No regular check-ins

© 0N U A WN R

11. Workplace loneliness
12. Burnout

- Deloitte

What are you doing to keep your people?

Professional

D R Career Ladders [ Off/On Ramps

Cross Educationand

Training/Career [TEEEYES I Certification
Bonuses

Group changes Opportunities

10
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* Attract: with your story
* Engage: with your culture

* Retain: with your development
pathways

Promoting
Pathways

Attract

¢ Purpose
* What is the core purpose of why we exist?

* Vision
* What do we want to become?
* Mission
. Wf;at are we here to do? What are the unique points that define
us?
* Values
* What are the behaviors of our organization, informed by our
values that shape our culture

32

Engage

« Culture eats strategy for breakfast!
« Leaders have the power to create, enforce, and maintain
culture.

* A great example and read: Turn the Ship Around, L. David Marquet
* Leader-Leader model vs. Leader-Follower

* Changing a culture requires systematic and planned changes.
« Language, behavior, symbols, and systems
« Alignment with organizational strategy

« Its like a garden, if you nurture it, it can flourish, if you don’t you
wind up with weeds

33

11



Retain

4/23/2024

* What development pathways does your organization provide?
« Are you encouraging engagement and lifelong learning?

* People tend to remain where they have an opportunity to grow
and develop

* In a report by PwC on “Millennials at work” two of the top three
factors that make an organization attractive employer were
‘opportunities for career progression’ and ‘excellent
training/development programs.’

34

t we are * New recruiting strategies

doing at UGA

« Career Ladders and Career Mobility
* Leadership and Professional Development

FMD

Recruiting Pilots

- I © 0

HIGH SCHOOLS TECHSCHOOLS. ANNUAL SIGNING DAY CAREER FAIRS STREAMLINE ON-
BOARDING
PROCESSES

O 0O

GROUNDS ACADEMY  BUILDING SERVICES
ACADEMY

12



UGA Career Ladders

Program

« Streamlined Career Progression

« Based on objective skill criteria,
training completion, and O

experience
* No limits or quotas

37

Career Ladders
- Areas Of
Opportunity

Operations &
Maintenance

Central Steam Plant

38

O&M Pathway-
Mechanical
Skilled Trades Worker
Electrical
Lineman

HVACR

Plumbing
Sheetmetal
Welding
Pipefitting
Maintenance

O&M Pathway -

Structural Skilled Trades Worker
Carpentry

Floor Mechanic

Locksmith

Mason

Painting

Roofing

4/23/2024

O&M PATHWAY —
ZONE SHOP

+ Entry Mechanic

* Zone Mechanic |

* Zone Mechanic Il

* Zone Mechanic Il

CENTRAL STEAM PLANT —
OPERATIONS CENTER

+ Stationary Eng Trainee |

+ Stationary Eng Trainee ||

+ Boiler Operator |

+ Boiler Operator Il

+ Stationary Eng I-Il

GLORGIA

Shop Pathway — Entry Mechanic Il‘il
o

Zone Path - lized Career Guideline and Training

ey Yo for Trmdes,

«Cormgts
Sl 1 an 02

13
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Training Examples

Additional Program
guidelinesinclude:

« Employee Eligibility
* No formal disciplinary action in last 12
months
* Employees may request transfer into
other shops pending application and
position availability
Skills Assessment Scorecard (Checklist)

+ Career Progression for Promotion to Level Il
it

Requiremen

+ All Level Il positions will require staff to
undergo an Interview w/Hiring Panel

« Assessment Panel Member Training & Registry
Annual Evaluation Form changes

Annual Program Review to make changes or
asRsessment of labor market rates with Central

42

14



Annual
Professional

Development
Program

43

4 N\

* 0.5% of annual salary budget set
aside for training and development
programs for FMD staff.

* Group training

* Individual Training

« Technical Training and Advancement
* Certifications

* FMD Scholarship fund

Ideas from other organizations

+ Career swaps/rotational leadership opportunities

\

+ 2 or 3 assistant director positions that are filled

by up and comers on an annual basis
* High School Student Interns

+ Allows students to experience various trades

while still in high school
* Apprenticeship programs
+ Refugee organizations

+ People from all over the world with technical

skills coming here every day
* Permitted to work in US
+ Referral participation program
+ Stays on-board for certain period
* $150-$500

N

B n conclusion

* We need to understand how to

engage the workforce of the 215t

century.

« An engaged workforce is
productive, easier to retain, and
stronger.

* Being and engaged leader can
arguably be less expensive than
not.

* Don’t be afraid of trying new
strategies.

_I /l‘

45
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BACK UP

Whois Gen Z?

« Estimated that average Gen Z will have 17
jobs across 5 different career fields in their
ifetime, working in many jobs that don’t even
exist

+ Given its experience growing up in the
aftermath of the Great Recession, you might
think Gen Z has emerged as a pragmatic, risk-
averse, non-entrepreneurial group motivated
by job security. Instead, a more nuanced
picture emerged as we explored their career
aspirations, career development, working
SgﬂES, core values, behavior and character,
education, and stance on diversity.

* While salary is the most important factor in
deciding on a job, Generation Z values salary
less than every other Eeneration: If given the
choice of accepting a better-paying but boring
job versus work that was more interesting but
didn’t pay as well, Gen Z was fairly evenly
split over the choice.

4/23/2024
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Considerations regarding Generation Z

* Gen Z will likely have the ability to demand greater personalization in
how they move along their career journey. For organizations to attract
and retain the best and brightest of the generation, it will require a
different mindset.

« Employers must be ready to adopt a speed of evolution that matches
the external environment. That means developing robust training and
leadership programs, with a real and tangible focus on diversity.

* Develop the profile of a great employee, establish internal
apprenticeship programs, or hire smart, talented people and then
match them with a role once inside the organization.

4/23/2024

17



	Slide 1: Engaging the Workforce of the 21st Century
	Slide 2: Cost of Attrition and Disengagement
	Slide 3: What are the other challenges we are facing?
	Slide 4: The Demographic Problem
	Slide 5: So how big is this problem?
	Slide 6: Population Pyramid for the United States (2023)
	Slide 7: Where do we find the workers?
	Slide 8: What should we be doing to find the workforce of the 21st Century?
	Slide 9: There are new generations in the workplace
	Slide 10: Who are the millennials?  
	Slide 11: What can millennials tell us?  
	Slide 12: What about Gen Z?  
	Slide 13: Food for thought 
	Slide 14: What about Gen X?  (The forgotten generation)
	Slide 15: Looking forward not back
	Slide 16: How to adapt your workplace culture
	Slide 17: Define your needs
	Slide 18: What factors are likely to impact the workforce of the 21st Century? 
	Slide 19: What does the workforce of 2030 look like?
	Slide 20: What does the recruiting process look like?
	Slide 21: What could go wrong?
	Slide 22: Are you telling the whole story?
	Slide 23: Are we telling the right story?
	Slide 24: Not a labor shortage, a labor skills shortage?
	Slide 25: Creative Training and Development
	Slide 26: The Future of Work  Courtesy of Deloitte
	Slide 27: How I am planning
	Slide 28: Now that you have them on the team, how do you keep them?
	Slide 29: Why do good employees leave?
	Slide 30: What are you doing to keep your people?
	Slide 31: Promoting Pathways  
	Slide 32: Attract 
	Slide 33: Engage
	Slide 34: Retain 
	Slide 35: What we are doing at UGA FMD
	Slide 36: Recruiting Pilots
	Slide 37: UGA Career Ladders Program
	Slide 38: Career Ladders - Areas Of Opportunity  Operations & Maintenance  Central Steam Plant 
	Slide 39: Zone      Shop Pathway – Entry Mechanic 
	Slide 40
	Slide 41
	Slide 42: Additional Program guidelines include:
	Slide 43: Annual Professional Development Program
	Slide 44: Ideas from other organizations
	Slide 45: In conclusion
	Slide 46: QUESTIONS?
	Slide 47: BACK UP
	Slide 48: Who is Gen Z?
	Slide 49: Considerations regarding Generation Z

