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Recruitment has been a major challenge ever
since the pandemic.

As of writing this guide, vacancies are still 25% higher than pre-pandemic levels,
meaning many businesses continue to suffer from skill gaps.

This fact is further emphasised by recent mind-
boggling stats such as 90% of UK employers
are looking to recruit, yet 87% state they are
struggling to fill their job vacancies.

Our recent survey also uncovered that a
shortage of skilled workers is the number one
problem for 52% of respondents, with job
budgets not meeting salary expectations a
close second.

However, while recruitment is important, you
mustn't get tunnel vision.

Too often, strategies focus on desperately

filling gaps, in turn creating a revolving door of
people - current employees feel abandoned and
subsequently resign, creating a never-ending
cycle of vacancies.

The last thing you want to be doing is frantically
trying to save a sinking ship after investing a
huge amount of time and money into getting
people onboard.

Don’t be the Titanic.

What's the answer? Well, yes, focusing on
recruitment is vital, but your employee retention
strategy holds equal (if not greater) value.

In this guide, we explore the current employment
landscape and share advice for how you can
foster a happy and productive workplace which
helps retain top talent.

Retention vs recruitment: dealing
with a competitive market

Whether you need more
people to grow or you're filling
replacement roles, the need
for recruitment is inevitable.

However, if businesses want to prevent losing
existing employees to competitors and being
forced to reinvest in recruitment continuously,
retention must become an even bigger priority.

This point becomes increasingly convincing
when you consider the Chartered Institute of
Personnel and Development (CIPD) found many
businesses are simply throwing money at

the issue.

The CIPD stated: “British employers are
increasingly making counteroffers to
keep staff who are tempted by higher
wages from rival businesses.”

Show me the money!

Let's face it, many businesses don't have the
capital to throw around in a bidding war every
time a vacancy arises or when a worker hands in
their resignation.

So, what can be done?

Well, you may be pleased to hear that around
40% leave their current role due to a lack
of prospects.

This means fostering an environment that
retains people and makes you an attractive
employer isn't purely linked to a
monetary value.

Do note that it doesn’t mean every person needs
a promotion to keep them; rather, offering value
and incentives in the workplace can take

many forms.
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Workplace trends:
what can we learn?

The shifts we've seen in the
workplace these last few years
have been dramatic.

As the power dynamic has changed, with
workers becoming the hot commodity, we've

seen numerous employee trends
simultaneously arise.

What the people want is now shouted loud
and proud.

At a glance, these trends may come across as
social media sensationalism or clickbait.

However, they are very much real, each of which
offers a lesson regarding changing expectations
and how businesses can become attractive.

Bare Minimum Mondays

The viral TikTok trend, Bare Minimum Mondays,
urges workers to do the absolute minimum

amount of work possible at the start of the week.

Those advocating for the movement are using it
as a means to try minimise the stress imposed
on themselves and take back control of

their workweek.

However, when under-resourced, the last thing
you want is for current staff to be actively doing
as little as possible.

What can we learn: of course, there will be
those who jump on the trend as an excuse

to slack off. But for the most part, those
participating in trends such as Bare Minimum
Mondays are the employees who have worked
the hardest and simply have nothing left to
give. Businesses can't magic up more money
to compensate people, but you can start the
conversation, recognise their hard work, offer
more flexibility and address problem areas.

READ THE FULL BLOG

Four-day workweek

Who wouldn’t want a three-day weekend,
every weekend?

Recently, we've seen the biggest-ever trial of
a four-day workweek, which was held over
six months, with over 2,900 employees at 70
organisations, prompting many others to now
seek such arrangements themselves.

Yes, a four-day workweek can help in many
ways, but is it the silver bullet to an unhappy,
disengaged workforce? No.

What can we learn: the underlying point we can
take away from the recent trial is that flexible
working that recognises the needs of individuals
supports happy and productive employees, not
the four days itself.

READ THE FULL BLOG

Leadership crisis

A recent study uncovered that only 38% of
employees are interested in people manager
roles, prompting concerns of a leadership
pipeline crisis for businesses across the globe.

We've seen wellbeing be put at the forefront,
with many valuing work-life balance far above
traditional workplace hierarchy - simply put, the
stress of being a manager doesn't outweigh the
associated burden.

What we can learn: this trend shows us that
fear of unmanageable workloads persists and
traditional hierarchal models are losing their
allure - especially among the younger generation
- and as such, businesses must adapt, redefine
certain roles, offer the appropriate training and
provide the tools for success.

READ THE FULL BLOG

Lazy Girl Jobs

No, Lazy Girl Jobs are neither lazy nor only

for girls. While the creator, Gabrielle Judge,
targeted her initial advice which sparked the
trend towards other women, the movement has
evolved past that.

The trend prioritises roles which value output
rather than hours worked, with many offering
key benefits such as being remote/hybrid-
friendly, safe, promoting a good work-life
balance and coming with a comfortable salary

On the surface, Lazy Girl Jobs seem to be
a workplace revolution with Gen Z actively
revolting against the norms set by their
predecessors, taking a work smarter, not
harder approach.

What we can learn: with burnout on the

rise and creativity taking a backseat, Lazy

Girl Jobs aren't necessarily a bad thing for
businesses, despite the name featuring LAZY.
The trend rewards productivity and encourages
a comfortable working environment which
acknowledges that people have different
rhythms.

READ THE FULL BLOG

Love bombing

Love bombing is a term typically associated
with the dating world, referencing a person who
offers excessive praise and gestures in a bid to
manipulate their potential partner and create
feelings of debt.

The BBC compared traditional, romantic love
bombing to the recruitment methods of many
UK businesses and external agencies.

Applicants are thrust into sped-up recruitment
processes as businesses desperately try to fill
empty vacancies, being promised the world only
for the opportunity to fall flat once contracts

are signed.

What we can learn: the trend shows that an
exciting and fulfilling workplace does get talent
through the door; however, should the promises
be false, those very same people will leave just as
quickly as they came in.

READ THE FULL BLOG
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Quiet quitting

Originating from TikTok, quiet quitting refers
to employees who have typically been going

above and beyond but have reached a breaking
point; perhaps compensation and promotions
were promised but never came, or additional
resources to support with workload were
discussed but never implemented.

When an employee chooses to quiet quit, they
essentially resign themselves to doing the
bare minimum.

Declining additional work, contributing little
to projects and not attending meetings are all
common behaviours for someone who has
quiet quit.

What we can learn: avoid demonstrating a
culture of blame. If you notice burnout and
disengagement among workers, use it as

an opportunity to find out what's going on

with individuals and teams. Have an honest
conversation, examine what can be done better
and treat it as a chance to evolve and adapt
your workplace.

READ THE FULL BLOG

Workcations

In essence, a workcation is when employees go
somewhere other than their registered home
address/office but continue to work remotely
from that new location.

Historically, we've been advised to keep work
and play separate, but this employee trend is
changing that mindset.

In fact, a global study found that 65% of their
5,500 respondents plan to extend a leisure trip
into a work one and vice versa.

What we can learn: once again, flexibility and
trust remain a paramount lesson - people want
to feel comfortable in their roles and the ability
to accommodate their personal lives. As many
have proven they can work from anywhere, the
possibilities are endless.

READ THE FULL BLOG

Mastering talent

management

Talent Management, from an
HR perspective, refers to the
strategic process of attracting,
developing, retaining and
maximising the skills and
abilities of your business’
workforce.

It involves a comprehensive approach to
managing people and ensuring you have the
right skills in the right positions at the right time

But what exactly does talent management have
to do with employee retention?

Well, a lot of the key components of

talent management are best practice HR
responsibilities which also support the learnings
found in the above employee trends. Key
aspects include:

1. Recruitment: identifying and attracting
talented individuals to fill key positions
within the business. This involves sourcing
candidates, conducting interviews and
making hiring decisions.

2. Onboarding: integrating new employees
into the business, providing them with the
necessary information, resources
and training.

3. Performance: Evaluating and managing the
performance of employees through goal
setting, regular feedback and performance
reviews. This process helps with identifying
areas for improvement and development.

4. Learning and Development (L&D):
providing opportunities for employees to
acquire new skills and knowledge, enhancing
their current roles or preparing for future
responsibilities.

5. Succession planning: identifying and
developing potential leaders within the
business to ensure a smooth transition in
key positions when there are changes
or vacancies.

6. Career development: supporting
employees in their career paths by offering
growth opportunities, mentoring and
coaching to help them reach their
full potential.

7. Workplace strategies: implementing
initiatives, such as competitive
compensation, benefits, work-life balance
and positive business culture.

8. Employee engagement: fostering a positive
work environment where employees feel
motivated, valued and connected. This
includes promoting open communication
and recognising/rewarding achievements.

9. Data analytics: using data and analytics
to make informed decisions about talent
management strategies, including workforce
planning, identifying skill gaps and predicting
future talent needs.

Effective talent management is crucial for
businesses trying to retain top talent and stay
competitive in the rapidly changing

business environment.
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How to truly motivate staff

Motivation plays a pivotal
role in guiding and sustaining
our actions, significantly
influencing our decision-
making and the level of effort
we invest.

Additionally, it fosters resilience, persistence
and loyalty - desirable attributes in an ideal
workforce!

According to research, there are two distinct
forms of motivation inherent in every individual:

1. External (or extrinsic) motivation,
linked to factors such as rewards or other
external incentives

2. Internal (or intrinsic) motivation,
connected to personal needs and interests

When motivated extrinsically in the workplace,
the focus tends to be on the outcome or reward
rather than the inherent interest in the

activity itself.

On the other hand, intrinsic motivation in the
professional realm signifies finding the activity
inherently rewarding.

While opting for extrinsic motivation at work
might suffice for some, evidence indicates going
the extra mile to cultivate intrinsic motivation
among staff enhances the likelihood of retention
and significantly elevates the quality of

their work.

What do we understand about
intrinsic motivation within
the workplace?

Various expressions of intrinsic motivation are
linked to enjoyment, interest, engagement,
effort, learning and satisfaction, all of which tap
into individuals’ inner resources.

While it's crucial for the work environment to
be stimulating and enjoyable, psychologists
underscore the importance of meeting three
fundamental needs to cultivate the essential
intrinsic drive.

Following Maslow’s Hierarchy of Needs Model,
the establishment of meaningful connections,
growth in self-esteem and the realisation of true
potential become possible only when individuals
feel secure in their environment.

Autonomy necessitates a degree of freedom in
one's role, competence involves a belief in one’s
capability to perform tasks and relatedness
emphasises the need for belonging and
connection.

The absence of fulfilment in any of these needs
can lead to diminished wellbeing.

A meta-analysis of 99 workplace studies by
Van den Broeck, et al, revealed that each of the
three needs predicted lower turnover intention
and correlated with higher job satisfaction,
engagement and affective commitment.

Deci and Ryan's research extends Maslow's
model and validates that the three needs of
autonomy, competence and relatedness appear
to be essential for facilitating optimal functioning
of the natural propensities for growth and
integration, as well as for constructive social
development and personal wellbeing.

* Autonomy requires some aspect of
freedom in the role you perform

* Competence is a sense of belief in your
capability to perform the task

* Relatedness explains the need to belong
and feel connected

Particularly noteworthy is the role
of relatedness.

Psychological research consistently affirms that
relatedness stands as the most potent predictor
for sustaining intrinsic motivation in the
workplace over the long term.

When individuals experience a sense of
relatedness with their work and colleagues, a
powerful force is unleashed, steering outcomes
in alignment with business goals.

This fosters greater trust, enhanced information
sharing, improved communication and
collaboration, ultimately resulting in increased
productivity, loyalty and commitment.




Speaking one’s mind M

Staff need regular opportunities for feedback
and every team member must be given a voice -
even the quiet ones.

Prioritise your employee M
value proposition (EVP)

Creating an environment people
actually want to work in

An EVP is the value your employees perceive
from working at your business outside of their

At IRIS Software Group, we
boast a team of exceptional
HR professionals, as expected
from a world-class provider
of HR and Payroll software/
services and an officially
recognised Great Place

to Work®.

We exert dedicated efforts to foster meaningful
relationships with our staff, grounded in intrinsic
motivators.

Beyond mere salary increments, leverage these
insights as guiding principles when seeking to
enhance your staff retention:

Emphasise Learning & Development (L&D) M

Studies show that Learning & Development are
often ranked as one of the most important parts
of a job, right behind salary.

In fact, two in five workers are planning to
leave their job within a year, with the majority

citing a lack of career prospects.

To keep people satisfied and productive in their
roles (+ benefit the business from more skilled
workers) a primary focus of your HR strategy
should be on becoming a learning organisation

Work with employees to create an environment
that enables them to grow, take on new
responsibilities and progress in line with their
aspirations.

Look into offering workplace opportunities,
whether that's in-house training, role changes
and promotions or third-party apprenticeships

and courses.

Offer a hybrid working model M

One way a business can help support their
employees is by empowering them to split time
between home and the office or even to work
fully remotely.

For those businesses who can feasibly offer
hybrid working, if you're not already doing so, |
urge you to start.

Since the pandemic, people's priorities have
significantly transformed, and hybrid working is
no longer a desire but an expectation.

According to the BBC, 70% of people state
they will never return to the office at the same

rate, especially since 59% believe they're more
productive when working from home.

base salary.

This can range from aligning your environmental

commitments heavily with employee beliefs to
making that extra effort to foster team spirit.

By prioritising your employee value proposition,
not only will you create an environment that
entices leavers and new talent, but you'll also
improve the chances of retaining your staff.

Risk-taking M
i1
The biggest risk is not taking any

risks. In a world that is changing
really quickly, the one strategy that is

guaranteed to fail is not taking risks.”

- Mark Zuckerberg

Failure, errors and mishaps all play a vital role in
helping employees learn and grow.

Unfortunately, many organisations penalise
mistakes and create employees who are risk-
averse and too shy or nervous to try
anything new.

Staff should feel comfortable to try something
new and able to tell someone if they make a
mistake, without fear of repercussion.

Try to create an environment where it is fine to
make mistakes, especially if they can be
learned from.

Creating a safe space where employees can get
involved in projects out of their comfort zone
also generates new skills, boosts confidence and
encourages out-of-the-box thinking.

Successful work relationships are built by staff
being able to speak their mind, share concerns,
raise questions and disagree without fear of
judgement, including from management.

Empower people to challenge the status quo, not
just go along with it.

Managers should encourage everyone to
contribute to discussions and there should also
be formal feedback vehicles, such as

employee surveys.

Top tip: 360-degree reviews where employees
collect feedback from their peers enables

them to gain a better understanding of their
own capabilities.

We've got your back M

Feeling you can count on people drives
connection and belonging.

Employees need to know their team will help
them during times of trouble, both personally
and professionally.

This sort of team building must be a key
competency of people managers.
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Common goals M

Regular group goal setting and reflection are a
great way to ensure everyone has a united sense
of purpose and direction.

Also, ensure praise is given, whether that's
informally through a message/email, during
a performance review or in a business-wide
communication.

If teams are working remotely, regular group
check-ins are a must.

Especially in the increasingly digital world,
employees need direction and to feel valued.

The bigger picture M

Do employees know exactly what they're working
towards? No, not what's on their to-do list, but
rather their wider goals and objectives.

Everyone should know where their work fits into
the bigger picture, so they can recognise the
value of their contribution.

Focus on output-based objectives which fulfil

a larger business goal, helping create a culture
where everyone knows they're making an impact
and being recognised for it.

At IRIS, we use the Objectives and Key Results
(OKRs) model, which outlines what needs
achieving (Objectives) and provides a measurable
outcome which informs how close you are to
achievement (Key Results).

Top tip: make sure those close to the action
have input into critical decisions, know

people’s strengths and involve them in
projects/company initiatives.

Make onboarding special M

Starting a new job is scary.

New colleagues, new managers, new tasks, new
responsibilities, new ways of working.

As an employer, it's your job to empower new
starters and give them the tools needed to thrive
with confidence.

From a managerial perspective, the first few
days, if not weeks, should take new starters
through all the basics, covering areas such as
company policies, benefits, expectations and job-
specific training.

Also, take the opportunity to introduce new
starters to team members and other
key stakeholders.

How technology can help
with employee retention

HR software plays a crucial

role in employee retention by
streamlining the various areas
above and providing the tools
needed to make a real impact.

It helps with talent management, offering a
handy centralised system, improving everything
from efficient onboarding and performance
management to facilitating continuous feedback
and goal setting.

Software also provides vital employee
engagement tools such as surveys, feedback
mechanisms and recognition platforms.

Communication and collaboration are enhanced
through internal communication tools and
employee portals, fostering a sense

of community.

Learning and development are facilitated by
tracking skills and training needs.

Work-life balance is promoted through
automated leave management and flexible
scheduling options.

Data analytics enable predictive analysis for
identifying problem areas, locating what's
working well and analysing turnover patterns.

Overall, HR software contributes to creating
a positive work environment, enhancing job
satisfaction and ultimately improving
employee retention.

IRIS: People-focused technology

Whether you have one employee or ten
thousand, we have tools to help you provide
the best experience.

At IRIS, we put people at the centre of our
feature-rich HR solutions, offering a variety of
systems, so no matter the needs or budget of
your business, you'll find tools to empower
your processes.




Why choose IRIS HR?

. Optimise HR operations

Significantly reduce administrative hours by
automating and streamlining processes, freeing
you up to focus on your people.

. Efficient talent management

Our HR software provides the tools needed to
streamline attracting, identifying, developing,
engaging and retaining those individuals valuable
to your business.

. Integrated technology

Benefit from the robust integrations in our HR
Software that further enhance the efficiency of
your processes, ensuring HR tasks are not only
swift but also simplified.

. Tailored solutions

Choose from an array of packages and
modules within our HR Software, allowing

for customisation that aligns with your
requirements. Our software is also designed to
scale seamlessly with your growth.

. Recognition and rewards

Use our tools to easily communicate feedback,
rewards and recognition, ensuring your
admiration for staff is clearly put across.

. Prioritise people

Our HR solutions prioritise your people, offering
support at every stage of the employee lifecycle
journey to enhance and elevate the overall
employee experience.

. Employee engagement

Keep staff motivated, happy and productive,
using tools to support their development and
roles, such as a training portal, clear objective
setting and feedback options.
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