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of the largest working population 
are planning to leave their current 
jobs. Why do we have this 
disconnect? Read Mark C. Perna’s 
article, How To Employ The ‘Why 
Generation,’ to know more.

 Rachel Ernst’s article, Transforming 
People Management To Empower 
and Retain Talent, talks about how 
The Muse, a career resource firm 
reinvented the way they nurture, 
develop and support employees 
along every stage of their career 
path. A great example on how 
a focus on employee success 
can drive talent retention and 
business performance.

And that’s not all! We have a variety 
of informative articles on various 
aspects of talent management 
in this issue of the magazine. We 
hope you enjoy reading this month’s 
enlightening articles and send us 
your valuable feedback.

Recruiting the best talent is only 
half the battle. Keeping them 

is yet another challenge. Building 
an inclusive workplace culture 
and boosting employee morale 
by recognition and continuous 
feedback are some of the sure 
shot ways to keep employees 
happy and productive. However, are 
organizations successful in carrying 
out such programs today?

Organizations with diverse 
workforces attract talent and are 
more successful. Yet, strong diverse 
and inclusive cultures are still not 
the norm in most workplaces today. 
To understand more about the 
status of Diversity and Inclusion 
(D&I) in today’s organizations 
and its impact on employee 
performance, HR.com conducted 
an exclusive state of the industry 
research, The State Of Diversity 
And Inclusion 2018. To learn more 
about the research, along with key 
strategic takeaways, we invite you 
to download and read the complete 
report here.

Employers have long struggled 
to develop effective performance 
management (PM) programs. 
Today, organizations are moving 
away from traditional PM 
programs and are more inclined 
towards continuous performance 

management programs. HR.com 
collaborated with BetterWorks 
to conduct research into the role 
of continuous PM. To learn more 
about what organizations should do 
to improve the overall PM process, 
read the complete report Moving 
Towards Continuous Performance 
Management here.

Feedback has become associated 
with criticism. It triggers all of our 
insecurities about not measuring 
up, not being good enough, making 
mistakes, and being wrong. We 
also fail to give feedback to people 
because we know it will trigger 
these fears in others and we don’t 
want to make people feel that way. 
Read Cheri Torres’ article, 5 Ways To 
Give Feedback And Trigger The “Feel 
Good” Hormones, for more insights 
on how to give feedback positively.

Today, about 55 percent of 
youngsters report feeling 
unengaged at work. Perhaps 
even more alarming, some 66 
percent expect to leave their 
current positions by 2020. That’s 
a cataclysmic shift in workforce 
development, that a full two-thirds 

Babitha Balakrishnan
Editor, Talent Management 
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A diverse organizational culture is great for employees 
and businesses alike. Diversity and inclusion (D&I) 

have the potential to drive innovation and increase 
organizational performance. Organizations with diverse 
workforces attract talent and are more successful. 
Yet, strong D&I cultures are still not the norm in most 
workplaces today. To understand more about the status of 
D&I in today’s organizations and its impact on employee 
performance, HR.com conducted this exclusive state of 
the industry research.

Below are key findings from the study based on an 
extensive survey of HR practitioners.

 ● D&I programs today are largely immature or in 
development mode.

 ● A lot of the time, organizations are failing to adequately 
communicate, manage and measure their 
D&I programs.

 ● While diversity among the leadership ranks has shown 
the potential to drive innovation and change, most 
organizations do not mandate diverse leadership in its 
ranks, and most fail to reflect substantial diversity in 
their leadership teams.

 ● Some diversity-friendly benefits are offered today, but 
there is much room for improvement.

 
Organizations that broadly define, communicate, measure 
and get support from the top are more likely to find their 
D&I programs highly effective. 

Is Today’s Workforce Increasingly Diverse? 
We asked study participants to indicate the extent to which 
they agree with the statement that “our workforce is more 
diverse than it was years ago.” Over half (54%) agreed with 
that statement, whereas just 14% disagreed. In short, most 
said their organizations have become more diverse, while 
few said they’ve become less diverse.

The bad news, however, is that organizations still tend 
to have poorly developed D&I initiatives, and only about 
half say that their workforces reflect the demographics 
of the marketplace. Moreover, the leadership ranks of 
most organizations still tend to lack significant diversity 
and inclusion.

The majority (80%) of survey participants indicated that 
their organization’s D&I practices have not attained top 
organizational maturity levels. Only a small percentage of 
participants (7%) report that their organization’s initiatives 
are at the top (Vanguard) level, and about one-eighth are at 
Advanced stage.

D&I efforts today need to meet a number of regulatory 
requirements. Laws and regulations have a large impact 
on how organizations define the concepts of workforce 
diversity and inclusion. Other issues that, some argue, are 
also aspects of D&I tend to be left out of the definitions of 
most organizations.

The State Of Diversity 
And Inclusion 2018

Improving D&I practices to boost organizational  
innovation and performance

Exclusive HR.com Industry Research

The State Of Diversity And Inclusion 2018 | Research Special | June 2018



D&I Program Management
HR is most commonly responsible for D&I initiatives (36%). 
Another 10% cite chief diversity officers (CDO) as having 
primary responsibility. However, it should be noted that 
CDOs are sometimes part of the HR function. Together, 
they represent nearly half of the responses. About a 
quarter of respondents state that “everyone” is responsible 
for D&I.

The success of an organization’s D&I program initiatives, 
of course, is largely dependent on how well initiatives are 
communicated and embraced by employees. The survey 
findings here suggest that, although many initiatives are 
executed, they are not well emphasized or implemented in 
most organizations.

The least used initiative listed here are Employee Resource 
Groups, or ERGs, which tend to be voluntary groups led by 
employees themselves.

Only about one-quarter of participants require training 
to a high extent. Of that cohort, nearly two-thirds train all 
employee groups (67%). One-fifth, however, train “select 
employees and managers” while about one-eighth train 
“only managers” (12%). Although some HR professionals 

may find that limiting training to managers is an effective 
strategy, others argue it fails to be effective in engaging all 
employees in D&I.

What Metrics Are Used to Measure D&I?
Although participants use a variety of tactics to measure 
the impact of D&I, most rely on basic demographic data 
(e.g., gender, race/ethnicity and age). Relatively few look 
at diversity goals related to succession planning, although 

such goals might be used to evaluate the existence of 
“glass ceiling” issues within organizations.

How Successful Are Initiatives?
Survey respondents typically believe that D&I initiatives 
result in higher rates of innovation, better compliance with 
laws and regulations, and stronger business performance 
in general. Increased innovation is most widely cited, and 
there are various studies supporting this contention.

The most commonly cited barriers to effective D&I are a 
lack of budget and a lack prioritization by top leadership 
levels. It is possible that many leaders are not aware 
(or skeptical of) the benefits of D&I because they have 
competing priorities or because they have no interest 
in changing the established culture. If leaders do not 
prioritize it, of course there will be no chance for an 

85%

82%

78%

66%

62%

51%

49%

46%

43%

32%

29%

28%

28%

27%

26%

18%

6%

3%

Gender

D&I Program Components

Race/ethnicity

Age
Disability status

Sexual orientation

Religion

Sexual identity

Educational background

Veteran/military status

Behavioral style

Socioeconomic status

Thinking style

Personality

Career aspirations
Living arrangements

Political beliefs

Other
None of the above

0% 20% 40% 60% 80% 100%
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(check all that apply)
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adequate budget. About a quarter of respondents cite a 
lack of technology (23%) and 28% cite a lack of metrics.

Diversity Among Leaders
Although women are nearly half the U.S. workforce, they 
have a miniscule representation in some key corporate 
leadership realms. For example, as of May 2018, there 
were 24 female CEOs of Fortune 500 companies. That’s 
a little less than 5%: therefore, they are about 47% of the 
workforce but 4.8% of the top business leaders.

In most respondent organizations (61%), women are less 
than 40% of leaders. In nearly a quarter of responding 
organizations, they are no more than 10% of leaders.

Our study indicates, however, the leadership ranks in most 
organizations are much less diverse than the workforce in 
general. About three-quarters of respondents say ethnic/
racial minorities are no more than 30% of their leaders. 
In fact, nearly half (47%) say no more than 10% of their 
leaders are members of ethnic/racial minorities. The 
bottom line is that these diverse populations are vastly 
underrepresented in leadership ranks today.

Diversity-Related Benefit Plans
The survey asked HR professionals what benefits 
and work-arrangements are offered to make it easier 
for diverse employees to work at their organizations. 
Flexible work options (60%), of course, may appeal to any 
employee, but they have the added advantage of making 
it easier for parents of either gender to balance work and 
family lives. The same is true for telecommuting and 
part-time work options.

Over the past few years, fertility benefits have received a 
lot of attention. We found that 9% already provide fertility 
benefits and another 2% are seriously considering offering 
such benefits. A considerable proportion, however, said 
their organizations know little about such benefits. This 
suggests that many HR professionals require greater 
education about a benefit offering that may appeal to 
today’s increasingly diverse labor force.

How Do High D&I Performers Differ?
High performers are more likely than lower performers to 
adopt a broader definition of D&I, while lower performers 
are more likely to focus solely on areas related to 
compliance with laws and regulations.

High-performing organizations are more likely to 1) get 
support from leadership, 2) understand the potential 
benefits of diversity, and 3) make sure diversity is a priority 
for HR.

High performers are more likely than lower performers 
to make “everyone” or a C-level executive (that is, CEO 
or CDO) responsible for D&I. Lower performers are more 
likely to leave it up to HR or an executive committee.

High performers are also more likely than low performers 
to create leadership development initiatives that are 
focused on improving D&I in leadership ranks.

High performers are more likely to provide 
family-focused benefits.

The rise of millennial leaders, combined with society’s 
broad demands for inclusion and less conservative 
policies, is beginning to bring more awareness to the trans-
formations that need to occur in the workplace globally. 
The research results show that most organizations 
currently have narrow definitions of D&I, are in the early 
stages of developing programs and, overall, are unsure 
about how effective their D&I programs really are.

In light of these research findings, what steps should 
organizations take to make D&I more of a reality in the 
workplace today? To learn more about the research - The 
State of Diversity and Inclusion 2018 - along with key 
strategic takeaways, we invite you to download and read 
the complete report here:

     

 

 

 

 

The State Of Diversity  
And Inclusion 2018 

Improving d&I practices to boost organizational 
innovation and performance
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Feedback has gotten a bad rap 
. . . unnecessarily. It’s become 

associated with criticism. It 
triggers all our insecurities about 
not measuring up, not being 
good enough, making mistakes, 
and being wrong. It is no wonder 
that we avoid feedback. All of 
these are threats to our sense of 
security and belonging.

We also fail to give feedback to 
people because we know it will 
trigger these fears in others and 
we don’t want to make people 
feel that way. We don’t want to 
hurt others’ feelings. So, we sit 
with minor issues or mistakes 
until they become so big and out 
of proportion that we explode, 
rejecting the person and bringing 
about the thing which everyone 
was fearing.

Here are five ways to change 
feedback in your organization 
so that people feel good about 
giving it and even seek it out 
from others.

5 Ways To Give Feedback 
And Trigger The “Feel 
Good” Hormones

1. Give Specific, Positive 
Feedback Often
Good work, contributions, 
and added value often go 
unrecognized. At best there is a 
“thank you” and at worst they are 
taken for granted.  After all, that’s 
what we are paying people for, 
right? Show up, do good work, get 
a paycheck. We only really notice 
when things go wrong, when 
someone makes a mistake or 
deadlines are missed.

Taking time to give positive and 
specific feedback, however, is 
worth its weight. “Thank you for 
that report. I really appreciated the 
data you presented. It added the 
emphasis we needed to make our 
case.” These kinds of affirmations 
let people know their efforts were 
appreciated, and they reinforce 
specific behaviors or decisions 
that they made. The message 
received says:

 ● You’re a valued member of 
the team.

By Cheri Torres

Experience the transformational effect

FEATURE

 ● You made good choices 
or decisions that added 
specific value.

 ● You are worthy and belong.
 
Such feedback may seem incon-
sequential, but research shows 
that people more readily accept 
critical or negative feedback 
when the positive outweighs the 
negative 4:1.

Key factors for successful 
positive feedback:

 ● Timeliness: Give positive 
feedback in the moment and 
give it often.

 ● Specificity: Be specific 
to clarify and reinforce 
specific actions.

 ● Authenticity: It needs to 
be genuine. If you look for 
strengths and for what people 
are doing well (instead of 
weaknesses and mistakes) 
you will find them. Make this 
a habit and let them know you 
see and value those strengths 
and contributions.

http://web.hr.com/7hcy
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2. Learn To Receive 
And Advance Positive 
Feedback And Gratitude
When we receive positive 
feedback or gratitude, we often 
deflect, discount, or reciprocate. 
These actions don’t honor the 
person giving the feedback and 
they don’t allow the individual 
to take in the compliment. It is 
important to practice receiving 
positive feedback. Take it in and 
feel it, responding with a simple, 
“Thank you.”

Suzann  Pileggi Pawelski  and 
James Pawelski, in their book 
Happy Together, suggest we can 
do even better than that. First, they 
encourage us to savor positive 
feedback.  Amplify the relationship 
by letting the person know how 
much it means to hear those 
comments, “Thank you so much. It 
means a lot to me when you . . .”

In addition, we can advance the 
relationship by inviting specificity 
or greater specificity. “I’m glad 
you found the data in my report 
valuable. Was there specific 
data that you felt was especially 
pertinent?” Ask questions to help 
you learn more about the other 
person and what is important 
for them. The person giving 
the positive feedback will feel 
heard and appreciated and you’ll 
strengthen the relationship.

Steps for Receiving 
Positive Feedback

 ● Accept it: Take it in; feel it.
 ● Savor it: Amplify it by 

letting the person know the 
importance of their feedback.

implemented. The person can 
choose those suggestions 
that resonate and improve 
their outcomes.

Feedforward builds trust as 
people begin to see that their 
colleagues care about helping 
them be their best and they have 
a way to share their care for 
their colleague. This improves 
collaboration and overall 
team excellence.

Rules for Feedforward
 ● No feedback about the past.
 ● Share what you like.
 ● Offer suggestions and ideas.
 ● Don’t judge or critique ideas.

Treat suggestions as gifts. 
Listen and take them in.

 
4. Make Learning A Goal
Too often perfection or “getting 
it right” is the goal, especially in 
organizations.  But people and 
organizations are systems that 
are far more successful when 
treated like living, growing, and 
evolving systems. For a system 
that is growing and evolving, 
learning is essential. 

If your team or company holds a 
premium on learning, asking for 
feedforward and giving feedback 
is less formidable. Instead, they 
are seen aspractical tools for 
learning and evolving towards 
excellence. Expeditionary Learning 
Schools actually teach children 
this important concept and the 
results are remarkable.  
 
Austin’s Butterfly is a short video 
offering an example of how to 
give critical feedback for learning. 

5 Ways To Give Feedback And Trigger The “Feel Good” Hormones

 ● Advance it: Ask for even 
greater specificity in order to 
deepen understanding.

 
3. Give Feedforward
Ask anyone. “Can I give you 
feedback?” means preparing 
for criticism. That’s because 
we typically give and receive 
feedback when something or 
someone is wrong or missing the 
mark.  The result? People avoid 
giving or seeking feedback. This 
means they are missing out on 
valuable information that could 
help them succeed.

Instead of feedback, give 
“feedforward.” You achieve the 
same goal, but in a way that 
actually invites people to seek 
out feedback. It is a simple 
two-step process:

 ● Here’s what I like about [your 
project, your contribution, your 
presentation, your idea, etc.]

 ● Here are suggestions or ideas I 
have [for making it even better, 
improving, etc.].

 
Feedforward reinforces the 
positive and offers critical 
feedback in the form of 
suggestions for improvement. 
Offering your ideas shows you 
care and it helps them understand 
what’s important for you. 
 
Feedforward was created by 
Marshall Goldsmith. His 4-minute 
video provides a way to practice 
as a group. People learn quickly 
the value of getting input from 
others.  Not every suggestion 
or idea will be valuable, nor 
does every offer have to be 

http://web.hr.com/7hcy
https://www.amazon.com/s/ref=nb_sb_noss?url=search-alias%3Daps&field-keywords=Suzann+Pileggi+Pawelski+and+James+Pawelski
https://youtu.be/hqh1MRWZjms
https://www.youtube.com/watch?v=BlVZiZob37I
https://www.youtube.com/watch?v=BlVZiZob37I
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The children give feedback to 
a first grade classmate to help 
him improve his drawing of a 
butterfly.  When you watch, pay 
attention to the tone and direction 
of these children’s comments 
and their excitement and joy in 
Austin’s final product. Imagine 
how this could change feedback in 
your organization.

Key Factors for Learning
 ● Adopt an attitude of curiosity.
 ● Ask for feedforward, often.
 ● Notice what is right, 

offer specific actions 
for improvement.

 ● Maintain a positive tone and 
outcomes-based direction.

 ● Celebrate every step.
 
5. Create Valuations 
(Instead Of Evaluations)
We like evaluations as much as 
we like critical feedback, which 
is often why they go undone. 
Turn your low energy evaluation 
process into a high engagement, 
energizing Valuation process. 
Valuation is a conversation 
between employee and manager 
that reinforces strengths, develops 
shared understanding for what’s 
working and where there are 
opportunities for improvement 
and growth. It results in a 
co-created plan of action with 
measurable goals.  The process is 
grounded in Appreciative Inquiry 
which was co-created by David 
Cooperrider. Valuation uses the 
SOAR model, created by Jackie 
Stavros. The idea is to engage 
in a conversation worth having 
around Strengths, Opportunities, 
Aspirations, and Results.

 • How can you design for 
success together?

 
These five feedback strategies 
each trigger “feel good” hormones 
(endorphins, oxytocin, and 
serotonin), stimulating whole 
brain engagement for both the 
giver and receiver. These are 
the hormones needed for higher 
order thinking, decision making, 
creativity, and human connection 
and collaboration. Next time 
you’re hesitating to give or receive 
feedback, use one of these five 
tools and experience the transfor-
mational impact!

 

5 Ways To Give Feedback And Trigger The “Feel Good” Hormones

SOARing Valuations
 ● Identify and clarify strengths 

and how those strengths are 
contributing. 
 • Share a story of when they 

were at their best. 
 • Invite them to share a story 

of when they felt they were at 
their best. 

 • Together, analyze the 
stories for strengths and 
important contributions.

 ● discover opportunities for 
growth and learning by first 
inviting the person to share 
their ideas before sharing your 
own. 
 • What is needed for them 

to take advantage of these 
opportunities (training, a 
mentor, etc.).

 ● Inquire into aspirations. What 
goals or dreams does the 
person have for their life and 
work? What aspirations do you 
have for them? 
 • Create a shared story or 

image of that desired future 
being specific about what’s 
happening in that future 
state? 

 • How did they get there? 
 • What did they do?How did 

the organization contribute? 
How did you contribute?

 ● Identify shared goals and 
clarify specific, measurable 
results. How will they know 
they are succeeding? How will 
you measure progress?
 • How can they bring their 

strengths and competencies 
to these goals? 

 • What else is needed to 
support their success? 

Cheri Torres is a senior consultant at 
NextMove.is, partner at Innovation 
Partners International, and an 
associate at the Taos Institute. 
She works with organizations in 
every sector to support effective 
leadership, team excellence, and 
culture change. She has trained 
thousands of trainers and teachers in 
the use and practice of Appreciative 
Inquiry and Appreciative Facilitation. 
Her new book, co-authored with 
Jackie Stavros, Conversations Worth 
Having, will be accompanied by a 
training program and product. 

Would you like to comment?

http://web.hr.com/7hcy
https://appreciativeinquiry.champlain.edu/
http://www.davidcooperrider.com/
http://www.davidcooperrider.com/
http://www.soar-strategy.com/
https://www.conversationsworthhaving.today/meet-the-authors/
https://www.conversationsworthhaving.today/meet-the-authors/
http://www.conversationsworthhaving.today/
http://www.nextmove.is/
http://www.conversationsworthhaving.today/
http://www.conversationsworthhaving.today/
https://web.hr.com/6944
www.conversationsworthhaving.today
https://www.linkedin.com/in/cbtorres/
https://twitter.com/cheri_torres
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Miscommunications lead 
to trouble in every type of 

relationship. 
 
When it comes to work 
relationships, miscommunica-
tions between employers and 
employees may not lead to 
warfare, but they often lead to 
issues like decreased employee 
engagement, low retention, and 
poor performance.

One specific topic that is mis-
communicated all too often in 
the workplace is compensation. 
When it comes to compensation, 
employers and employees are 
not always on the same page. 
At all. According to Payscale’s 
Compensation Best Practices 
Survey (CBPR), there is a gulf 
between employer and employee 

Getting On The Same 
Page: Compensation 
And Performance 
Management

perceptions on pay. Of the 
employers surveyed, 43 percent 
agreed or strongly agreed 
that employees are paid fairly. 
Meanwhile, just 21 percent of 
employees agreed or strongly 
agreed with this statement 
(less than half the amount as 
their bosses!).

This gap in perception is a 
problem. However, understanding 
that compensation is a matter 
of perception is the first step 
to addressing the problem. In a 
recent webinar with Payscale, 
“Using Compensation to Motivate 
Performance,” BambooHR’s 
Cassie Whitlock points out that 
“value is all about perception.” So, 
it’s important to be transparent 
about that value with employees.

One easy way to get employees 
on the same page with their 
employers with regards to value 
is to emphasize the relationship 
between compensation and 
performance management and 
compensation. Let’s discuss two 
major ways you can do this, based 
on insights shared in the webinar 
mentioned above.

Build a Pay-for-
Performance 
Compensation Strategy
By linking performance and 
compensation management 
efforts, employers not only 
provide clear compensation 
guidelines for themselves, 
but they can help employees 
understand their value and work 
to increase it.

By Bryson Kearl

Reducing the gap between the employer  
and employee perceptions on pay
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HR professionals should lead 
these strategic planning efforts 
by first working with senior 
leadership to create these 
strategies (and subsequent 
tactics). Second, you’ll want to 
make sure these strategies are 
tied to applicable data—because 
your people will want proofs. 
Data from your performance 
management efforts can help in 
this process.

As you go about discussing what 
your strategies might be, consider 
the three things Payscale’s Mary 
Lasky says your pay-for-perfor-
mance compensation strategy 
should achieve:

1. Compensation should be fair 
and consistent with the value 
of an employee’s contribution.

2. Compensation increases 
should come at an 
appropriate pace and reflect 
the employee’s ongoing 
performance as well as 
changes in the labor market.

3. Compensation should motivate 
higher levels of performance 
from all employees.

 
Obviously, there are many ways 
to reward performance beyond 
a mere money payment. And 
depending on your situation (e.g., 
industry, company size, growth 
stage, etc.), you will want to mix 
base pay with a variety of other 
incentives. What’s important 
is that you do put the time into 
coming up with a thoughtful mix 
of monetary and non-monetary 
incentives that fit your unique 
organization, tie them to specific 
performance metrics, and then 
be prepared to pay up on a 
consistent basis.

As Whitlock points out, since 
rewards don’t have to be 
monetary and they don’t have 
to be scheduled, you can get 
creative with them. If you know 
a particular high performer loves 
the orchestra, get them tickets 
to an upcoming concert. Maybe 

you want to reward an entire 
team for putting on a successful 
event? Provide them with a 
catered lunch. And of course, 
traditional bonuses go a long way 
when you tie them to specific 
work accomplishments.

If you’re strapped for cash or 
have a smaller budget, you can 
provide employees with other 
rewards that still show you value 
their performance. A one-on-one 
lunch with the CEO or another 
senior leader will go a long way 
with ambitious employees. You 
can offer high performers a paid 
day off after a crucial deadline. 
Or maybe give employees 
who have shown the ability to 
be self-starters the ability to 
work remotely.

The list of ways you can reward 
performance goes on and on 
because, when you take the time 
to create your own unique pay-
for-performance compensation 
strategy, the only limit is your 

Getting On The Same Page: Compensation And Performance Management
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imagination. What’s important 
is that you find the forms of 
compensation that work for your 
organization, clearly tie them to an 
employee’s performance, and run 
with it! 

Improve Pay 
Communication
But don’t run too fast. There is 
some aligning that needs to take 
place before you discuss your pay-
for-performance strategies with 
your people.

According to the CBPR survey 
mentioned above, two-thirds of 
the employees who felt they were 
underpaid were at least paid at 
market value, and 35 percent 
were actually paid above market 
value. So what is the problem? 
Perception!

Compensation is an exchange 
of value, and as we’ve already 
discussed, value is about 
perception. So, even if you 
come up with a perfect strategy 
to compensate your people 
according to their real value, 
it’ll be for nothing if they don’t 
understand it.

These misperceptions are why it 
is so important to be transparent 
with employees about their 
compensation and to align their 
perceptions with reality. Managers 
should be prepared to talk about 
compensation on an individual 
basis and match the value they 
provide (e.g., pay, benefits, 
experience, flexibility, etc.) with 
the specific value an employee 
provides (e.g., experience in 
industry, experience in discipline, 
product and competitor 
knowledge, etc.).

But here’s the rub: Most managers 
don’t know how to talk about 
compensation. According to the 
CBPR, less than 20 percent of 
organizations are very confident 
in their managers’ abilities to 
take on tough conversations 
about compensation with their 
employees. So, before managers 
have these conversations with 
employees, organizations 
need to work out their 
communication plan.

After HR has worked with senior 
leadership to create a strategic 
compensation plan, they need 
to educate managers and train 
them to communicate the plan 
with individual employees. 
Whitlock recommends HR provide 
managers with the following 
“communication toolkit”:

1. Compensation plan 
talking points

2. Compensation 
plan information

3. Details for each employee 
they supervise

4. Tips for each type of 
conversation they may have

 
Managers should walk away from 
their training prepared to discuss 
the compensation strategy with 
employees, use data to show the 
whys of the strategy, and know 
how to implement SMART goals 
with specific employees to both 
show their value and offer paths 
for increased compensation.

This may sound like a lot of work 
to simply “talk about pay,” but 
as managers help employees 
connect the dots on why they’re 
compensated the way they are, 

employees will better understand 
their value and feel confident they 
are being paid fairly. They will also 
be more receptive to direction on 
what they can do to increase their 
compensation. Not to mention 
these two elements combined will 
lead to less miscommunication 
and misperception.

Of course, since it’s impossible 
to eliminate misperceptions 
completely, a culture of openness 
is imperative to succeed in 
these efforts. Employees 
should be encouraged to bring 
compensation questions or 
concerns to their managers 
when they’re unsure. With 
clear strategies in place and 
managers trained on how to 
discuss them, the answers will be 
readily available.

That way, whenever a gap in value 
perception comes up, manager 
and employee can work together 
to bridge it quickly and get back 
on the same page.

Getting On The Same Page: Compensation And Performance Management

Bryson Kearl is Creative Copywriter at 
BambooHR.

Would you like to comment?

http://web.hr.com/7hcy
https://www.bamboohr.com/blog/salary-transparency/
https://www.bamboohr.com/blog/salary-transparency/
https://www.bamboohr.com/blog/salary-transparency/
https://www.bamboohr.com/blog/three-challenging-conversations-every-manager-will-need/
https://www.bamboohr.com/blog/three-challenging-conversations-every-manager-will-need/
https://web.hr.com/2jb8
https://www.bamboohr.com/
https://www.linkedin.com/in/brysonkearl/


Submit Your ArticlesTalent Management Excellence presented by HR.com    JUNE  2018    14 

STRATEGIC HR IS 
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Managing Employees 
Is Easier With These 5 
Guidelines

Managing employees isn’t exactly a walk in 
the park.

People are complex, and everyone’s a little different. 
We aren’t all motivated by the same things.

It’s important to get to know each of your team 
members so you can better understand their strengths 
and weaknesses.

But this is rarely, if ever, an overnight process. In a 
situation where you have many new hires, it’s unlikely 
you’ve had enough time to learn about your team.

Are you feeling overwhelmed yet?

Not to worry – you can bring some simplicity to your 
management efforts by following these basic rules 
and guidelines and become a better manager in 
the process.

1. Don’t Worry About Being Liked – Worry 
About Being Respected
Try as you might, you can’t please everyone as 
a manager.

You may be in a management position because of 
your empathy for others and deep understanding of 
human nature.

But if you always make decisions to try to keep 
everyone happy, no one will be happy. There’s no silver 
bullet when it comes to keeping everyone happy. 
Some will like you and the decisions you make, and 
others will dislike you and the decisions you make. 
There’s no way to avoid this.

It’s much better to aspire to be respected as a 
manager than to be liked as a manager. Being known 
as someone who’s fair and makes decisions in 
alignment with the company’s values is better than 
being known as a manager that compromises the 
future of the company to try to win everyone over.

2. Delegate Responsibilities & Oversee 
Your Employees
This is a two-step process.

First, you must delegate responsibilities. There’s a 
good chance you’re going to feel overwhelmed as a 
manager if you don’t leverage the personnel resources 
available to you. 
But this doesn’t mean you get to “set it and forget it”.

You must ensure you’ve assigned the tasks to the 
right people. You must ensure they’re completing the 
work to your standards.

Improve your management processes  
and become a better manager

By Spencer Rule
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You can’t steer a parked car, but you can adjust 
once you get going. First, assign tasks to your team 
members. Then, if necessary, reassign tasks or 
correct workloads.

Bonus Tip: Learn how you can share some of the 
responsibility of scheduling with your employees by 
using The Relational Employee Schedule Formula.

3. Communicate Clearly & Be Transparent
Why is it that so many managers have high standards 
and expectations for their employees and yet never 
share their vision with their employees?

Your team members cannot hit invisible targets, try 
as they might. They need to know where to aim. They 
need clearly defined targets and goals.

Additionally, you may have high hopes for your 
team, but you still need to be realistic with how 
much can be accomplished and to what extent. 
Dealing with problems in the workplace is a common 
challenge managers face. If you can work through 
the discomfort and communicate the issues at 
hand, you’ll earn the trust of your employees and be 
respected for addressing problems as they arise.

4. Give Away The Credit, Take On The 
Blame
A good manager does not rush to place blame 
or reprimand an employee just because a target 
wasn’t hit.

You can instantly lose a lot of credibility with your 
team if this is how you deal with every missed goal.

Certainly, if you have workers who consistently aren’t 
performing at their best and continually cause trouble, 
you may want to consider firing them.

However, in an instance where you know you are 
working with sharp people who just aren’t delivering 
the expected results, you shouldn’t do anything rash. 
Your team wants to know you’ve got their back.

Likewise, if your team is going above and beyond the 
call of duty, don’t take all the credit for it. Share it with 
your team and engage them. This will build more trust 

with your team and will reinforce the kind of behavior 
you want to encourage in the company.

5. Hire The Right People
This might seem like common sense, but common 
sense isn’t that common.

Hiring the right people can make a significant 
difference when it comes to management. 
If you hire sharp people who are good at what they 
do, you won’t have to repeat yourself and answer the 
same questions all the time. You won’t have to retrain 
workers who don’t know what they’re doing. You won’t 
have to stress over the details because you’re working 
with people you trust.

If you hire anyone and everyone, eventually you’re 
going to run into some issues. Difficult people are 
difficult to work with, and there are no hacks or easy 
fixes for that.

If there’s any “hack” here, it’s to find the right 
employees and hire the right people to begin with.

Final Thoughts
Learn to keep it simple.

People are complex enough, and if you add to the 
complex by creating rules that are hard to follow, 
you’re going to make management harder than it 
needs to be.

Use the above five guidelines as a starting point to 
improve your management processes. 

Managing Employees Is Easier With These 5 Guidelines
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360-degree feedback programs 
have received a lot of negative 

(and justified) attention over the 
last few years. Even Dilbert has 
parodied the process. 

Recently, a client said, “I 
can’t wait to do another 360 
degree review that tells me 
what I already knew and 
provides me with very little 
meaningful insights.”

However, 360-degree 
feedback done right can be 
a very valuable process that 
significantly influences teams 
and organizations. It provides 
an outside perspective into an 
individual’s (often unconscious) 
habits and behaviors that 
sabotage their success.

These are areas such as an 
inability to compromise, conflict 
avoidance, micromanaging, poor 
communication or collaboration, 
etc.

Why Should You Do a 
360-Degree Review? 
According to Dr. Tasha Eurich, 
while most people believe 

Conducting A Great 
360-Degree Feedback

they are self-aware, only 10% 
to 15% are. Self-awareness is 
very rare quality for a person 
to have. So most people walk 
around not understanding the 
true impact they are having in 
their organization.

There are three main reasons 
for this:

1. While it’s easy to see what’s 
wrong with everyone else 
around us, it’s hard to see 
similar things in ourselves. 
The way our brain is wired 
makes it extremely difficult to 
self-examine ourselves to see 
our unconscious thoughts, 
feelings and behaviors.

2. The human mind is not 
rational, but driven by 
emotions. We make up stories 
in the absence of hard data 
(i.e. 1+1=2). Our mind is also 
wired to reward us for making 
quick meaning of situations 
through chemical releases 
such as oxytocin.

3. The more experienced and 
senior a person’s role is in 
an organization, the more 
likely they are to overestimate 

their skills, abilities and 
competencies. One study of 
3600 senior leaders found 
that they overvalued their 
capabilities in 19 out of 
20 areas.

 
Therefore, receiving external 
feedback is extremely important 
in helping people understand 
what they are doing, thinking and 
feeling and the effect it has on 
those around them. Armed with 
this information, individuals have 
a much higher chance of creating 
critical behavioral changes.

Unfortunately, the 360-degree 
process is broken today and 
needs to be changed.

Here are Seven Reasons 
Why the Process Fails
1. A person is new to the 

company and therefore the 
feedback isn’t helpful because 
people don’t know him/
her well.

2. Because it’s a very small 
group, the people reviewing 
them fear reprisal or 
something potentially 

By Jason Treu

7 reasons why the process fails

FEATURE
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negative, so they don’t give 
meaningful feedback.

3. They don’t ask the right 
questions that get to the heart 
of the matter.
 ● “What one thing is holding 

them back that if they don’t 
change will really hurt 
their career?”

4. They don’t have external 
reviewers so the feedback is 
only within the organization.

5. They don’t have enough 
reviewers (and/or feedback) to 
confirm a behavioral pattern.

6. The person conducting the 
review doesn’t know the 
individual’s history and/or 
lifelong patterns so they can 
connect current and past 
behaviors. By just looking at 
external patterns, you may get 
things wrong. 

7. They don’t have a plan to 
implement the feedback, 
including accountability.

 
You should take into 
consideration these seven 
hurdles when creating a 
360-degree feedback process for 
your organization. Below are two 
feedback options to consider.

1. option 1 is a questionnaire 
that you can send to others. This 
option is for those people who 
don’t have an option to get an 
outside party to conduct a 360 
review. 

However, there are a few 
challenges in doing it yourself. 
First, the feedback isn’t 
anonymous so you probably 
won’t get people to tell you what 
they really think. Second, you are 
the assessor here so your own 

blind spots will come into play 
when reviewing the feedback. 
Third, you have to develop a 
blueprint and implement it, which 
is usually a major hurdle.

Even with the above challenges, 
you will still gain important 
insights that will increase 
your career growth, and help 
you become a better manager 
and leader.

2. option 2 is where you would 
have HR and/or a coach manage 
the process. You’ll get the most 
value of 360-degree feedback if 
you are getting coaching and/
or professional development by 
the same person who conducts 
the reviews. They can implement 
the feedback as part of holistic 
process and also help keep 
you accountable.

Option #1
For this assessment, you will 
want to pick out people who 
know you very well and have 
engaged with you on a deeper 
level. You’ll want to pick a 
combination people such as 
those you manage, colleagues, 
managers, outside third parties, 
best friend, and spouse/partner. 
I’d get at least six people, 
ideally eight.

Here is an example template 
(along with questions) below:

“Dear XYZ,

On my journey to create an 
extraordinary life (both personally 
and professionally), I want to 
understand how people close to 
me truly see and feel about me. 

This feedback is very important 
to me, and I’d be very appreciative 
if you could take the time to 
answer these questions.”

Here are the questions (and feel 
free to add any if you want to get 
feedback on a specific area):

1. What do you like about 
me best?

2. What do you think I’m the 
best at?

3. What was the best time(s) we 
spent together, and why do 
you feel that way?

4. What was the best advice I 
ever gave you?

5. What do you believe are my 
greatest strengths?

6. When do you feel I am at 
my best?

7. What do you believe I 
am doing that is holding 
me back?

8. What do you think I need to 
let go of?

9. What do you think I could give 
myself more credit for?

10. If you only had one or two 
sentences to tell me anything 
right now, what would it be? 

 
Option #2
This 360-degree review would 
be used together with coaching 
in a business context. It’s most 
helpful if that coach has done 
deep self-inquiry and understands 
your internal historical patterns 
since childhood. They can then 
analyze historical and current 
patterns, along with current 
challenges/obstacles to give you 
the best possible plan.

You should choose 8-12 
people that know you well in a 

Conducting A Great 360-Degree Feedback
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business context both inside 
and outside the company. 
The interviews should take no 
longer than 15-20 minutes. 
Feedback will be anonymous, and 
aggregated together as part of an 
overall report.

You can also do a self-assess-
ment test to see how the person 
views himself or herself. 

Here is the sample template 
that could be used along with 
the questions:

“Thank you for agreeing to 
participate in Julie’s review. This 
feedback will be very valuable 
and helpful for her. It will give her 
a much deeper understanding 
of her performance, leadership, 
management, relationships, 
communication, collaboration 
and other key skill sets.

All of your responses will remain 
completely confidential. I will 
aggregate the feedback and 
share that with Julie, along 
with suggestions and plan to 
incorporate the feedback.

Below are the questions I will ask 
you over the 15 to 20 minutes 
that we will be speaking together. 

Some of the questions may not 
be relevant because of your 
relationship with Julie, and we 
will skip those. Also, I may ask 
additional questions based on 
your responses. If you have any 
questions, you can contact me 
ahead of time or ask me during 
our time together.

Thank you again for taking time 
out to participate.

1. Based on your current 
observations in dealing with 
Julie, how would you say she 
contributes to the success of 
XYZ Company?

2. What do you see as her 
greatest strengths as a 
leader? Manager? Colleague?

3. What sets Julie apart 
from others?

4. What does Julie do that 
prevents the company from 
running as successfully as 
it could?

5. What leadership suggestions 
do you have for Julie and/
or her team to be more 
successful in the future?

6. What organizational 
suggestions do you have 
for Julie and/or her team 
to be more successful in 
the future?

7. What would you recommend 
to her to improve her 
interpersonal and relationship 
building skills?

8. What do you see as Julie’s 
greatest challenges 
going forward?

9. If you could give her one 
piece of advice, what would 
you say to her?

10. Do you have anything else 
you would like to add?” The 
coach would aggregate 
all this feedback and put 
it in a report along with a 
measurable action plan.

 
I find the people who do 
360-degrees like this get 
significant results that creates 
rapid behavioral changes 
and a quick career success 
and progression.

Yes, option #2 is the optimal 
choice, but option #1 still gives 
you significant insights that will 
immediately make an impact 
to improve your performance, 
leadership and management.

Conducting A Great 360-Degree Feedback

You’ll get the most 
value of 360-degree 
feedback if you are 
getting coaching 
and/or professional 
development by 
the same person 
who conducts the 
reviews.

Jason Treu is an executive coach 
that works with individuals 
and teams on leadership and 
performance. His team building 
game, Cards Against Mundanity, 
has been played in hundreds 
of organizations to increase 
performance and innovation. 
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Leverage employee recognition to advance 
employee performance

Employers have long struggled to develop effec-
tive performance management (PM) programs. 

All too often, these programs result in employee 
morale problems rather than increased performance 
levels. Some experts believe that the once-a-year 
nature of many PM programs is problematic and that 
continuous performance management programs 
could be part of the solution. To investigate this 
notion, HR.com collaborated with BetterWorks to 
conduct research into the role of continuous perfor-
mance management.

Below are key findings from the study:
• Performance management remains a major chal-

lenge, and many organizations plan to revamp 
their processes and systems.

• Continuous performance management has a good 
reputation, but is not yet widely used.

• The majority of organizations with good PM 
systems, however, use continuous performance 
management processes.

• A majority also use employee recognition 
 programs.
• Integrating aspects of performance management 

with employee recognition programs is often 
associated with greater PM success.

Performance Management Systems
Over the years, performance management practices 
have evolved from highly subjective conversations 
led by managers (and the use of paper-based review 
forms) to more sophisticated systems that include 
components such as key competencies, performance 
targets, self-appraisals, 360 reviews, and more. 
Traditionally, the review process occurs on an annual 
or biannual basis. More recently, some experts 
have begun advocating for a more frequent review 
and feedback process. According to the survey, the 
majority (92%) of participants use a performance 
management system.

What Is Driving Performance Management 
System Usage?
Getting employees to properly use any system—
whether it’s technology-based or not—can be a tough 
process. So, what factors motivate employees to use 
a PM software?

About one-third (34%) of participants say employees 
are most motivated by linking the PM software to 
career trajectory and promotions. About one quarter 
indicate that employees will use the software when 
other managers and leaders use it (25%). About 24% 
of the respondents think that employees will use it 
when it is tied to bonuses and rewards.

The State of Rewards and 
Recognition Programs 2018

Featured ResearchFeatured Research



the improvement of their performance manage-
ment processes.

How Successful Are Performance Management 
Systems?
Just 7% of organizations rate their systems as excel-
lent and only one-quarter think their systems are 
good. The rest viewed their systems as average or 
worse. 
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Almost half of the participants felt that unconscious 
bias is likely impacting many manager-employee rela-
tionships. Respondents were also asked if they would 
prefer to work with a “technology system” that helps 
remove bias from the performance reviews/manage-
ment process, and 68% agreed they would.

Most employers are focusing on employee reten-
tion (71%). This is not surprising, given the record 
low levels of unemployment. It is also promising to 
see many organizations (47%) planning to prioritize 

 Research Report Summary
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Survey Statement: How would you rate your organization’s current 
performance management system?

Only 7% rate 
PM systems as 
excellent while 
another quarter 
rate them as good



Continuous Performance Management
Although performance management systems today 
are widely adopted, only one-third of those with 
systems use a continuous performance management 
(CPM).

The majority of respondents (89%) think continuous 
performance management is superior to the annual 
or bi-annual review process. Some experts argue 
that by using CPM, employees will get more growth-
oriented feedback about goals and, as a result, will be 
more likely to achieve those goals.

Employee Recognition
About three-fifths of respondents (57%) today use a 
company-sponsored recognition program. The vast 

majority of HR professionals (89%) view positive 
feedback as a form of recognition. Recognition can 
be a simple acknowledgement/thank you message 
and may or may not be accompanied by some type 
of gift.

When asked about which accomplishments man-
agers are most likely to recognize, about one-third 
selected promotions/title changes. However, nearly 
as many (28%) chose teamwork/successful collabo-
ration and excelling at an internal project (26%).

Although only 8% of organizations rate their recogni-
tion systems as excellent, nearly two-fifths think they 
are good.
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Recognition Is Linked with Engagement
Organizations were asked to choose the most 
effective actions HR can take to increase employee 
engagement. Nearly two-thirds cited providing more 
feedback (39%) or employee recognition (28%) 
as the most effective ways of boosting engage-
ment. These were more widely cited than perks and 
bonuses (11%) and diversity initiatives (10%). The 
remaining 12% were specific references to setting 
goals correctly and improving overall communication 
and training.

Just about two-fifths of respondents regularly use 
recognition feedback for employee raise and pro-
motion decisions. This could be one of the reasons 
many organizations are not satisfied with their perfor-
mance and recognition systems. Feedback often fails 
to be included in discussions about promotions and 
raises, partly because managers forget about it.

Classifying High Performers*
We conducted various analyses in order to gain 
insights into which practices appear most likely 
to result in greater satisfaction with performance 
management. High Performers are more likely than 
their less effective counterparts to have a recognition 
program in place. In fact, more than two-thirds (68%) 
have a recognition program in place compared with 
just over half of those with less effective PM systems 
(55%). 

Organizations that use continuous performance 
management systems and also have a recognition 
program in place are about two times more likely 
than average to view their performance management 
systems as being good or excellent.

High Performers are more likely to use feedback 
from recognition when making compensation and 
promotion decisions. In fact, nearly two-thirds of 
such organizations (62%) factor in recognition for 
this purpose, compared with just two-fifths (32%) of 
Lower Performers**.

High Performers are more likely to let recognition be 
seen by everyone. About three-fifths of such orga-
nizations (58%) let everyone in the company from 
the CEO to the intern see the recognition system, 

compared with about two-fifths of Lower Performers 
(that is, those with less effective PM systems) (39%).

When it comes to onboarding, nearly three-quarters 
of High Performers (74%) review performance man-
agement systems, compared with just 57% of Lower 
Performers. What’s more, about half of High Perform-
ers (52%) discuss employee recognitions systems 
during the process, which is significantly higher than 
34% for Lower Performers.

Taken as a whole, today’s conventional performance 
management process is broken. To get a better 
return on investment on PM, many organizations will 
need to adjust or even overhaul their systems.

In light of these research findings, what steps 
should organizations take to improve the overall 
performance management process? To learn more 
about the research - Moving Towards Continuous 
Performance Management - along with key strategic 
takeaways, we invite you to download and read the 
complete report here:

*High Performers are those respondents from organizations with better per-

formance management systems: that is, those that rated their performance 

systems as excellent or good

**Lower Performers are those respondents from organizations with less 

effective performance management systems: those that rated their perfor-

mance systems as average, poor or very poor

Moving Towards Continuous                   
Performance Management

REAd THE RESEARCH REPoRT

Exclusive HR.com Research  
sponsored by BetterWorks
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People Hate Being Managed – What 
Organizations (And Managers) 

Need to Do Instead

What’s the point of a performance review? Evalu-
ating performance, yes, but to what end? HR 

teams, managers, and companies use performance 
reviews for compensation, evaluation, and tracking 
progress toward goals. All with the hope that it will 
motivate the employee to perform at a higher level. 
Alas, it often doesn’t.

Only 1 in 7 employees strongly agree that 
performance reviews inspire them to improve. The 
rest are left feeling neutral, isolated, surprised or, 
worse, judged. By this measure, performance reviews 
are an incredibly expensive waste of everyone’s time.

Fortunately, all is not lost. As a people manager for 
15+ years, my experience along with the research 
suggests that if we simply change one word in the 
performance management conversation, we unlock 
the results we’re looking for.

Nobody Wants to be Managed
Newsflash: No one WANTS to be managed. Even 
the term “manage” evokes feelings of control and 
manipulation. Instead, people want to feel a sense of 
autonomy and self-efficacy in their role. For them to 
feel fully engaged, employees need the opportunity 
to do their best work, to feel appreciated, and to build 
the skills necessary for their desired career growth. 
But if managers are only giving awkward annual per-
formance management reviews, is it really surprising 
that the process rarely works?

Over the years, there have been plenty of flavors 
of performance management, all different shades 
of vanilla. Assessments, numerical ratings, forced 
rankings, and 360-degree reviews have all shared 
common flaws: they’re backward-looking, punitive, 
bias-ridden, and ultimately demotivating.

“Assessments, numerical ratings, forced rank-
ings, and 360-degree reviews have all shared 
common flaws: they’re backward-looking, punitive, 
bias-ridden, and ultimately demotivating.”

If an employee receives feedback from their manager 
who’s been only loosely involved in their develop-
ment, they’re far more likely to reject any constructive 
criticism they receive. It’s only natural. If they don’t 
feel that their manager truly knows them, their work, 
and their strengths, why would they believe that their 
manager has a good grasp on where they need to 
improve? Many employees who find themselves in 
this situation will question whether their manager is 
even qualified to be giving them feedback. And when 
the review process is closely tied to earning a raise 
or promotion, employees can’t afford to be open to 
feedback, both figuratively and literally.

The annual performance management review 
process is just as painful for people managers. 
Most haven’t been effectively coached on how to 
have these important conversations, so they dread 
and avoid them. HR leaders are forced to act as the 
process police, herding everyone throughout the 
organization to their reluctantly appointed end. HR 
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teams bear the brunt of the complaints, the procras-
tination, and the universal frustration with the user 
experience of many legacy HR review systems.

“HR leaders are then forced to act as the process 
police, herding everyone throughout the organiza-
tion to their reluctantly appointed end.”

But what if a simple word choice could make things 
better? What if, instead of promising to manage 
people’s performance, we instead promised to 
develop them?

What’s in a Name?
Gallup found by simply increasing the amount of 
time managers spent talking about the employee’s 
development versus reviewing their performance, 
it positively lifted employee performance. Devoting 
75 percent of the conversation (rather than the usual 
25 percent) to an employee’s development led to 
higher engagement and retention, greater feelings 
of career path clarity, greater satisfaction with their 
advancement prospects, and better preparedness for 
changing customer demands and business needs.

“Employees perform better when performance con-
versations are focused on their development versus 
a review of the past.”

This is part of a trend toward a new style of perfor-
mance management that is, “more frequent, less 
formal, and centered around future growth,” reports 

research firm Development Dimensions Interna-
tional (DDI). Employees need to know how they can 
improve so they can do it, rather than be harshly 
evaluated ex post facto on behaviors they didn’t 
know needed to change. Simply shifting the conver-
sation from a focus on the past (review) to a focus 
on the future (development) can improve outcomes 
dramatically.  

“When meetings focus heavily on development plan-
ning, employees perform 25 percent better.” -ddI

When meetings focus heavily on development plan-
ning, employees perform 25 percent better. They 
display a 31 percent improvement when they feel 
that the process was fair and transparent and a 
24 percent improvement when performance man-
agement discussions occur continuously rather 
than yearly.

Yet, only 34 percent of companies practice perfor-
mance management this way. The rest are forcing 
square pegs into round holes and asking employees 
and managers to save all their feedback for one big, 
messy year-end review. There, managers dole out 
feedback that employees interpret as blame. Few feel 
inspired to do better the following year.

Nobody likes to be managed, but everyone wants to 
be developed. It’s time we start giving employees 
what they want and replace “reviews” of their past 
performance with more talk of how to “develop” their 
future. That simple change can make a difference in 
the engagement of every employee.

Want to sew development conversations into the fabric 
of your culture? See BetterWorks in action and try it, 
free, with your team.
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How To Employ 
The ‘Why Generation’

Today’s young people are among the most studied 
generations to date—and yet we still don’t seem 

to understand them or what motivates them in the 
workplace. Some 55 percent of young people report 
feeling unengaged at work. Perhaps even more 
alarming, some 66 percent expect to leave their 
current positions by 2020. That’s a cataclysmic shift 
in workforce development, that a full two-thirds of the 
largest working population are planning to leave their 
current jobs. Why do we have this disconnect? 

Many employers struggle with a negative view of the 
younger generations, but after more than 20 years 
as an education and performance consultant across 
North America, my perspective is resoundingly 
positive. The young people of the Why Generation are 
exactly the way we as parents, educators, and society 
have reared them—and that’s not a bad thing. 

Contrary to popular opinion, I believe that today’s 
young people have it within themselves to become 
the next Greatest Generation. With an inborn curiosity, 
they are one of the most intelligent, resourceful, and 
pit-bull-like generations we’ve ever seen. When they 
want something, they will move at warp speed to get 
it, with an uncanny ability to attain impressive levels of 
laser focus. They generously support the causes they 
believe in, despite the record college debt burden they 
bear. Their incredible passion makes them capable of 
outstanding performance; what they sometimes lack 
is the purpose that drives it all forward. And that’s why 
they are always asking why.

The Why Generation
This core trait has led me to dub both the millennial 
generation and Generation Z ‘the Why Generation.’ 
When told to complete a task, they often want to know 
the purpose behind it and why it matters. To older 
generations like the Baby Boomers (to which I belong), 
their questioning may come across as insubordina-
tion or a challenge to authority, but in general, nothing 
could be further from their intention. 

In most cases, they simply want and need to 
understand why things are done a certain way 
because it lends credibility to their participation. If 
they see no logical reason for the effort, they will 
not put in a great deal of energy. They want their 
contribution to mean something. In fact, they want to 
determine for themselves if there is a better way to 
do it and if there is something they can add to make it 
better for everyone. 

That’s why it’s crucial to examine our view of younger 
workers and the workplace paradigms we may be 
taking for granted. Do we see them as mere cogs 
in the machine, hired to perform a certain limited 
function, or as creative collaborators with a valuable 
contribution to make to the big picture? Collaboration 
is how we will tap into the talent of the future. We 
have to let go of the employment model of the 
past, where the “because I said so” dynamic largely 
governed workplace interactions. That approach 
doesn’t work with the Why Generation. 

Viewing younger workers as collaborators 
can change your employment paradigm

By Mark C. Perna
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How To Employ The ‘Why Generation’

What Collaboration Looks Like
So what does it look like to view younger workers 
as collaborators rather than cogs? I offer five 
constructive steps that organizations across North 
America are implementing to make this shift. 

Start answering their why. Don’t feel threatened 
or challenged when they ask for reasons; instead, 
give them a complete and clear answer. Along with 
satisfying their need for information, you will show 
them they are valued within the organization. They’ll 
feel validated and will go back to their work thinking 
about the answer they received. This opens the door 
for them to put their creativity into action and come 
back with an innovation or refinement to your existing 
process, which benefits everyone. 

Show them respect first. While older generations 
tended to respect authority figures upfront without 

question, today’s young people require respect be 
shown to them first before they will give it. As soon as 
they feel they are being treated with marked respect, 
they quickly return that respect. The terminology 
of “superiors” and “inferiors” is outdated, and so 
is the authoritarian dynamic it describes. A truly 
collaborative mindset views all workers as individuals 
who are simply at different stages in their career 
journey. All have unique and valuable contributions to 
make, and that’s worthy of respect.

Encourage group collaboration. Because they are 
always in search of fresh and interesting experiences, 
today’s young people prefer group interactions over 
one-on-one interactions which afford less chance 
of new experiences. It’s one of the reasons that the 
younger generations tend to work so well as part of 
a team dynamic. There are incredible opportunities 
for sharing ideas, sparking dialogue, and mentoring 
them in group settings. Group collaboration does 

http://web.hr.com/7hcy
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not exclude the possibility or power of individual 
interactions, but this insight into their preference for 
groups can be helpful when seeking to maximize 
results with young people.

Create positive formal structure. Many elements 
in the lives of Why Generation members have been 
structured and orchestrated to achieve the best 
experience possible, so structure is extremely helpful 
when they move into the workforce. Clearly delineated 
steps in the ladder of success are critical to today’s 
young people. They want to know and understand 
the curbs, what they can and can’t do, and how to 
do it most effectively. That’s why when onboarding 
new hires, sharing “tips for success” is a much more 
productive approach than “these are the rules.” 
Positioning advice and direction through the positive 
lens of tips for success creates a buy-in and respect 
for what it truly takes to be successful.

Raise the expectations. Yes, you read that right. Our 
expectations are the first measure by which our young 
people judge their own capabilities. In effect, we 
tell them what’s possible through our assumptions. 
Lowering our expectations and standards will not 
inspire them to achieve anything beyond that status 
quo. Making it too easy to reach the next goal renders 
that next goal meaningless. Far from expecting 
less, we can actually set the bar higher for their 
performance. Young people want to believe, they 
want to belong, they want to give back, and yes, they 
want to meet high performance expectations. I can’t 
say it enough: they are an incredible generation. 
They just need to see the goal, buy into their role in 
achieving it, and share in their organization’s mission 
of accomplishing something worthwhile.

These practical steps can help drive younger workers 
to greater performance and propel the organization 
forward as everyone pulls in the same direction. 
Because a straightforward authoritarian structure no 
longer produces the best results in today’s workplace, 
recruiting and retaining the best young talent means 
gaining their buy-in to the big-picture goals of the 
organization. It’s not only about the salary anymore; 
today’s young people demand a workplace that 

How To Employ The ‘Why Generation’

stimulates their creativity, values their contribution, 
and challenges them to exceed their limits as they 
work toward a shared vision they believe in. Then and 
only then will they will be motivated to deliver their 
fullest effort to the tasks entrusted to them. 

With remarkable intelligence, resourcefulness, 
imagination, focus, and passion, the Why Generation 
is poised to solve the challenges facing our workforce 
today. We just need to answer their why. 

Recommended Resources

 ● https://www.beawade.com/blog/

 ● http://ppc.toolingu.com/training-millennials/

 ● http://elitedaily.com/life/50-things-millennials-make-corporate-

america-uncomfortable/758330/

 ● http://www.industryweek.com/recruiting-retention/

creating-millennial-friendly-workplace-tips-kimberly-clark

Mark C. Perna is the founder and 
CEO of TFS, a full-service strategic 
communications and consulting firm 
whose mission is to share and support 
every client’s passion for making 
a difference. As an international 
generational expert and author, Mark 
empowers educators and employers 
to unleash the tremendous potential 
of today’s young people. He frequently 
delivers keynotes across North America 
and spoke at Harvard University by 
special invitation. At TFS, Mark’s 
team shares his vision of helping 
organizations experience significant 
gains in recruitment, engagement, 
retention, and performance. Mark’s 
first book, Answering Why: Unleashing 
Passion, Purpose, and Performance in 
Younger Generations, was written to 
help educators, employers, and parents 
understand Generations Y and Z and 
inspire them to greater performance in 
all areas of life. 
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Internal Talent Mobility 

One of our specialties at Lighthouse Research is 
diving into internal talent mobility. We’re talking 

with vendors that sell the technology. We’re working 
with companies that are adopting these practices. And 
in a recent webinar with WorldAtWork, we explored 
multiple case studies of employers that have innovative 
or unique approaches to talent mobility. But we still 
get a lot of questions around the adoption points: 
leadership buy-in, getting managers on board, and 
more.  

Let’s answer these questions and help set the record 
straight: Talent mobility is a powerful practice for 
engaging, developing, and retaining your employees.

What if we’re a smaller company or have 
few opportunities?
Smaller companies obviously run into logistical 
challenges of not having as many open jobs to 
transition employees into, but that doesn’t mean they 
are exempt. Employees still have the fundamental 
need and desire for development and growth. That 
said, the best way to start exploring this as a small 
company is to look for ways to implement cross 
training opportunities similar to Hootsuite’s model. 

People get to “try out” a new department or role for 
three months (one day a week). They are stretching 
their networks and their competencies while 
contributing to two separate departments in the 
organization. For good performers, this is a winning 
strategy all around.

5 common challenges addressed

By Ben Eubanks
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How do we get our leadership to buy in to a 
talent mobility strategy?
Companies that fall on the Strategic side of the 
Lighthouse Research Talent Mobility Maturity Model 
really look beyond the simple returns on employee 
retention and into deeper company value that comes 
from practicing talent mobility. For example, not 
only are employees staying (retention), but they are 
more satisfied (engagement) and more productive. 
Or employees that feel like they have a future (via 
talent mobility) are more likely to share their most 
innovative ideas with their employer instead of keeping 
them close to the vest. Gallup’s data says that highly 
engaged employees, which we would expect within 
a company focused on talent mobility, are about six 
times more likely to say that their job brings out their 
most creative ideas.

Our managers don’t want to lose their good 
people, how do we address this?
The bottom line is that managers are already losing 
their good people–to the competition. Instead of 
having the majority of those employees walk over to 
your competitors and give them their efforts, ideas, and 
innovations, why not give talent mobility a try as a way 
to keep those employees in-house? The step that most 
managers have trouble with is seeing the employee 
as a resource of the company, not just a resource 
on their team or in their department. i4cp’s data on 
“talent hoarding” tells us that managers who try to hold 
onto their people instead of encouraging mobility can 
actually hamper business performance overall.

Won’t talent mobility disrupt operations?
In some cases, it might. But then again, people leaving 
a job is always disruptive, right? If the best employee in 
your department resigned today, how disruptive would 
that be to your plans and your team’s productivity? 
Instead, if that person had an off-ramp to transition to 
another team internally, you’d still have the opportunity 
to reach out and tap them on the shoulder for ideas and 
questions when you otherwise couldn’t had they left the 
organization. In short: think about the alternatives and 
you’ll realize that as disruptive as talent mobility is, it is 

no more disruptive than the alternative of losing your 
best and brightest team members.

We are always asking for referrals. How do 
we get employees to realize they can opt in 
as candidates themselves?
Employees need to feel some responsibility for their 
own careers, and part of that is having managers 
regularly ask open-ended questions about employee 
preferences, interests, and aspirations. Tata 
Consultancy Services, a firm with thousands of 
employees globally, has a standard practice where 
at the end of manager one-on-one’s, employees get 
to talk about their aspirations. They are actually 
encouraged to share their career dreams and hopes. 
In some companies, though, that kind of conversation 
is not encouraged (or even downright discouraged). 
Employees need to know that opting in to the recruiting 
process is not a bad thing. Companies can also 
take the approach of Credit Suisse’s recruiters and 
dial internal candidates just as if they were external 
applicants, presenting them with career options and 
opportunities. This takes away some of the fear for 
employees because they have “permission” to respond 
when a recruiter calls them.

Internal Talent Mobility

Ben Eubanks, SPHR, SHRM-SCP, is the 
principal analyst at Lighthouse Research 
and Advisory. He works with talent 
leaders to develop forward-looking 
strategies for meeting their complex 
hiring challenges. He also collaborates 
with HR and talent technology 
companies on research, product 
development, and marketing to help 
them better serve the marketplace. Ben 
is a former practitioner, tempering 
a research-based approach with 
a practical perspective of today›s 
business challenges.

Would you like to comment?
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5 Ways A Great Company 
Culture Boosts Your 
Bottom Line

By Matt Thomas

Driving retention and revenue

Businesses often face the 
challenge of retaining top 

talent and generating a healthy 
bottom line. With 82 percent 
of employees reporting that 
culture is a potential competitive 
advantage, it seems like a 
no-brainer that this would be a top 

beliefs, taboos, symbols, rituals 
and myths all companies develop 
over time.” There’s more to it than 
Friday happy hours and unlimited 
PTO. A truly positive culture 
includes flexibility, transparency, 
and a strong reputation. How 
does this work in favor of your 

priority. However, many executives 
still wonder what culture can do 
for the business as a whole.

First and foremost, what exactly is 
culture? One definition states that 
culture is “a blend of the values, 

http://web.hr.com/7hcy
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business? We’ve shared five ways 
a positive company culture can 
drive retention and revenue for 
your business.

Share Company Goals
When executives exhibit 
transparency and share short- and 
long-term goals for the business, 
it fosters an environment centered 
around teamwork. This knowledge 
also gives employees an improved 
sense of value because they feel 
more included and involved in 
company achievements.

Offer Flexible Schedules
Employees want to feel a sense 
of freedom outside the standard 
workday. Businesses have created 
different types of schedules to 
cater to this such as summer 
hours, remote work, and job 
sharing. This allows employees to 
find what works best for them, but 
also enables the entire business 
to increase productivity, enhance 
recruiting success, and better 
satisfy everyone involved.

Offer Incentives Outside of 
Raises or Bonuses
Motivation is traditionally defined 
as, “the reason one has for acting, 
or behaving, a particular way.” 

No business is an exception 
to this definition, and for that 
reason, incentives are a unique 
and engaging way to motivate 
employees. For example, 
encourage the celebration of 
small victories. If an employee 
achieves a professional goal, 
reward them with a $5 Starbucks 
card, or let them leave early on 
Friday. Taking time to reward 
achievement shows employees 
that their efforts are appreciated, 
encouraging them to strive 
for more.

Improve Reputation
Customers notice when a 
business has a strong culture, 
but how do clients see something 
so internal? The answer? 
Productivity. Happy workers are 
12 percent more productive than 
the average worker and nothing 
makes customers happier than 
improved customer service. The 
best part? Happy customers lead 
to a healthy bottom line.

Competitive Advantage
With the U.S. unemployment rate 
at the lowest it’s been in 17 years, 
employers are ramping up their 
recruiting efforts and scrambling 
to reduce turnover. Having a 
positive company culture can help 

by providing your business with 
an edge over the competition. 
Odds are, if you’re providing 
superior benefits and flexibility in 
comparison to competitors, you’ll 
come out on top in someone’s 
career choice.

Company culture can serve as 
a competitive advantage for 
any business. Having a strong, 
transparent and positive culture 
is vitally important to success 
and will ultimately contribute to a 
healthy bottom line. 

5 Ways A Great Company Culture Boosts Your Bottom Line

A truly positive culture 
includes flexibility, 
transparency, and a strong 
reputation. Matt Thomas is the President of 

Indianapolis-based WorkSmart 
Systems, Inc., which he founded in 
1998. He is active with the National 
Association of Professional Employer 
Organizations (NAPEO), and has 
dedicated more than 20 years to the 
PEO industry dating back to his early 
career with industry leaders ADP and 
NovaCare Employee Services. Matt’s 
depth of experience proffers a unique 
vision for the future of WorkSmart 
Systems and the PEO industry. 
An unwavering belief in judicious 
client selection and superior client 
service is the foundation of Matt’s 
business philosophy. He is committed 
to continuing the growth and 
development of the solid client base 
upon which WorkSmart’s success is 
built.

Would you like to comment?
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designed to empower employees and deliver the kind 
of employee experience that would make people want 
to come to work every day, even if they didn’t have to. 
How did they do it? Here are 8 strategies that have 
been critical to the company’s success.

Transition to real-time feedback. Rather than 
wait months or even a year to provide meaningful 
feedback, The Muse has given its employees tools 
to provide real-time feedback within the context of 
the work being done. “Feedback isn’t very helpful 
if you don’t hear about it until months later,” says 
Director of HR, Shannon Fitzgerald. In addition 
to using a real-time feedback platform, they also 
conduct 360-degree reviews every six months so 
that employees can understand perceptions of their 
performance relative to goals from a variety of voices.

Provide feedback training. Not everyone knows how 
to give constructive feedback, nor how to give it “in the 
moment.” Because the old way of annual performance 
reviews has been embedded in work culture for years, 
it’s natural that this shift requires education. The Muse 
implemented feedback training sessions to initiate 
this behavioral shift.  

Talent retention is one of the highest priorities for 
business executives as companies recognize that 

employee loyalty is no longer a given the way it was 
for previous generations. 

Gone are the days when employees would spend 30, 
20 or even 5 years at the same company because they 
valued stability over satisfaction. Today’s workforce 
demands a better experience, and they’re not afraid 
to go looking elsewhere if they’re feeling unfulfilled in 
their current role.  

Driven by this demand to deliver a more engaging, 
satisfying career experience, companies like The 
Muse are reinventing how they nurture, develop and 
support employees along every stage of their career 
path. With just over 120 employees, the company 
focuses on making better connections between 
companies and candidates to help firms attract and 
retain the best emerging talent by telling a more 
authentic and compelling employer story. 

So, it makes sense that they’d want the same for 
their own organization. To achieve that, The Muse 
has implemented a people management strategy 

Transforming People 
Management To 
Empower and Retain 
Talent

By Rachel Ernst

8 tips to follow

http://web.hr.com/7hcy
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“The training sessions for us were huge,” Fitzgerald 
said. “We helped employees understand how to give 
and receive feedback and how to make it a part of the 
real-time discussion. We are not perfect, but it was a 
great start.” 

Emphasize self-awareness. Self-awareness is one 
of the Muse’s core values, so it’s extremely important 
that employees approach both giving and receiving 
feedback with curiosity and desire for growth. “The 
goal is to reflect on yourself, be honest with yourself, 
and better understand your role and how you might be 
impacting others,” Fitzgerald said. Feedback isn’t just 
about your performance for the company, but also for 
your own growth.

Have a zero “a-hole” policy. The Muse takes its ban 
on being a jerk very seriously. So much so that it’s 
actually included in every job description. “We want 
to make sure people can bring their whole self to 
work, appreciate and support others, give and receive 
feedback with good intention, and look out for one 
another,” Fitzgerald says. There’s no room for playing 
politics, backhanded compliments or office bullying.

Embed core values in everything you do. Core values 
are weaved into the daily workflow at The Muse. “We 

have interview and review questions that tie into 
each of our values and, we make sure candidates 
reflect our values before we hire,” Fitzgerald said. 
Recognition is also based on core values—the 
company runs a physical and digital “shout-out board,” 
where employees can post examples of co-workers 
living the values. The Muse also uses value hashtags 
on its feedback platform, providing a digital shout-out 
board where employees are recognized for living the 
values in real-time. Our founders recognize these 
shout-outs at an All Hands once a month. 

Build resilience. Operational and individual success 
requires that employees are willing to attack 
challenges with grit and tenacity. “The only constant 
is change and employees need to be able to roll with 
the punches, get in knee deep and do what needs to 
be done,” Fitzgerald said. “They have to be adaptable, 
willing to push the envelope and do what it takes to 
work smarter.” 

Focus on growth. It’s more than just lip service to 
say that a company’s greatest asset is its people. 
The company can’t grow if its people aren’t growing—
the two are intimately linked. Employees crave 
opportunities to learn, develop and grow not only 
their professional skills and experience, but also 

Transforming People Management To Empower and Retain Talent
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their personal worldview and perspective. In fact, 
according to the Growth Divide study, 40 percent of 
office professionals wish their company would offer 
leadership or professional development programs, 
and nearly 75 percent would be more proactive in 
discussing issues with their manager if more frequent 
feedback and access to development opportunities 
were part of the norm. “Humans by nature have a 
desire to achieve, and what really drives motivation 
is autonomy, the desire for mastery and purpose,” 
Fitzgerald said. Providing growth opportunities is 
a critical factor in maximizing performance and 
retention. 

Help managers eliminate surprises. Real-time 
feedback has become a crucial foundation of The 
Muse’s operations. “If a performance concern 
develops, it needs to be addressed early,” Fitzgerald 
said. “And, if the employee is doing great, they need 
to know to continue that.” By focusing on real-time 
feedback, managers and employees can eliminate 
surprises, immediately work to resolve issues before 
they become problems and ensure that employees’ 
performance remains aligned with their individual 
and company goals. “These real-time conversations 
strengthen the feedback loop between employee 

and manager, which ultimately enhances employees’ 
growth,” Fitzgerald says.

Use a real-time platform. For The Muse, the secret 
to making all of this work efficiently is providing a 
platform that makes giving and receiving feedback 
easy, within the context of the existing workflow. With 
feedback tools that integrate into the productivity 
tools employees already use, like Outlook, Slack and 
others, managers can instantly provide one-on-one 
feedback in real-time. “We’ve made it so that 
managers can record feedback in the moment, 
seamlessly within their normal workflow, so that it’s 
never a burden,” Fitzgerald said. “By eliminating the 
need for feedback to require special or additional 
effort, it’s become second-nature and ingrained into 
our culture.”

By embedding a real-time feedback loop into every 
part of its business operations, and by making 
employee growth and achievement a priority, The 
Muse is providing a model for employee experience 
that its customers can aspire to. Through its internal 
operations, the company is leading by example, 
demonstrating how a focus on employee success can 
drive talent retention and business performance.

Transforming People Management To Empower and Retain Talent

Rachel Ernst is the Director of 
Employee Success at Reflektive. In 
her role, she focuses both on internal 
employee development, as well as 
building knowledge for Reflektive’s 
customers on change management, 
goal management, check-ins, real-time 
feedback, and employee engagement 
polling. Her background in HR spans 
across compensation, learning and 
development, leadership coaching, 
people analytics and organizational 
design. She is particularly passionate 
about evolving the performance 
management ecosystem to fulfill 
its ultimate goal of inspiring high 
performance through ongoing, real-time 
feedback.

Would you like to comment?

With feedback tools 
that integrate into the 
productivity
tools employees 
already use, like 
Outlook, Slack and
others, managers 
can instantly provide 
one-on-one
feedback in real-time.

http://web.hr.com/7hcy
http://www.growthdivide.com/?utm_source=comms&utm_medium=pr
https://web.hr.com/f9p9
https://www.linkedin.com/in/rachel-ernst-b6ba273/
https://twitter.com/reflektive


ATTENDEE

SPECIAL

 
SAVE $50 on any

HR.com Service 
using promo code 

 
SHRM2017

ATTENDEE

SPECIAL

CHOOSE FROM:
 
•	 5000+	On-Demand	HR	Webinars

•	 400	+	Credits	(HRCI®	&	SHRM®	)

•	 50	+	Strategic	Credits	(SPHR®	)

•	 15	+	Global	Credits	(GPHR®	)

RECERTIFICATION PROGRAM

•	 Unlimited	Webcasts
•	 Unlimited	Virtual	Conferences
•	 Credits	per	Webcast:
	 -	HRCI®	Credit	
	 -	SHRM®		Credit
	 -	WorldatWork	Credit

Get Completely
Recertified For

$200
USING PROMO CODE  RCRT50X

Sign up 
www.hr.com/recertification

Watch Webinars
Anytime + Earn Credits

Submit your Credits
to HRCI® and/or SHRM®

HRCI® & SHRM®

RECERTIFICATION

In Association with

GET STARTED AT:
www.hr.com/recertification

For Certified
HR Professionals

https://web.hr.com/dl9o
https://www.hr.com/


Submit Your ArticlesTalent Management Excellence presented by HR.com    JUNE  2018    45 

Equal Pay Day on November 1. Right now women’s 
voices are loud - and as awareness rises among top 
leadership, more companies are piloting or refining 
initiatives to level pay equity once and for all.

Here are 6 employer practices worth taking note of:

1. open the books: A brave few companies have 
subscribed to the “Say what you Pay” philosophy of 
publishing salaries. Why is this important around 
pay parity? Research shows women are less likely to 
negotiate when conditions are ambiguous. (And if 
that’s not an apt description of a job interview, I don’t 
know what is). Take Buffer, a software application 
designed to manage social media. The company 
discovered its own pay discrepancies and then 
remedied them using a salary calculator that’s now 
public. They publish every employee’s salary noting 
“…an open pay system continues to breed high trust 
among our team while also holding us accountable 
to paying people fairly, equitably, and without bias.” If 
the old saying is true, it seems sunlight really is the 
best disinfectant.

2. Minimize salary histories: Starbucks not only avoids 
asking job candidates for a salary history, the company 
will now provide the pay range of any given role to U.S. 
job candidates who ask. Said Sara Bowen, who leads 
Starbucks’ Inclusion, Diversity, Equity and Accessibility 
(IDEA) team, “If a woman comes into a company low, 
she tends to stay low. If a job candidate comes to 
Starbucks making 70 or 80 cents on the dollar, and 
we use that as the basis for her pay at Starbucks, 
we simply import gender inequality into our own 
system.” In the name of transparency, the company has 
established Pay Equity Principles and Best practices, 

Six Companies Hacking 
The Gender Wage Gap

How undaunted employers are 
levelling the pay gap

By Selena Rezvani

A popular meme shows two enthusiastic-looking, 
professional women in “grayge” suits. One holds a 

briefcase as they victoriously high-five each other.

The caption?

“Women. Like Men, Only Cheaper.”

While that might sound like something from a Mad Men 
episode, there’s a reason the meme is popular today. A 
new study shows that a full 80% of women would leave 
a company for one that offered better gender equality. 
The same study highlights that additional 78% of 
respondents say a workplace where people are treated 
equally — regardless of gender, sexual orientation, age, 
race or religion — is important to them. And yet, roughly 
half of female workers (56%) and male workers (52%) 
surveyed believe their employers could do more to 
promote gender equality and diversity.

As we “celebrated” yet another Equal Pay Day, meant 
to mark how far into the year women must work to 
earn what men earned in the previous year, the din 
on social media felt familiar. In reality though, this 
year is nothing like previous years. From the #MeToo 
movement to #MentorHer - from Hollywood’s exposed 
gender pay disparities to #TimesUp, we’ve arrived at a 
critical moment.

Add to this that in 2018, Equal Pay Day is being boldly 
delineated by Asian, White, Black, Native and Latina 
women: Asian American Women’s Equal Pay Day is on 
February 22, White Women’s Equal Pay Day on April 
17, Black Women’s Equal Pay Day on August 7, Native 
Women’s Equal Pay Day on September 27 and Latinas’ 

FEATURE

http://web.hr.com/7hcy
http://www.nber.org/papers/w18511
https://open.buffer.com/salary-formula/
https://open.buffer.com/salary-formula/
https://www.aauw.org/resource/how-to-equal-pay-day/
https://www.aauw.org/resource/how-to-equal-pay-day/


Submit Your ArticlesTalent Management Excellence presented by HR.com    JUNE  2018    46 

which are publicly shared. An important distinction, 
some employer practices covering salary history 
“bans” are mandated by state laws. In 2017, 42 states 
introduced laws to address the wage gap; a slew of 
those states have succeeded in passing their laws.

3. Set promotion parity targets: Not long ago, Intel 
achieved an impressive 100% pay parity record for 
females and underrepresented minorities in the U.S. 
What distinguishes Intel’s efforts even more is that 
they realized women’s earnings are hurt not just at 
hiring - but when women are not promoted. Using 
promotion parity targets, Intel aims to distribute these 
plum opportunities equitably between diverse and 
non-diverse populations, closing found gaps on an 
ongoing basis. And, for the first time last year, they 
announced that they achieved promotion parity for 
women in U.S. operations.

4. Use promotion flagging: In November of last year, 
GoDaddy’s VP of global engagement and inclusion 
explained it’s use of promotion flagging to HRDive. 
Observing that women were less likely to receive 
feedback than men and less likely to ask for a 
promotion or raise, (something we’ve established 
can affect a woman’s pay), the company sought to 
get more high potential women in front of leadership. 
Using notices at key intervals - like at 18 months, for 
example - a people manager gets a promotion flag. The 
notification “asks them whether a certain employee 
is ready for a promotion and, if not, asks them what 
feedback they’re giving that employee.” This way, if 
someone walks away without a promotion, there’s an 
expectation that a clarity and a plan should follow.

5. Take a hard line: As a gender inclusion consultant 
to companies, I’ve observed over the years a change 
in the tone with which parity is discussed. First the 
problem was invisible and silent, then when it got 
more attention, it was handled rather cryptically, and 
then politely. More progressive employers today are 
going from polite - to pointed. Accenture CEO Pierre 
Nanterme announced his own gender parity pledge 
to improve his firm’s record, where women make up 
32 percent of newly-promoted managing directors 
today. His goal? Further spotlighting and promoting 
women so that they account for 25 percent more of all 
managing director positions by 2020. In Nanterme’s 
blunt words, “Men and women are equal. End of story.”

6. Amplify the message: It’s commonplace enough for 
companies to donate to foundations and non-profits, 

but have you noticed that the cause is usually never 
pay disparity? Last year, LUNA, maker of nutrition 
bars for women, championed women’s pay equality 
by supporting women in industries where they’ve 
historically been underrepresented, like film, sports and 
business. The brand created Team CLIF BAR (formerly 
Team LUNA Chix®), a pro-sports team that strives for 
equal pay in the sport of mountain biking as well as an 
annual film festival by, for, and about women to raise 
the visibility of female filmmakers. More recently, LUNA 
provided financial backing to Sundance Institute’s 
2017 Women at Sundance Fellows, awarding each 
fellow with a $10,000 grant, as well as funding two 
$15,000 women filmmaker awards at the 2017 SXSW 
Film Festival. With commitments like those, LUNA is 
reverberating the importance of equal pay well beyond 
the walls of their own company.

The beauty of many of these practices is that they don’t 
just help women, they also improve the experience of 
working men. What practices have you observed that 
are hacking the wage gap? Chime in below.

This article originally appeared here

Six Companies Hacking The Gender Wage Gap

Selena Rezvani teaches women at 
all levels to negotiate like a boss. She 
also consults to employers on how 
to make work truly “work” for women 
- by architecting workplace culture 
assessments and research studies that 
illuminate working women’s experiences. 
She’s the author of two leadership 
books targeted at professional women, 
Pushback: How Smart Women Ask—and 
Stand Up—for What They Want (Jossey-
Bass, 2012 & winner of an Axiom book 
award) and The Next Generation of 
Women Leaders (Praeger, 2009). Selena 
addresses thousands of professional 
women each year and has been featured 
in the LA Times, Oprah.com, Glamour, 
Todayshow.com, and NPR. She wrote 
an award-winning column for The 
Washington Post and today, serves as 
a popular columnist on women and the 
workplace for Forbes. Selena is a VP at 
Be Leaderly, a leadership development 
solutions firm.
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With the rise of the gig 
economy and a wider 

swathe of Americans defining 
work on their own terms, the 
assumption of slow payments 
isn’t as safe as it once was. 
Gig workers—the independent 
contractor crowd—are on a 
healthy growth curve. According 
to the PYMnTS gig Economy 
Index, “Gig economy workers are 
projected to account for more 
than $677 billion of total U.S. 
income in 2017.”

Gig workers are the intrepid 
workforce of the future. They 
challenge the status quo by 
forging a new model of work 
contracts made up of several 
clients of their choosing. By 
turning the age-old management 
model of the nine-to-five on its 
head, many gig workers are able 
to create their ideal future by 
being their own boss.

This type of work is expected to 
swell by the year 2020. Which 
begs the question: How exactly 

Are Slow Payments 
Holding Back Gig 
Workers?

are slow payments holding gig 
workers back? Is it float time? 
Swamped payment personnel? 
Legacy payment technology? 
As it turns out, it’s a little bit 
of everything.

This emerging style of work 
clashes with legacy payment 
terms as most would expect. 
The challenge many gig workers 
face is cash liquidity. Some may 
negotiate advance payment 
terms with smaller clients, but 
when contracting with a bigger 
enterprise, gig workers may 
be subject to 90- or 120-day 
payment terms. Paying bills or 
covering expenses within those 
terms is a challenge, to say the 
least. Chairman and CEO of 
HyperWallet, Brent Warrington, 
shares his thoughts on the 
remedy for slow payments:

“In some cases, liquidity is the big 
issue. Marketplaces may need to 
cover the cost of working capital if 
they want to pay workers sooner. 

Other times, it’s the treasury 
systems, which are not equipped 
to meet modern expectations for 
payment speed.”

Fintechs are entering the 
market to close the time gap in 
payments between businesses 
and consumers alike. This is 
not just for the sole purpose of 
faster payments, but to address 
the shifting role of banking as 
an industry.

Faster Payment Means 
Banks Move from Provider 
to Partner
Banks, for some time, have felt 
a shift in the wind. Self-service 
platforms like banking apps that 
allow everything from money 
transfers to check deposits 
autonomously speak of a growing 
need for digital interface and 
less one-on-one transacting 
with a bank teller. This means 
one thing—good old-fashioned 
customer service—in the form of 
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a smile and wink—just won’t cut 
it anymore.

Banks must change from being a 
dispenser of funds to a proactive 
partner by advising customers 
on their financial journey. Taking 
on a more advisory role means 
that data visibility and the ease 
of moving money grow more 
important each year. Making 
payments in the modern age 
means excluding a lot of the old 
manual work like slipping a check 
in the mail or filling out bank 
forms to move money overseas. 
Payments aren’t being viewed 
as a service anymore but as 
data opportunities.

Faster Payments Are a 
Data Opportunity
Banks, along with many 
companies, aren’t just interested in 
helping consumers or businesses 
move their money around, but in 
observing the patterns and data 
attached to payments.

Payments carry rich data in 
the form of remittances and 
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reconciliation paperwork. Services 
that cut down on the back end 
work by automating reconcilia-
tions along with the payment are 
serving a need for faster, more 
accurate transactions.

Hunting down payment 
reconciliation information can 
feel like a needle in a haystack 
hunt for AP staff, and services 
that cut down on this type of work 
help drive revenue back through 
the doors of businesses instead 
of leaking costs with inefficient 
manual tasks or financial 
drudgery. This also means that 
contractors or gig workers have 
a chance of getting paid sooner. 
According to the PYMnTS gig 
Economy Index: “84 percent of 
surveyed respondents said they 
would do more gig work if they 
were paid faster.”

Faster Payments Means 
More Autonomous Work
Economically, faster payments 
make sense. Check float isn’t 
what it used to be. But in the long 
run, it isn’t just about sending 

payments faster but making way 
for new imaginings of the banking 
industry and the traditional 
workplace. Creating services that 
serve greater personalization and 
autonomy will equip the modern 
worker with more options to do 
the kind of work they want, which 
benefits everyone.

lauren Reuf is a Research Analyst 
at Nvoicepay. She has six years of 
experience in the technology and B2B 
payments industry.
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