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Becoming an Employer of Choice in the New 
World of Work – and Why It Matters
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What We’ll Cover

• The new world of work

• The challenge of attracting and
retaining talent

• The response – become a great place to work

• Why the workforce matters to government’s 
bottom line:  groundbreaking new research
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Key Takeaways

• Organizations must adapt                                                              
to the new world of work

• To become an employer of                                            
choice – a great place to 
work – build employee 
engagement

• Effective HR practices drive                                                
resident satisfaction



The New 
World  

of Work
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New World of Work

Changed employee expectations – flexibility, voice, wellbeing

Employees re-evaluating priorities → intense competition to 

attract/retain talent

Remote vs. on-site (front-line) employees have different needs                               

and expectations – but all want flexibility

Dramatic demographic changes
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Flexible Work Practices – S/L Government
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Globally, the top 
priority for CEOs is …

Conference Board, C-Suite Outlook, Manpower Group
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42% of global 
employees: 

employers not 
meeting their needs1

53% considering 
new opportunities2

1 Mercer Global Talent Trends; 2 Great Place to Work, Revolutionizing Employee Retention





Governments Struggling to Hire

MissionSquare Research Institute
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“60% of nonprofit, 
government and 
education leaders 
say talent retention 
is their toughest 
challenge for 2026”

S/L government: 

• 377K vacancies 

• Only 120K hires

Ratio of vacancies/hires

• Private sector:  1.43

• S/L government:  3.14

Wipfli, BLS

And Struggling to Retain
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S/L Government Retirement Wave
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To Be an Employer of Choice …

… Build Employee Engagement



14



How Do You Define Engagement?
In a Few Words
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Why Does Engagement Matter?
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Engaged Employees Create Great Places to Work

KPIs Employees say …
Great Place to 

Work-Certified 

Organizations

U.S. Average

Productivity
Are given resources 

needed to do job 81% 52%

Recruiting
Promote their 

organization to 

family and friends
86% 54%

Retention
Plan to work there 

for a long time 84% 55%

Service
Provide excellent 

customer service 89% 66%

Agility
Organization moves 

fast and innovates 82% 49%



Engaged Employees in Government:

• 10 times more likely to believe organization is achieving mission

• Twice as likely to believe they influence cost savings

• 3 times more likely to say they influence customer service

• 3 times more likely to stay with the organization

• 4 times as likely to say their mental health is good or very good

Institute for Public Sector 
Employee Engagement
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Recruiting:  Great Places Attract Talent

“Engaged cultures will 

attract people from 

outside the organization 

who want to join. What 

happens internally goes 

external pretty quickly.”
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Engagement Value Chain

Improved 
engagement

Better 
performance

Higher 
customer 

satisfaction

More trust in 
organization
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Engagement Levels

Gallup,                                   
Institute for Public Sector Employee Engagement

Globally, disengaged 

employees represent 

$8.9 trillion

in untapped  

productivity
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Discussion –
Why is Engagement Low?
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“Free pizza and Coke on a Friday afternoon                                             
is not an engagement strategy” 

“It requires more than fun perks”
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The Employee Experience – Moments That Matter
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Positive Employee Experience: The Business Case

Josh Bersin
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Why HR Matters –

New Research
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“We found relationships 

between HR 

management 

effectiveness and  

productivity, cash flow 

and market value”

Huselid, Mark A.; Jackson, Susan E.; and Schuler, 

Randall S., “Technical and Strategic Human 

Resource Management Effectiveness as 

Determinants of Firm Performance,” Academy of 

Management Journal, 40:1, pp. 171-188, 1997

What Does the Research Show About 
HR’s Impact on Business Outcomes?

“Measures of accounting 

profits or cash flow were on 

average in firms having HR 

practices one standard 

deviation above the mean on 

dimension such as HR 

effectiveness”

Gerhart, Barry; Wright, Patrick M.; McMahan, Gary C.; 

and Snell, Scott A. “Measurement Error in Research on 

Human Resources and Firm Performance: How Much 

Error is there and How does It Influence Size 

Estimates?” Personnel Psychology, 2000

“Companies in the top 

quartiles of EX developed 

more successful innovations, 

deriving twice the amount of 

revenue from their 

innovations as did those in 

the bottom quartile”

Yohn, Denise Lee. “Engaged Employees Create Better 

Customer Experiences.” Harvard Business Review, 

April 5, 2023

Private Sector



What Does the Research Show About 
HR’s Impact on Business Outcomes?

Public Sector

?
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Background

Research question – Do effective HR practices positively 

affect residents’ satisfaction with quality of government 

services, confidence in government, and 

quality of life in the community?

Research partners:

• UKG

• Polco (National Community Survey)

• Barrett / Greene
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Methodology
• Focus group of HR directors to help develop survey

• 72-item survey to assess HR policy and practice effectiveness

• Questions – HR mission and policies, recruiting and hiring, retention, 

training and development, technology, data, performance 

management, grievances, comp and benefits, workforce and 

succession planning, working conditions, employee wellbeing, 

diversity and labor relations

• Surveyed municipalities where Polco had conducted NCS 2022-24

• 52 responses

• Scored each survey response 0-100

• Analyzed HR scores against Polco resident ratings (also 0-100)

• Interviewed HR directors of highest-scoring cities
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Municipal 

Customer 

Service

Quality of 

municipal 
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Confidence in 

municipal 
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Quality of 
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Employee performance 

management
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Employee well being

Recruiting and hiring

Compensation and benefits

Results
Statistically significant positive correlations between                                          

specific HR practices and resident satisfaction
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The Effective Practices



1. Performance Management
Ongoing communication between manager/supervisor and employee to 

accomplish organization’s strategic objectives 

• Include limited number of goals linked to strategic goals

• Conduct periodic evaluations and monitor compliance, but also provide 

more frequent performance check-ins

• Conduct stay chats/interviews

• Deal with poor performance / discipline issues, especially during probation

• Recognize superior performance

“How can I, as your supervisor, better enable you to carry out your mission?               
Is it education? Training? Direction? Or is it just staying out of your hair?”



Leaders Drive Engagement

Give leaders the training, tools, guidance                                        
needed to support their teams
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Leadership Behaviors in Great Workplaces
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Value and 
Recognition

When employees 
believe they will be 
recognized, they are 
2.7 times more likely 
to be highly engaged

Quantum Workplace
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Recognition “Without Spending a Dime”

• Recognize employee 
achievements at staff meeting

• Surprise employee with Post-it 
note of thanks

• Put thank-you note on 
department bulletin board

• Compliment employee within 
earshot of others (and word 
will spread)
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Recognition “Without Spending a Dime”

• Mail handwritten note to   
employee’s home

• Send department-wide email  
praising employee or team

• Start meetings by recognizing 
employees and ask employees 
to recognize each other

• Pull employee aside and ask for 
her/his opinion
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2. Employee Wellbeing
No longer a “nice to have” – prioritize employee mental health, 

physical wellness, financial literacy, work-life balance

• Offer comprehensive, well-publicized and easily accessible EAP with 

wellness and financial literacy programs (e.g., wellness coordinator)

• Reward employees for preventative health

• Offer flexible work arrangements

“Happy employees do a better job than disgruntled employees.  
And if they’re happy about what they’re doing,                                                                   
then that's going to result in happy residents.”
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“We can build workplaces that are engines of well-being, showing workers      
that they matter, that their work matters, and that they have                                    

the necessary resources and support to flourish”
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Wellness Support Dashboard



3. HR Capability
High-performing HR departments with staff members who have the 

tight motivation, attitude, skills, education and experience

• Understand competencies and strengths of HR staff

• Devote time and resources to training and development

• Fund and support certifications, training (e.g., conflict resolution), cross-

functional learning, staff rotations

• Deliver onboarding that connects HR staff to mission and strategy

“Every member of HR, at one time or another, visits departments to help          
with HR questions and be the face of HR to other parts of the organization” 

“There’s an opportunity for our people to get exposed to all aspects of HR” 



4. Recruiting and Hiring
Streamlined process, positive branding, mobile-friendly applications 

and communicating with applicants throughout the process

• Aggressively market and brand jobs as opportunities for purpose, fulfillment

• Eliminate degree and experience requirements, focus on skills and OJT

• Monitor time-to-hire and hire quality – and then act

• Apply technology

• Communicate about process

“We put the dates of everything, from the written test to the physical test to the 

interview in the posting. That way, candidates know to set aside time,                  

and they know exactly when we know we’re going to hire.” 
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Government Needs a Branding Makeover

“Recruiting Talent into Government:  Ditch the Jargon                                                                        

and Focus Instead on Purpose and Meaning” 50



What Job Seekers Want

• Jobs posted on job boards – with 

appealing descriptions

• Apply in 30 minutes or less – on 

handheld device

• Confirmation in one day

• Follow-up in two weeks

• Self-schedule interviews
Employ, “Examining Employer and Job Seeker Realities in the  Current Job Market” 



Job Ads
This?

• 39 job responsibilities and 23 requirements

• Include, but not limited to, stooping, kneeling, crouching, squatting, twisting, 
crawling, and lifting. Required to use hands to finger, handle, or feel objects. 
The employee is frequently required to stand, walk, sit, reach with hands and 
arms, climb, or balance. The position is required to be exposed to darkness. 

Or This?

“Join our dynamic team and be part of an organization that values your unique 
talents. Experience a fulfilling career where you can make an impact and thrive 
alongside a community of like-minded individuals. Take advantage of this 
incredible opportunity.”
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Definitely Not This! 



Actual Employee Reviews – These? 

1.0    Very stressful and unfair environment
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Or These? 

59% of job seekers would not apply to an organization with a bad reputation

5.0  Great environment and people

– even if they were unemployed!
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Interview Self-Scheduling

Candidate chooses any open interview time slot 56



Expand Talent Pipelines

Where feasible, assess candidates 
based on skills and abilities,                         
not academic qualifications                             

or years of experience

Mine the workforce to find critical 
skills in unexpected places 



“STARs” – Skilled Through Alternate Routes

Screening Out STARs Limits Diversity
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Skills-Based 
Organizations 
Thrive

98% MORE LIKELY:

Have a reputation as 
a great place to work

98%
MORE LIKELY:

Retain high 
performers

Deloitte, Skills-Based Organization Survey
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New Employee Onboarding



New Employee Onboarding Guide



5. Compensation and Benefits
Regular market surveys, total compensation value,                                         

structures adjusted to avoid pay compression

• Design comp/benefits to respond to generational needs

• Provide new employees with immediate vacation and sick leave banks

• Calculate and communicate total comp

• Regularly assess pay equity

• Provide hiring and retention bonuses

• Simplify classification systems

“Our classification system was reformed to reduce 16 steps to 8. This can reduce the turnover of young 
employees who do not see the value retirement benefits. Research pointed out the importance of 

keeping a new employee for four years, which exponentially increased the odds they wouldn’t leave.”



Why This Research Matters

• Groundbreaking empirical evidence that HR influences government’s

“bottom line”

• HR not just a back-office operation

• Bolsters the argument – to leaders – that the workforce is an asset to invest in, 

not a cost to be reduced or controlled

• Identifies HR areas that positively impact residents and communities

• Shows why local governments should survey their residents

“The HR team is all about service and we provide that service to the employees      

so they feel cared for, and it flows from them ot the residents”
63



“Tell me what you know, not what you think”

“If that’s just your opinion, it’s worth nothing”



Give Employees 
a Voice – and Listen

Regularly ask for input 
from your employees –

and then act
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Takeaways
• Adapt to the new world of work

• To become an employer of choice – a great place to work – build 

employee engagement

• Build engagement by delivering a positive employee experience

• Drive engagement and resident satisfaction with effective HR practices

▪ Performance management

▪ Recruiting and hiring

▪ Employee wellbeing

▪ HR capability

▪ Compensation and benefits 66
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For More  
Information

Bob Lavigna

608-395-8472

boblavigna@gmail.com

Let's connect        
on LinkedIn
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