What Does My Staff Really Want and What Can I Do About It?

By Jane M. Wood, MPA, President, Oyate Research and Training
What Employees Want 
Health insurance and security top Americans' list of job desirables, according to a national poll of 1,200 adults age 18 and older conducted by Princeton Survey Research Associates for the Center for State and Local Government Excellence. 
Given a list of 15 benefits and characteristics that may be important in choosing a job, 84 percent ranked health insurance a top concern. Job security, and clear policies and procedures (82 percent each) ranked next in importance, followed by a company's retirement or pension plan (76 percent), and the presence of a flexible, family friendly workplace (71 percent).
Implications for the Manager

As we discuss in an introductory supervision class, today’s workers aren’t motivated solely by pay or title, as most managers think.  

Maslow identified a Hierarchy of Needs that applies to all human beings—and translating those needs into today’s organization is crucial to today’s manager who must motivate, recognize and reward staff.  We know people have basic needs that must be met (food, shelter, security, etc.) before they can realize their full potential at the highest level of human need—self-actualization.  So, given that staff are adequately paid to meet their basic human needs, and, that some level of personal and job security exists—you, as a manager, have an incredible amount of influence over your employees in regards to motivation and productivity.  Consider, for example:

	What staff want
	What the manager can do

	Flexible, family-friendly workplace
	· Consistently relay and model the importance of work-life balance

· Readily allow time off to attend child or family functions

· Encourage staff to stay home to tend to sick children and family members (you could also allow for a “work from home” day)

· Never, ever, allow staff to bring sick family members to work while ill—encourage them to stay home to protect your other staff from illness

· Encourage a no phone calls, no work after hours policy to ensure work stays at work and home life is uninterrupted by job demands

· Coordinate family or child activities or events at your workplace—inviting families to recognition events or potlucks, take your daughter/son to work day, or brown bag lunch events during school breaks

· Get to know your employees families—this shows them you care about them and their personal lives.  Be cautious of overstepping your boundaries—some people want you to respect their privacy.


	Appreciation
	· Say thank you often

· Acknowledge people’s contributions right away

· Recognize major milestones (6 months, 1 year, passing probationary period, etc.)

· Remember and recognize birthdates

· Focus on the strengths of each individual

· Reward those who go above and beyond, but don’t forget those who consistently give 100% day in and day out.

	Autonomy
	· Do not micromanage your staff

· Resist the temptation to be involved in every step of every project

· Avoid allowing more flexibility and autonomy for a select few—this implies favoritism
· Give an assignment and deadline—and ask for periodic updates only
· Delegate, delegate, delegate!



	Creativity
	· Encourage staff input in planning

· USE staff input received

· Ask for feedback often; and listen to that feedback without giving your two cents
· Consider using brainstorming techniques in staff meetings
· Implement an employee suggestion program
· Remember there is almost always several ways to do things; allow staff to do things their own way, as long as the end result is the same


By implementing just a few of these no-cost ideas, you will directly influence the attitude and behavior of your employees.  By using motivational techniques that matter to staff, you are also affecting your employees’ decision to stay with you and your organization.  
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