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Top Ten Reasons Employees Quit Their Jobs

1. Relationship With the Boss
2. Bored and Unchallenged by the Work Itself
3. Relationships with Coworkers
4. Opportunities to Use Their Skills and Abilities
5. Contribution of  Their Work to the Organization’s Business Goals
6. Autonomy and Independence on the Job
7. Meaningfulness of  the Employee’s Job
8. Knowledge About Your Organization’s Financial Stability
9. Overall Corporate Culture
10. Management’s Recognition of  Employee Job Performance

Source: Top Ten Reasons Employees Quit Their Jobs, Susan M. Heathfield, 2/10/19.

https://www.thebalancecareers.com/top-reasons-why-employees-quit-their-job-1918985

State of  the American Workplace - Gallup 2016 Report

Job Engagement in the American Workforce

• 33% highly engaged at work

• 16% completely disengaged

• 51% are not engaged, they are just there
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State of  the American Workplace - Gallup 2016 Report

Most workers, many of  whom are millennials, approach a role and a 
company with a highly defined set of  expectations: 

• They want their work to have meaning and purpose. 

• They want to use their talents and strengths to do what they do best every day. 

• They want to learn and develop. 

• They want their job to fit their life. 

Common Pitfalls in Long-Term Care
• Inconsistent or inadequate initial orientation to facility policies, rules, and practices;

• Education and training to ensure staff  competency is lacking; continuing education is not adequately 
provided;

• Inadequate resources, human and otherwise;

• Lack of  organization and order; poorly defined job responsibilities;

• Managers that are not prepared or trained to manage people effectively; supervision is sparse and 
inconsistent; and

• Teamwork and peer mentoring is not supported effectively.



12/30/20

4

Importance of  Friendship at Work
"One of  the most important things to have in the workplace is a close relationship," 

Comparably CEO Jason Nazar tells CNBC Make It. "So very often the largest source 
of  stress for people is a boss, co-worker or the day-to-day pressures of  work.”

https://www.cnbc.com/2017/08/16/why-having-friends-at-work-will-make-you-a-better-employee.html

Connecting with people boosts our mood and our morale, and friendships provide us 
with the emotional and psychological strength to deal with whatever comes our way —

whether an exciting opportunity, a challenge or a crisis.” 
Annie McKee, author: "How to Be Happy at Work: The Power of  Purpose, Hope, and Friendship."

State of  the American Workplace - Gallup 2016 Report

• Early research on employee engagement and the elements revealed a 
unique social pattern among employees in top-performing teams. 

• When employees possess a deep sense of  affiliation with their team 
members, they are driven to take positive actions that benefit the 
business — actions they may not otherwise even consider. 
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State of  the American Workplace - Gallup 2016 Report

• If  employees don't have basic and individual needs met, then friendships 
can encourage gripe sessions. 

• If  basic needs are met, friendships can take on a very powerful dynamic 
in which casual, friendly conversations turn into innovative discussions 
about how the team or organization can thrive. 

• When basic needs are met, teams that strongly agree with the best friend 
element produce lower turnover rates than do other teams. 

Is Your Family Dysfunctional?

The Nature of  Relationships
• Assessing personalities, office politics, and respect issues.
• What sort of  first impression does your organization make?
• What resources or support systems does your organization foster to improve relationships?
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In nearly every 
dimension of  

business success, 
the Manager

makes the 
difference.
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Behaviors of  the World's Best Managers

Coach your team in a way that allows for genuine candor:

"Every morning we have a safety huddle. I ask, 'Has anything 

happened?' We created a culture where it's OK to say we messed up. 

Everybody knows we're a team, and we are going to work together to 

fix it.”

Pendell, Ryan. 8 Behaviors of the World's Best Managers - https://www.gallup.com

Behaviors of  the World's Best Managers

Commit to one meaningful conversation a week with each 
team member:

“Continual improvement can only be achieved through 
honest conversation. More often than not, the cause is a 
system problem -- and that means that other people and teams 
need to learn and change to truly fix the root problem.”

Pendell, Ryan. 8 Behaviors of the World's Best Managers - https://www.gallup.com
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Behaviors of  the World's Best Managers

Unlock human motivation by connecting work to a person's 
innate tendencies:

"I really think when you get to the right spot with an individual, you 
find out what trips their trigger, what gets them excited -- getting the 
next order, beating the competition, solving a hard problem -- that lets 
you light the fire in them."

Pendell, Ryan. 8 Behaviors of the World's Best Managers - https://www.gallup.com

Behaviors of  the World's Best Managers

Recognize and reward excellence:
"I started as a supervisor in our billing department. A lot of  people in the 
company did not look at them as an important aspect of  the company, but 
they really are. I went in and showed them how important they are and the 
role they have in the company. And within three to four months I had 
employees come in my office to tell me what an impact that made."

Pendell, Ryan. 8 Behaviors of the World's Best Managers - https://www.gallup.com
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Behaviors of  the World's Best Managers

Care about your employees as real people:
"You're there for them if  they have a sick child or a sick parent. I 

think a lot of  people outside of  management don't realize the 

impact we make on their lives, dealing with all the experiences 

beyond the job."

Pendell, Ryan. 8 Behaviors of the World's Best Managers - https://www.gallup.com

Wigert, Ben; Barrett, Heather: Performance Management Must Evolve to Survive COVID-19 - https://www.gallup.com

The Three Essential Characteristics of  Modernized Performance Management
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The Three Essential Characteristics of  Modernized Performance Management

The only viable management style going forward will be ongoing coaching 

conversations that establish a rhythm of  collaboration and create shared 

accountability for performance and development.

Wigert, Ben; Barrett, Heather: Performance Management Must Evolve to Survive COVID-19 - https://www.gallup.com

Steps to Transforming Your Workplace Culture

• Call an executive committee meeting and commit to transforming your workplace 
from old command-and-control to one of  high development and ongoing coaching 
conversations. 

• Dive in — don’t put your toe in. You can afford a lot of  mistakes and even failures 
because the system you currently use doesn’t work anyway. 

• Switch from a culture of  “employee satisfaction” — which only measures things like 
how much workers like their perks and benefits — to a “coaching culture.” 
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Steps to Transforming Your Workplace Culture

• Change from a culture of  “paycheck” to a culture of  “purpose.” 

• Require all employees to take the world-renowned Clifton-Strengths 
assessment so your organization recognizes each individual by their 
God-given strengths. 

• Institute a leadership philosophy of  developing strengths versus fixing 
weaknesses. 

Source: State of the American Workplace, Gallup 2016 Report

https://news.gallup.com/reports/199961/7.aspx?utm_source=SOAW&utm_campaign=StateofAmericanWorkplace&utm_medium=2013SOAWreport

Steps to Transforming Your Workplace Culture

If  organizations want to engage their employees, the best 

place to start is by developing managers’ abilities to coach. 
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Steps to Transforming Your Workplace Culture

Teaching managers to be a coach begins with helping them develop the 

communication, managerial and people skills needed to connect with their 

team, understand their needs, become an active part of  their performance 

and individualize each team member’s development. 

Steps to Transforming Your Workplace Culture
Five Types of  Coaching Conversations 

• Role and relationship orientation: Occurs when employees join the company, when job 
responsibilities shift and when employees change roles 

• Quick connects: Give managers an opportunity to assess quickly how an employee is doing and to 
identify successes and barriers 

• Check-ins: More formal opportunities to seek and give feedback on goal achievement, priorities, 
progress on projects and employee needs 

• Developmental coaching: Aims to direct and guide an employee to improved performance and 
individual career development 

• Progress reviews: Formal reviews of  progress on goals, expectations and planning for future 
opportunities 
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Steps to Transforming Your Workplace Culture

Leaders must determine how they can: 

• Design and deliver a compelling and authentic employer brand 

• Take employee engagement from a survey to a cultural pillar that improves performance 

• Approach performance management in ways that motivate employees 

• Offer benefits and perks that influence attraction and retention 

• Enable people to work successfully from locations besides the office 

• Construct office environments that honor privacy while encouraging collaboration 

• Improve clarity and communication for employees who work on multiple teams 

Creating a New Workplace Culture
Cultural intelligence:  Understand the demographic issues impacting the 
social order. 

• As we become a bigger melting pot of  ages, races, religions, ethnicities, sexual 
identities, and cultures, learning about the social and occupational perspectives of  
a diverse workforce is crucial to avoiding social discord. 

• Offer opportunities to learn about each other, to discover how much we have in 
common as people, and how similar we are as workers to the people we are 
caring for.
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Creating a New Workplace Culture
Management Training:  Many managers have never had formal 
management training. 

• Many people are promoted because they are good at their particular job, not 
necessarily because they are good managers of  other people. 

• Middle-managers are important communicators between the leadership team and 
the frontline staff.  Cultivating good professionals into effective managers should 
be a priority in the organization. 

Creating a New Workplace Culture
Motivation and Morale: What does it take to move beyond the status quo? 

• Motivating staff  to remain interested in looking for new and more effective methods of  
caring may be the most important of  all leadership skills.  

• Caring for people who do not want to be or who do not understand why they are in the 
circumstances they are in can be a thankless profession, no matter your position or 
responsibilities. 

• Recognizing the need to create opportunities for recognition and rewarding positive, 
creative input in problem-solving and performance improvement is an effective way to 
motivate greater interest and pride in the organization’s growth and development. 
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Creating a New Workplace Culture
Behavioral Health:  Apply the principles and intent of  the Federal 
regulations for behavior to all persons living and working in the 
environment.  

• Trauma-Informed Care expects that the facility will acknowledge the 
responsibility to recognize and address issues of  mental health, substance or 
alcohol use, and post-traumatic stress disorder (PTSD) with programs and 
services specific to individualized treatment. 

• Whatever mechanisms you are creating to ensure residents receive appropriate 
care and treatment for psychosocial and behavioral health needs should be 
applied to the people working in the environment, as well.

2019 Coronavirus Pandemic

Trauma can be defined as a psychological, emotional response to 

an event or an experience that is deeply distressing or disturbing. 
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2019 Coronavirus Pandemic

What is Traumatic about COVID-19?

•Fear of  life-threatening illness

•Being separated from friends and family

•Giving up your customary routine for an indefinite period of  time

•Unable to work or travel

•Financial instability

•Loneliness

2019 Coronavirus Pandemic
The Relationship Between Trauma and Grief

Trauma is an event. 

• It can be any event that causes psychological, physical, emotional or mental harm; 
such as a death or abuse. 

• A traumatic event could also be called a loss event. If  someone dies, that’s a loss. If  
someone was abused, that too is a loss. A loss of  trust. 

• The result of  a traumatic event is grief.

Source: https://www.griefrecoverymethod.com/blog/2015/02/what-difference-between-trauma-and-grief 



12/30/20

17

ADDRESSING TRAUMA

In the face of any traumatic event, the most healing of 

remedies is to reach out to others and be grateful for the 

opportunity to support one another.

What is Grief ?

Whenever we face loss, we experience grief. Everyone grieves 

differently, yet there are some common responses you might expect.

Source: https://hospicefoundation.org/Grief-(1)/What-to-Expect
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Common Stages of  Grief

•Denial
• Anger
• Bargaining
•Depression
• Acceptance

What Is Moral Injury?
• In traumatic or unusually stressful circumstances, people may perpetrate, fail to 

prevent, or witness events that contradict deeply held moral beliefs and expectations;

• When someone does something that goes against their beliefs this is often referred to 
as an act of  commission and when they fail to do something in line with their beliefs 
that is often referred to as an act of  omission; 

• Moral injury is the distressing psychological, behavioral, social, and sometimes 
spiritual aftermath of  exposure to such events

• A moral injury can occur in response to acting or witnessing behaviors that go 
against an individual's values and moral beliefs.
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What Is Moral Injury?
Guilt, shame, disgust and anger are some of  the hallmark reactions of  moral injury:

• Guilt involves feeling distress and remorse regarding the morally injurious event (e.g., "I did 
something bad."). 

• Shame is when the belief  about the event generalizes to the whole self  (e.g., "I am bad because 
of  what I did.")

• Disgust may occur as a response to memories of  an act of  perpetration, and anger may occur in 
response to a loss or feeling betrayed

• Another hallmark reaction to moral injury is an inability to self-forgive, and consequently 
engaging in self-sabotaging behaviors (e.g., feeling like you don't deserve to succeed at work or 
relationships).

Source: https://www.ptsd.va.gov/professional/treat/cooccurring/moral_injury.asp

Stress and Coping

• The outbreak of  coronavirus disease 2019 (COVID-19) may be stressful 
for people. 

• Fear and anxiety about a disease can be overwhelming and cause strong 
emotions in adults and children. 

• Everyone reacts differently to stressful situations. How you respond 
to the outbreak can depend on your background, the things that make 
you different from other people, and the community you live in.

https://www.cdc.gov/coronavirus/2019-ncov/prepare/managing-stress-anxiety.html
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Substance Abuse - Assessing Trauma
Trauma and trauma-related problems are common 

risks factors in substance abuse. 

• About 60% of  men and 50% of  women experience 
at least one trauma such as a disaster, war, or a life-
threatening assault or accident at some point in their 
lives. 

• Nearly 8% of  the population has PTSD in their 
lifetimes, and PTSD is highly comorbid with other 
disorders such as panic, phobic, or generalized 
anxiety disorders; depression; or substance abuse.

Substance Use Disorders 
Work-Related Risks

• Longer Working Hours

• Losing the Work-Life Balance

• Researchers acknowledged that the stress of  strenuous and long-term work 
can be eased through the use of  alcohol, but the pressures of  doing almost 50 
hours of  work a week can lead to:
• Increased sick leave

• Deterioration in workplace performance

• Occupational injuries

• Decreased decision-making skills
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Creating a Healthy Workplace

• Protect mental health by reducing work–related risk factors. 

• Promote mental health by developing the positive aspects of  work and 
the strengths of  employees. 

• Address mental health problems regardless of  cause.

Protect and Promote Mental Health in the Workplace
• Implementation and enforcement of  health and safety policies and practices, including 

identification of  distress, harmful use of  psychoactive substances and illness and providing 
resources to manage them;

• Informing staff  that support is available;

• Involving employees in decision-making, conveying a feeling of  control and participation; 
organizational practices that support a healthy work-life balance;

• Programs for career development of  employees; and

• Recognizing and rewarding the contribution of  employees.

SOURCE: https://www.who.int/mental_health/in_the_workplace/en/ 
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WHAT IS TEAMWORK?

Working together as a team means:

• No one person is responsible–

• Everyone is responsible for the success 
of  the team.

WHAT IS TEAMWORK?

Good teams share some basic elements:

• Common Goals: Members of  a team share and understand common goals. They 
have discussed and agreed on a common understanding of  why the team exists and 
the function it serves. Moreover, they share a common vision of  the future they want 
for the organization. 

• While individuals on the team may not always agree on the best path to get to that 
future, their shared vision and sense of  mission help draw them together and aid 
decisions.
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WHAT IS TEAMWORK?

• A Game Plan: Good teams are organized and know how they will deal with specific 
situations. 

• Clearly Defined Roles: Every team member has an important role to play. Any good 
team knows the strengths of  each member and takes advantage of  those strengths. 

• Regular Evaluation: Effective teams constantly assess how well they’re doing and 
analyze what works and what doesn’t work for their team. 

• Trust and Confidence: Teammates trust each other and have confidence in other 
team members. 

Barbara Speedling
Quality of  Life Specialist

917.754.6282
Bspeedling@aol.com

www.barbaraspeedling.com

Creating Meaningful, Satisfying Lives One Person at a Time


