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Businesses are looking towards technology to provide a competitive
advantage through digital customer experiences, and to make them
more efficient by automating operations. For most large organisations,
this means that building internal competency through premium
technical talent is now a priority. The market favours tech professionals,
and with their skills being in high demand, top talent can freely move
around.

Retention plays a critical role in managing the ability to innovate
through capacity and skill, but also impacts risk and morale. The IP and
unique contextual knowledge vested into your people is valuable for the
purposes of business continuity. Great retention within technology teams
requires deliberate leadership focus on workplace culture, growth and
development, interesting work and competitive remuneration.

This is a guide to some of the principles and tools that we use to
retain our best people, and to inspire the best from them. These ideas
and tactics focus on the high calibre technology talent sector, but can all
be applied to any industry.
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Invest the time in
fostering persona
relationships

Our leadership are always in touch with our people. This means
we can help alleviate blockers to their performance, recognise
excellence, or deal with issues quickly and directly.

Demonstrating a level of sincere care and personal
understanding that can be reflected in their work is how we grow
strong and authentic relationships.
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Tools we use

Team leads hold monthly one-on-one sessions
with each member of their team to connect on a
personal level, address growth and discuss any
concerns. This is not seen as a checklist exercise, but
rather as time invested in career and growth
[o]ETalallgle}

We host regular ad hoc‘open time’ chats with
leadership, and encourage coffee runs which allow
people from different teams to interact.

We deliberately track and celebrate personal
milestones, providing personal recognition
within our teams.

Our induction groups are kept small enough to
form closer bonds with new employees. These
inductions include the senior leadership team to
show new inductees that they're always accessible.

A personal note is hand-written by senior
leadership to welcome each new employee,
sharing an understanding of their context.

Our inductions do not focus on processes and
policies, but rather on onboarding inductees into
our culture to create alignment.

We encourage teams and departments to create
and adapt unique sub-cultures for their team's
people and personalities.

Our leaders are responsible for creating and
inspiring purpose within each distinct area. Global
purpose for the whole organisation doesn't always
have universal appeal.
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Get personal

Do you know everyone in your division or team?

When was the last time you met one of them for a
coffee?

When was the last time you privately recognised
someone's good work?

Are you aware of what is impeding performance for
individual people?

When the team has a social, do you hang around and
build relationships?

Do you know what personal or professional goal
your team members are working towards?

We can take your leaders through the principles
of effective one-on-ones in a workshop.

solutions@entelect.co.za
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Communicate
frequently and
with personality

Beyond the open-door policy, we focus on keeping lines of
communication open and exercised. Reqular, open
communication creates trust and affinity.

Today's workforce generally wants to be kept in the loop as to
the direction of the division or organisation. They want to be
heard, and to have a say.
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Tools we use

Our leadership hosts “ask me anything” (AMA)
sessions where we address any questions and
concerns. These questions can also be sent
anonymously.

Updates from execs and senior managers are
delivered colloquially in the person's own style.
The goal is to remain relatable and approachable.

We've adopted a multi-channel format, using
Slack, Email, Microsoft Streams and Workplace.
This ensures that employees can interact with
whatever mechanism they prefer.

We encourage a culture of sharing and
recognition through frequent communications
that go out on these channels (including news,
updates, professional accomplishments, personal
milestones and social content).

It is important to encourage people to ask
difficult questions, and then deal with them
openly where it makes sense to do so. We ensure
that middle-management can answer these
questions too, creating alignment in message, but
also empowering them.

Walking the floor is one of the most powerful
tools. We make sure our leaders are available to
people, and are pro-active about creating
opportunities to interact frequently. This usually
means finding good excuses to check in.
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Make yourself available

When was the last time you communicated with all
your reports (direct and indirect) for a
non-operational reason?

Do your people feel they can ask you anything at
any time?

How responsive are you to questions and comms
from lower level staff (within the hour, same day, same
week)?

Read our Practical leadership
guidelines for remote teamwork,
decisions and culture publication.
Download publication



https://eolstoragewe.blob.core.windows.net/wm-462416-cmsimages/Entelect-Practicalleadershipguidelinesforremoteteamworkdecisionsandculture.pdf
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Make career

evelopment a
Ine management
unction

Line managers are not only responsible for business results
and deadlines, but also for the growth and retention of their
people. This is not an HR function.

We have holistic career development systems
in place to track and manage all one-on-ones,
career feedback, performance reviews,
achievements, advice and planning.

Team leads and account managers are
accountable for this.
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Tools we use

Coach and guide

We drive continuous and open performance Are line managers equipped to give good
conversations through multiple channels: performance feedback and coaching?

one-on-ones, ad-hoc career feedback and L

structured bi-annual performance reviews. Is retention measured and held as a KPI for your leaders?
Specific training is provided for how to give Are line managers able to transfer star players to another
and receive constructive feedback during the team in order to keep them from stagnating?
performance review process. 7

Are they measured on retention, even if it means

We have people in the business that can step in transferring one of their star players to another team in
and coach an individual at any point. This ad order to keep them from stagnating?
hoc guidance is sometimes technical, but more -
frequently is related to soft-skills that may be Do you have an easy-to-use and meaningful
holding the person back. recognition platform outside of the performance
process?
Accountability is a huge part of this puzzle.
Teaching line managers how to hold people
accountable in a fair manner is incredibly
important for delivery and employee retention. What makes a good review
While we drive this as a culture, we do make use Good feedback -
of an excellent framework from a third party You are great at communicating | Highlights strengths
training provider, Legitimate Leadership, who has areas of improvement for our with detailed example.
a powerful workshop for line managers. codebase during code reviews.
You highlight things that could be
Entelect's leadership programmes (traditional done better without antagonising
and technical) are run by our executive team and the person who wrote the code. |
senior managers. This forum provides us the Your next step is to learn to ] Provides suggestions
opportunity to foster personal relationships, communicate this to our product | for further
communicate key business objectives owner. _ | improvement.
transparently and develop future leaders.
Bad feedback
\We create opportunities for people to work on You are a good communicator. :| Vague, unthoughtful
different and exciting work. This is either comment.
through rotation into different projects, or via
periodic short term initiatives within the business
that they are included in. The best people will For insight into how we structure our
stagnate and leave if they are pigeon-holed into review process and questions, contact us.

doing the same type of work for years on end. solutions@entelect.coza
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Create a memorable o sutte st ot
employee journey

Are your team in agreement as to which steps are the priority?

Are unnecessary or counter-productive processes removed from the journey

periodically? Employee experience is no different to customer experience in this
interview process and only concludes long after they leave you. You can't make regard.

every interaction great, but you can make sure that some are excellent and that
the terrible ones become better.

An employee's journey with your organisation starts even before they begin the

Similar to customer experience, employee experience will have a direct impact on
your brand and reputation, and the same effort should be applied.

Inductions Performance Salary Changes Tenure based
(VEWS increase Re-inductions in leadership awards and perks

One-on-ones after 18 months

Recruitment Offer Pre-start Work Personal End of Promotions Training New team Company | Exit Last day Alumni
R message events life probation onboarding townhalls | interviews interactions
events period and AMA’s

A senior manager During inductions there are We use Discovery Healthy Congratulatory This milestone is used to Our people are given

meets and presents often delays, such as senior Company for our employee hand-written notes re-invigorate employees’ the option to move

every offer, thanking management needing to sign wellness programme. We are written by our understanding of our onto new teams,

the candidate for their off on a new employee's laptop offer support for many leadership team. culture and mission, and projects and challenges

interest, and engaging admin rights. This should be out-of-the-ordinary re-aligning them to it. to avoid them Contact us to chat about what we do

with them. finalised before the first day so occurrences in peoples' lives, stagnating. at any of these steps in more detail.
that the person can become by removing red tape when it solutior ntelect.coza
more productive early on. comes to helping our people

when they are in need.
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Overall Employee Experience scores over time

Measuring the  ———
Employee |
Experience

There are many tools mentioned in this paper that range from complex exercises
to quick wins. To measure the effectiveness of our approach, we regularly survey
our own employees for indicators and insights into our employee experience.

Score

EX survey: Example Co.

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

Employee experience scores per category (2020)

Score

This approach has been refined over a number of years and has proven to be an
accurate predictor of resignations, and a highly diagnostic tool for problems
within teams. Once the results are in, our senior team setup time individually with EX Category
the unhappiest people so we can act on these flight-risks quickly.
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Compensation

Culture & Engagement
Mentorship & Guidance
Performance Feedback
Team Collaboration
Tools & Tech

Trust in Leadership
Vision and Purpose
Learning & Development

Growth

Employee experience score for question:
“I have a clear understanding of the areas of my work that need improvement”

We would be happy to help you apply
Employee Experience concepts into
your environment.
solutions@entelect.co.za
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START THE
CONVERSATION

solutions@entelect.co.za

We have been building and running diverse technology teams for
more than 20 years at Entelect. We'd like to share these experiences
crafting a culture that draws in the best possible talent across all
disciplines, and leading large teams to real business results through
skill, meaningful processes and critical thinking.

Shape your business for the future.

L

?‘(ﬂ‘ﬁ‘

Recruitment

Magnetising your EVP
Finding the right candidates
Smart interviews
Onboarding

Retention

Culture and community
Practical tools for growth
Leadership development

Working remotely

Remote Conversations
Decision-making manifesto
Keeping culture alive

Problem Solving

Facilitated design sprints
Upfront versus continuous analysis
Co-design and collaboration

Methodology

Flexibility in process

Context, conduct and awareness
Prioritising business value
Communicating with business language

Quality
Pragmatism in practice

Shared expectations of done
User adoption and buy-in
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