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Retaining Your
Hot SkillsEmployees. ..
Use Dollars AND Sense



Hot SkillsMarket Still Strong

Retaining

Your » Business demands A\

Hot Skills .

Employees e Demand for Hot Skills A\
e Pay A

e Turnover for high tech is 12%

e 26% of companies have >10% high
tech vacancies

e Takeshalf of companies?2 - 4
monthsto fill vacancy

e 25% cos. have >20% contractors
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Reference: Hewitt Spring 2000 HOT Technologies Survey, Private studies
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Fall 1997  Spring Fall 1998  Spring Fall 1999  Spring
1998 1999 2000

—eo— SAP —m— PeopleSoft —a— Oracle —@—Y2K

Reference: Various Hewitt HOT Technologies Surveys 5
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—48% currently looking for ajob
— 8% actively, 40% somewhat

—64% contacted by recruitersin past 12
months

— Of those, half contacted at least 3 times
In past 6 months

Reference: InformationWeek Research Salary Survey of 16,900 IT Professionals Spring 2000



o —Flexible wor k schedule
—Job stability
—Base pay

Reference: InformationWeek Research Salary Survey of 16,900 IT Professionals Spring 2000 10
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Hot Skills
Employees
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Situation Summary

« Market isstrong, very dynamic - $ and people

Rate of increase in market pay Is slowing down

Continuesto be a churn asto which skillsare
the hottest

Prevalence and amounts of bonuses leveled off
Use of stock small but slightly increasing
Majority of peopleare Gen Xers

Challenge of work isstill most important
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anng  FITSE St — Vital Signs

Your

Hotsais|  © Wherelsthe pain?
Employees o Quick, Simple, quantitative

—Hot skills market position
—Turnover

—Hiring cycle
—Applicant ratio
 Determine

—Areas needing immediate action
—Areas needing mor e information
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Market Analysis

Retaining
by Individual
| y Individua
Hot Skills
Employees
Base Pay Total Cash
Emp  Survey % from Emp  Survey % from
Name Skill Levell Pay Witd Avg Survey Position | Pay  Wtd Avg Survey Position
Jones,J Inter/Intra 1 | 50,000 52,000 -4% 50,000 55,000 -9%

Nerlman,A Inter/Intra 1 | 60,000 52,000 15% 66,000 55,000 20% Above
Dodger,R Inter/intra 2 | 60,000 60,000 0% 63,000 64,000 -2%

Lightfoot,L Middleware 1 | 45000 55,000 -18% Below 46,000 59,000 -22% Below
Santos,J  Middleware 3 | 58,000 75,000 -23% Below 62,000 80,000 -23% Below
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Retaining

Y our
Hot Skills
Employees

Hot Skills Market Analysis—Total Cash
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Market Analysis

v by Skill/O | |

y KI rganization

H ot Skl l IS Base Pay Total Cash

No Emp Survey % from Emp Survey % from

Em pl oyeeS Skill Level Emp Pay Witd Avg Survey  Position Pay Wid Avg Survey  Position
Inter/Intra 0 5 38,000 44,000 -14% Below 45,000 46,000 -2%
Inter/Intra 1 10 48,000 52,000 -8% 53,000 55,000 -4%
Inter/Intra 2 20 55,000 60,000 -8% 56,000 64,000 -13% Below
Inter/Intra 3 40 68,000 72,000 -6% 75,000 77,000 -3%
Inter/Intra 4 5 95,000 88,000 8% 104,000 94,000 11% Above
Inter/Intra Total 80 62,063 65,750 -6% 67,438 70,125 -4%
Middleware 0 0 44,000 45,000
Middleware 1 15 48,000 55,000 -13% Below 53,000 59,000 -10% Below
Middleware 2 10 53,000 65,000 -18% Below 58,000 69,000 -16% Below
Middleware 3 5 67,000 75,000 -11% Below 72,000 80,000 -10% Below
Middleware 4 5 75,000 88,000 -15% Below 83,000 97,000 -14% Below
Middleware Total 35 56,000 65,429 -14% Below 61,429 70,286 -13% Below
Total Organization 480| 28,300,000 30,000,000 -6% Below 29,000,000 32,000,000 -9% Below
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Retaining M a.r ket Anal ySI S

Your

notSals| e Thresholds for concern

—JUDGMENT call

—Not formula-driven
e Congder ...

—Individuals— compareto 20% below

—SKills/I T organization — compare to 10%
—15% below

Employees

16



Reaining Triagefor Low Pay

Y our
Hot Skills

Employees  |dentify CRITICAL individualsor
sKills
% —Critical to business goals
—Another JUDGMENT call
e Congsider ...

—Raise base pay to within 5% of
mar ket base pay

—Target near-term total cash to 5%
above market total cash .



Turnover

Retaining

Your . . oo _

Hot Skills e |dentify “who” Isturning over
Employees —Voluntary, “regrettable quits’

—By sKill and level
—BYy organization
—By criticality of projectsworking on
o Acceptablelevelsvary by organization

—Compareto 12% average for high
technology employees
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~annd  ACLION fOr High Turnover

Y our
Hot Skills

* Do pay triageif needed
« MUST Iidentify reasons

—Ask employees
— Top threeissuesthey think need addressing

— Top threethingsthey like
—MUST take action on feedback
—Often, poor management will be an issue

Employees

19



Retaining
Y our

Hot Skills
Employees

8

Hiring Cycle

« How long it takesto fill a vacant
position
—From initial recruiting activity to
starting on the job

—Compareto 61 — 90 days on aver age
for hot skills
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Action for Long Hiring

Retaining

Y our CyCI e
Hot Skills _
Employees e Build process map

e |f timely offers declined
—MUST find reasons

—ASK new recruitsfor
Improvement suggestions

—Ask declinesfor reasons

a o |dentify and remove roadblocks
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Retaining Appl ICant Ra.tIO

Your

Hotsdills| o Number of applicants per employee

— —Compareto median of 3.9 per mgr/prof
employee for Best 100 companies

e Top threeattractionsfor |IT
professionals

—Reputation of I T function

—Reputation of company

—Promise of doing innovative technical work

Reference: People Practices of the 100 Best Companies to Work for in America2000, CIO Communications/| CEX Survey
1998 2



g ACtION fOr Low Applicant

Your

Hot Skills Ra-tIO

Employees

e |dentify reasons

—M ap and analyze recr uiting process
—Examine company and I T reputation
—Examine characteristics of “ 100 Best

Companiesto Work for in America”

—Develop YOUR “best practices’
—Market your I T prowess
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Employment Relationships

Retaining
Y our
nasdns|  Comfort zone Discomfort zone
=mployess  _ Full time — Fluctuating time
— On-site — Multiplelocations
— Uninterrupted tenure — Interrupted tenure
— Exclusive focus — Non-exclusive focus
— Job centered — SKkill and task focused
— Independent — Interdependent

— Low turnover — High turnover
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Why |s Retention | mportant?

Retaining
Y our

Hot Skills
Employees

Consistency of work, ability to meet goals
Quality of work and products

Business, customer, and work history
and context

Productivity and efficiency

Control of activities

Skill, knowledge and capability
Culture, value and pur pose constancy
Escalating turnover impact and costs
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How Can We Get There

Retaining . -

with High Turnover?
ot Skills

:mtpmyees e Rapid integration of new employees

Rapid competency development

Effective project management and tracking
Employeeswith multiple skill sets

Easy access to knowledge when needed
Clear goals, expectations, processes

Continual learning, feedback and knowledge
transfer

27



Opportunitiesfrom High
Retaining Turnover

Y our
Hot Skills
Employees

e Constantly challenging status quo
e Fresh perspectives
 |ntroduction of new thinking

e Conscioustransfer of learning

e |nnovation

e Disruption of complacency

e Greater awareness of key support
systems

28



~anind L OOKINQG at the Whole Picture

Y our
HOESKIS | Business|mpact
=mployees | Environment Postive Negative
- New thinking - Disruption of work
High . Shakesdatusquo |- Lossof higory
tur nover . Continual learning |- Cod
. Continuity . Complacency
High . Community - Wdl worn paths
retention . Condgtency - Skepticisam of new

What is YOUR picture?

29



Retaining
Y our

Hot Skills
Employees
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Create Your Retention
Profile

 Analyzeloss. turnover rate, skills
lost, reasons for loss

 Analyze gain: tenure profile, skills
you keep, reasons for staying,
acceptanceratio, job satisfaction
or engagement factors

e |dentify your retention risks
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* Strategic people s Key differentiators
practices

» Workforce = Critical supporting

strategy systems
development,

execution and
change

31



schedules
— 28% mentoring programs
— 8% paid sabbaticals
— 63% on-site ATM
— 32% convenience services

— 9% personal concierge
services

— 12% voluntary turnover
(high tech employees)

schedules

64% mentoring programs
29% paid sabbaticals

82% on-site ATM

77% convenience services

26% personal concierge
services

10% voluntary turnover
(mgr/prof employees)
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Reference: Hewitt Spring 2000 HOT Technologies Survey, People Practices of the 100 Best Companies to Work for in America 2000



work here?
» What arethe primary reasons that

I~

peoplejoin and remain in the
organization?

 Why do some employees contribute extra
effort and othersdo not?




Retining Engagement

Y our

e “A state of emotional and intdlectual

Hot Skills
Employees commitment to an organization”
« Engaged employeeswill be morelikely
to

—Stay with an organization despite
competitive offers

—EXpress a consistently positive viewpoint
about their company

—EXxert discretionary effort that contributes
to business results

34



Development and behaviors Total Compensation
Advancement l Pay/Financial recognition

| nteraction \ Bendfits

\ —
Quality of Life

Physical environment
Time/Work/Life —————»

el

Work Activities

I mpact
Challenge/Interest

\ Status/Pride

L eadership Relationships
Credibility Coworkers
Trust M anager s

Customers

Reference: Hewitt Associates LLC Engagement Model



Culture and Purpose 1.9

Total Compensation 0.7
- Work Activities 1.1
Relationships 0.5
L eadership 0.3
Quality of Work/Life 1.4
Opportunity 1.7

2.0
0.6
1.2
0.7

1.0
2.1

2.5

1.8
0.6
0.8
0.5
1.4

1.1
2.1

1.0
1.3
1.9
0.5
0.7

0.6
3.2

Engagement Rating 81

Source: Proprietary survey conducted by Hewitt Associates

/8

/3

/8
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6

e Createyour retention profile

* Determinethe “systems’ that will help
you manage well with high turnover

 Match thesewith your I'T and business

strategy
« Work in partnership with I'T

37



— Promotions, fast rise
— Sense of community
— Continuous learning
— High compensation

— Short tenure

— Remote, flex-hours
— Critical assignments
— Greater life balance




John H. Davis, Ph.D., CCP
Hewitt Associates
Suite 100
2201 West Royal Lane
Irving, Texas 75063
972-402-8700
www.hewitt.com



