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Things to Change
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Aspirational Culture
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What is a Great Workplace?
Employee Perspective

Any workplace can be measured through five dimensions: credibility, respect and fairness (which are
attributes of trust), as well as pride and camaraderie.

two-way communication
competence
integrity

equity i support
impartiality | fairness respect | collaboration

justice ) . caring
relationship

with
management

_ relationship Emplovee relationshi
Intimacy ooo with other POy g @ ’ personal job

- i to your job
hospitality employees team
community ~5maraderie pride organization



Manager View

achieve organizational
objectives

thanking
show appreciation regularly
and in unexpected ways

caring .
offer distinctive benefits c

that respond to people’s needs;show concern in times of
crisis

sharing

share rewards of mutual
efforts equitably with all who
helped produce those results

and with communities ‘ \’

work together as a
team/family

listening

be accessible so people
can ask questions, make
suggestions and
express concerns

© ©

inspiring
help people see how they contribute
to an organization’s higher purpose

hiring

hire people with gifts/talents who fit into
the culture to contribute to the
organization’s growth

0 celebrating

celebrate organizational and work group
successes in distinctive and unusual
ways

developing
help people nurture their gifts to grow
professionally and personally

give their
personal best
speaking
provide information honestly
and transparently so people
can contribute creatively to
the organization’s efforts



How Do We Measure Trust?

MANAGEMENT VISION EMPLOYEE EXPERIENCE
Culture Audit® Trust Index® Survey

Behaviours

Great Place to Work® Model©

Credibility -

Your ‘Investment’
in culture yields a

‘Return’ through .
the employee - - WORKPLACE

experience. n CULTURE,
: POLICIES, &

PRACTICES




Benchmarking helps to identify the real priorities

Difference vs. Irish Sector

Perceived issues % Favourable Actual issues Norm
Customer Focus 80 Diversity
Diversity 78 Values & Ethics
Strategy & Direction 76 Engagement 6
75 6
Teamwork Comms & Involvement -
Engagement 75 Corp Social Resp.

Working Environment
Values & Ethics

Work Processes
Senior Leadership
Innovation & Cont. Imp.
Career & Development
Corp Social Resp.
Recognition

Comms & Involvement
Wellbeing

Reward

49

61

61

60

58

58

55

74

Strategy & Direction
Wellbeing

Work Processes
Working Environment
Reward

Career & Development
Innovation & Cont. Imp.

Customer Focus

Senior Leadership
Recognition

Teamwork

12



What drives wellbeing?

3rd driver Work Environment & Processes

Recognition (i.e. being recognised & appreciated by

4% driver . S
sl line manager & the organisation)

Wellbeing:
* is more affected than engagement by local issues
* has a strong relationship to intention to stay with/or leave the organisation

Source: Great Place To Work UK. Analysis of 2014 data



GREAT

JWNel=
The Best Workplaces achieve high levels of wellbeing via TO

WORK"®
three elements of the employee ‘deal’

Wellness
benefits &
programmes




Wellbeing:
difference between Top 10 large & medium and the average
Irish workplace
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60 80 100
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Trust Index© 84
68

| am able to take time off from work when | think it's
necessary

This is a psychologically and emotionally healthy place
to work

People are encouraged to balance their work life and
their personal life.

56

®m Top 10 medium workplaces = Top 10 large m unlisted workplaces



Work Environment & Processes: difference

between Top 10 large & medium and the average Irish
workplace
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Trust Index© - 84
68

95

Our facilities contribute to a good working environment 90 -
70
94

| am given the resources and equipment to do my job 87
71

Management does a good job of assigning and 79 88
coordinating people 56

®m Top 10 medium workplaces ®= Top 10 large = unlisted workplaces



The Best Workplaces
Create an environment 5
where people can do
their best work




18

In high performance cultures, managers
use ordinary everyday interactions as
opportunities to build trust

Transactional Transformational

Commodity Discretionary
‘Gift-like’

e e e = === === D=== = =-I-
- -
Goal is individual advantage Goal is mutual growth
Low risk High-risk, vulnerability
Limited information Transparency of motive
Transaction completes obligations Open-ended relationship
Same for all Highly personalized
Currency is money Currency is trust
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Examples of Transactional Manager

Behaviours

Micromanagement is common in low-trust ‘command & control’ cultures

What Micromanagers Really Mean When They Try To Explain Their Behaviour

WHAT CHRONIC MICROMANAGERS SAY
It will save me time if | just do it myself.

WHAT THEY REALLY MEAN

I don’t believe it’s worth my time to let them try,
because they won’t get it right anyway.

Too much is at stake to allow this to go wrong.

It’s my credibility on the line if we don’t get it
done on time.

I don’t trust them to do their jobs according
to my standards.

The work won’t get done unless | constantly
prod them.

When | am not involved, they mess up.

My boss wants me to be heavily involved
in my team’s work.

FROM

The one time | yielded some control, there was a
mistake and I’'m not willing to take that risk again.

If | don’t stay involved, how else
will | prove my worth?

© HBER.ORG



Sustained workforce engagement:
A compelling case for the importance of wellbel

A low wellbeing environment — A high trust environment
characterised by low levels of trust supports and sustains
— means that even the most engagement by ensuring that

engaged employees will burn-out

people’s wellbeing remains high

Unhealthy Engagement Sustainable Engageme

Engagement
(I-.Iigh. chronic. Di - Comfortable/ Unproductive/
Organisational ronic Lisengagemen Complacent
Risk)
Low _ _
ow Wellbeing High

(High Individual Risk)
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Biggest Losers / Made of More
Financial

Nutritional

Mental /

Fitness / Health

Sleep

On Site

Energy

Branding







