
               
               
               
               
               
               
              

Stay Interviews 
Avoid Exit Interviews by taking the time to 
conduct “Stay Interviews.” Most leaders ask 
the question, "What can I do to keep you," only 
when a talented employee has given notice, 
like at the exit interview. Typically, that is too 
late. But have you ever wondered why we ask 
questions in those exit interviews, but neglect 
to ask the same questions early enough to 
really make a difference? Well, over two 
decades ago the term "stay interview" came 
about to describe the type of conversation that 
leaders must have with the people they cannot 
afford to lose.  
When asking many people "What might entice 
them away," nearly all responded they would 
leave if their next assignment in the company 
was less engaging or meaningful than the one, 
they had now.  
With that said, our task is clear: learn what 
each person meant by "engaging" or 
"meaningful," and then help them find the ideal 
next position inside their organization. When I 
suggest asking employees why they stay or 
what would keep them, managers often say to 
us, "you've got to be kidding. What if they give 
me an answer that I don't want to hear?" 
Managers dance around this topic and usually 
for one of three reasons.  
One, some managers fear putting people on 
the spot or putting ideas in their heads.  
Number two, some managers are afraid they 
won't be able to do anything with the answer, 
so why ask. And they fear that the question will 
raise more dust that they can settle and may 
cause employees to expect answers and 
solutions that are out of the manager's hands. 
Three, some managers say they don't have the 
time to have these critical one-on-one 
discussions with their talented people. There's 
now an urgency to produce, leaving little time 
to listen, let alone ask. Asking these questions 

with your employees has positive side effects. 
The person you ask will feel cared about and 
valued and important.  
Many times, just asking the question leads to 
stronger loyalty and commitment to you and 
the organization. If you don't have time for 
these discussions with the people who 
contribute to your success, where will you find 
the time to interview, select, orient and train 
their replacements?  

Engage Your Employee  
Employee engagement is very important to me, 
and it stems from my involvement at the 
Honeywell company on lean principles, lean 
plus, lean Six Sigma, doing more with less, 
eliminating waste, and really involving the 
people who are closest to the work in making 
decisions about how to do the work.  
So, if you think about that on a factory floor it’s 
almost intuitive, but if you broaden that across 
the organization, you let people have a voice—
they may not make all the decisions, but they 
can certainly help you as a leader, inform your 
decisions. They have always delighted me, 
surprised me, come up with things I’d have 
never thought about. Understanding what their 
cares are, what their concerns are, certainly 
the further you get from the day-to-day work, 
the harder it is to remember what’s important, 
so let them make decisions as much as you 
can and push those decisions as low in the 
organization as possible. 

Increasing Engagement in Your 
Organization  
Successful employee engagement has hard 
metrics associated with it. For instance, the 
Gallup Employee Engagement Index says that 
fully engaged employees are up to 43% more 
productive towards revenue generation. So 
how can you help, as a leader, increase 
engagement in your organization? 
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There are three tips that we suggest you 
employ.  
First, remind people how they fit in. How does 
what they do affect the whole? How does what 
they do make a difference? Give them specific 
examples. 
Next, tell people why. Communicate with them. 
Be as transparent as possible with as much as 
you can without, of course, divulging 
confidential information. 
Finally, create opportunities for community. 
Allow people to get together. If you have the 
budget, do it in person. For instance, coffee 
and dessert socials, brown bag luncheons with 
a speaker are examples of what you could do. 
If your team is not geographically co-located, 
or there is a funding issue, create projects that 
allow people to communicate, build 
relationships, and win together. 
We believe if you take the time to consider the 
benefits of engagement and introduce tactics 
that are relevant to your organization and 
culture, both your company and its people will 
benefit. 

Promoting Civility in the 
Workplace 
Many business owners say their workplaces 
are civil, but we are finding that less than true 
in many cases.  Establishing a civil workplace 
takes more than handing out a handbook that 
has an employee code of conduct included in 
it. Establishing a culture where civil behavior is 
an expectation requires us to be intentional 
about it at all levels of an organization.  
Why should business owners focus on civility? 
Because it is the right thing to do; it establishes 
a safe and empathetic environment where 
individuals can contribute their best ideas and 
know they will be heard and valued.  As we all 
know, civility is more than making others feel 
comfortable, it’s about creating a dynamic, 
diverse, and productive workplace where 
everyone can thrive. 
According to Johnny C. Taylor, Jr., SHRM 
President & CEO “Fostering civility in the 

workplace is not just about politeness—it’s a 
strategic business imperative.” “Companies 
that prioritize civility are more likely to attract 
and retain top talent, foster innovation, and 
achieve long-term success. In doing so, they 
protect their employees and their reputation for 
the customers, patients, or clients they serve.” 
According to the research conducted by 
SHRM, there are six steps companies can take 
to promote civility in their workplaces. 

1. Establish a civility baseline 
2. Continuously facilitate civil 

conversations 
3. Establish a safe and empathetic 

environment 
4. Lead by example 
5. Continuously educate and develop your 

employees 
6. Recognize and reward civility 

Promoting civility in the workplace requires a 
multifaceted approach that encompasses 
structured conversations, empathetic 
environments, leadership by example, 
continuous education, and recognition. By 
committing to these initiatives, businesses can 
create a harmonious and productive workplace 
where every employee feels valued and 
respected. 
Contact HR Strategies at 302.376.8595 or 
info@hrstrategies.org if you would like support or 
would like to learn more about the items in this 
newsletter. Please contact us if you would like to 
be removed from our Monthly Strategies mailing 
list or if you would like for us to add someone to 
our mailing list.    
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