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Due to the success of these teams, they are 

regularly headhunted and your attrition 

rate is too high. This means the knowledge 

base in your business has to repeatedly be  

replaced and your time is consumed with 

having to retrain new staff. The knock-on 

effect of this scenario is that your company 

hits periods of inconsistent performance. 

 

Does this sound familiar? If so, you are definitely not 

alone! Just like the world of professional sport, there is 

always a ‘bigger fish’ on the lookout for their next  

superstar hire. 

   

It takes a lot of time and effort to recruit the best  

employees, not to mention the costs that are associated 

with any recruitment campaigns. If you are then having 

to replace your hires in the short to mid-term, this cost 

is exponentially increased. Losing key team members 

stalls growth and keen lead to additional churn when 

other colleagues question their value to other  

employers. 

 

With the UK currently in the midst of a definite  

candidate driven market, this means the best talent is at 

a premium. So well done if you’ve been  

successful in recruiting them but if you are not keeping 

them, how can you shift that balance?  

BUT 

This guide will give you a real insight into 9 great ways to significantly improve 

the long term retention of your staff. 

‡ Introduction ‡ 

“You have hired effectively using a range of methods to ensure you have the best 

teams available for your organisation. These teams are quick to perform well and                   

are motivated to deliver going forward.” 



 

 

‡ Introduction ‡ 

Before starting to read this guide remember that Rome was not 

built in a day. Creating a team who are all pulling in the same 

direction is not straightforward and needs numerous building 

blocks to get to your end goal of a group who live and breathe 

your company.      

Credentials 

 13 years’ recruitment and retention experience on behalf of SME’s and         

corporate businesses throughout the UK  

 Working primarily with high-growth businesses who want to drive down long-

term recruitment costs through utilising best approach retention strategies 

 Experienced creating long-term talent pipelining strategies to consistently meet 

growth expectations for key customers 

 Working with best in-class candidates so can truly represent what these        

individuals look for in an employer 

James Bessant 
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james@parkstreetpeople.com 

www.parkstreetpeople.com              

Long-term business success 

comes from consistency; 

consistent processes and 

activity, consistently great 

attitudes and a consistent team 

who are retained by their 

employer by following 

consistently positive employee 

engagement and retention 

strategies.   
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‡ Ensure your recruitment experience is a positive one at every step ‡  

Tip 1 

Too often organisations recruit with a ‘here's why you should join us’ attitude. Instead, treat talent             

acquisition just as you would do customer acquisition. 

 Align everyone’s expectations before you start a recruitment process 

Most businesses will have multiple internal stakeholders involved in a hire.  

Everyone will often have different wants and needs (from skills to character). Get 

everyone involved in the process together before interviewing starts to agree on the 

core qualities everyone will assess on during the recruitment cycle. This will 

instantly save time for interviewers as unsuitable candidates are unsuccessful early   

in the process. For the successful candidate, they will feel the company is all pulling 

in the same direction which will inevitably leave them with a positive impression. 

 

 Know the type of individual you want to target, go find them, learn what they need 

and meet those needs 

You can achieve this by really taking the time to understand the candidates you  

engage with so that, throughout the hiring lifecycle, a mutual relationship of trust is 

created. 

 

 The first 3-6 months is the highest risk period for anyone joining a company.    

Don’t sell them the dream or be afraid to admit any shortcomings or areas for    

development within your organisation. 

This may sound counter-productive, however if you are honest, the candidate knows 

what to expect when they join you. That has to be better for everyone, rather than 

attracting candidates by selling them a vision, then they leave after a few months  

because the reality of the job is nowhere near as glamorous as the one they were 

sold! 

 Treat people with respect and professionalism throughout the recruitment process 

Frequent communication is essential particularly if you know your hiring cycle is 

lengthy otherwise candidates may lose interest in your role / employer brand. 

Golden rules of good practice interviewing include: 

 • Always ensure you are on-time to the meeting 

 • Give the candidate 100% of your attention; don’t be distracted 

 • Present your employer brand in a positive fashion to engage the interest 

  of the applicant 

 

 The interview journey also creates an expectation but this can also fall short by a 

poor onboarding experience 

What is the candidate journey like from job offer to start date? If there is no contact 

between all parties, are they going to be genuinely excited on day 1? The more 

effort you put into make the person ‘part of the team’, the more they will want to hit 

the ground running once they are in the door. 

 

Steps to Success 

1. Align all stakeholders expectations before you recruit 

2. Assess how you sell the role in the interview; be honest! 

3. Improve your onboarding journey 



 

 

‡ Promote your company as a great place to work ‡  

Tip 2 

Despite the reported talent shortage within many sectors, dynamic companies can still recruit the best talent 

from larger competitors. Many people aspire to work with high-growth organisations over more established 

companies but you need to consistently show your business as ‘the place to work’. 

 Focus on positively promoting your mission and culture; both offline and online 

Much of the workforce are increasingly more concerned with these than with the  

traditional factors (salary, benefits etc.) when joining a new company. You should 

always be able to inspire others to want to follow the same principles you, your 

team and the rest of the business follow. Social media (LinkedIn, Twitter,  

Facebook) is tremendous for giving an insight into your company culture. 

 

 Always be open to speaking with future employees 

Think of hiring talent like your sales pipeline; if you do not keep topping them up, 

you are going to eventually run out of leads. Engaging with talent in your market 

when they are not looking for work puts your company in their mind. Consistently 

liaising with them, will become one of the first companies they want to speak to 

Steps to Success 

1. Invest in your employer brand and relentlessly promote it 

2. ABI; always be interviewing! 

3. Having a positive Glassdoor rating is key for successful  

      promotion of your employer brand 

when they do start looking for work. An engaged prospective candidate is one who 

will instantly be more motivated to join and then stay with your business as they 

know they are valued. 

 

 Be aware of the power of Glassdoor 

Your employees are seen to give the most accurate reflection of the whole company   

and with tools like Glassdoor, they can almost make or break your ability to hire 

and retain the best talent in the market. Be aware of what your employees are saying 

taking onboard both positive and negative comments. Most importantly, promote 

positive steps to change the opinions of the people who leave those comments. 

https://www.glassdoor.co.uk/index.htm


 

 

‡ Offer regular and long-term career development options ‡  

Tip 3 

If a limited budget is a factor in your recruitment, consider developing a brand with a reputation for helping 

employees build a long-term career. 

There is only so far an employer can go with retaining great employees by offering them higher salary levels. This is actually good news 

because the majority of today's employees are not just focused solely on earnings. Ongoing mentoring, personal training and  

development and future career development all feature highly for millennials when considering the right employer to work for long-term. 

 Build on this desire and create a reputation that your company offers good 

career progression opportunities, not just a role which will be a stepping 

stone onto more senior level ones with competitors. 

 Offer on-going training (internal and external) as well as personal coaching 

and mentoring to show employees that they will be valued and have  

 opportunities to develop their skills with you. 

 Create a framework where your team are able to consistently learn from 

their peers. Learning from the most successful team members is an         

excellent way to reproduce successful practices. And a real motivator. This   

development  framework offers development scope for the senior team 

members which helps aid their retention as well. 

• Before joining your company, candidate's will ask themselves, “how 

 will this role help my career in the mid to long term? Recognise this, 

 demonstrate clearly what progression opportunities you offer and 

 then commit to creating a PDP (personal development plan) with 

 each of your team so they are consistently striving to reach goals to 

 improve their career. 

Steps to Success 

1. Create a reputation for positive progression and training 

2. Foster a team who want to mentor and guide 

3. Implement PDP’s with the involvement of the employee 



 

 

‡ Adapt your management style to each individual in the team ‡  

Tip 4 

 Prioritise managing people as individuals 

It is incredibly important for those with line management responsibility to manage 

each individual as exactly that; an individual with their own likes, dislikes and      

motivators when it comes to the boss/employee. Learn what pushes each person’s 

buttons and it will help immensely with maximising retention levels. 

  PPA’s can provide great insight 

The more that managers understand the different personality types within their 

teams, including what motivates and drives them to be successful, the easier it     

becomes to individually engage, inspire and retain each individual. 

  Different generations in your team needs a well rounded approach 

Managing a variety of personalities can be even more challenging if your team is a 

mix of Millennials, Gen X and Baby Boomers, as the different generations have 

very different work-related expectations. Having varied ages and experience within 

your organisation can aid retention tremendously so learning to work with a mixed 

group of individuals definitely has advantages. 

 

 

 

 

 

 

 

 Adopt an open management style to help succession planning 

The more aware you are of how your staff are feeling in their current job, the easier 

it is to build an effective long-term team. Nothing impacts a team more when you 

have an unexpected resignation and this can often have a domino effect. Limit this 

by having open and clear dialogue with your staff; if they have awareness of what is 

happening (in their team/business), they are far more likely to be open with you   

going forward. 

 

 A happy employee is a productive employee 

By adapting a flexible approach, each individual is likely to be happier overall. If 

they are happier in their relationship with their manager, they are more likely to be 

more positive. If someone is more positive in their daily tasks, they are far more 

likely to be productive; particularly when challenges arise. If they have the backup 

of a supportive manager who will help them when the chips are down, they are far 

more likely to go the extra mile on a daily basis. 

Steps to Success 

1. Always manage individuals, not just the team 

2. Get higher productivity by knowing people’s drivers 

3. Create a positive environment to maximise productivity 

Research has shown that people tend to quit their bosses, not their companies. It is also well documented 

that not all people relate or react well to a one-size-fits all management style. 



 

 

‡ Widen your recruitment horizons ‡  

Tip 5 

Hiring processes which are not thorough enough and do not give adequate consideration to cultural and 

character qualities are another huge reason for staff churn. 

 Focus on character just as much as skills 

Recruiting decisions are all too often heavily weighted on skills over personality.  

Remember a person can learn skills in a short space of time with the right  

guidance (and this can be a huge positive benefit for someone joining a business). 

However, it is nearly impossible to change an individual’s personality. 

 
 Always consider who you have in your team when hiring 

 Conflict and churn can often stem from disharmony among team members  

 whose personalities just don’t fit.  

 

 

 

 

  Involve your team (where possible) in the hiring process 

By involving team members in the hiring process, (which could be something as 

informal as having a short team ‘meet and greet’ through to a drinks/meal  

together) you can go a long way to ensuring the team fit will be a positive one. 

Their initial feedback on a potential hire can avoid costly mistakes down the line. 

 

 Be flexible with the profile of the people you consider hiring 

 Don't overlook people who have taken time away from the workforce, whether to 

raise a family, retrain, focus on entrepreneurship or those who are at the latter end 

of their career: 

 

 1.  These individuals are likely to be more open to new opportunities, can  

  usually offer wider commercial acumen and a diverse skill set too. 
 

 2. If they are at a later stage in their career, they may also be ideal as a coach  

  and mentor – ideal if you want to create a culture of developing careers from 

  within. 
 

 3. Someone who is more experienced is also less likely to prioritise career  

  development first. Having a team with a mixture of expectations can create a  

  happy mix for strong retention and performance. 

Steps to Success 

1. Getting the right character fit is critical for stability 

2. Involve team members when interviewing if possible 

3. Flexible hiring opens doors to people who add real value 



 

 

‡ Commit to regular two-way feedback in addition to yearly appraisals ‡  

Tip 6 

We now work in a world in which transparency and open feedback are expected, the rise of social media 

has ensured that. For example, more than 80% of millennials expect to be able to give their bosses a  

performance appraisal!  

• Have an open door policy 

Do you have a process in place for regular informal as well as formal two-way 

feedback? If not, it is time to introduce one to ensure you can keep your finger 

on the pulse of how your staff are feeling throughout the year. This can allow you 

react far quicker before issues arise with your top performers. 

 

• Consistent communication prevents issues becoming common for new starters 

Don’t wait until their exit interview to find out why things didn’t go to plan with 

their expectations of the role! Make sure you have an agreed structure with new 

starters to discuss their performance and give them an avenue to talk through the 

role and company during these conversations. 

 

 

 
Steps to Success 

1. Always be prepared to consistently talk to your team 

2. Consider giving a pay increase to someone early 

3. Tell people ‘well done’ when they definitely deserve it 

 Early pay rises can really pay dividends 

Have you given someone a pay rise on 

the spot because they deserve it, rather 

than waiting until their annual review? 

Most people want to stay with their      

employers, but in today’s market you 

want to make that an easy choice for 

them. If they have delivered way and 

above what is expected then some       

incentive or reward, while not expected, 

can be a driver in retention. If the team 

are aware their results can have such     

positive outcomes, this can also drive  

productivity.  

 

 How often do you tell someone ‘well done’? 

The power of praise and recognition is hugely important to keeping a motivated 

team retained on a long-term basis. If someone feels valued and this is shown 

clearly to them, that person is always going to feel more committed to their  

employer. Learn not to overdo this as the meaning can get lost from your positive 

words. Also always be consistent with your praise—nothing frustrates someone 

more if they do not receive praise whereas others do. 



 

 

‡ Financial reward is still important ‡  

Tip 7 

The economic landscape has changed considerably in recent years with people wanting more financial  

stability these days, so companies are starting to offer higher basic salaries to entice the best talent.   

 Consistently benchmark against your competition 

You should know well in-advance of your team if they are underpaid. Money will 

always be a primary driver for many, so you need to continually manage their   

expectations if budget is not available to increase this. 

 

 Know that anniversaries are key times  

For most employees, a work anniversary is a time to reassess where they are in 

their career and their current value. The three peak periods when people  

consider other options are after 18, 24 and 36 months. LinkedIn create  

anniversary milestone messages which can have a negative impact on retention: 
 

 1. They give visibility to other potential employers of when your staff could be  

 more receptive to an approach. 

 

 2. An employee’s job results become more prominent and could increase the 

 likelihood of  them moving from passive to active through an approach 

 

 3. People will always be reflective around milestones; for some individuals     

 their work anniversary is quickly forgotten so this consistent reminder ensures  

  no-one ever forgets 
 

 Ensure deliverables are not varied without fair and reasonable notice 

One of the biggest annoyances for many is moving goal posts for projects;  

learning that although they have delivered on an agreed task, it won’t now be  

implemented or is put on hold can be one of the biggest ways to demotivate staff 

as they know their performance impacts their overall salary level.  

Regularly communicate updates and changes to all those that changes have an 

impact on so your teams can adjust well in advance. 

 

 Don’t be an ostrich; handle demotivated team members quickly 

Having a team who push to achieve goals, want to win awards and consistently 

want to improve the customer journey is vital to your success. It only takes one 

person to derail the progress a team is making once they start heading in the 

wrong direction. When someone becomes more demotivated, this leads to more 

conversations about money amongst the group which in-turn leads to churn.  

Steps to Success 

1. Benchmark salaries and then manage expectations 

2. Ensure targets are achievable and consistent 

3. Proactively deal with demotivated team members  

before they affect others 



 

 

‡ Appeal to their lifestyle ‡  

Tip 8 

Since the last economic downturn, many people’s workloads have become even more demanding. However 

research shows the majority of millennials are more focused on having a realistic work-life balance. 

With this imbalance of expectations (employers potentially wanting 

more hours and the employee wanting less), how do you combat 

this to ensure retention is achieved and business goals are met? 

 Create a culture of hard work 

Look to encourage a culture where your staff work hard during official company 

working hours, but there is no expectation if they meet all milestones for them to 

work outside of these hours all the time. 

 

 Allow them to recharge their batteries 

Recognise when someone needs to take a break; whether it is during the day or for 

a longer period of time, it is not possible to work optimally if you are running on 

empty. This applies also to when someone is unwell. 

 Start early, finish late but not both 

If you need your team to work extra hours, give them the option to either start 

early or finish late; never both. When your team has input, they are far less likely 

to feel unhappy about your expectations. 

 

 Set expectations early 

Set expectations on delivery and hours required to achieve the required results 

clearly during the interview process so your new staff can fully appreciate the team   

culture they are joining. 

 

 Use cloud based solutions to promote flexible working  

  With SAAS technology allowing flexibility to work practically anywhere in the 

world, it is crucial to have the trust of your team to allow them to work flexibly 

when required. Allowing someone to work from home when they are not well is a 

great way to reduce absence and the resulting reduction in productivity. 

 

Steps to Success 

1. Create a culture of focused work so they can leave on-time 

2. Include your team when setting expectations  

3. If you can’t trust someone to work from home, don’t hire them 



 

 

‡ Know why employees leave your team ‡  

Tip 9 

In a perfect world, no-one will leave your team. In reality, you will experience staff churn; make sure you 

always learn from why people leave so you can constantly improve going forward 

 Exit interviews are essential 

 Conducting exit interviews is critical as they allow you to understand why an      

employee is leaving the company. 

  

• Ensure exit interviews follow a consistent structured process 

As with any process, if you are consistent with the approach you take, you will  

inevitably get better results. Create a framework of questions which you will ask 

during an exit interview and stick religiously to them. 

 

• Know who the person is going to work for 

Many employment contracts include non-compete clauses and restrictive  

covenants. It is not unusual for competitors to directly head hunt high performers 

across a wide range of job disciplines, so it is absolutely essential to identify who 

they have an offer from when they tender their resignation. 

 

• Work with your colleagues and peers 

HR, legal and senior management should all be involved with exit meetings 

(where necessary or if formal processes state they are involved). These parties can 

enforce contractual clauses, agree garden leave periods and negotiate  

counter-offers. Make sure everyone is involved to get the right end outcome. 

 

 Different parties will get different answers 

When someone resigns, you will probably already have a general idea why the 

person has come to this decision. If there have been issues in your working  

relationship, it makes more sense to get an alternative person to undertake the exit 

interview, as the employee is less likely to be transparent where the isn’t a  

relationship of implicit trust. 

 

 Timing is important 

Asking your key employee a barrage of questions immediately after they have 

gone through the difficult process of tendering their resignation is unlikely to be an 

avenue to get full disclosure. Agree a time which works for all parties and then 

ensure everyone attends. 

 

  Use the information to improve in the future 

Exit interviews should be enlightening when managed properly. Most importantly, 

anything you take from the meeting should lead to actionable change to ensure 

these issues are prevented from happening again. 

Steps to Success 

1. Exit interviews are essential; don’t forget them 

2. Use different people to gather actionable intelligence 

3. Make sure change occurs to prevent future issues 



 

 

‡ Conclusion ‡ 

High calibre talent is never available for long when they do look for new opportunities (if they ever have to 

look at all). You may well need to introduce a more creative element to your recruitment and retention 

strategies to ensure you not only secure the top talent but can then incentivise them to stay too.   

2 

1 
Focus on each of the following to ensure you are creating an optimum strategy for long-term staff retention: 

3 

Before they join 

 □ Create a positive recruitment journey 

 □ Continually promote your employer brand 

 □ Be open when considering new people for your IT sales team 

 

 

When they are part of your team 

   □    Focus on the long-term and their personal development 

 □    Where possible, take a flexible approach beyond your core hours 

 □    Treat everyone as individuals and with total professionalism 

 □    Communicate effectively and take feedback consistently 

 □    Realistic and achievable financial reward is still key 

 

 

When they leave 

 □ Take a structured approach to exit interviews 

 □ Implement change consistently 



 

 

‡ What Next? ‡ 

Park Street People Ltd is a leading provider of commercial recruitment solutions (permanent, temporary and contract) covering the 

Thames Valley, London, throughout the UK and Europe. With a proven track record in business since 1988, we are a results driven     

organisation who prioritise long-term relationship development with candidates and clients to ensure people will always want to work with 

us in the future. 

 

We offer a no-obligation ‘employee retention strategy assessment’.  

This is a frank and honest 30 minute conversation which Park Street People  

offer for free to any companies who are concerned by the turnover of staff they experience.   

 

Call us today on +44 (0)1753 830 706 and speak to James Bessant  

Follow us on: 

https://www.parkstreetpeople.com/consultants/james-bessant
https://twitter.com/PSPeople
https://www.linkedin.com/company/park-street-people
https://www.facebook.com/parkstreetpeople/
https://www.youtube.com/channel/UCxchFNWsyzQ-nVPauC-QUvg

