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Competencies: Presentation Skills, Managing up, Integrity, Professionalism
Focus areas: Conducting an effective presentation, your personal brand, social media presence, executive presence, meeting management, networking



Manager Discussion

What's on your mind?¢
Staff temperature check®e
Coaching with Ellen
March Promotions

Engagement Results
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Michael 
10:02 – 10:07 – Michael open, on your mind/staff’s mind
Coaching with Ellen- Mic
March Promotions – Avery
Engagement – Michael 




Check-in Polls

p
°°°‘E A i
1) How is your staff doing? '

Feeling Good Pretty Good Doing OK

-n 5 g

Could be better Really Struggling | need support

2) How are you doing?
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10:07

Michael running zoom poll


* Finding Talent
 What do staff value?
 Why do staff staye

« Onboarding

« Retention, career paths and engagement


Presenter
Presentation Notes
10:08 – Avery 
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Finding Talent

* Intake Meeting

« Job Descriptions

» Checklists (hiring/onboarding)
 Toolkit

e Search Firms

« Advertfising
« DEIB
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10:09 Avery


Finding Talent

Partnership with STM

Informational Interviews, direct (pro-active outreach)
Communication (work with Amy/Avery)

« Conferences

* Referrals o > o

» Networking 0w Do g
* YOour own branding/reputation NS ., T i
* Think about current and future needs 9 L
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Do a lead into group exercise.  Also, STM will facilitate a presentation on interview skills.
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Cost of a Bad Hire

 What is the impact of hiring for

the sake of hiring? %
« According to SHRM, losing OF A BAD HIRE

On employee COSTS 90% TO The cost of a bad hire extends well beyond the person’s salary, including:
200% of their salary, benefits,
and expenses.

THE TRUE COST

Recruitment advertising
costs and fees (and cost onboarding costs
for hiring again)

- But what about reputational e
cost? Loss of productivity? e (U o A o

Training costs?
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Why you work with STM.  If you are excited for a hire, or your gut is telling you something is off.


Breakout Room Exercise

Work together to create @
list of the top 5 things you
believe staff value at work.
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10:13 – 10:23 , Avery
Breakout (6 min) 4 people per room
Debrief (4 min) 
Ask participants to share out also in chat.



What Staff Value at Work

« Financial Stability

« Equitable Compensation
 Flexibility of working hours
« Appreciation

« Diversity & Inclusion

o Trust

 Development

« Wellness

« Autonomy

« Connection

« Rewards

« Empowerment

Mentoring

Ability to do your best work
Fairness

Respect

Challenges

Career opportunities

Being heard

Security

Clear goals and expectations
Growth

Responsibilities

Sources: Mercer & Gallup
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This is the list, perhaps the focus of our talk; how can we use this to get interactive?  How do we tie it to the continuum of Talent Mangement form onboarding to succession planning? From Catherine’s page, here is the study:
A well structured and compelling study titled, ‘The relationship between pay and job satisfaction: A meta-analysis of the literature by Timothy Judge et al., published in the Journal of Vocational Behavior by Elsevier  indicates that other things are more valued by employees. The authors painstakingly reviewed 120 years of research to synthesize the findings from 92 quantitative studies. The combined data-set included over 15,000 individuals and 115 correlation coefficients. The results indicate that the association between salary and job satisfaction is indeed very weak. The reported correlation (r = .14) indicates that there is less than 2% overlap between pay and job satisfaction levels.


What DAR Staff Value at Work

« Financial Stability

« Equitable Compensation
 Flexibility of working hours
« Appreciation

* Diversity & Inclusion

* Trust

 Development

« Wellness

« Autonomy

« Connection

 Rewards

« Empowerment

Mentoring

« Ability to do your best work

Fairness

Respect

Challenges

Career opportunities

Being heard

Security

Clear goals and expectations
Growth

Responsibilities

Sources: Mercer & Gallup
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This is the list, perhaps the focus of our talk; how can we use this to get interactive?  How do we tie it to the continuum of Talent Mangement form onboarding to succession planning? From Catherine’s page, here is the study:
A well structured and compelling study titled, ‘The relationship between pay and job satisfaction: A meta-analysis of the literature by Timothy Judge et al., published in the Journal of Vocational Behavior by Elsevier  indicates that other things are more valued by employees. The authors painstakingly reviewed 120 years of research to synthesize the findings from 92 quantitative studies. The combined data-set included over 15,000 individuals and 115 correlation coefficients. The results indicate that the association between salary and job satisfaction is indeed very weak. The reported correlation (r = .14) indicates that there is less than 2% overlap between pay and job satisfaction levels.


It's About Leadership

Leaders play an important role in recruiting, developing and
retaining the best and the brightest.

» Leadership Development

« Management Training

« Coaching

* Mentoring

« Career Paths

 Internships

 Diversitying the field

« Attracting new talent to the field
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Managers- you own this piece.  STM is here to partner with you and coach




Retention for Staff

« Onboarding
« Competitive compensation

« Recognition and incentive programs

» A seat at the table (impact on decisions)

e An excellent boss

e Executive coaches/mentors

 Flexible work schedules that support work/life balance
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We discussed values, here are our practices
Love ‘em or Lose ‘em 
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More Retention for Staft

« Collegiality, fun, supportive and healthy culture
« Resources and tools needed to do their job

» Professional Development/Internal Mobllity

» Clear goals and rewards
« Community building/fime to perform volunteer work
* Virfual/remote work options or work from home

« Stay interviews
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We discussed values, here are our practices
ADD – FUN Photo of  DAR


Managers and Leaders

“Would | rather be feared or lovede Um, easy, both. | want

people to fear how much they love me.”
- Michael Scoftt, Dunder Mifflin

* Bad Managers = High Turnover
 Many resources available

* Not everyone should be a manager

« Everyone can be a leader
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Engagement is Retention
* Assess Engagement

« Determine how best to
support engagement

« Career Pathing
 Diversity the field

o Attract new talent

RECOGNITION (| ARITY
\v / AUTONOMY

WORKLOAD
EMPLOYEE il

ENGAGEMENT

FARNESs P N SRy
GROWTH  RELATIONSHIP  §

/
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Find a quote about the difference between Leadership vs. Management

Leadership is about getting people to understand and believe in your vision and to work with you to achieve your goals while managing is more about administering and making sure the day-to-day things are happening as they should.

Management: Planning, budgeting, Organizing, Staffing, Problem Solving, Measuring, Doing What we Know How to Do, producing, Dependable Reliable Results

Leadership: Establishing Direction, Aligning People, Motivation, Inspiring, Mobilizing People to Achieve Astonishing Results, Propelling us into the Future


Partner with Strategic Talent Management

Find, hire, train, grow, retain and plan to develop the best
quality staff there is.

« Talent Acquisition Performance Management
« Manage relationships with » Career Pathing
external search firms Succession Planning
 Onboarding (& Off Reward & Recognition
boarding) Coaching
« Learning Development
» Professional Development
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PGC to add team picture/org chart


BRIANNA MEDAS
Sr. Project Associate,
Talent & Operations

*  Talent Operations
* Talent Acquisition
*  Marketing

. Project Management

AVERY WALKER

Senior Director Strategic Talent
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* Talent Acquisition
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* Budget
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* Travel Expenses

* Space

TERRY PAN
Finance & Operations
Associate
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Sr. Director
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Advancement Resources & Strategic Talent Management
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Professional Development
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Staff Communications/Staff Hub .

4
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%. %),
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% O @
7
( °
» Staff Events
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President
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Space/Facilities Belonging
Senior Leadership * Staff Liaison
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Training & Development
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Onboarding &
Offboarding

Professional
Development

Staff Events
STM Data/Org Charts

Consultants

w
FRAWLEY
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GIL-CASARES
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PGC to add org chart.  How we partner with central HR and why managers work directly with STM.


Onboarding

* First Impressions

* Infroductions

* The beauty is in the details

* First three months are cruciall

« Check in, check in, check inl!
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First steps are critical.  Michael is the onboarding guru.  


Breakout Room Exercise

1. What did you appreciate
IN DAR onboarding?

2. What else would you have
found helpful as a new
employeee
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We found our talent…

10:35 – 10:45 - Michael
Breakout (6 min.) groups of 4 new rooms
Debrief (4 min.)
Ask participants to shout out a few examples on their lists.



BOSTON

B U :::lem; UNIVERSITY
FOR MANAGERS

DART

Onboarding

Hiring Manager Tasks ST™M
BOSTON Contact
UNIVERSITY 0 Make note of their birthday and start date on outiook calendar
_ QO Take employee on office tour
. . . O Ensure they know the bathroom, mailroom, serveries, and
DAR Hiring Manager Onboarding Checklist kitchen locations
Employee: Their First Week
Supervisor: 0O send out welcome email for new employee (approval from your AVP
and SLT member) > Amy or
Staff Ambassador (Buddy): O Gather professional bio from new staff member Wendy
Hiring Manager Tasks ST™M O Make note of a few fun facts
- Contact 0 send to STM team for review
Before The'_" Start Datg S Filchael QO Meet with new hire about the fundamentals
O Emailcall new hire to welcome them O Cover expectations of their role and review job description
0 Letthem know about dress code, parking, ?"d workihours 0 Discuss communication expectations in and out of office
3] w;%’k"; them of what tasks they can expect in the coming 0 Discuss need for business cards and stationery
Q Notify key staff and your team of new hire’s acceptance U Share/delegate team Outlook calendars
O} o Wil STA 8 SBaT a5 > Michael QO Ensure they have an introduction to your team files and folders
y < - QO Talk about department culture, dress code, communication, and > Michael
QO Identify and contact new hire's staff ambassador (similar level and ) ; =
SiTRor fole) > Michael overtime policies
O Work with Talent Management to create onboarding schedule % Wichaet E2 signaamallwin fask
O Decide who they should meet with at DAR/BU First 90 Days
O Decide what onboarding trainings are necessary QO 30 Day Check In (between manager & staff member) > Avery
O work with Talent Management to decide on employee needs > Wendy O Identify any additional training that is required
0 Discuss need for P-Card/Travel Card O Discuss goals and progress
1 Discuss need for work cell 0 share BU performance review process/timeline
;J Dlscus_s IT_ needs _specmc to role ) O Give positive and constructive feedback
Q ::)ecnde what distribution lists new staff should be on and inform STM | _ . O If needed meet with STM team regarding performance
eam Q Introduce new hire at Hail and Farewell > Wendy
O Fill out checklist and provide to Michael
QO Ensure that space is agreed upon with STM team > Wendy Their First 6 Months
O You are responsible to clear out any current clutter QO 6 Month Check-in (between manager & staff member) > Avery
0 After clearing space, let STM team know to submit cleaning 0 Discuss goals and progress
FSR 0 Review performance
Day One O Give positive and constructive feedback
QO Lunch with new hire after their central HR onboarding > Michael 0 Remind them of BU performance review process/timeline
O Introduce new hire to their team O Ensure they are receiving the support they need
O Exchange personal contact information with employee O if needed meet with STM team regarding performance
0 Get emergency contact information
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Level set expectations about scheduling. Michael can list what we schedule.


Onboarding

So much depends on making good impressions during those
first days.

* Pre-hire outreach & communications
 Schedule/calendar of activities over first week/month
e Staff announcements and infroductions

« Workspace and tfechnology ready

« “Hail and Farewell” monthly events
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Onboarding can be a stressful time for new employees, managers and the teams who are gearing up to welcome a new member. It is important to make the welcoming of a new staff member something to celebrate and worthy of our time. This means we should be organizing and scheduling onboarding meetings in advance of the new emp getting on campus. Announce the new staff member is starting a minimum of 1-2 weeks in advance so teams can prepare to engage this new colleague.

*New staff breakfast is HUGE to Karen.
Scheduling
 -Send to new ee in advance of start date
 -Encourage managers and team to email ee in advance and welcome to team
 -Create a checklist of onboarding “to-do” and list who should initiate – keeps everyone on same page
 -Don’t skip welcome meals, even if just coffee and bagels – the informality matters!
 -Who are the “key” people in the building and on campus that need introductions? Schedule that time

Programming
 -New Leader Onboarding 
 -Buddy program (tours of office space, ee introductions, campus tour)
 -Lunch with VP quarterly


Onboarding

So much depends on making good impressions during those
first days.

« New staff Breakfast with Senior Vice President
 Welcome breakfast/lunch with team, peers, etc.
* Immerse in campus culture, attend events, workshops

» Touch points over first 20 days
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Onboarding can be a stressful time for new employees, managers and the teams who are gearing up to welcome a new member. It is important to make the welcoming of a new staff member something to celebrate and worthy of our time. This means we should be organizing and scheduling onboarding meetings in advance of the new ee getting on campus. Announce the new staff member is starting a minimum of 1-2 weeks in advance so teams can prepare to engage this new colleague.

*New staff breakfast is HUGE to Karen.
Scheduling
 -Send to new ee in advance of start date
 -Encourage managers and team to email ee in advance and welcome to team
 -Create a checklist of onboarding “to-do” and list who should initiate – keeps everyone on same page
 -Don’t skip welcome meals, even if just coffee and bagels – the informality matters!
 -Who are the “key” people in the building and on campus that need introductions? Schedule that time

Programming
 -New Leader Onboarding 
 -Buddy program (tours of office space, ee introductions, campus tour)
 -Lunch with VP quarterly


Career Progression

« Good managers have a plan for staff

* Hire people you can grow

« Know Thy Staff... e ‘.
# T

e |f you can’t grow your staff, someone

else will —“
= —

« JOb competencies

* Promotion process ~
* IDP (individual development plan)
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DAR 302 will cover staff promotion processes.  See Amy/Avery for info if needed now.  Remind about march promos
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Succession

Planning

PERFORMANCE V5. POTENTIAL

Care Talent
Employess get the job done and perform at or above expectations, make
valuable contributions and consistently dermonstrate skills, knowledge
and competencies reguired. They are "go-to® employees who provide
expertise in the organization and may be ready to take on new
responsibilities or a new role within organization in 12-24 months, Some
individuals in this category may not exhibit desine for Tuture Erot P
opporiunities. f

Top Talant
Employess demonstrate expertise-level abilities and superior
leadership. Individuals perform at a high level and are ready to
broaden their skill set and take on a significantly greater scope and
responsibility. Individuals in this category could be a flight risk if not
Eiven opportunities to learn, grow or advance.
-

x|

Transitional Talent I —
Ermployess have not been in their position lang enough to demonstrate
theeir abilities, or there may be a job fit arF Fﬂ'."l'im'l"lul"'l!:'l'.' 1S5,
Individuals may not be able to keep pace with the organization ar they
ridy ot have been in their rele long encugh to siteds performance,
Indiwviduals showld be managed up of oul of the organization. Employess
require frequent oweriite and hawve little autonamy.

Nl Solid Talent
Employess are in the learing curée of their current positions and will be
ready for other career options soon. Individuals are contributing as
expected, but may need more direction, guidance and time in current
role. Bay be ready to take on a greater scope and responsibility in the
next 12-24 months.
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Talk about it as a concept.  Going into campaign, STM will work with you and your teams to think about long term team development and opportunities for your team to shine.

Are you thinking about who could step in for you?


Reward & Recognition

« Awards

« Stretch Assignments
* Perks R
« Visibility NGl

« Peer Recognition

* Professional Development

« Compensation
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DAR 303 will cover professional development/skill gaps, what does the person need?
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Compensation
It’'s not just DAR

« Equity/gender reviews

* BU/DAR Internal Equity

 Where the position is valued in the market
e Transparency
* Why promotion increases are not pre-defined

* Benchmarking/Salary Surveys
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Mention relationship with HR/Compensation, mapping, gender/equity reviews, explain salary ranges and that we partner with manager on this.  We inform candidates of DAR compensation range per position.  Talk about midpoint and where we hire. Comp will do an info session for us.



FY24 YTD:
* 49 promotions

« 37 jobs filled
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Talk about promotion data, #hires since July ’21.  This is from when we came out of COVID.  Numbers reflect our commitment to growing and retaining staff

Promotions- define the types
Hires include external and promotions into new roles (after interviewing)



Quick Quits

Why did it happen?

» Job Description (expectations)?
« Onboardinge

e YOU?

« Volatile market GOOD-BYE.
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People feel it’s ok to quit now.
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To explore further:

 Love 'em or Lose 'Em,: Getling Good People to Stay by Beverly
Kaye and Sharon Jordan-Evans

* The First 90 Days: Critical Success Strategies for New Leaders at All Levels by
Michael D. Watkins

 Diversity, Equity, and Inclusion in Advancement - CASE (Pages 97-112)

« Emotionalintelligence in Hiring - Forbes

« Emotional Intelligence in Leadership — Harvard Business Review

Activities:
« Conduct a stay interview with a memtber of your staff.
« Use the IDP with a member of your staff. Reach out to STM if you need one.
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We are covering a ton of stuff, but we are happy to sit down with you at any time.  Our calendars are up to date.

https://www.forbes.com/sites/forbeshumanresourcescouncil/2021/10/18/why-does-emotional-intelligence-matter-in-recruiting/?sh=25d5b80e2f62
https://online.hbs.edu/blog/post/emotional-intelligence-in-leadership#:%7E:text=Emotional%20intelligence%20is%20defined%20as,popularized%20by%20psychologist%20Daniel%20Goleman.
https://bushare.sharepoint.com/:b:/s/GRP-DAR-StrategicTalentManagement/EV9jDgWvpE9LtB_ty6khmhsBwlP0GhA28QjnQxjE80kHEQ?e=sdgM7E

Please fill out survey!

1. What is one thing you learned today®
2. What will you do differently as result of today’s session@
3. Anything we didn’'t cover that you want to know more aboute

4. Any other feedback?

https://bostonu.qualtrics.com/jfe/form/SV_00pxfbFtL?XTLeu
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https://bostonu.qualtrics.com/jfe/form/SV_00pxfbFtL9XTLeu

Next Session:

DART 204 Session: Managing Change
and Difficult Conversations

Monday, February 12", 12:00 - 1:30 pm

Questrom - Floor 4
(Rooms 426, 428, 430)
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