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How 10... keep outgoing employees happy

by Ali Gill

Many workers are extremely
loyal to their companies, and
for some this loyalty can be
formed or cemented at the
point of exit. In a market
where today’s redundant
staff may be tomorrow’s tal-
ent, employers should be
keen to strengthen employee
loyalty during redundancy.

Say goodbye

After a redundancy is
announced, make a point of
arranging a goodbye event.

When I was made redun-
dant from a company I had
worked with for 12 months,
my manager picked a mod-
est but inspiring venue to
mark my departure.

A mixture of suppliers,
close team colleagues and
key people from other parts
of the business came along
and my manager made it
clear he felt it important
these people attended.

He then led a discussion
abouteach ofus, clearlyartic-
ulated the value each person
had added, and talked briefly
about his feelings about the
departure. It was a positive
experience thatenhanced my
view of the company.

More than 70% of manag-
ers report feelings of guilt
when making employees

if you only do

5 things

1 Be impartial

2 Be sensitive

4 Follow a process
4 Communicate

5 Don't burn bridges

redundant, and will mistak-
enly often avoid the ending
celebration that normally
happens when people
change jobs.

An endpoint ‘ceremony’,
with both affirmation and
reflection, will help people to
work through the typical
feelings of loss that accom-
pany endings, and will leave
both employer and employee
in a better state of mental
wellbeing.

Coach the transition
Transitions typically need
new skills, perspectives and
ways of looking at things. A
skilled coach can provide the
space and structure for indi-
viduals to think through
their needs, wants and goals.
One-to-one meetings with
departing team members,
involving an HR representa-
tive and manager, can help
staff plan their next step.
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HAPPY GOODBYES... Make sure outgoing workers leave on good terms.

Usinga coachingapproach to
explore useful themes, such
as how to manage finances or
pointing outhelpful resources
and support available, can
help the employee to devise
their own plan.

Setting time aside to think
through the issues and chal-
lenges and explore options
helps transition. Keeping
meetings punctual with a
firm start and finish time is
important as this contain-
ment helps to develop the
feelings of being in control,
vital during times of transi-
tional change.

Social networks exist in
every farnily, organisation
and institution. Leaving an
organisation, particularly
one which the employee has
been part of for a number of
years, changes the dynamic.

As a parting gesture, why
not invite the exiting
employee to join a ‘think

tank’ network of ex- and cur-
rent employees? Over time,
this connecting group can
prove useful through exter-
nal relationships built out-
side the organisation, as well
as maintaining contact with
those within.

Open door
When a person leaves an
organisation, voluntarily or
otherwise, the best gift an
employer can give is an open
door to a new and more rele-
vant network. And this need
not be a time-intensive, face-
to-face process — 65% of
middle managementappoint-
ments are now estimated to
be transacted with some
influence from social net-
working technology such as
Facebook and MySpace.
Loyalty is a multi-layered
concept that involves a sense
of belonging to something
bigger and better than one-
self. Through their actions,
employers can either create
advocates who will sing their
praises, or enemies deter-
mined to build networks
with others who feel the
same sense of injustice.

Ali Gill is chief executive of
change management consul-
tancy Crelos.
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What are the biggest
challenges?

B Redundancy is highly
traumatic - for the
employee being made
redundant, for colleagues,
and for the business itself. It
is the business leader’s job
to manage this process, to
minimise the stress and
discomfort of the employee,
the negative impact on the
remaining workforce, the
loss of knowledge to the
business, and the potential
impact on customers.
Managing departures
transparently is difficult, so
clear communication is
vital. The ideal outcome
would be for the leaver to
come out with their head
held high, and feeling that
the employer has done
everything they can to make
the transition as painless as
possible. This can be
achieved with careful
planning and sensitivity.

What should you avoid?

B Avoid a hasty or slapdash
approach. Make sure you
follow procedure with
proper consultation,
considering all the options.
Look for voluntary
redundancies first and
make sure no-one can
accuse you of dismissing
people unfairly. You need to
be fair and impartial.

B Avoid upsetting the
leaver’s colleagues as far as
possible — make sure they
understand the reasoning
behind the decisions.

Top tips

B Be honest — communicate
throughout, consulting
rather than telling.

B Show you care and will
put the effort in to make the
best of a bad situation.

B Manage those left behind
and ensure the transition is
well managed.
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