HR Solutions
and
Employee
Engagement

)

smithmarion




SMCo

Hannah Baldwin, sHRM -CP, PAFM, Director of CAS
Chad Porter, cpa, CFE, Principal
Cole MOI’]I’OG, CPA, Senior Manager




Challenges for
Agencies without a
Dedicated HR

Department

)

smithmarion




Limited resources
Time constraints
Compliance issues

Lack of HR
expertise

Difficulty in
finding and
retaining
qualified staff

Inadequate
employee
development



These Challenges can Impact Employee
Development and Overall Organizational
Success

= Difficulty providing adequate training and
developmentopportunitiesforemployees.

= Difficulty infinding and retaining qualified staff
leadingto decreased employeeretention rates and a
lack of skilled employeesto fill key positions.

= Lack of HR expertise resulting in inconsistent or
ineffective performance management practices.

= Inadequate employee developmentleadingto
decreased job satisfaction and lower employee
retention rates.




HR solutions that can be implemented by HAs without a
dedicated HR department

-

Outsourcing HR functions HR Software Consulting Services
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Outsourcing HR Functions

- OnPay
- TriNet
- Gusto
- Insperity

- ADP TotalSource



HR Software

BambooHR
Rippling
Gusto

GoCo

Trinet Zenifits
Jazz HR
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Consulting Services

Freelance HR

Consultants

Nelrod

HR&A Advisors

The Merit Group

Wipfli

Housing Catalysts q




Recap

Outsourcing: Reqgular day to day
Software: Managing data and
reducing headache when pulling
information

Consulting: For specific,
challenging, & complicated
issues that arise less frequent
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Outsourcing HR

e Expertise

e Cost Savings

@ Accessto
Technology &
Resources

e Reduced
Legal Risk

e Time Savings

Loss of Control
Communication
Issues

Cultural Fit
Contractual
Issues

Security Risks



HR Software

© Increase Efficiency

© ImprovedAccuracy

® Enhanced Data
analysis

o Streamline
Communication

® Compliance

Employee Adoption
Cost

Technical Issues
Learning Curve
Security Risks
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Consulting Services

Expertise
CostSavings
Access to
Technology
Reduced
LegalRisk
Time Savings

e LossofControl
e Communication

Issues

e CulturalFit
e Contractuallssues
e Security Risks



HR Associations are
Your Friend!

« SHRM

« Association for Talent
Development

« State based associations
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Make Sure there

IS Clear Direction
of Who to Go to




Software review &
selection

Special Events

Lunch & Learns
Employee Training
Curate Ideas from Your
Team

Establish committees

J



Don’t Forget Your
Managers

e Investin manager training

e Provide tools to your
managers

e Hold your managers
accountable

e Ensure your managers know
basic labor laws




Employee
Engagement
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Simon Sinek, the author of “Start
With Why,” describes employee
engagement: “When people are
financially invested, they want a
return. When people are
emotionally invested, they want to
contribute”



‘) 3 Types of Employees

Engaged: Highly involved and enthusiastic about their work. They are psychological
“owners” they drive high performance and innovation and move the organization
forward. Example: employee logs in for a few hours longer to get a project complete
or spends more time on the phone with a resident who needs help. They build up
their coworkers and have strongrelationshipsin the housing authority.

Nearly Engaged: Psychologically unattached to their work, they are putting time but

not energy or passion into their work. Example: employee complete their work but is

fueled by duterrather then passion or personal interest. This person often flys under
the radar.

Actively Disengaged: Resentful, uphappy, undermine engaged coworkers. Example:
spends their time negitively talking about coworkers, projects, leaders ect. They may be
searching for other opportunities in their spare time.



2023 Employee
Engagement Stats
According to Gallup

» Engaged 33%
» Disengaged 51%
» Actively disengaged 16%

<)



Engagement Matters

Productivity Turnover Cost
Highly engaged teams Low engagement teams Replacing workers
are 14-18% more endure turnover rates

costs 2 to 2 times

. that employees
highly engaged teams annual salary q

productive than low 18-43% higher then
engaged teams



Engagement Hierarchy

Growth

Growth - How can | grow?

Employees need to be challenged to learn something new and find better
ways to do their jobs. They need to feel a sense of movement and
progress as they mature in their roles.

Teamwork - Do | belong here?

Employees need to feel like they belong and are a good fit with their
team. They need to know they are part of something bigger than
themselves. As a manager, encourage opportunities for teamwork and a
sense of belonging.

Individual - What do I give?

Employees want to know about their individual contributions and their
worth to the organization. Manager support is especially important during
this stage because managers typically define and reinforce value.

Basic Needs - What do | get?

Employees need to have a clear understanding of what excellence in
their role looks like so they can be successful. Groups with high scores
on the first element are more productive, cost-effective, creative and
adaptive.



When comparing employee engagement levels, Gallup found
that top- and bottom teams had the following differences in

organization outcomes:

v
81%

in absenteeism

v
28%

in shrinkage (theft)

A
18%

in productivity (sales)

v

98%

in patient safety

incidents (mortality and falls)

b 4
64%

in safety incidents (accidents)

A
23%

in profitability

v
18%
in turnover

for high turnover
arganizations

b 4
41%

in quality (defects)

h 4
43%
in turnover

for low turnover
organizations

A

10%

in customer
loyalty/engagement
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Selection

The challenging stage of
finding and approaching top
talent.

” ] Succession

| [:] Process to identily and
957‘ T develop key talent to
"I‘P‘? continue your company
culture and vision.

Attract

Oceurring even before there
is an open position, focused
on an employer brand that

attracts top talent .
5
h]' i .
I? Separation
. An engaging opportunity to
DG Onboard gather feedback and

maintain a positive
relationship while reinforcing
your brand.

|['} From offer through pre-

boarding activities, onboarding
ensures an engaging new hire
expariencea.

I\

ExponentHR

Development

Engaging and continuowus
learning programs elevate
employee's careers and
achieve strategic objectives.

@ Engagement

Consistent communication,
feedback and recognition are
crucial to sustain

&, engagement and retain
p employees.




5 Drivers of Employee Engagement

b Ensure the works purpose is
P u rpOSe 3S % beyond the job itself

Give people the power to

E m powe rme nt . shape their work and perform

at their best

Stretch and challenge them

Advancement ::9 to develop their potential

Celebrate the positives and
I m paCt create a learning culture

Be inclusive and create an

B e I O n g I n g _ environment of identity and

acceptance

E\ PEOPLE
4 PUZZLES www.peoplepuzzles.co.uk



Managers Matter

It takes more then a 20% pay
raise to lure employees away
from a manager who engages
them

It takes next to nothing to
poach most disengaged
workers

Employee trust is crucial




Lack of initiative
Negative habits
Lack of an interestin
learning

Silence



How to Measure
Engagement?

Gallup Engagement Survey
Conduct stay interviews
Culture Amp

15Five

Office Vibe
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Leadership Plays a Crucial Role in
Fostering Engagement

Facilitating open communication
Providing development
opportunities

Creating an inclusive &
supportive work environment
Invest in your leadership
development

Hold your leaders accountable

q




It’s About the Managers

e Thenumber1reason employees stay
or leave is how much they trust their
immediate supervisor

e Poorleadership causes over 60% of
employee turnover

e “Whenemployeesstayitis because
of theirimmediate managers”.
National Education Association

e “Employees who stay primarily for
their supervisors stay longer, perform
better, and are more satisfied with
their pay” TalentKeepers

e (Offering more money may not be
enough to keep employees




Programs or Accountability?

STRATEGY A STRATEGY B

N

Group of hospitals Outlier hospital assigned
“solved” nurse turnover retention goals to
with onsite child care & managers and reported

flexible scheduling progress monthly

... one year later:

“A” turnover % identical,
“B” down 41%, saved millions of Ss

‘J G SoniEs




ForecastRetention
Quarterly

How long do you
believe this team
member will stat

Do you believe
turnover will be
voluntary or
involuntary?

How engaged is
this team
member?

6 months or less

Voluntary

Engaged

6 months or Over 1 year
more

Involuntary

Nearly engaged | Disengaged



What do employees talk about over dinner?

Boss Colleagues Duties



Why was your
best boss your
best boss?




Why was your
worst boss your
worst boss?

.ls"_t‘nm some reason why my coffee Isn't here?




P %

Performance Management

Out with the traditional yearly reviews

Consider

Regular 1on 1s with Manager (weekly)
Quarterly Check Ins(Performance reviews)
Real-time feedback (400% increase in work quality)
Be specific, be constructive, well-intentioned,
multi-directional
Rewards & recognition (praise must be timely, specific,
& genuine)
Set goals that clearly align with housing authority
strategy
Software to track progressinreal time
Multi-sources of feedback such as 360 reviews q
Platform for continuous feedback



Balanced
Scorecar

Incentive pay plan
Goal focused
Rewards
employees for
work that matters
most

| BALANCED SCORECARD - Maintenance Supervisor Base Pay 530,000
| Year-to-Date Incentive Pay $5,000
Percent Percentage Incentive
Complete to Points Values to Earned to
Objectives date Possible Date Date
fMaintain Unit Turnover Goal of 5 days 8.33% 5% 12 1.00 20.83
|Maintain Leasing Turnover Goal of 12 days 8.33% 10% 12 1.00 41 67
|Oversee work order turnover goal of 24 hours 100.00% 5% 1 1.00 250.00
:Ouersee afterhours maintenance requests 8.33% 5% 12 1.00 20.83
|nja N 0% 0.00 N/A
| Subtotal: 27% 25% 333.33
Internal Processes
'Receive bi-annual inspection score of 85 0.00% 5% 2 0.00 =
:Prepare maintenence schedules monthly 0.00% 5% 12 0.00 5
|Ouersee bi-annual maintenence reviews 0.00% 7% 2 D.DD. =
|Receive REAC inspection score of B5 0.00% 8% 85 0.00 -
|N/A N/A 0% 0.00 N/A
Subtotal 0% 5% -
|Learning & Training
|Put on two internal trainings for maintenance team 0.00% 8% 2 0.00 .
;Attend outside maintence training 0.00% 7% 1 0.00 -
:Do-cument 3 internal processes 0.00% 10% 3 0.00 -
|NfA N/A 0% 0.00 N/A
IN/A N/A 0% 0.00 N/A
| Subtotal: 0% 25% -
Financial
*Owersee inventory orders 0.00% 7% 12 0.00 N
:Supewise and monitor monthly inventory expenses not to
iexceed 5% of prior year-to-date costs 0.00% 8% 12 0.00 N
| Work with vendors to ensure best price for items 0.00% 5% 12 0.00 5
|Maintain organization of inventory supply closet 0.00% 5% 13 0.00 -
IN/A /A 0% 0.00 N/A
Subtotal: 0% 25% -
Total: 7% 100% 333.33




Software for Performance
Management

-BambooHR
-Lattice

-Namely
-Workday
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Flexibility & Work from Home

While there is an obvious push for WFH, WFH may not be
feasible or the best for your employees
It is important to think strategically about your organization’s
answer to WFH
ltems to consider before WFH
Paperless
Communication have open Teams or Slack conversations
that others canjoin in on rather than private messages

What are some other important aspects to consider? @



What Have We Learned?

100% WFH canlead to isolation, depression, andlost productivity fora vast
majority of employees
Thereisab67% increasein lonelinessforthose who work 100% fromhome
While lack of distractionscan increase productivity thereis lost face to face
communicationwhich leads tolost innovation and processimprovement
Benefits of remote work plateau after 15 hours
Better approachis a hybrid model

1-2 days WFH

3 days in the Office
Managers need to be trained on managingremote workers
Managers need to have toolsto stay in touch with team duringworkdayin order

to hold team accountable
Don'tlet employees pick their WFH days



What Else Can You Do?

PROVIDE HAVE CORE ALTERNATIVE
FLEXIBILITY WORK HOURS WORK WEEK




Employee Development

Employee development refers to a
planned effort by an organization to
enhance an employee's knowledge, skills,
and abilities, with the aim of improving
their job performance, job satisfaction,
and personal  growth. Employee
development can take various forms,
such as training, coaching, mentoring, job
rotation, and career development
opportunities. The purpose of employee
development is to help employees
acquire new skills, knowledge, and
attitudes that can make them more
effective in their current job or prepare
them for future roles within the
organization.




Benefits of Implementing
' T Employee Development

VW~ Increased employee
engagement

Improved performance
Reduced turnover
Improved resident
satisfaction

-
.......



Types of Employee Development

o/

On-the-job Training
Job Shadowing
Mentoring
Coaching
Classroom Training
Online Training

Job Rotation
Career Planning



How employee development can help PHAs
overcome some of the challenges they face

» Increased Engagement « SuccessionPlanning

« Improved Retention » Increased Innovation

«» Increased Performance
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Stats

Increased productivity: Companies that offer comprehensive training programs
have 218% higher income per employee than companies without formalized
training (Association for Talent Development).

Improved employee retention: Organizations that invest in employee development
have 34% higher retention rates than those that don't (LinkedIn).

Enhanced job satisfaction:87% of millennials consider professional development
and career growth opportunities to be very important when choosing a job
(Deloitte).

Higher employee engagement: Companies with engaged employees outperform
those without by 202% (Dale Carnegie).

Increased innovation: Companies that prioritize employee development are 3
times more likely to be in the top 10% of companies in terms of innovation
(Harvard Business Review).

Improved customer satisfaction: Companies that invest in employee development
seea |2% increase in customer satisfaction scores (Harvard Business Review).
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How to Implement Employee Development without
Dedicated HR Department

Identify external
Involve Executive training and
Staff & Managers development
opportunities

Create an
individualized Follow

development plan development plans
for each employee

Monitor progress
and adjust
accordingly




Examples of Successful
Implementation

- New York City Housing
Authority (NYCHA)
implemented leadership
development program for
Senior Staff. The program

included leadership skills,
team building, & strategic
planning. The program
increased employee

engagement, performance, &
increasedretention.

- Boston Housing Authority:
The Boston Housing Authority
(BHA) has implemented a
leadership development
program that is designed to
cultivate the next generation
of leaders  within  the
organization. The program
includes leadership training,
mentoring, and other
professional development
opportunities.

- Gainesville
Authority (GHA):
implemented a  training
program for their
maintenance staff  that
focused on safety and
technical skills. The program
included both classroom
training and hands-on training
in the field. The program was

Housing
The GHA

successful in reducing
workplace accidents and
improving the quality of
maintenance services

providedto residents.



Creatingthe Employee DevelopmentPlan

® Assess Employee Needs &
Goals

® Identify Training &
Development Opportunities

® Develop a Training Calendar

® Implement on-the-job
training

® Offerprofessional
development opportunities

® Provide Leadership
Development

® Establish Performance
Management Systems

® Measure Effectiveness of
the Plan




Feedback is Important

e Setupsystem for

regularfeedback
e BSC
® One-On-One Meetings
® StaylInterviews
® 360Feedback
® Surveys
® Software

® BambooHR
Survey Monkey

TINYPulse

15Five
Glint




Based on Career
Planningcreate
training and
development
opportunities
Ensure the goals are
aligned with HA
Online courses,
workshops, industry
conferences,on-the-
job training, &
mentoring




Create training calendar
with specific training and
development activities for
cachemployee throughout
the year

This helpstomake sure
ceachemployee is
represented, and
everything is budgeted



Cross

o Rotations
training

Having
employee
train
others

Shadowing

Implement on-the-job

Training
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Other Professional Development
Opportunities

o« Workshops

o Conferences

¢« Membership to
PHADA, NAHRO, or
State Specific
Publications

« Encourage employees
toparticipate in
committees




CareerPlanning

How to

Meetwith Employee
Identifyemployee’s
goals
Setspecificand
measurable goals
Identifydevelopment
activities
Createatimeline
Assignresponsibility
Monitor& evaluate
progress
Meetregularly
Celebratesuccesses




CareerPlanning Questions to Ask

e Where are yourightnow?
e Whatare yougreatat?
e Whatdoyoulikedoing?
e Where doyouwanttogo?1 yr,3yr,5 yr?
e Whatdoes youridealjob look like?
e How willyougetthere?
e Whatskillsandknowledge do you
need?
e Whocanhelp?
e Whois inyoursupportsystem?
e Goals
o SetSMART90daygoals
Specific, measurable,achievable,
realistic,time bound




Assess Employee Needs &
Goals




CareerPlanning




Measure Effectiveness of Employee Development Plan

e Feedback
e Surveys
e Metrics
e Turnover
e Engagement
e Employee
NetPromoter
Score
e Performance
Evaluations

e Manager
Feedback




Other Strategies Implemented by HAs

Balanced Scorecard

Stay Interviews

Lunch & Learns

Team Building

Manager Training

Flex Work

Fridays off

Quarterly Staff meetings to
update them on key metrics
Create leadership team &
meet weekly

5 Dysfunctions of a Team
Employee Spirit Week




Stay Interviews 5 Questions

When you travel to work each day, what things do you
look forward to?

What are you learning here?

Why do you stay here?

When was the last time you thought about leaving our
team?

What can | do to make your experience at work better
for you?




Achieve
eBetter quality service, better use of funds

eHold supervisors accountable
eDevelop supervisors to build trust with team
eNarrow the front door
eChallenge policies
St rategy oScript first 90 days
eDrive from the top

IVI O d e I eEmployees quit because they can
*Employees stay for things they get
uniquely from you
eSupervisors drive retention and
turnover

*Manage retention like service,
quality, and safety




SIART

HOW GREAT LEADERS INSPIRE
EVERYONE TO TAKE ACTION

WITH

SIMON SINEK

suthar o Leaders Bat Fast ved Togetber s Better

NEW YORK TIMES BEST-SELLER

THE

TRUTH ABOUT
EMPLOYEE

PATRICK LENCIONI




Questions?
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smith marion
our mission

We connectwith peoplein order to meet their business
needs, focusing on areas in which we are the experts,

providing solutionsthat are understandable.

WWW.SMCO.Cpa



connhected

Building long-lasting bridgesisa key element to our business identity
at Smith Marion. Continually staying connected to you, industry
experts, state and federal regulators,and other firms gives us a
healthy and robust network full of great resources and information

exchanges.

focused

As specialistswe are experts at what we do. The services we provide
and what industries we service are limited to those we have built a
library of knowledge, experiencesand connectionstodraw onin order

to get our client’sthe results they want.

understandable

Taking a client-centric approach tocommunication,werecognize that
as experts we know a lot about topicsand matters, however our
clients may not. By eliminating assumptionsabout what our clientsdo
and do not know, we tailor our communicationsto address what you

need to hearso we are all on the same page.
WWW.SMCo.cpa




SMITH MARION HA TEAM
AT A GLANCE

35+ 100

HA and
Years LIHTC Clients

serving
HAs

18 21

HAaudit = = curen tly perform
team ork for HAs

WWW.SmMCco.cpa



Process Improvement
Strategic Planning
Peer Group Connection
Audit

RAD Consulting

LIHTC Consulting
Training

Fee Accounting
Year-End Close

WWW.SMCO.Cpa







HA leaders should be

C O NN E C T IO N learning from each other!

A HA peer group to
address your unique
challenges.  Connect
with peers who face

the same challenges
as you.




Fall 2024 :
. October16 th & 17 th
- Portland, ME

Spring 2024
- May7 th&8th
- New York, NY
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THANKS!

Do you have any questions?
hbaldwin@smco.cpa
+1 909 894 9795| www.smco.cpa
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Please, keep this slide for the attribution
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