
THE KEY TO 
PRODUCTIVITY AND 
RETENTION







WHY DO EMPLOYEES LEAVE?

• Inadequate salary or hourly rate

• Feeling overworked or burnt out and unsupported

• No, or limited, room for growth and career advancement

• Need for a better work-life balance

• Unhappy with management or the company culture

• More compelling job opportunities





46%

1 in 4
employees are at high 

risk of burnout 

struggling (28%) or in 

crisis (18%)

C H A L L E N G E S  FA C E D  B Y  S O C I E T Y

5,445
A whopping

respondents



11x
MORE COSTS TO EMPLOYERS IN TERMS 

OF ATTRITION, LOST PRODUCTIVITY, 

AND ABSENTEEISM



M C K I N S E Y  H E A L T H  I N S T I T U T E  F O U N D  T H A T  

A C R O S S  1 5 , 0 0 0  E M P L O Y E E S  A N D  A L L  1 5  

C O U N T R I E S  I N C L U D E D  I N  T H E  S T U D Y ,  T O X I C  

W O R K P L A C E  B E H A V I O U R  H A D  T H E  B I G G E S T  

I M P A C T  I N  P R E D I C T I N G  B U R N O U T  S Y M P T O M S  

A N D  I N T E N T  T O  L E A V E .

C H A L L E N G E S  FA C E D  B Y  S O C I E T Y



C H A N G I N G  L A N D S C A P E  O F  R E C R U I T M E N T  A N D  R E T E N T I O N  I N  H O S P I TA L I T Y



BURNOUT IS SPECIFIC TO THE WORKPLACE AND IS NOT 
REFLECTIVE OF STRESS AND STRAIN EXPERIENCED IN OTHER 
AREAS OF LIFE. 

‘WHO’ CHARACTERISE THIS AS:

• ENERGY DEPLETION OR EXHAUSTION –  MENTAL, PHYSICAL 
OR EMOTIONAL;

• INCREASED MENTAL DISTANCE FROM, OR NEGATIVE 
FEELINGS AND CYNICISM IN RELATION TO, ONE’S WORK;

• REDUCED PERFORMANCE

TIME TO EXTINGUISH BURNOUT



ENHANCING PRODUCTIVITY



Reducing the hours in your workday or 
work week can actually increase
employee productivity and encourage 
better retention. 

A 2014 study by Stanford University found 
productivity enters a steep decline after a 
worker exceeds 50 hours of work per 
week.

HOURS – SOMETIMES LESS IS MORE



WORK-LIFE BALANCE



ENCOURAGE AND PROMOTE WORK-LIFE BALANCE

“After following The Burnt Chef Project for a few years now and 
listening to my current team, oh my!!! I got it wrong! 

Yes, they want me present, no, they don't want me doing their jobs for 
them!

Yes, support and run food etc. But what is important to my team (not 
necessarily everyone’s, this is hospitality & not one shoe size fits all) - 

is that I am organised!”



RECOGNITION AND REWARD

A  r e p o r t  b y  t h e  B r a n d o n  H a l l  G r o u p  f o u n d  

c o m p a n i e s  t h a t  p r i o r i t i s e  r e c o g n i s i n g  

t h e i r  e m p l o y e e s  m u l t i p l e  t i m e s  p e r  m o n t h  

a r e  4 1 %  m o r e  l i k e l y  t o  s e e  i n c r e a s e d  

e m p l o y e e  r e t e n t i o n  a n d  3 4 %  m o r e  l i k e l y  

t o  s e e  i n c r e a s e d  e m p l o y e e  e n g a g e m e n t .



CULTURE



EMPLOYEE ENGAGEMENT

Engaged employees are employees who…

• Feel listened to
• Aren’t afraid to share their professional views 
• Have failures celebrated (psychological safety)
• Regularly asked for their feedback
• Have a clear induction/professional development plan
• Understand the mission objective and goal
• Are empowered to make decisions
• Are invested into (time/resource/training)
• Have individual skills recognised and encouraged
• Are given opportunities upon exit to feedback

EMPLOYEE ENGAGEMENT



KEN BLANCHARD



G r e a t  l e a d e r s  r e a l i z e  t h a t  t h e i r  N o .  1  

c u s t o m e r  i s  t h e i r  p e o p l e .  

I f  t h e y  t a k e  c a r e  o f  t h e i r  p e o p l e ,  

t r a i n  t h e m ,  a n d  e m p o w e r  t h e m ,  t h o s e  

p e o p l e  w i l l  b e c o m e  f u l l y  e n g a g e d  a n d  

g u n g - h o  a b o u t  w h a t  t h e y  d o .

I n  t u r n ,  t h e y  w i l l  r e a c h  o u t  a n d  t a k e  

c a r e  o f  t h e i r  s e c o n d  m o s t  i m p o r t a n t  

c u s t o m e r - - t h e  p e o p l e  w h o  b e n e f i t  

f r o m  t h e i r  p r o d u c t s  o r  s e r v i c e s - - a n d  

t u r n  t h e m  i n t o  r a v i n g  f a n s .



TACKLING BURNOUT



“sometimes experience 
burnout on the job”



“feel burnout often or 
always”



“a more supportive manager would 
help reduce their burnout”



“reducing their hours worked would 
relieve their burnout”



IN CONCLUSION

✓ Presenteeism costs organisations 1.5x more than absenteeism
✓ Seek feedback regularly 
✓ Build your engagement through clear communication
✓ Prioritise work-life balance and hours worked
✓ Reward and recognise regularly
✓ Develop clear inductions and development plans
✓ Build a strong culture (ask what is our ‘Why’)
✓ Lead by example



Q & A
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